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ABSTRACT  

	

As	the	demographics	of	our	society	are	continuously	evolving,	the	urgency	of	consider-

ing	 diversity	 and	 inclusion	 becomes	 increasingly	 prominent.	 Scholars	within	 the	 field	

have	 highlighted	 the	 inherent	 link	 between	 the	 concepts	 of	 diversity	 and	 inclusion;	

however,	the	effect	that	diversity	initiatives	have	on	the	inclusivity	of	the	organisational	

environment	is	currently	found	to	be	insufficiently	covered.	The	intention	of	this	thesis	

is	thus	to	take	on	a	qualitative	study	that	contributes	its	findings	to	extant	literature	on	

the	concepts	of	diversity	and	inclusion	in	an	organisational	context.	For	this	reason,	this	

paper	 investigates	the	way	 in	which	diversity	 initiatives	affect	 the	perception	of	an	 in-

clusive	environment.	This	paper	takes	its	departure	in	the	research	context	of	Copenha-

gen	Business	School	(CBS).	 In	recent	years,	CBS	has	increased	their	efforts	towards	di-

versity	and	inclusion;	therefore,	CBS	was	deemed	a	suitable	research	context	for	inves-

tigating	this	paper’s	research	objective.			

	

In	terms	of	the	overall	research	design,	the	research	methodology	employed	in	this	the-

sis	was	 the	 interpretive	phenomenological	analytic	 (IPA)	approach.	The	collected	data	

used	 for	 analysis	was	 comprised	 of	 12	 interviews	 in	 total	with	 various	 organisational	

members	 from	 different	 levels	 within	 the	 research	 context.	 	 These	 interviews	 were	

grouped	respectively	into	one	group	of	interviewees	who	actively	work	with	the	diversi-

ty	 and	 inclusion	 agenda	 at	 CBS,	 and	 another	 group	of	 interviewees	who	 are	 organisa-

tional	members	of	CBS,	but	who	do	not	work	actively	with	diversity	and	 inclusion.	As	

this	 study	 employs	 an	 interpretive	 phenomenological	 perspective,	 the	 research	 objec-

tive	 is	examined	 in	relation	to	perceptions	of	an	 inclusive	environment	as	well	as	per-

ceptions	of	CBS’	diversity	efforts.	This	paper	also	adopts	the	abductive	approach	to	the-

ory	 development	 and	 aims	 to	 provide	 the	most	 plausible	 explanation	 for	 linkages	 be-

tween	the	phenomena	explored	based	upon	the	findings.				

		

Using	 the	 IPA	 methodology	 and	 Kvale’s	 levels	 of	 interpretation,	 the	 perceptions	 ex-

pressed	in	the	conducted	interviews	were	interpreted	and	discussed	in	relation	to	rele-

vant	 theoretical	perspectives.	To	examine	 the	effect	of	diversity	 initiatives	on	 the	per-

ception	of	an	inclusive	environment,	we	found	the	notions	of	diversity	approach	and	di-

versity	management	relevant	to	consider	as	they	establish	the	rationale	and	implemen-

tation	of	diversity	initiatives	with	the	aim	enhancing	inclusivity.	Our	most	plausible	ex-
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planation	based	on	our	 findings	 is	 that	diversity	 initiatives	 affect	 the	perception	of	 an	

inclusive	environment	by	enhancing	uniqueness	and	belongingness.	Related	to	this,	we	

found	 that	 the	 transparency	 of	 the	diversity	 initiatives	was	 a	 factor	 that	 affected	how	

interviewees	perceived	inclusivity.		

	

Our	findings	concluded	that	within	CBS,	diversity	 initiatives	were	used	to	raise	aware-

ness	and	create	understanding	towards	inclusion.	Also,	the	diversity	initiatives	contrib-

ute	 towards	 an	 organisational	 vision	 of	 inclusion	 for	 future	 actions.	More	 specifically,	

the	initiatives	positively	affect	the	perception	of	an	inclusive	environment	through	equal	

opportunities	and	appreciation	of	uniqueness.	CBS	appears	to	place	some	focus	on	be-

longingness	via	the	emphasis	of	commonality,	but	the	primary	focus	currently	pertains	

to	the	internalisation	of	uniqueness.		

	

Besides	this	thesis	being	relevant	to	contribute	to	current	literature,	it	is	also	applicable	

in	providing	guidelines	towards	CBS’	future	diversity	efforts.	Additionally,	this	study	is	

methodologically	applicable	in	the	context	of	employing	IPA	in	a	study	of	organisational	

culture.			 	
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1. INTRODUCTION 

	

Diversity	 indicates	 that	we	all	are	different.	We	want	 to	 feel	 that	we	belong,	but	at	 the	

same	 time,	we	want	 to	be	appreciated	 for	our	uniqueness.	Today,	more	 than	ever,	 the	

increased	 concentration	 on	 human	well-being,	 the	 spread	 of	 globalisation	 and	 the	 in-

creased	appreciation	 towards	others	and	other	cultures	different	 to	one’s	own	has	 re-

sulted	in	a	significant	focus	towards	awareness	of	diversity	and	inclusion	–	in	academics,	

in	 business	 and	 in	 society.	 There	 are	 external	 pressures	 from	 all	 around	 encouraging	

people	to	be	aware	of	the	diversity	in	one's	every	day.	This	indicates	a	necessity	to	take	

appropriate	initiatives	and	to	act	inclusively.	In	the	following	chapter,	the	importance	of	

diversity	and	inclusion	is	highlighted	as	well	as	the	research	objective	to	introduce	the	

overall	context	of	this	paper’s	research	area.			

	

This	thesis	is	placed	within	Danish	society.	Herein,	it	can	be	perceived	that	there	are	op-

posing	 poles	 in	 politics	 regarding	 the	 response	 to	 the	 diversity	 and	 inclusion	 agenda.	

Though	 there	may	 be	 different	 ways	 of	 approaching	 the	 notions,	 it	 cannot	 be	 under-

mined	that	there	still	is	a	focus	on	it.	The	societal	focus	is	mirrored	into	other	aspects	of	

the	general	culture	including	organisational	cultures.	For	instance,	A.P.	Møller	Maersk	–

	the	largest	company	in	Denmark	(Børsen,	2019)	-	launched	their	diversity	and	inclusion	

strategy	in	February	2019,	with	the	aim	of	enhancing	the	inclusivity	of	the	work	culture	

amongst	their	employees.	Specifically,	they	focus	on	four	different	areas:	[1]	Driving	di-

versity,	 [2]	building	 capabilities	 towards	 becoming	 more	 inclusive,	 [3]	encouraging	

leaders	 to	 work	with	 diversity	 and	 inclusion	 agendas	and	 [4]	engaging	 employees	 to-

wards	shaping	 diversity	 and	 inclusion	within	 the	 organisation	 (Maersk	 Group,	 2019).	

The	promotion	of	Maersk’s	diversity	and	inclusion	strategy	shows	that	in	this	organisa-

tion,	diversity	and	inclusion	is	a	notion	that	is	implemented	and	encompassed	across	the	

organisation,	 rather	 than	 simply	 being	 a	 sentiment	 that	 only	 human	 resources	 or	

the	very	top	management	must	work	with.	Similarly,	it	is	also	evident	that	other	Danish	

organisations	such	as	Novo	Nordisk	and	LEGO	also	make	efforts	to	promote	their	initia-

tives	towards	diversity	and	inclusion.		

	

The	 demography	 of	 Denmark	 is	 continuously	 changing,	 and	 organisations	must	 learn	

how	to	manage	a	diverse	workforce	to	be	able	to	compete	globally	and	successfully.	Al-
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so,	Danish	 law	dictates	 that	workforce	discrimination	 is	 illegal	 and	 thus	organisations	

must	act	according	to	the	external	forces	(Retsinformation,	2008).		

	

This	thesis	is	also	placed	within	the	context	of	universities.	It	is	evident	that	most	larger	

universities	 around	 the	world	 today	 indulge	 in	 the	 notions	 of	 diversity	 and	 inclusion.	

Some	amongst	these	 include	University	of	Copenhagen,	Seoul	National	University,	Uni-

versity	 of	 Sydney,	 Singapore	 Management	 University	 and	 Colombia	 Universi-

ty.	Universities	are	home	to	the	future	leaders	of	tomorrow	and	the	members	of	the	fu-

ture	workforce.	For	this	reason,	it	is	crucial	that	the	agenda	of	diversity	and	inclusion	is	

addressed	in	this	context	as	well,	in	order	to	ensure	a	new	generation	of	graduates	that	

can	take	the	agenda	of	diversity	and	inclusion	into	the	world	with	them.			

1.1 Research	Question	and	Objective	
Given	 its	 importance	 in	 the	context	of	society,	business	and	organisations,	we	 found	 it	

relevant	 and	 interesting	 to	 investigate	 diversity	 and	 inclusion	 within	 these	 con-

texts.		Having	conducted	a	comprehensive	literature	review	(in	section	2)	to	define	our	

research	 area,	 it	 became	 apparent	 that	 within	 the	 organisational	 context,	 there	was	

much	focus	on	the	way	in	which	diversity	was	acknowledged	and	managed,	but	less	on	

the	result	of	the	initiatives	taken	in	that	regard	–	so	to	say,	whether	or	not	the	diversity	

initiatives	resulted	 in	 increased	 inclusivity.	Therefore,	we	find	it	relevant	to	 look	at	 the	

initiatives	 taken	 to	 approach	 the	 agenda	 of	 diversity	 and	 inclusion	 and	 if	 these	 initia-

tives,	 in	fact,	 foster	an	inclusive	environment.	Our	research	objective	is	thus	to	use	our	

findings	to	contribute	to	the	current	discussion	and	academic	research	of	diversity	and	

inclusion,	using	our	research	context	of	Copenhagen	Business	School	(hereafter	referred	

to	as	CBS).		Based	on	this,	we	formulate	the	following	research	question	to	be	investigat-

ed:		

	

How	do	diversity	initiatives	affect	the	perception	of	an	inclusive	environment?		

	

With	this	research	question,	we	work	under	the	assumption	that	diversity	initiatives	do	

affect	the	perception	of	an	inclusive	environment.	This	is	grounded	upon	the	connection	

between	diversity	and	 inclusion	 that	 some	diversity	and	 inclusion	scholars	 (Pan,	Lu	&	

Gupta,	2014;	Shore,	Randel,	Chung,	Ehrhart	&	Singh,	2011)	propose,	wherein	they	asso-

ciate	diversity	to	the	perception	of	inclusivity.	This	thesis	it	thereby	primarily	concerned	

with	the	linkage	between	the	two	concepts	within	our	research	context.	
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To	 sufficiently	 answer	 our	 research	 question,	we	 find	 it	 vital	 to	 have	 a	 shared	under-

standing	of	the	terms	that	make-up	the	research	question	–	namely,	the	diversity	initia-

tives,	perception	and	an	inclusive	environment.	Diversity	initiatives,	in	this	thesis,	refer	

to	 the	specific	ways	 taken	 to	actually	manage	diversity	within	 the	organisation	of	CBS.	

Regarding	 perceptions,	 this	 is	 in	 terms	 of	 the	 subjective	 ontological	 perspectives	 pre-

sented	in	the	collected	data.	This	is	a	crucial	element	as	it	affects	how	we	view	the	data	

and	the	conclusions	of	the	thesis,	but	also	how	we	view	inclusivity	as	a	subjective	mat-

ter.	Our	view	of	an	inclusive	environment	is	two-fold.	Firstly,	we	view	it	in	terms	of	the	

theoretical	perspectives	of	 it	and	thus	how	inclusivity	is	typically	shaped	within	an	or-

ganisational	context.	And	secondly,	we	view	it	in	terms	of	subjective	perceptions	of	CBS’	

environment.	We	also	find	it	necessary	to	within	this	research	question,	further	investi-

gate	 the	 different	 aspects	 –	 namely	 the	 diversity	 initiatives	 and	 an	 inclusive	 environ-

ment.	This	is	so,	because	in	order	to	examine	the	effect	diversity	initiatives	have	on	the	

perception	of	an	inclusive	environment,	we	must	examine	what	actually	constitutes	the	

two	separate	terms.		

1.2 Delimitations	

In	order	to	ensure	an	academically	sound	paper,	 it	 is	important	to	present	this	paper’s	

delimitations.	The	first	is	that	this	paper’s	research	is	limited	to	the	context	of	CBS.	This	

means	 that	 in	 efforts	 to	be	objective	 towards	our	 research	 case,	we	only	 consider	 the	

research	 surrounding	 and	 within	 CBS,	 rather	 than	 for	 example	 comparing	 to	 oth-

er	Danish	 universities	 or	 other	organisational	cultures.	 A	 second	 delimitation	 of	 this	

thesis	is	that	the	data,	which	is	employed	within	the	research	method,	is	limited	only	to	

our	interviewees’	perceptions.	Therefore,	it	is	important	to	note	that	the	conclusions	of	

this	thesis	will	only	be	limited	to	the	scope	of	our	interviewees’	perceptions.	This	leads	

us	to	the	third	delimitation,	which	is	that	this	paper’s	conclusions	cannot	be	viewed	in	a	

general	context,	but	rather	is	limited	to	the	context	and	subjectivity	of	our	research.	This	

is	 fitting	 with	 our	 research	 methodology	of	Interpretive	 Phenomenological	 Analysis	

(IPA)	(explained	further	in	section	5.6.1)	as	that	analysis	typology	extends	subjectivities	

to	 sense-make	 experiences	 and	 in	 this	 case	 the	 experiences	 of	 an	 inclusive	 environ-

ment.			

1.3 Research	Relevance		
It	is	beneficial	to	present	the	study’s	relevance	and	applicability	in	this	paper’s	introduc-

tion.	The	 following	 section	 outlines	the	 demands	 that	 show	 diversity	 and	 inclusion	 as	



Deb	&	Øyås	 	 May	15th,	2019	

	 12	

being	notions	academically	relevant	to	investigate,	in	order	to	highlight	this	paper’s	sig-

nificance	in	academics	as	well	as	in	the	general	society.			

	

Diversity	 and	 Inclusion	 are	 two	 concepts	 that	 have	 become	 increasingly	 popular	 as	 a	

part	of	the	conversation	in	society,	business	and	the	individual’s	personal	everyday	lives	

(Mor	Barak,	2005),	and	this	is	largely	due	to	various	external	pressures	that	encourage,	

and	 to	 an	 extent	 also	 obligate,	 individuals	 and	 organisations	 to	 acknowledge	 the	 con-

cepts	 and	 act	 appropriately	 in	 accordance	with	 them.	 A	 few	 of	 the	 pressures	 deemed	

relevant	to	investigate	towards	this	paper’s	context	includes:	[1]	increased	movements	

of	diversity	and	inclusion	demands,	[2]	more	diversity	and	inclusion	initiatives	in	organ-

isations,	 [3]	 societal	 targets	 in	 the	 form	of	 the	UN	Sustainable	Development	Goals,	 [4]	

psychological	 needs	 for	 diversity	 and	 inclusion	 and	 finally	 [5]	 the	 pressures	 from	 the	

increased	use	of	social	media.	These	five	pressures	will	be	further	explored	in	the	sec-

tion	below.			

	

One	of	the	factors	that	has	recently	propelled	the	agenda	of	diversity	and	inclusion	into	

popular	 culture	 is	 the	 various	 social	movements	 that	 have	 swept	 across	 the	Western	

world,	 focusing	on	the	rights	and	well-being	of	minority	groups	such	as	ethnic	minori-

ties	 and/or	 women	 (Thrall,	Lollio-Fakhreddine,	 Berent,	 Donnelly,	 Herrin,	

Paquette,	Wenglinski	&	 Wyatt,	 2008).	Two	 examples	 from	 recent	 times	 include	 the	

#MeToo	 and	 the	 #BlackLivesMatter	 movements.	Both	 social	 movements	 were	 highly	

televised	and	given	the	attention	of	persons	of	influence	including	celebrities	and	politi-

cians	 (Zacharek,	 Dockterman	&	 Edwards,	 2017).	 This	 pushed	 the	 notions	 of	 diversity	

and	 inclusion	 into	becoming	a	significant	part	of	 the	external	conversation	around	the	

world.	In	turn,	this	meant	that	the	social	movements	and	their	high	media	involvement	

significantly	increased	the	general	focus	on	the	two	concepts.					

	

This	 amplified	 interest	 in	 diversity	 and	 inclusion	 through	 media	 attention	 and	 social	

movements	was	 then	gradually	 translated	 into	 the	organisational	 context,	with	 “many	

organisations	[that]	 have	 ramped	 up	 their	 efforts	 to	 improve	 the	 work	 situation	 for	

women,	minorities	and	all	employees”	(Elsesser,	2019).	There	is	an	increase	in	demands	

from	outside	the	organisation	to	have	better	working	conditions	in	the	form	of	flexibil-

ity,	work-life	balance,	opportunity	for	ample	growth	for	minorities	etc.	This	then	is	mir-

rored	within	the	organisation	where	the	demands	for	the	same	become	evident.	For	the	

individual	 organisations	 not	 to	 lose	 their	 existing	 talent	 pool,	 and	 for	 them	 to	 attract	
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new	talents,	it	is	crucial	for	the	organisations	to	make	efforts	towards	diversity	and	in-

clusion	initiatives	to	meet	the	demands.			

	

Not	only	do	organisations	face	demands	from	organisational	members	that	require	them	

to	commit	efforts	towards	diversity	and	inclusion,	the	organisations	face	demands	in	the	

countries	that	are	committed	towards	the	2030	targets	of	the	UN	Sustainable	Develop-

ment	Goals.	The	"2030	Agenda	for	Sustainable	Development,	adopted	by	all	United	Na-

tions	Member	States	in	2015,	provides	a	shared	blueprint	for	peace	and	prosperity	for	

people	and	the	planet,	now	and	into	the	future.	At	 its	heart	are	the	17	Sustainable	De-

velopment	Goals	(SDGs)”	(United	Nations,	2015),	of	which	goal	5	and	goal	10	are	rele-

vant	towards	diversity	and	inclusion,	and	thus	relevant	to	this	paper.	Goal	5	is	with	re-

gard	 to	achieving	gender	equality	and	empowering	all	women	(United	Nations,	2015).	

Given	 the	specific	 targets	 that	 constitute	goal	5,	 it	 can	be	determined	 that	 inclusion	of	

women	is	a	high	priority	of	countries	 in	 the	United	Nations	states,	and	thereby	also	 in	

organisations	 that	 are	within	 these	 countries.	 Similarly,	 goal	 10	of	 the	UN	Sustainable	

Development	Goals,	which	regards	reducing	inequalities	within	and	amongst	countries	

also	 to	an	extent	 involves	 the	notions	of	diversity	and	 inclusion	and	so	are	relevant	 to	

this	paper’s	context	as	well.	The	appropriate	targets	of	goal	10	thus	in	relation	include	

having	to	“adopt	policies,	especially	fiscal,	wage	and	social	protection	policies,	and	pro-

gressively	 achieve	greater	 equality”	 (United	Nations,	2015).	These	UN	Sustainable	De-

velopment	Goals	and	their	targets	make	the	importance	of	diversity	and	inclusion	in	so-

ciety	and	in	organisations	explicit	and	as	a	result	contribute	to	reasoning	why	it	is	aca-

demically	suitable	for	this	paper	to	investigate	its	given	research	context.			

	

A	further	factor	that	highlights	the	importance	of	diversity	and	inclusion	comes	from	a	

more	intrinsic	psychological	perspective.	Hargie	(2017)	notes	that	the	productivity	and	

efficiency	of	employees	are	directly	linked	to	their	motivations.	If	an	organisation	is	per-

ceived	to	be	a	motivational	workplace,	organisation	members	are	more	likely	to	be	will-

ing	 to	 invest	 time	and	efforts	 towards	the	benefit	of	 the	organisation.	People	are	more	

motivated	when	they	perceive	their	workplace	as	having	favourable	conditions	such	as	

flexibility,	 growth	opportunities,	 and	a	 place	 where	 they	 are	 included	 and	 heard.	

Productivity	 and	 efficiency	 are	therefore	 dependent	 on	 the	perceived	 inclusivity	 of	 an	

organisation,	as	this	can	lead	to	increased	profitability.		

	

A	final	demand,	which	encourages	organisations	to	recognise	the	importance	of	diversi-

ty	 and	 inclusion	 in	 their	organisational	 culture,	 policies	 and	 practices,	 stems	 from	 the	
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increased	popularity	and	use	of	 social	media.	Social	media	provides	organisations	and	

organisational	members	with	a	“context	where	people	across	 the	world	can	communi-

cate,	 exchange	messages,	 share	knowledge,	 and	 interact	with	 each	other	 regardless	of	

the	 distance	 that	 separates	 them,”	 (Sawyer,	 2011).	 Social	 media	 acts	 as	

a	communication	tool	for	individuals	to	either	praise	organisations	as	being	an	inclusive	

workplace	or	critique	them	for	their	lack	of	efforts.	The	first	enhances	the	organisation's	

brand	whilst	the	latter	deteriorates	it.	Similarly,	organisations	have	the	potential	to	use	

social	media	to	promote	their	agendas	on	diversity	and	inclusion	if	deemed	suitable.	As	

mentioned	previously,	there	is	an	organisational	desire	to	maintain	one’s	attractive	tal-

ent	and	captivate	new	talent	and	this	is	only	amplified	through	social	media.		

	

Thus,	we	can	determine	that	there	are	several	aspects	in	society,	business	and	in	every-

day	 public	 life	 that	 encourage	 the	 agenda	 of	 diversity	 and	 inclusion	 in	 organisations.	

These	aspects	also	create	the	foundation	for	the	relevance	of	this	paper’s	context	and	its	

objective.	This	research	relevance	and	our	personal	motivation	(in	section	3)	are	signifi-

cant	towards	answering	our	research	question	and	obtaining	our	research	objective.		

1.4 Research	Context:	Copenhagen	Business	School	
In	 introducing	this	paper,	 it	 is	also	 important	 to	present	 the	research	context	 that	 this	

paper	bases	 its	 study	on.	For	 this	paper,	we	have	chosen	 to	use	Copenhagen	Business	

School	(CBS)	as	our	case	organisation.	The	intention	is	to	use	the	perceptions	of	the	in-

terviewees	 from	within	 this	organisation	 to	 investigate	our	research	question:	How	do	

diversity	initiatives	affect	the	perception	of	an	inclusive	environment?	The	 following	sec-

tion	provides	 general	 information	on	CBS	 that	 is	 important	 to	note	 for	 the	 overall	 re-

search	context	as	well	as	a	broad	outline	of	the	larger	initiatives	that	CBS	currently	has	

in	place	towards	the	notions	of	diversity	and	inclusion.		
	

Founded	in	1917,	CBS	is	registered	as	a	public	university	situated	in	Copenhagen,	Den-

mark	(Copenhagen	Business	School,	2018a)	and	is	“Denmark’s	 largest	educational	and	

research	institution	within	business	administration	and	economics”	(Copenhagen	Busi-

ness	School,	2018b).	The	most	recent	figures	as	per	CBS’	2018	annual	report	show	that	

CBS	 currently	 has	 20,422	 students	 enrolled	 of	which	 3,928	 are	 international	 students	

and	that	CBS	employs	1,517	academic	staff	 (Copenhagen	Business	School,	2018c).	The	

university	 primarily	 caters	 to	 three	 sets	 of	 individuals	 -	 management	 and	 staff,	 re-

searchers	and	students.		
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CBS	currently	offers	18	bachelor	programmes	of	which	eight	of	them	are	taught	in	Eng-

lish	 (Copenhagen	Business	 School,	 2019a).	 In	 terms	of	master's	 programmes,	 the	uni-

versity	offers	39	programmes,	of	which	28	 is	 in	English	and	open	to	 international	stu-

dents	 (Copenhagen	 Business	 School,	 2018d).	 Additionally,	 “Since	 2000,	 CBS	 has	 been	

accredited	by	EQUIS	(European	Quality	 Improvement	System),	and	since	2007	also	by	

AMBA	(Association	of	MBAs).	On	1	August	2011,	CBS	received	accreditation	by	AACSB	

(Association	to	Advance	Collegiate	Schools	of	Business)	as	the	first	school	in	Scandina-

via.	CBS	has	thus	acquired	 ’The	Triple	Crown’,	an	acknowledgement	shared	by	only	89	

business	schools	worldwide,”	(Copenhagen	Business	School,	2019b)	giving	the	universi-

ty	 a	 strong	 international	 recognition.	 Also	 important	 to	 note	 for	 this	 paper’s	 research	

context	 is	the	university’s	current	organisational	strategy	which	is	titled	as	a	 ‘Business	

in	 Society’	 and	 states:	 “We	 will	 strengthen	 our	 position	 as	 a	 broad,	 interdisciplinary	

business	university	always	maintaining	a	focus	on	our	impact	on	the	society	and	a	com-

mitment	to	research	and	research-based	education.	We	wish	to	contribute	to	society	by	

finding	new	answers	to	societal	challenges	through	academically	excellent	research	and	

we	engage	with	society	through	multi-lateral,	interactive,	continuous	relationships	that	

link	 integrative	 thinking	with	 societal	 practices	 in	ways	 that	 are	mutually	 rewarding”	

(Copenhagen	Business	School,	2018e).	

	

CBS	themselves,	outline	several	reasons	for	their	efforts	towards	diversity	and	inclusion.	

The	organisation	mentions	that	taking	on	diversity	initiatives	within	the	organisation	is	

a	matter	 of	 law	 and	 ethics	 in	 the	 sense	 that	 there	 is	 an	 ethical	morale	 that	 supports	

equal	rights	of	all	employees	and	students,	which	 in	turn	means	equal	opportunity	 for	

all,	 and	 in	 practice	 requires	 initiatives	 that	work	 towards	 equal	 representation	 in	 the	

study	programmes,	in	research	and	in	the	organisational	workforce	(CDI,	2018).	Relat-

ing	 to	 this,	 CBS	 also	mentions	 the	 ‘leaking	 academic	 pipeline’	 (presented	 in	 figure	 1)	

which	reflects	an	issue	of	an	increasing	gap	between	the	share	of	male	and	female	staff	

ascending	 in	 the	 employment	 ranks	 between	 student	 and	 professor,	 as	 being	 an	 im-

portant	 aspect	 to	 consider	 in	 reasoning	 their	 efforts	 towards	 better	 inclusion	 (CDI,	

2018).	 Moreover,	 the	 organisation	 also	 relates	 back	 to	 their	 overall	 strategy	 of	 being	

“committed	to	communicating	knowledge	and	new	ideas	 to	 tomorrow’s	business	 lead-

ers	and	society	in	general”	(CDI,	2018)	and	so	pertains	that	they	have	a	societal	respon-

sibility	 to	deliver	diversity	 in	 its	graduates	as	well	as	providing	ample	efforts	 towards	

diversity	and	inclusion	in	an	economy	driven	by	knowledge	and	innovative	thinking	that	

calls	for	it	(CDI,	2018).			
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FIGURE	1	

The	leaking	academic	pipeline	

Adopted	from:	CDI,	2018,	slide	12	

	

Regarding	staff	and	management	at	CBS,	the	Council	for	Diversity	and	Inclusion	(CDI)	in	

the	 organisation	 primarily	 focus	 their	 efforts	 towards	 the	 employees	 of	 CBS.	 CDI	was	

established	 in	2014	with	 the	aim	of	 securing	an	 "a	better	gender	balance	 in	both	aca-

demic	and	administrative	leadership,	but	also	in	a	wider	sense	in	ensuring	equal	oppor-

tunities	for	staff	and	students”	(Copenhagen	Business	School,	2019c).	The	council	has	a	

four-year	mandate	and	is	made	up	of	a	selected	group	of	people	appointed	by	the	Presi-

dent	of	 the	organisation.	CDI	 contains	 ten	members,	 some	of	whom	 include	 the	Presi-

dent,	the	Dean	of	Education,	the	Dean	of	Research,	the	Head	of	HR,	an	Equal	Opportuni-

ties	Officer	and	a	student	 representative	of	 the	board	of	CBS.	Tasks	of	 the	CDI	 involve	

the	 strategic	 development	 of	 diversity	 and	 inclusion	 at	 CBS	 through	 inquiry	 and	 re-

search	into	matters	of	diversity	and	inclusion	across	the	organisation,	and	monitoring	of	

diversity	 initiatives	to	thereafter	send	recommendations	to	the	organisation’s	manage-

ment	(Copenhagen	Business	School,	2019c).	Whilst	the	scope	of	CDI	is	said	to	cover	di-

versity	and	inclusion	issues	across	research,	education	and	administration	at	CBS,	look-

ing	at	CDI’s	general	aim	to	have	“more	women	in	top	research	and	management	and	tal-

ent	development”	(Copenhagen	Business	School,	2019c),	 it	can	be	perceived	that	CDI’s	

focus	is	majorly	towards	the	notions	of	gender	inclusion	in	terms	of	staff	and	manage-

ment.			
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Focusing	on	the	research	aspect	of	diversity	and	inclusion	at	CBS	is	CBS's	Diversity	and	

Difference	Platform.	The	platform	was	 commenced	 in	March	2018	 in	 accordance	with	

the	 previously	mentioned	 ‘Business	 in	 Society'	 strategy	 and	 today	works	 towards	 re-

search	 within	 diversity	 (Copenhagen	 Business	 School,	 2018f).	 The	 platform	 aims	 to	

bring	 together	 “researchers	 from	 a	 broad	 range	 of	 disciplines,	 nationally	 and	 interna-

tionally,	 including	organization	studies,	 linguistic	anthropology,	cross-cultural	manage-

ment,	 philosophy,	 religion,	 sociology	 and	 economics”	 (Copenhagen	 Business	 School,	

2018f)	 with	 the	 hopes	 of	 invigorating	 ties	 to	 private	 and	 pub-

lic	organisations	by	“producing	better	and	more	inclusive	solutions	with	and	for	collab-

orating	organizations”	(Copenhagen	Business	School,	2018f).			
	

Diversity	 and	 inclusion	within	 the	 student	 body	 of	 the	 organisation	 are	 primarily	 re-

garded	and	focused	on	by	the	student	organisation	CBS	Diversity	and	Inclusion	–	a	non-

profit	student	organisation.	CBS	Diversity	and	Inclusion	is	made	up	of	active	volunteers	

who	work	to	raise	awareness	around	inclusion	and	equality,	particularly	in	the	context	

of	students	at	CBS,	“regardless	of	ethnicity,	religion,	gender,	gender	identity,	sexual	ori-

entation,	physical	 and	mental	 abilities	 and	age”	 (CBS	Students,	2018).	The	 student	or-

ganisation	 was	 founded	 in	 April	 2017	 and	 today	 volunteers	 their	 time	 in	 increasing	

acknowledgement	 on	 the	 challenges	 and	 notions	 regarding	 the	 various	 dimensions	 of	

diversity	 by	 offering	 “a	 platform	 for	 students	 interested	 in	 equality	 and	 inclusion	 by	

hosting	events	and	providing	members	with	a	diverse	network”	(CBS	Students,	2018).		

	

The	 above	 section	 presenting	 the	 research	 context	 of	 CBS	 provides	 a	 framework	 in	

which	the	organisation	does	recognize	reasons	to	take	on	diversity	and	inclusion	initia-

tives,	and	 in	 that	 light,	do	 take	 measures	 for	 these	 to	 be	 implemented	 and	 ap-

proached.		 This	 thereby	 creates	 the	 foundation	 for	 posing	 this	 paper’s	 research	 ques-

tion;	How	do	diversity	initiatives	affect	the	perception	of	an	inclusive	environment?,	seen	

in	the	research	context	of	CBS.		
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2. LITERATURE REVIEW 

	

In	 the	 words	 of	 Tracy	 (2013),	 a	 good	 literature	 review	 clearly	 defines	 “the	 key	 con-

structs	to	be	examined	and	sum	up	what	is	currently	known	about	the	topic”	(p.99).	The	

basis	for	the	literature	review	for	this	paper	is	such	that	it	presents	a	conceptual	frame-

work	that	allows	us	to	identify	a	gap	in	the	literature	as	well	as	the	current	scope	of	lit-

erature	relevant	towards	this	thesis.	The	theory	section,	on	the	other	hand,	provides	us	

with	a	conceptual	tool	of	theoretical	perspectives	(explored	in	section	4).	The	conceptu-

al	framework	for	this	paper	is	boiled	down	to	five	themes	found	to	be	most	relevant	in	

creating	 substantial	 empirical	 knowledge	 regarding	 our	 research	 area.	 	 These	 five	

themes	 include	organisational	culture,	uniqueness	and	belongingness	 in	organisations,	

integration	of	a	diverse	workforce,	combining	diversity	and	inclusion,	and	finally	inclu-

sive	 communication.	 	 Our	 investigation	 of	 literature	 in	 these	 areas	 has	 inspired	 us	 to	

contribute	to	the	current	discourse	of	diversity	management	and	inclusivity	through	our	

examination	of	the	environment	of	CBS.	

		

Prior	 to	 exploring	 the	 above-mentioned	 themes,	 it	 is	 valuable	 to	 acknowledge	 the	 re-

search	strategies	employed	 that	 led	 to	 the	 formulation	of	each	 theme	and	 their	subse-

quent	contents,	and	thereby	also	this	paper’s	research	question.	Our	first	step	included	

the	collection	of	a	large	base	of	literature,	and	thereafter	we	moved	on	to	a	phase	of	pro-

cessing	the	information	gained.	The	phase	of	processing	is	inspired	by	Andersen	(2003)	

who	asserts	that	it	is	essential	to	sort	out	material	based	upon	relevance	and	quality	in	

relation	to	one's	prospective	research	area.	Thus,	this	paper	only	includes	those	pieces	

of	 literature	and	materials	deemed	relevant	to	the	paper's	research	area.	 	The	findings	

for	our	conceptual	framework	have	been	consolidated	into	a	table	(in	appendix	1).	The	

intention	behind	using	a	table	format	was	to	systematise	and	manage	the	scope	of	litera-

ture,	we	found	relevant	to	include	in	our	literature	review.	The	table	clarifies	the	specific	

piece	of	literature’s	year	of	publication,	author(s),	title,	aim(s),	method,	conclusion(s)	as	

well	as	commentary	on	other	aspects	deemed	relevant	in	relation	to	the	themes	investi-

gated.		

	

The	inspiration	for	the	topics	searched	within,	stems	from	our	motivation	(in	section	3).	

This	led	us	to	begin	our	search	under	the	topics	of	diversity	and	inclusion,	which	there-

after	brought	forth	the	term's	diversity	management,	diversity	and	inclusion	strategies,	



Deb	&	Øyås	 	 May	15th,	2019	

	 19	

organisational	 culture	 and	 inclusive	 behaviour,	 allowing	 us	 to	 narrow	 our	 focus	 fur-

ther.		 Our	 primary	 sources	 of	 accessing	 relevant	 literature	 have	 included	 Copenhagen	

Business	 School’s	 library,	 its	 relative	 library	 database	 –	Libsearch,	 Research	 Gate	 and	

Google	 Scholar.	 To	 navigate	 through	 most	 of	 these	 portals,	 we	 made	 use	 of	 Boolean	

search	 strategies.	Within	 this	we	were	able	 to	use	 the	operators	AND,	OR	and	NOT	 to	

create	 complex	 queries	 to	 search	 for	 individually	 as	well	 as	 combined	 components	 of	

our	 research	 area.	 In	 addition	 to	 this,	 using	 the	 Boolean	 strategies	 allowed	 us	 to	 also	

search	for	synonyms	or	related	terms	to	any	or	all	of	those	components	(Mann,	2015).	

An	example	of	 this	was	 searching	 for	 ‘diversity	management’	AND	 ‘organisational	 cul-

ture’	 to	 investigate	whether	 a	 link	between	 the	 two	has	been	 researched.	 Further,	we	

also	made	use	of	reference	searching,	wherein	we	used	the	various	cited	quotes	and	ref-

erence	list	in	the	research	articles	and	traced	them	back	to	their	original	authors	which	

gave	us	access	to	more	information	across	a	wider	time-span.		

2.1 Organisational	Culture	
As	we	have	a	focus	on	the	organisational	side	of	diversity	and	inclusion	at	Copenhagen	

Business	School,	 it	 is	relevant	 to	 investigate	notions	of	organisational	culture	and	thus	

how	to	approach	culture	 in	organisational	contexts.	Schein	(2004)	views	culture	as	an	

abstraction.	It	is	viewed	as	“both	a	dynamic	phenomenon	that	surrounds	us	at	all	times,	

being	 constantly	 en-acted	 and	 created	 by	 our	 interactions	with	 others	 and	 shaped	 by	

leadership	behaviour,	and	a	set	of	structures,	routines,	rules,	and	norms	that	guide	and	

constrain	behavior”	(p.	1).	This	means	that	Schein	(2004)	argues	that	culture	provides	a	

set	of	structures	and	guidelines	that	determine	behaviour,	but	at	the	same	time	is	fluid	

and	able	to	evolve.	An	alternative	approach	is	viewing	culture	as	a	web,	which	is	a	meta-

phor	used	by	Pacanowsky	and	O’Donnell-Trujillo	(1982).	The	metaphor	of	the	web	re-

fers	to	viewing	culture	as	a	context.	They	contend	how	culture	 is	a	sense-making,	con-

structed	reality	displayed	in	a	specific	web	or	context.	Thereby	the	context	not	only	ex-

ists	but	is	also	created.	Fairhurst	and	Putnam	(2004)	perceive	organisational	culture	as	

being	created	through	social	 interaction.	Additionally,	 they	regard	organisations	as	so-

cial	constructions	in	which	discourses	are	a	medium	of	social	interaction.	They	explore	

three	different	discursive	organisations:	The	object	organisation,	 the	becoming	organi-

sation	and	the	grounded	in	action	organisation	(Fairhurst	&	Putnam,	2004).	These	dif-

ferent	orientations	portray	various	views	of	the	connection	between	discourse	and	the	

organisation.	 	Thereby	depending	on	the	orientation	chosen,	 the	weight	of	a	given	dis-

course	(such	as	diversity	and	inclusion)	can	vary.			
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2.2 Uniqueness	and	Belonging	in	Organisations	
Within	the	notion	of	inclusivity	in	organisations,	Brewer	(1991)	builds	upon	the	idea	of	

“human	needs	for	validation	and	similarity	to	others	(on	the	one	hand)	and	the	counter-

vailing	need	for	uniqueness	and	individuation	(on	the	other)”	(p.	477)	and	derives	her	

optimal	 distinctiveness	 theory,	 wherein	 she	 explains	 that	 individuals	 have	 conflicting	

drives	within	their	social	identity	vis-à-vis	uniqueness	and	belongingness.	It	is	through	

this	model	that	Brewer	(1991)	determines	that	the	two	factors,	which	are	determinants	

of	 the	 level	of	social	 identification	–	as	opposed	to	 individual	 identification,	are	deper-

sonalization	and	the	size	of	the	organisational	group.		Shore	et	al.	(2011)	use	the	optimal	

distinctiveness	 theory	 to	 investigate	 the	 concept	 of	 workgroup	 inclusion.	 Shore	 et	 al.	

(2011)	argue	that	shifting	a	focus	in	literature	from	exclusion	towards	an	emphasis	on	

belongingness	and	uniqueness	is	the	way	forward	towards	advancing	diversity	research	

and	practices.	 	With	 this	said,	however,	a	sole	 focus	on	belongingness	can	hinder	 indi-

viduals	from	openly	expressing	their	backgrounds	and	as	a	singular	focus	on	uniqueness	

can	 lead	 to	 segregation	 (Shore	 et	 al.,	 2011),	 thus	 both	 need	 to	 be	 considered	 equally.	

Another	approach	that	utilises	the	optimal	distinctiveness	theory	is	by	Pan	et	al.	(2014)	

who	use	 it	 in	a	methodological	stance	to	measure	newcomers’	perception	of	 inclusion.	

Their	research	concludes	that	“different	levels	of	uniqueness	and	belongingness”	(Pan	et	

al.,	2014,	p.	109)	need	to	be	considered	to	successfully	integrate	newcomers	into	an	in-

clusive	environment.				

2.3 Integration	of	a	Diverse	Workforce	

Maynard,	Ferdman	and	Holmes	(2010)	assert	that	“inclusion	occurs	when	all	members	

of	 a	 social	 group	 are	 allowed	 and	 encouraged	 to	 fully	 engage	 in	 the	 life	 of	 that	 social	

group	 and	 share	 the	 diverse	 talents,	worldviews,	 and	 backgrounds”	 (p.	 211).	 This	 in-

cludes	the	notion	that	individuals	are	valued	with	their	differences,	rather	than	despite	

them.	From	the	perspective	of	newcomers,	the	level	of	experiences	inclusion	depends	on	

the	acceptance	of	the	given	person's	needs	and	preferences,	as	well	as	an	adjustment	of	

their	own	expectations	 to	 the	new	environment.	 Indeed,	Maynard	et	al.	 (2010)	submit	

the	experience	of	 inclusion	to	range	from	personal	to	situational	and	to	the	synergy	of	

the	 two.	 	 In	 relation	 to	 the	 incorporation	 of	 inclusivity	 in	 the	work	 culture,	 Pless	 and	

Maak	 (2004)	 express	 that	 “management	 and	 personnel	within	 an	 organization	 play	 a	

crucial	role	in	setting	the	stage	for	change	by	recognising	the	importance	and	value	of	a	

culture	of	inclusion”	(p.143)	thereby	putting	the	agenda	of	inclusion	into	the	structures	

of	the	organisation.		Additionally,	a	long-term	focus	and	cultural	work	are	required.	This	
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fostering	of	an	inclusive	work	culture	thus	allows	for	multiple	voices	to	enter	the	organ-

isational	discourse	(Pless	and	Maak,	2004).			

2.4 Combining	Diversity	and	Inclusion	

Roberson	(2006)	made	a	study	disentangling	the	meanings	of	inclusion	and	diversity	in	

organisations.	She	found	a	conceptual	distinction	between	the	two	concepts	and	attrib-

utes	 connected	 thereto.	 Also,	 she	 argued	 how	 the	 notion	 of	 diversity	 management	 is	

more	 complex	 than	 presented	 by	 scholars,	 “because	 there	 is	 a	 critical	 difference	 be-

tween	merely	having	diversity	in	an	organization’s	workforce	and	developing	the	organ-

izational	capacity	to	leverage	diversity	as	a	resource"	(Roberson,	2006,	p.	234).	Lee	and	

Kramer	 (2016)	 suggest	 how	 "organizations	 that	 purposefully	 use	 diversity	 strategies	

are	more	likely	to	develop	unique	organizational	cultures”	(p.	198).	Thus,	diversity	and	

inclusion	can	provide	 competitive	advantages	 in	 terms	of	having	a	distinct	 and	 strong	

organisational	culture.	Additionally,	they	note	how	diversity	and	inclusion	strategies	are	

important	 to	 moderate	 the	 relationship	 between	 national	 and	 organisational	 culture	

(Lee	&	Kramer,	2016).	Hays-Thomas	and	Bendrick	(2013),	however,	argue	that	diversity	

and	inclusion	policies	may	need	more	empirical	evidence	to	become	effective.	Until	the	

field	 has	 gained	 more	 extensive	 knowledge	 on	 the	 subject,	 diversity	 and	 inclusion	

standards	might	be	premature	and	discourage	experimentation	that	would	lead	to	bet-

ter	policies	and	practices.	In	relation	to	this,	Larkey	(1996)	asserts	how	“the	specific	re-

lations	between	organizational	elements	 (i.e.,	policies/practices,	 structural	 integration,	

and	diversity	climate)	and	corresponding	workgroup	elements	must	be	tested"	(p.	482),	

therefore,	knowledge	gathering,	and	tests	are	essential	to	diversity	and	inclusion	initia-

tives.	Thomas	and	Ely	(1996)	state	how	diversity	can	be	understood	"as	the	varied	per-

spectives	and	approaches	to	work	that	members	of	different	 identity	groups	bring”	(p.	

2)	 and	 identify	 three	 emerging	perspectives	 to	work	with	diversity	 and	 inclusion	 (ex-

plored	in	section	4.3.2).			

2.5 Inclusive	Communication	

The	communicative	aspect	within	the	notion	of	diversity	and	inclusion	is	not	to	be	un-

dermined.	In	fact,	Piller	and	Takahashi	(2011)	assert	that	“the	key	linguistic	challenge	of	

the	 social	 inclusion	 agenda	 is	 the	 promotion	 of	 inclusive	 language	 ideologies	 and	 lan-

guage	 practices	 that	 value	 diversity”	 (p.370).	 In	 other	words,	 communication	 that	 re-

flects	 behaviour	 that	 values	 linguistic	 diversity	 is	more	 likely	 to	 be	 successfully	 inclu-

sive.	 It	 can	 thereby	be	 insinuated	 that	 communication	plays	 a	key	 role	 in	 fostering	an	

inclusive	environment.	However,	this	is	not	enough.		As	per	the	argument	presented	by	
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Isotalus	and	Kakkuri-Knuuttila	(2017)	"intercultural	communication	skills	 is	becoming	

aware	of	one's	own	the	"other's"	cultural	assumptions	and	thus	broadening	everyone's	

cultural	resources	are	needed"	(p.26).	 	Hereafter	it	can	be	seen	that	while	linguistic	di-

versity	 in	corporate	communication	 is	 important,	 it	 is	 crucial	 for	 it	 to	be	paired	at	 the	

same	level	as	management	and	organisational	members	adopting	communicative	skills.	

Having	 both	 linguistic	 inclusivity	 and	 a	 culturally	 aware	workforce	 can	 thus	 ensure	 a	

seamless	corporation	in	an	organisation	with	a	diverse	environment.			
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3. MOTIVATION 

	

Our	motivation	for	selecting	this	area	of	research	is	threefold	-	out	of	personal	interest,	

out	of	 societal	 importance	and	out	of	an	attraction	in	 contributing	 to	existing	 research	

on	the	agenda.	Generally,	we	have	noticed	a	greater	use	of	the	concepts	of	diversity	and	

inclusion	in	everyday	conversations	as	well	as	increased	discussion	of	these	terms	in	the	

common	media.	Herein,	there	has	been	a	concentration	on	diversity	and	inclusion	being	

the	key	cultural	value	that	has	been	brought	into	focus	(Kleiner	&	Leinwand,	2016).			
	

This	aligns	well	with	our	personal	interest	in	the	topics	over	the	years.	The	notion	of	di-

versity	affects	both	of	us	 researchers	 in	various	ways.	Firstly,	 in	 terms	of	ethnic	back-

ground,	one	of	us	has	an	Indian	background	whilst	the	other	is	from	the	background	of	

our	research	context,	a	Danish	one.		The	ethnic	differences	and	how	it	affects	our	own	

perceptions	in	terms	of	inclusion	inspired	us	to	investigate	whether	it	was	a	similar	case	

in	 the	context	of	CBS.		 In	addition	to	 this,	one	of	us	 identifies	within	the	LGBTQ+	com-

munity	and	therefore	this	aspect	of	diversity	was	also	appealing	to	investigate.		Thirdly,	

both	of	us	researchers	 identify	as	 female,	and	so	 the	notion	of	gender	diversity	 is	also	

prominent	 in	our	personal	 everyday	 lives.		 For	 this	 reason,	we	both	have	quite	 a	high	

level	of	 interest	within	 this	 field.	Having	various	diversity	 factors	 influencing	our	own	

personal	contexts,	we	deemed	it	most	suitable	to	look	at	diversity	and	inclusion	in	gen-

eral,	rather	than	focusing	on	only	one	or	two	aspects	within	the	concepts.			
	

As	this	thesis	is	a	final	product	of	our	masters	in	MA.	International	Business	Communi-

cation	at	Copenhagen	Business	School,	we	found	it	important	to	consider	perceptions	of	

inclusion	through	a	business	and	societal	perspective.	Through	the	societal	lens,	diversi-

ty	 and	 inclusion	plays	into	 the	 increasingly	 prominent	 United	Nations	 Sustainable	 De-

velopment	Goals	–	particularly	towards	goals	five	and	ten	concerning	gender	equalities	

and	 reducing	 inequalities.	These	goals	 are	 amongst	others,	 focused	on	 in	 the	 corpora-

tions	 that	both	of	us	researchers	have	worked	 in,	which	has	meant	 that	we	have	been	

introduced	 into	 their	 importance	 in	 an	organisational	context	 before	 and	thereby	 our	

motivation	has	sparked	the	interest	in	looking	upon	aspect	of	the	goals	in	terms	of	the	

context	of	CBS	as	an	organisation.			
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The	third	motivational	aspect	lies	in	our	interest	in	contributing	to	the	current	research	

there	is	on	diversity	and	inclusion.	Our	conceptual	framework	(section	2)	allowed	us	to	

identify	various	aspects	of	the	concepts,	particularly	in	terms	of	organisational	culture,	

uniqueness	and	sense	of	belonging	in	organisations,	integration	of	a	diverse	workforce,	

combining	diversity	and	inclusion,	and	inclusive	communication.		However,	we	noticed	

that	in	the	research	we	found,	none	of	it	was	conducted	using	an	interpretive	phenome-

nological	approach,	and	it	was	through	this	approach	we	wanted	the	conclusions	of	this	

paper	to	bequeath	to	the	literary	field	concerning	diversity	and	inclusion.			
	

The	above-mentioned	reasons	are	what	inspired	and	motivated	us	through	our	person-

al,	 societal	 and	 academic	 contexts,	 to	 embark	 on	 an	 in-depth-research	 on	 the	 percep-

tions	of	inclusion	as	an	effect	of	diversity	initiatives,	specifically	in	the	context	of	Copen-

hagen	Business	School.		
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4. THEORY  

	

Brewer’s	(1991)	optimal	distinctiveness	theory	introduced	in	the	conceptual	framework	

of	this	thesis	(section	2.2)	allows	us	to	make	the	argument	of	the	importance	of	diversity	

and	inclusion	to	human	beings,	as	they	are	concepts,	which	celebrate	uniqueness	as	well	

as	belongingness,	as	an	integral	part	of	an	individual’s	social	identity	in	a	given	organisa-

tional	context.	In	this	light,	it	is	advantageous	to	look	at	the	definitions	of	diversity	and	

thereafter	of	inclusion,	both	regarded	in	an	organisational	context.		
 

4.1 Diversity	Defined		
The	concept	of	diversity	is	innately	a	complex	one.	As	Gröschke	(2016)	correctly	points	

out	 “there	 have	 been	 numerous	 attempts	 to	 define	 it,	 resulting	 in	 partly	 overlapping	

concepts	as	well	as	a	variety	of	 typologies”	(p.	35).	However,	 it	can	be	generally	noted	

that	the	definition	of	workplace	diversity	can	be	divided	into	three	types	–	narrow	cate-

gory-based	diversity	definitions,	broad	category-based	diversity	definitions	and	defini-

tions	 based	 on	 a	 conceptual	 rule	 (Mor	Barak,	 2005).		Additionally,	 to	 gain	 a	 well-

rounded	understanding	of	the	topic,	it	is	important	for	this	paper	to	investigate	the	lev-

els	of	diversity	as	well	as	the	concept’s	importance	in	an	organisational	context.			

4.1.1 Narrow	Category-Based	Diversity	Definition		

This	type	of	definition	of	diversity	is	based	on	distinguishing	gender,	racial	or	ethnic	dif-

ferences	 as	 well	 as	 national	 origin,	 disability	 and	 age	 (Mor	Barak,	 2005).	 Lau	

&	Murnighan	(1998)	 provide	 an	 explanation	 of	 this	 type	 of	 definition	 when	 they	

state,	“we	limit	our	consideration	of	diversity	to	demographic	differences,	focusing	par-

ticularly	 on	 age,	 sex,	 race	 and	 job	 tenure	 or	 status”	(p.	 326).	 Another	 explanation	 of	

comes	 from	Muller	and	Parham	(1998)	who	argue,	“workforce	diversity	 is	understood	

as	 the	 presence	 in	 organizations	 of	 men	 and	 women	 from	 different	 cultural	

and	racioethnic	backgrounds,	sexual	orientations,	physical	abilities,	and	age”	(p.	123).	 

4.1.2 Broad	Category-Based	Diversity	Definition		

The	broad	category	definition	is	seen	as	being	more	all	encompassing	and	is	an	expand-

ed	 definition	 of	 the	 narrow	 category-based	 one	 (Mor	Barak,	 2005).	 Within	 this	 type,	

there	are	two	subtypes	of	diversity	–	visible	and	invisible.	Visible	diversity	regards	easi-

ly	 observable	 characteristics	 such	 as	 race,	 gender	 or	 physical	 disability,	
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whilst	invisble	diversity	“refers	to	underlying	attributes	such	as	religion,	education	and	

tenure	with	the	organisation”	(Mor	Barak,	2005,	p.	128).	Therefore,	with	invisible	diver-

sity	 external	 input	 from	 other	 sources	would	 be	 required	 to	 place	 the	 diverse	 attrib-

utes.		 For	 instance,	Dobbs	 (1996)	 asserts	 that	“broadly	 defined,	 diversity	may	 refer	 to	

any	 perceived	 difference	amongst	people:	 age,	 functional	 speciality,	 profession,	 sexual	

preference,	 geographic	 origin,	 life	 style,	 tenure	 with	 the	 organization,	 or	 position”	(p.	

351).	 It	 is	 important	to	note	that	despite	the	distinctions	between	the	two	subtypes	of	

broad	 category-based	 diversity,	 they	 are	 often	 interrelated	 because	 a	visible	attribute	

can	 also	 be	 associated	with	 an	 invisible	 one,	 e.g.	 how	 race	 is	 often	 related	 to	 religion	

(Mor	Barak,	2005).			 

4.1.3 Definitions	Based	on	a	Conceptual	Rule		

The	third	type	of	diversity	definition	provides	a	conceptual	articulation	of	diversity.	This	

definition	is	mostly	focused	towards	group	identity	and	therefore	explores	the	notion	of	

a	 sense	of	belonging	or	exclusion	 from	a	group	 (Mor	Barak,	2005).	An	example	of	 this	

type	 of	 definition	 is	 given	 by	 Larkey	 (1996)	who	 pertains	 that	 diversity	 is	“(a)	 differ-

ences	in	worldviews	or	subjective	culture,	resulting	in	potential	behavioural	differences	

among	cultural	groups;	and	(b)	differences	in	identity	among	group	members	in	relation	

to	 other	 groups”	(p.465).	Within	 this	 type	 of	 definition,	 an	 individualised	 approach	 is	

employed	wherein	 the	concept	of	diversity	 includes	everyone	under	 the	diversity	um-

brella	(Mor	Barak,	2005).	The	advantage	of	using	this	type	of	diversity	definition	is	that	

it	 is	more	 inclusive	than	the	other	two	types	of	diversity	definitions	as	 it	encompasses	

everyone.	 However,	 there	 is	 also	 a	 shortcoming	 as	 this	 type	 of	 definition	 reduc-

es	diversity	to	undermine	“differences	among	people,	 thereby	diluting	the	serious	con-

sequences	of	prejudice,	discrimination,	and	lack	of	power”	(Mor	Barak,	2005,	p.130).		 

4.1.4 Levels	Of	Diversity		

Gröschke’s	levels	 of	 diversity	 spans	 across	 individual-	 and	 group-level	 diversity.	 Indi-

vidual-level	diversity	 is	concerned	with	the	visible	and	 invisible	aspects	of	diversity	 in	

relation	to	likeness	and	otherness	(Gröschke,	2016).	The	level	of	group	diversity	contra-

rily	“refers	to	the	distributional	differences	among	members	of	a	team	with	respect	to	a	

common	attribute”	(Gröschke,	2016,	p.	36)	and	thus	the	social	identity	of	a	group.	Addi-

tionally,	she	views	diversity	in	a	subjective	and	objective	manner.	In	terms	of	objective	

diversity,	she	refers	to	the	visible	and	invisible	attributes	that	would	be	categorised	as	

factors	of	diversity,	i.e.	nationality,	age,	job	tenure	and	ethnicity	(Gröschke,	2016).	Sub-

jective	diversity,	on	the	other	hand,	is	not	in	relation	to	the	typical	aspects	of	diversity,	

but	 rather	 is	“understood	 as	 the	 perception	 of	 diversity.	 Because	 diversity	 is	 socially	
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constructed,	its	perception	depends	on	individual	socialization,	team	development,	and	

context”	(Gröschke,	2016,	p.	43).	As	this	paper	focuses	on	perceptions	of	inclusion,	it	is	

important	for	us	to	consider	both	subjective	and	objective	diversity.	This	is	because	the	

aim	of	this	research	paper	is	to	look	at	both	the	perceptions	of	diversity	and	the	diversi-

ty	attributes,	which	describe	the	diversity	within	our	research	context.		 

4.1.5 Importance	Of	Diversity		

Having	explored	the	various	definitions	and	levels	that	make	up	the	concept	of	diversity,	

it	is	beneficial	to	then	investigate	the	importance	of	the	concept,	and	why	it	has	become	

increasingly	relevant	 in	 today’s	organisational	context.	There	are	several	reasons	as	 to	

why	there	is	an	increased	interest	in	the	notion	of	organisational	diversity.	Common	to	

most	of	these	is	demographic	change	and	a	change	in	expectations.		

	

Demographic	 change	 refers	 to	 a	 change	 in	 population	 structures	 around	 the	 world	

which	have	meant	 there	 is	a	change	 in	“the	 type	of	people	we	supply	products	 to,	and	

the	type	of	person	from	whom	we	buy	goods	and	services”	(Anca	&	Vasquez,	2007,	p.4).	

For	example,	there	is	now	an	increase	in	the	number	of	women	and	young	workers	that	

are	employed	in	the	labour	market	(Anca	&	Vasquez,	2007).	This	then	infers	that	in	or-

der	 to	ensure	a	smooth	business	process,	 this	change	 in	persons	outside	 the	organisa-

tion	also	must	be	reflected	within	the	organisation	through	a	diverse	workforce.	 

	

The	 second	 factor	 influencing	 the	 increased	 importance	 and	 interest	 in	 diversity	 is	

changing	expectations.	This	notion	refers	to	that	fact	that	there	is	an	increased	interest	

that	 individuals	 have	 in	 the	 social	 and	 ethical	 aspects	 of	 their	 work	 lives	 (Anca	 &	

Vasquez,	2007).	Within	this,	employees	tend	to	have	an	increased	expectation	towards	

the	management	 of	 their	organisations	to	 focus	 on	 treating	 their	 employees	with	 fair-

ness	and	 fostering	an	environment	where	 the	employees’	 can	express	 themselves	and	

work	 to	 an	 extent	 that	 allows	 them	 to	 achieve	 their	 full	 potential	 (Anca	 &	 Vasquez,	

2007).			
 

Regarding	 both	 the	 change	 in	 demographics	 and	 in	 terms	 of	 expectations	 of	

an	organisation’s	members,	 it	 should	 be	 noted	 that	 the	 speed	 at	 which	 the	 changes	

are	occurring	cannot	be	neglected,	and	that	is	especially	why	the	notion	of	diversity	is	a	

vital	one	to	consider.			
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4.2 Inclusion	Defined		
Diversity	 and	 inclusion	 inherently	are	connected	 in	 organisational	 contexts.	 This	 is	 so,	

because	“diversity	without	inclusion	does	not	work”	(Miller	&	Katz,	2002,	p.	17).	When	

examining	 inclusion	 as	 a	 phenomenon,	 it	 is	 evident	 that	 inclusion	 is	 a	 complex	

and	“operate(s)	at	multiple	levels,	including	the	individual,	inter	personal,	group,	organ-

izational,	and	societal”	(Ferdman	&	Deane,	2013,	p.	14).	Additionally,	people	can	experi-

ence	 inclusion	 differently	 in	 given	 situations	 (Davidson,	 1999).	 Since	 the	 concept	 is	 a	

complex,	 theorists	have	different	approaches	 to	describing	 the	 term.	Miller	 (1998)	de-

fines	the	term	as	the	extent	to	which	people	are	permitted	to	participate	and	contribute	

fully.	Roberson	(2006)	asserts	how	“inclusion	focuses	on	the	removal	of	obstacles	to	the	

full	participation	and	contribution	of	employees	 in	organizations”	(p.	217).	 Inclusion	is	

also	 defined	 as	“the	 degree	 to	 which	 an	 employee	 perceives	 that	 he	 or	 she	 is	 an	 es-

teemed	member	of	the	work	group	through	experiencing	treatment	that	satisfies	his	or	

her	needs	for	belongingness	and	uniqueness”	(Shore	et	al.,	2011,	p.	1265).	Shore	et	al.’s	

(2011)	notion	of	uniqueness	and	belongingness	relates	to	Brewer’s	(1991)	optimal	dis-

tinctiveness	theory	(presented	in	the	literature	review,	section	2.2).	Thus,	inclusion	has	

different	 definitions,	 but	 most	 definitions	 regard	 a	 sense	 of	 participation	 and	 being	

viewed	as	a	part	of	the	in-group.			
 

	FIGURE	2	

Inclusion	as	a	systemic	and	dynamic	process	

	
	

Adapted	from:	Ferdman	&	Deane,	2010,	p.	15	
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Another	crucial	aspect	of	 inclusion	 is	 the	 fact	 that	 it	 is	viewed	both	as	a	process	and	a	

condition	(Dobusch,	2014).	Ferdman	and	Deane	(2013)	describe	inclusion	as	a	systemic	

and	dynamic	process	(figure	2).	This	 is	so,	because	groups,	organisations	and	individu-

als	embrace	values,	policies	and	practices	geared	towards	fostering	inclusion.	These	ap-

proaches	can	be	considered	to	be	inclusive,	when	they	result	in	collective	and	individual	

experiences	of	inclusion.		 
 

 

Thus,	in	organisational	contexts,	there	can	be	identified	a	connection	between	inclusion	

and	hierarchical	aspects,	which	is	important	to	acknowledge	since	it	relates	to	the	origi-

nal	goals	of	diversity	initiatives	–	namely	addressing	systemic	discrimination	and	socie-

tal	inequalities	(Ferdman	&	Deane,	2013).					

	

4.3 Diversity	Management		

The	concept	of	 the	organisation	 level	of	diversity	management	 ties	 in	 closely	with	 the	

need	 for	 inclusive	 initiatives	 in	 the	 workplace	 as	 well.	 Inclusion	 is	 thought	 of	 as	

an	“ethical	imperative	for	diversity	management”	(Ferdman	&	Deane,	2013,	p.	10).	Here,	

Ferdman	and	Deane	(2013)	established	their	argument	on	the	need	for	mutual	recogni-

tion	 between	 human	 beings	 and	 pushed	 this	 as	 being	 the	 founding	 basis	 for	 the	 im-

portance	of	inclusion	in	the	workplace	alongside	diversity.	Thus	diversity	management	

is	essential	in	creating	a	culture	of	inclusion	in	the	workplace.		 

4.3.1 Diversity	Management	Definition		

To	describe	how	organisations	work	with	diversity,	it	is	essential	to	look	upon	the	prac-

tices	of	diversity	management.	Various	theorists	have	made	efforts	to	describe	the	term	

with	Thomas	(1992)	defining	diversity	management	as	the	planned	and	systematic	en-

gagement	in	a	company	to	retain	and	recruit	a	diverse	workforce	from	different	demo-

graphic	 backgrounds.	 In	 another	 broader	 perspective,	 Gröschke	(2016)	 ar-

gues,	“diversity	management	is	not	the	management	of	numbers	but	the	management	of	

processes”	(p.	47).		 

	 

The	objective	of	diversity	management	is	generally	to	“transform	the	organisational	cul-

ture	 from	a	majority-oriented	to	a	heterogeneous-pluralistic	culture	 in	which	different	

value	 systems	 are	 heard	 and	 thus	 equally	 affect	 the	 work	 environment”	(Mor	Barak,	

2005,	 p.	 220).	 Following	 the	 objective,	 the	 focus	 of	 diversity	management	 is	 two-fold:	

Enhancing	 social	 justice	 by	 creating	 an	 inclusive	 environment	 that	 values	 everyone	
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equally	 and	 developing	 profitability	 and	 productivity	 through	 organisational	 transfor-

mation	(Mor	Barak,	2005).		 

	 

The	 characteristics	 of	 diversity	 management	 can	 be	 seen	 along	 three	 dis-

tinct	components	–	 diversity	 management	 being	 voluntary,	 diversity	 management	

adopting	 a	 broad	definition	 of	 diversity	 and	diversity	management	 supplying	 tangible	

benefits	 to	 the	organisation	 (Mor	Barak,	 2005).		The	 first	 component,	 that	 of	 diversity	

management	being	voluntary	refers	to	the	concept	being	self-initiated	by	the	organisa-

tions	 completely	 on	 the	 organisation’s	 own	 accord	 (Mor	Barak,	 2005).	 Diversity	man-

agement	adopting	a	broad	category-based	diversity	definition	is	the	second	component	

and	refers	to	the	broad	definition	explained	in	section	4.1.2.	Utilising	a	broad	definition	

aids	in	creating	more	inclusive	diversity	efforts	and	all	organisational	members	–	from	

both	 the	majority	and	minority	groups	 -	 can	reap	 the	benefits	of	a	diversity	conscious	

organisation.	The	 third	key	component	regards	using	diversity	management	as	a	busi-

ness	strategy	and	thus	providing	tangible	benefits	for	the	organisation.	By	using	it	as	a	

strategy,	the	organisation	attempts	to	tap	into	all	employees’	full	potential	thereby	giv-

ing	 the	 company	 competitive	 advantages	 in	 terms	 of	 utilising	 unique	 perspec-

tives	(Mor	Barak,	2005).		 

	 

Also,	 it	 is	 relevant	 to	 note	 how	 leadership	 plays	 a	 role	 in	 diversity	management.	 The	

practice	of	 inclusive	 leadership	 can	be	described	as	an	extension	of	diversity	manage-

ment.	Ferdman	and	Deane	(2013)	describes	how	inclusive	leadership	entails	a	focus	“on	

valuing	diversity	and	the	effective	management	of	diversity	and	inclusion	of	all”	(p.	297),	

which	also	refers	to	a	broad	perspective	of	diversity.		 

4.3.2 Diversity	Management	Paradigms	

To	investigate	how	to	approach	diversity	management,	it	is	relevant	to	explore	the	dif-

ferent	dominant	paradigms	 that	have	affected	 the	practice	historically.	This	 is	particu-

larly	relevant,	because	an	organisation’s	perspective	of	diversity	management	is	impera-

tive	for	its	outcome	and	performance	(Hansen	&	Seierstad,	2017).		Four	paradigms	have	

been	 condensed	 in	table	 1	and	 those	 relevant	 to	 this	 thesis	 –	 the	 learning-and-

effectiveness	paradigm	and	 inclusive-and-transformative	paradigm	–	will	be	explained	

in	further	detail	below.		 
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TABLE	1	
Diversity	management	paradigms	
	
Diversity		
management	
type		

Organisational	
aim		

Strategies			 Tactics			

Discrimination	
and	fairness	
paradigm		

Compliance	with	
legislation	and	
avoidance	of	legal	
challenges		

Assimilation:		
Adapting	new	employees	
to	existing	structures		

Observing	legal	and		
Ethical	requirements		

Access	and	le-
gitimacy	para-
digm		

Establishing	and	
improving	access	
to	markets		

Differentiation:		
Normalising	the	existence	
of	‘other’	employees	and	
customer	segments		

Matching	employees	
from	‘other’	groups	to	
the	corresponding	
customer	segment		

Learning	and	
effectiveness	
paradigm		

Structural	and	
ethical	develop-
ment	of	the	or-
ganisation	from	
an	ethical	and	
organisational	
perspective		

Integration:		
Recognition	of	difference	
—	integration	
of	‘new’	employee	groups
	into	a	flexible	and	adap-
tive	organisation			
			

Support	programmes	
for	certain	target	
groups	and	adaptation	
of	organisational	
structures	and	cul-
tures		

Inclusive	and	
transformative	
paradigm		

Further	develop-
ment	of	the	or-
ganisation	AND	
transformation	of	
the	external	envi-
ronment		

Inclusion:		
Groups	previously	un-
addressed	now	specifical-
ly	included	in	the	case	of	
structural	change		

As	in	the	learning	and	
effectiveness	type	
AND	on-going	in-
volvement	in	shaping	
the	external	environ-
ment		

Adapted	from:	Hansen	&	Seierstad,	2017,	p.	52	 

		 
The	 learning-and-effectiveness	 paradigm	 involves	 a	 focus	 on	 both	 equal	 opportunity	

and	a	way	of	celebrating	differences,	however,	“it	aims	also	to	change	the	organisational	

culture	and	structures”	(Hansen	&	Seiersted,	2017,	p.	50).	Under	this	paradigm,	the	or-

ganisation	intends	to	integrate	and	internalise	differences	among	employees	to	grow	as	

a	company	(Thomas	&	Ely,	1996).		
  

A	 fourth	 paradigm	 has	 recently	 been	 established	 under	 the	 title	the	 inclusive-and-

transformative	type.	The	aim	of	this	paradigm	is	twofold:	(1)	To	foster	a	more	inclusive	

organisation	and	(2)	“to	establish	fairer	surroundings	or	a	fairer	environment”	(Hansen	

&	Seierstad,	2017,	p.	51).	This	type	includes	previously	unaddressed	groups	in	the	trans-

formative	and	structural	changes	thus	seeking	a	more	inclusive	environment	that	goes	

beyond	the	inclusivity	of	the	learning-and-effectiveness	paradigm	(Hansen	&	Seierstad,	

2017).			
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4.3.3 Diversity	Management	in	an	Organisational	Context		

To	define	the	different	characteristics	behind	diversity	management	in	an	organisational	

context,	there	are	two	additional	paradigms	to	consider	–	the	human	resource	paradigm	

and	the	multicultural	organisation	paradigm.		 

	 

In	HR	practices,	the	attraction-selection-attrition	cycle	can	become	very	dominant.	This	

entails	recruiting	and	maintaining	individuals	with	similar	traits	to	the	current	members	

of	the	organisation	(Mor	Barak,	2005).	To	overcome	this,	Kossek	and	Lobel	(1996)	pre-

sent	four	different	HR	approaches	to	diversity	management:	Diversity	enlargement,	di-

versity	sensitivity,	cultural	audit	and	strategy	for	achieving	organisational	outcomes.		 

	 

- Diversity	 enlargement	“focuses	 on	 increasing	 the	 representation	 of	 individuals	 of	

different	 ethnic	 and	 cultural	 backgrounds	 in	 the	organzation”	(Mor	Barak,	 2005,	 p.	

213).	 The	 goal	 is	 thus	 to	 change	 the	 company’s	 demographics	 through	 recruiting	

employees	from	diverse	backgrounds	(Kossek	&	Lobel,	1996).			

	

- Diversity	 sensitivity	 aims	 to	 promote	 understanding	 and	 communication	 among	

employees	of	different	backgrounds.	Focus	is	thus	put	on	training	and	on	acknowl-

edging	the	cultural	distance	(Kossek	&	Lobel,	1996).			

	

- Cultural	audit	is	an	approach	that	“generally	tries	to	determine	what	is	blocking	the	

progress	of	non-traditional	employees”	(Kossek	&	Lobel,	1996,	p.	4).	A	cultural	audit	

approach	 thereby	entails	 surveys	and	 focus	groups	 to	address	 the	practices	of	 the	

organisation	(Mor	Barak,	2005).			

	

- Strategy	 for	 achieving	 organisational	 outcomes	 aims	 at	 achieving	 organisational	

goals	 using	 diversity	management.	 Using	 this	 strategy,	“managers	 have	 to	 identify	

the	 link	 between	 diversity	management	 objectives	 and	 desired	 individual	 and	 or-

ganizational	outcomes”	(Mor	Barak,	2005,	p.	216).			

	 

The	other	emerging	paradigm	in	an	organisational	context	is	the	multicultural	organisa-

tion	paradigm.	This	paradigm	includes	three	different	types	of	organisations	–	the	mon-

olithic	organisation,	the	plural	organisation	and	the	multicultural	organisation.		 

	 

- The	monolithic	organisation	is	a	homogeneous	organisation	in	terms	of	demograph-

ic	and	cultural	aspects.	This	type	“will	have	a	culture	that	will	perpetuate	the	homo-
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geneity	 of	 its	 workforce	 through	 its	 hiring	 and	 promotion	 practices”	(Mor	Barak,	

2005,	p.	216).	There	 is	 therefore	 focus	on	a	culture	of	assimilation	for	members	of	

the	organisation.			

	

- The	plural	organisation	has	a	heterogeneous	workforce	in	comparison	to	the	mono-

lithic	one,	 and	 this	 type	“makes	efforts	 to	 conform	 to	 laws	and	public	policies	 that	

demand	and	expect	workplace	equality”	(Mor	Barak,	2005,	p.	217).	Typically,	in	the	

plural	organisation,	the	minority	groups	are	represented	in	the	workforce;	however,	

they	 are	 less	 represented	 in	 the	managerial	 positions	 (Mor	Barak,	 2005).	 There	 is	

thus	a	degree	of	formal	integration	towards	minority	groups,	but	not	enough	efforts	

are	made	to	make	them	an	integral	part	of	the	organisation.			

	

- The	multicultural	organisation	focuses	on	“a	culture	that	fosters	and	values	cultural	

differences	–	truly	and	equally	incorporates	all	members	of	the	organization	via	plu-

ralism	as	an	acculturation	process”	(Mor	Barak,	2005,	p.	2017).	This	 type	 thus	has	

full	integration	both	formally	and	informally.			

4.3.3.1 The	Organisation	Level	Of	Diversity	Management		

Anca	&	Vasquez		 (2007)	 argue	 that	“a	 company	needs	 to	 grow	by	 taking	 advantage	of	

the	potential	of	the	individual	members	who	constitute	it,	but	at	the	same	time	it	needs	

to	have	at	least	a	minimum	level	of	corporate	uniformity	in	order	to	function	in	a	coor-

dinated	way	in	all	its	areas”	(Anca	&	Vasquez,	2007,	p.136).	This	contradiction	is	what	is	

evident	in	today's	corporate	culture,	where	there	is	a	demand	for	an	integrated	organi-

zational	 culture	 (Anca	&	Vasquez,	 2007).	 Finding	 the	 fine	 balance	 between	 the	 two	 is	

thus	the	strategic	aim	of	the	organisational	level	in	diversity	management.		 

4.3.3.1.1 Tools	in	The	Organisation	Level	of	Diversity	Management		

The	way	in	which	this	is	exactly	done	is	yet	to	be	set	in	stone,	however,	there	are	a	series	

of	 instruments	 that	 can	 be	 used	 in	 unison	 to	 create	 an	organisational	 environment	

adapted	 to	 a	 diverse	 employee	 range	 (Anca	 &	 Vasquez,	 2007).	These	 instruments	 in-

clude	 assessing	 the	work	 environment	 and	 the	need	of	 employees,	 specific	 human	 re-

sources	 policies	 and	 diversity	 supporting	 systems	 and	 cultures	 (Anca	&	Vasquez,	

2007).		 
 

The	notion	of	assessing	the	work	environment	involves	making	a	thorough	evaluation	of	

the	workplace	 in	 order	 to	 ensure	 that	 the	 diversity	 initiatives	 to	 be	 implemented	 are	

deemed	 relevant	 for	 the	 organisation	 and	 its	 employees.	 Here,	 human	 resource	 data,	
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employees’	perceptions	and	best	practices	are	all	considered	and	mapped.	The	idea	be-

hind	evaluating	the	work	atmosphere	is	that	it	helps	to	justify	the	need	for	diversity,	the	

necessity	 of	 planning	 for	 it,	and	 also	provides	 a	 reference	 for	 later	measurements	 and	

monitoring	of	progress	(Anca	&	Vasquez,	2007).			
 

The	second	tool	is	human	resource	policies,	and	these	“recognize	the	need	for	flexibility	

on	aspects	such	as	working	 time	or	career	development	so	 that	all	 the	members	of	an	

organization	can	enjoy	the	benefits	of	a	flexible	environment”	(Anca	&	Vasquez,	2007,	p.	

140).	Considering	this,	 the	areas	that	are	 focused	on	 include	work-life	balance,	recruit-

ment	and	promotion	of	personnel,	 career	development	programs,	employee	networks,	

integration	of	disabled	people	etc.	(Anca	&	Vasquez,	2007).			
 

Thirdly,	the	notion	for	supporting	systems	and	structures	for	managing	diversity	is	also	

to	be	considered.	It	 is	notably	argued,	“the	key	to	success	for	activity	that	aims	to	pro-

mote	 diversity	 is	 a	 clear	 leadership	 commitment”	 (Anca	 &	 Vasquez,	 2007,	 p.150).	

Thereby	 in	many	 organisations,	 the	 promotion	 of	 diversity	 goes	 beyond	 just	 a	 notion	

practiced	by	 the	HR	departments	 to	becoming	one	 that	 is	 extended	 to	 all	 areas	of	 the	

organisation	and	led	by	the	organisation's	top	management	(Anca	&	Vasquez,	2007).	In	

practice,	organisations	do	this	by	creating	positions	in	the	company	that	are	focused	on	

diversity,	 and	 whom	 report	 directly	 to	 the	 top	 management,	 allocating	 a	 member	 of	

their	 board	 to	 focus	 solely	 on	 implementation	 and	monitoring	 of	 diversity	 policies	 or	

creating	diversity	councils	in	the	various	branches	of	the	organisation	(Anca	&	Vasquez,	

2007).			

	

Regardless	of	which	practice	is	chosen	to	be	used,	it	is	important	to	highlight	the	vitality	

of	the	support	from	the	organisation’s	management	towards	the	chosen	structure.		 

4.3.3.1.2 The	Outcomes	Of	The	Organisation	Level	Of	Diversity	Management		

When	the	most	suitable	tools	are	successfully	used	to	ensure	a	diverse	environment	at	

the	organisation	level,	one	can	expect	to	see	work	atmosphere	that	is	flexible	and	cater-

ing	towards	its	employees	achieving	their	full	potential.		Other	results	can	include	talent	

retention,	 capitalization	 of	 corporate	 investment,	 cost	 savings,	 gaining	 access	 to	 new	

markets,	adapting	flexibility	towards	environments	that	are	changing,	loyalty	and	moti-

vation	towards	the	organisation	and	an	overall	 increase	in	resources	(Anca	&	Vasquez,	

2007).	All	these	achievements	add	to	the	importance	of	the	strategy	of	the	organisation	

level	of	diversity	management.		 
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4.3.4 Advantages	and	Disadvantages	of	Diversity	Management		

Whilst	 there	 is	a	need	 for	diversity	management	and	the	advantages	 it	reaps,	 it	 is	also	

important	to	note	that	it	is	not	an	easy	task	that	simply	requires	managerial	enthusiasm	

and	 good	 intentions.	 There	 are	 also	 several	 disadvantages	 that	 can	 act	 as	 barriers	 to	

successful	diversity	management.	(Prasad,	Mills,	Elmes	&	Prasad,	1997)		 
 

Commencing	with	the	advantages,	if	carried	out	successfully,	diversity	management	can	

aid	in	the	emphasis	of	diversity	as	an	asset	to	the	company,	wherein	the	concept	of	valu-

ing	uniqueness	is	accentuated.	Valuing	uniqueness	is	a	notion	that	highlights	that	we	are	

different	 from	 one	 another,	 but	 together	 our	 capabilities	 can	 achieve	 value	 (Risberg	

&	Soederberg,	2005).			
 

Additionally,	it	can	be	identified	that	through	active	diversity	management,	members	of	

organisations	 tend	 to	 go	 beyond	 unitary	 thinking	 in	 their	 diverse	 teams	 and	 rather	

spend	 time	 to	 re-examine	 notions	 from	 various	 perspectives,	 thus	 allowing	 for	 more	

considered	decision-making	mechanisms.	Diverse	groups	also	are	better	able	to	identify	

their	biases	and	being	aware	of	them	(Emma,	2018).				
 

Another	advantage	of	diversity	management	 is	 that	 is	 fosters	an	environment	of	more	

creative	 and	 innovative	 thought	 processes.	Here	 Emma	 (2018)	 explains	 that	 diversity	

management	 allows	 for	 organisational	 members	 to	 use	 various	 perspectives	 towards	

distribution,	 products,	 marketing,	 management	 and	 sales	 that	 allow	 for	 more	 prolific	

solutions	(Emma,	2018).			
 

In	correspondence	with	 the	advantage	of	an	innovative	environment	 through	diversity	

management	comes	the	culture	of	an	organisation	with	a	in-depth	cross-cultural	under-

standing.	Having	 a	more	 diverse	workforce	means	 that	members	 of	 organisations	 are	

likely	 to	 become	more	 familiar	with	 cultures	 unlike	 their	 own	 backgrounds,	 and	 thus	

misconceptions	and	prejudices	can	be	avoided	(Emma,	2018).	 
 

Just	 as	 there	 are	 advantages	 to	 diversity	management,	 there	 are	 some	 disadvantages	

which	 can	 come	 about	 and	 act	 as	 a	 barrier	 to	 successful	 organisational	 growth,	 if	 not	

considered	correctly.	One	of	 the	most	commonly	evident	barriers	 to	organisational	di-

versity	 is	 negative	 attitudes	 and	 behaviours	 (Green,	 López,	 Wysocki,	 Kepner,	 Farns-

worth	&	Clark,	2012).	These	often	stem	from	a	reluctance	to	change	and	a	difficulty	 in	

transitioning	(Emma,	2018).	Old	traditions	within	the	company	and	a	strongly	embed-
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ded	 company	 culture	 can	be	 a	 hindrance	 towards	 creating	 a	more	diverse	work	 envi-

ronment	and	can	result	in	tensions	amongst	organisation	members	(Emma,	2018).		
 

Another	disadvantage	is	the	additional	costs	that	go	into	creating	a	more	diverse	work-

force.	 For	 example,	 additional	 research	 on	 how	 to	 recruit	 diversely	 or	 separate	 bath-

rooms	for	transgender	employees	or	additional	spare	time	and	areas	for	Muslim	work-

ers	 to	 perform	 their	 daily	 prayers,	 can	 all	 incur	 unforeseen	 short-term	 cost	 outlays	

(Emma	2018).		 

4.4 Transforming	an	Inclusive	Workplace		

To	 create	 an	 inclusive	workplace,	 it	 is	 important	 to	 acknowledge	 the	different	dimen-

sions,	in	which	inclusivity	can	be	conceptualised.	Ferdman	and	Deane	(2013)	display	six	

different	systems	of	inclusion:			
 

- Society:	Ideologies,	practices	and	policies		

- Organisation:	Inclusive	practices	and	policies		

- Leaders	and	leadership:	Inclusive	practices		

- Groups	 and	 teams:	 collective	 experience	 of	 inclusion,	 inclusive	 practices	 and	

norms		

- Individuals:	Inclusive	interpersonal	behaviour		

- Experience	of	inclusion:	Individual		

	

This	is	relevant,	because	when	considering	inclusivity,	the	mere	existence	of	inclusion	is	

not	maintained	 at	 one	 specific	 dimension.	 The	 individual	 experience	 of	 inclusion	 is	 a	

good	indicator	of	inclusive	workplaces,	which	is	important	to	note	in	this	research	con-

text. 

	 

Ferdman	 &	 Deane’s	 (2013)	 different	 dimensions	 of	 inclusion	 can	 be	 linked	

to	Mor	Barak’s	 (2005)	 definition	 of	 an	 inclusive	workplace	 that	 goes	 from	micro-level	

inclusivity	(level	1)	to	macro-level	 inclusivity	(level	4).	However,	Mor	Barak	(2005)	ex-

pands	 the	 levels	 to	go	beyond	society.	For	an	organisation	 to	have	 the	highest	 level	of	

inclusion,	it	does	not	only	have	to	value	individual	and	intergroup	differences	within	its	

own	organisational	context	(level	1),	but	contribute	to	the	surrounding	community	(lev-

el	2),	collaborate	with	the	national	environment	(level	3)	and	collaborate	across	national	

and	 cultural	 boundaries	 (level	 4)	 (Mor	Barak,	 2005).	 Although,	 it	 may	 be	 relevant	 to	

consider	for	further	research,	we	delimit	our	research	to	only	view	the	micro-level	(level	
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1)	 of	 an	 inclusive	workplace	 as	 this	 focuses	 on	 inclusion	 through	diversity	within	 the	

organisation.		

4.4.1 Diversity	Initiatives		

Level	 1	 of	 the	 inclusive	workplace	 regards	 the	 internal	 relations	 between	 individuals	

and	groups	within	the	organisation	(Mor	Barak,	2005).	The	significant	aspect	about	this	

level	 is	the	value	frame	of	organisations,	which	goes	from	exclusive	to	 inclusive.	While	

an	exclusionary	organisation	 focuses	on	conformity	 to	 the	prevailing	 corporate	norms	

and	values,	 an	 inclusive	organisation	puts	 focus	on	a	 “pluralistic,	 coevolving	organiza-

tional	culture	that	keeps	changing	to	reflect	diversity	of	values	and	norms”	(Mor	Barak,	

2005,	p.	229).		 

	 

To	 constitute	 inclusive	 policies	 and	 practices,	 organisations	may	 use	 different	 HR	 ap-

proaches	(in	 section	 4.3.3)	to	 the	 recruitment	 processes.	 To	 increase	 inclusive	 efforts,	

specific	 diversity	 initiatives	 may	 be	 utilised	 in	 the	 creation	 of	 an	 inclusive	 work-

place.	Mor	Barak	(2005)	separates	these	diversity	initiatives	into	five	principal	areas:		

- Management	 leadership:	 Senior	 management	 taking	 leadership	 in	 big	 diversity	

projects.			

- Education	 and	 training:	 Increasing	 diversity	 awareness	 through	 seminars	 and	

workshops		

- Performance	and	accountability:	Linking	diversity	performance	to	compensation		

- Work-life	balance:	Providing	flexible	work	arrangements		

- Career	development	and	planning:	Ensuring	fair	promotion	opportunities	for	un-

derrepresented	groups.			

4.4.2 Inclusive	Behaviour	

Inclusive	 behaviour	 can	 be	 separated	 into	 three	 categories.	Table	 2	displays	 inclusive	

behaviour	 for	 everyone,	 which	 encompasses	 behaviours	 that	 everyone	 can	 prac-

tice	when	 fostering	inclusion	 (Ferdman	 &	 Deane,	 2013).	 The	 inclusive	 behaviour	 for	

leaders	in	table	3	is	specific	practices	for	people	of	authority	towards	creating	a	culture	

of	 inclusion.	 In	table	 4,	 inclusive	 organisational	 policies	 and	practices	 are	 listed.	Here,	

the	focus	is	for	the	“organization	to	have	a	clear	approach	to	inclusion	and	that	this	ap-

proach be translated	into	specific	strategies,	policies,	and	practices	that	can	be	observed	

and	assessed”	(Ferdman	&	Deane,	2013,	p.	43).	These	policies	and	practices	should	not	

only	be	addressed	from	a	systemic	standpoint,	but	also	aid	 in	 individual	and	collective	

inclusive	workplace	behaviour.			
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TABLE	2	
Inclusive	Behaviour	For	Everyone		

Acknowledge,	connect,	and	engage	with	others.			

Listen	deeply	and	carefully.		

Engage	a	broad	range	of	perspectives.			

Openly	share	information	and	seek	transparency.			

Be	curious.			

Lean	into	discomfort.			

Increase	self-awareness.			

Be	willing	to	learn	and	be	influenced	by	others.			

Be	respectful	and	demonstrate	fairness.			

Foster	interdependence	and	teamwork.		

Adapted	from:	Ferdman	&	Deane,	2013,	p.	42	

TABLE	3	
Inclusive	Behaviour	For	Leaders		

Hold oneself	and	others	accountable	for	creating	an	inclusive	culture.		

Invite	engagement	and	dialogue.		

Model	bringing	one’s	whole	self	to	work	and	give	permission	for	and	encourage	others	to	do	so.		

Foster	transparent	decision-making.			

Understand	and	engage	with	resistance.		

Understand	and	talk	about	how	inclusion	connects	to	the	mission	and	vision.		

Adapted	from:	Ferdman	&	Deane,	2013,	p.	42		

TABLE	4		
Inclusive	Organizational	Policies	And	Practices	

Create	an	environment	of	respect,	fairness,	justice,	and	equality.		

Create	a	framework	for	assessing	and	implementing	organizational	policies	and	practices.		

Build	systems,	processes,	and	procedures	that	support	and	sustain	inclusion.		

Enhance	individual	and	collective	competence	to	collaborate	across	cultures	and	groups.		

Define	organizational	social	responsibility	(internally	and	externally).		

Foster	transparency	throughout	the	organization.		

Promote	teamwork.		

Create	a	diverse	organization.		

Foster	continual	learning	and	growth.		

Adapted	from:	Ferdman	&	Deane,	2013,	p.	42	 

4.4.3 Communication	In	The	Stages	Of	Organisational	Development		

For	all	organisations,	regardless	of	whether	they	are	at	the	initial	stages	of	implement-

ing	an	inclusive	workplace,	in	the	transition	towards	becoming	more	inclusively	orient-
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ed,	or	in	the	precedent	stages,	the	communication	surrounding	each	stage	is	key	to	en-

suring	its	successful	long-term	implementation.	Whilst	it	can	potentially	be	challenging	

to	keep	organisational	members	 feeling	engaged	and	 inspired,	“diversity	and	 inclusion	

efforts	gain	more	credibility	and	support	when	the	communication	strategy	and	tactics	

are	well-crafted”	(Ferdman	&	Deane,	2013,	p.	55).	 In	 the	 following	sections,	 this	paper	

outlines	the	communication	that	is	employed	surrounding	diversity	and	inclusion	initia-

tive,	throughout	the	three	stages	of	organisational	development	–	the	early,	middle	and	

advanced	stage.			 

4.4.3.1 Early	Stage	

In	 the	early	 stage	 there	 is	 little	 visibility	of	 a	diverse	organisation	 (Ferdman	&	Deane,	

2013).	Within	this	stage,	hostility	and	intolerance	might	be	evident	and	words	such	as	

‘resistant’,	‘passive’	and	‘segregated’	may	commonly	be	used	as	adjectives	for	this	stage	

(Ferdman	&	Deane,	2013).	Here,	Ferdman	&	Deane	(2013)	argue	that	internal	commu-

nication	 is	not	often	heard,	and	 instead	 it	 is	 important	 for	the	communication	to	come	

from	outside	the	organisation.	This	can	namely	be	from	needs	of	compliance	or	positive	

action	initiated	by	the	government,	complaints	from	stakeholders,	or	trends	in	the	me-

dia.	 As	 we	 have	 discussed	 previously,	 diversity	 is	 a	 reality	 that	 is	 evident	 in	 today’s	

world,	and	so	the	external	pressures	for	an	inclusive	organisation	are	becoming	increas-

ingly	 available.	 The	 internal	 communication,	 however,	 cannot	 be	 completely	 under-

mined,	and	it	is	important	for	the	organisation’s	internal	leadership	to	support	the	shift	

towards	inclusivity	and	“communicate	to	participants	in	their	organization	that	behav-

ioural	 change	 and	 new	 knowledge	 [is]	 required”	 (Ferdman	 &	 Deane,	 2013,	 p.69).	

Ferdman	 &	 Deane	 (2013)	 recommend	 that	 the	 communication	 should	 emphasise	 the	

similarities	rather	than	differences,	to	be	more	“equal	opportunity-oriented	than	diver-

sity-or	inclusion-oriented”	(Ferdman	&	Deane,	2013,	p-	69). 

4.4.3.2 Middle	Stage	

The	middle	stage	is	best	communicated	through	adjectives	such	as	‘changing’,	‘tolerant’,	

‘responsive’	and	‘moving	beyond	reactive’	(Ferdman	&	Deane,	2013).	Here,	the	notion	of	

compliance	 is	 still	 to	 be	 communicated	 as	 a	motive,	 however,	 in	 contrast	 to	 the	 early	

stage	 the	 internal	 communication	 gradually	 overpowers	 the	 external	 one	 (Ferdman	&	

Deane,	2013).	Internal	communication	about	diversity	and	inclusion	is	thus	at	this	stage	

built	 upon	 “the	 fruits	 of	 equal	 opportunity,	 affirmative	 action,	 and	 equity	 efforts”	

(Ferdman	&	Deane,	2013,	p.69).	In	the	middle	stage,	it	is	important	for	organisations	to	

communicate	 their	 efforts	 via	 stories	 of	 benefits	 to	 the	 organisational	 members	 that	

come	directly	as	a	result	of	diversity	and	inclusion	initiatives	such	as	higher	quality	re-
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cruitment,	profits	etc.		The	distinction	of	the	communication	between	this	stage	and	the	

next	is	that,	here,	the	diversity	agenda	is	to	a	greater	extent	emphasised	than	inclusion	

(Ferdman	&	Deane,	2013).	The	reasoning	for	this	is	that	at	this	stage	the	communicative	

messages	are	directed	at	 the	need	to	address	biases	and	nourish	 the	competencies	re-

quired	 for	 organisational	 growth	 i.e.	 intercultural	 skills,	 diversity	 management	 etc.	

(Ferdman	&	Deane,	2013).	 

4.4.3.3 Advanced	Stage		

The	third	and	final	stage	of	organisational	development	is	the	advanced	stage.	This	en-

tails	organisations	being	familiar	with	the	notion	of	diversity	and	slowly	cultivating	the	

approach	 of	 inclusion	 (Ferdman	&	Deane,	 2013).	 Communication	 in	 this	 stage	 should	

incorporate	 terms	 such	 as	 ‘inclusive,	 ‘value-added’	 and	 ‘transformation’	 (Ferdman	 &	

Deane,	2013).	Often	 in	 this	stage,	organisations	 find	 themselves	 to	have	previously	re-

gressed	to	the	early	stage	at	least	once,	and	therefore,	here,	it	is	crucial	for	communica-

tion	of	negative	happenings	to	be	effective	and	efficient.	In	this	stage,	inclusion	becomes	

an	increasingly	important	part	in	the	business	agenda	and	as	does	the	communication	of	

it	(Ferdman	&	Deane,	2013).	Successes	within	diversity	management	are	celebrated,	the	

importance	of	it	reinforced	and	measures	are	taken	to	further	this	agenda	(Ferdman	&	

Deane,	 2013).	Once	 again,	 the	 importance	 of	 external	 communication	 comes	 into	play	

with	diversity	and	inclusion	agendas	being	reflected	in	external	materials	such	as	annual	

reports,	which	are	made	available	to	stakeholders.	In	this	instance,	it	is	coherent	for	the	

communication	of	diversity	and	inclusion	initiatives	within	a	given	organisation	to	link	

together	 internal	 efforts	within	 environmental	 sustainability,	 safety	 and	other	 societal	

initiatives	(Ferdman	&	Deane,	2013).			 

4.5 A	Culture	of	Inclusion	
Pless	 and	Maak	(2004)	developed	 a	 model	 to	 describe	 the	 “transformation	 stages	 for	

building	a	culture	of	 inclusion”	(p.	136)	to	explain	how	companies	can	accommodate	a	

diverse	 culture	 of	 inclusion	(Figure	 3).	 This	 model	 entails	 four	 phases:	 (1)	 Raising	

awareness	and	creating	understanding	(2)	developing	a	vision	of	inclusion,	(3)	rethink-

ing	key	management	concepts	and	principles	and	(4)	adapting	HR	systems	and	process-

es.		
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FIGURE	3	

Transformation	stages	for	building	a	culture	of	inclusion	

 

	Adapted	from:	Pless	&	Maak,	2004,	p.	136	
	

4.5.1 The	First	Phase			

The	 first	phase	 requires	 the	organisation	 to	“start	 an	ongoing	discursive	 learning	pro-

cess,	which	aims	at	raising	awareness	for	the	fact	that	different	people	perceive	reality	

differently”	(Pless	 &	Maak,	 2004,	 p.	 137)	 as	 well	 as	 fostering	 respect	 for	 these	 differ-

ent	realities	 through	 discourses.	A	 discursive	 process	 towards	 a	 common	 cultural	 un-

derstanding	 includes	 significant	 steps.	 The	 first	 of	 these	 involves	“becoming	 aware	 of	

standpoint	plurality	and	what	it	means	to	integrate	diverse	voices	in	a	discourse”	(Pless	

&	Maak,	2004,	p.	137).	This	first	step	therefore	brings	awareness	to	the	fact	that	there	is	

no	given	objective	and	true	reality	due	to	various	perceptions	of	reality	that	people	have	

as	a	result	of	their	social,	ethnic	and	cultural	distinctions.	This	means	that	there	are	di-

verse	voices	in	the	discourse	that	have	to	be	integrated.	Once	awareness	is	established,	

the	next	 step	 is	 to	 identify	 a	 common	basis	 of	 understanding	 through	 reflection	work	

(Pless	&	Maak,	2004).	 

4.5.2 The	Second	Phase		

In	relation	to	the	second	phase,	the	main	objective	is	to	foster	change	in	the	internal	val-

ues,	 assumptions,	 belief	 systems	 and	 mental	 maps	 towards	 a	 diversity	 vision	 (Pless	

&	Maak,	2004).	This	is	imperative	because	“a	clearly	defined	vision	is	an	important	start-

ing	point	in	forming	a	culture	of	inclusion”	(Pless	&	Maak,	2004,	p.	137).	There	are	five	

Phase	1:		
Raising	awareness	

and	creating	
understanding	

Phase	2:		
Developing	a	vision	

of	inclusion	

Phase	3:		
Rethinking	key	
management	
principles	

Phase	4:		
Adapting	systems	
and	processes	
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aspects	that	need	to	be	addressed	to	construct	an	inclusive	organisational	culture.	The	

first	aspect	regards	creating	a	work	environment	based	upon	respect	for	all	individuals	

regardless	of	cultural,	social	and	ethnic	capital.	Another	aspect	concern	creating	an	 in-

clusive	 culture	 of	 communication	 by	 integrating	 varying	 perspectives	 in	 the	 organisa-

tional	 decision-making	 process.	 Additionally,	 each	member	 of	 the	 organisation	 should	

be	given	equal	opportunity	to	achieve	full	potential.	This	is	followed	by	an	aspect,	which	

concentrates	on	the	appreciation	of	employee	contributions.	Lastly,	sensitivity	towards	

work-life	balance	is	another	crucial	aspect	to	be	addressed	(Pless	&	Maak,	2004).	 

4.5.3 The	Third	Phase		

The	 third	phase	regards	rethinking	key	management	principles	such	as	basic	business	

principles,	leadership	and	the	decision-making	processes	(Pless	&	Maak,	2004).		Regard-

ing	business	principles,	it	is	essential	that	the	diversity	vision	established	in	the	second	

step	is	integrated	fully	into	the	organisations’	way	of	doing	business.	Within	this	phase,	

leadership	also	plays	a	key	role.	Here,	the	role	of	leadership	“becomes	a	relational,	inter-

active	task	aimed	at	involving	all	people	within	the	company,	all	members	of	teams,	de-

partments	and	areas	 in	 the	ongoing	processes	of	 initiating,	defining	and	realising	pro-

jects	 and	 the	 company’s	 objectives”	(Pless	 &	Maak,	 2004,	 p.	 138).	 In	 terms	 of	

the	decision-making	process,	 rather	 than	 having	 a	 traditional	 hierarchical	 method	 of	

top-management	dictation,	an	 inclusive	culture	 focuses	on	decision	making	to	be	dele-

gated	horizontally.		 

4.5.4 The	Fourth	Phase		

Lastly,	 the	 fourth	 phase	 entails	 adapting	 systems	 and	 processes.	 This	 is	 general-

ly	regarding	the	recruitment	process,	 individual,	 team	and	organisational	development	

as	well	as	reward	and	compensation	systems.	Their	connection	to	each	other	is	illustrat-

ed	in	figure	4.	Also,	this	stage	involves	meeting	the	minimal	requirements	of	the	found-

ing	principles	 that	make-up	 the	 formation	of	a	discourse	within	a	 culture	of	 inclusion.	

These	 include:	 Principal	 of	 mutual	 recognition,	 reciprocal	 understanding,	 standpoint	

plurality	&	mutual	enabling,	trust,	integrity	and	intercultural	moral	point	of	view	(Pless	

&	Maak,	2004).		
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FIGURE	4	

An	integrated	human	relations	management	system	to	foster	a	culture	of	inclusion	

	
Adapted	from:	Pless	&	Maak,	2004,	p.	140	

	

Concerning	 the	 recruitment	 process,	 an	 important	 approach	 to	 enhancing	 diversity	

within	an	organisation	is	to	recruit	people	with	diverse	backgrounds.	However,	simply	

recruiting	them	is	not	enough	to	create	a	culture	of	inclusion.	Selected	candidates	must	

also	be	 favourable	 towards	values	of	a	diverse	work	culture	(Pless	&	Maak,	2004).	Re-

garding	development,	the	focus	is	placed	on	the	provision	of	“instruments,	methods	and	

processes	 at	 different	 levels	 (the	 organisational,	 the	 team	 and	 the	 individual	 level)	 to	

support	the	creation	of	a	culture	of	inclusion”	(Pless	&	Maak,	2004,	p.	142).	Thus,	devel-

opment	towards	diversity	transformation	can	be	seen	as	a	continuous	learning	process	

throughout	the	organisation.	Another	system	with	potential	to	be	revised	in	the	fourth	

phase	concerns	reward	and	compensation	systems.	Here,	a	prerequisite	for	an	inclusive	

reward	 system	 is	 providing	 equal	 rights	 for	 everyone	 i.e.	 “equal	 pay	 for	 equal	 jobs”	

(Pless	&	Maak,	2004,	p.	143).		 

	 

The	fourth	phase	also	relates	to	actual	competencies	of	inclusion	such	as	portraying	in-

clusive	 behaviour.	 Pless	 and	Maak	(2004)	 outline	 the	 following	 observable,	 inclusive	

behaviours:			
 

“•	Showing	respect	and	empathy;		 

•	Recognizing	the	other	as	different	but	equal;		 
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•	Showing	appreciation	for	different	voices,	e.g.	by		 

-	Listening	actively	to	them;			

-	Trying	to	understand	disparate	viewpoints	and	opinions;			

-	Integrating	different	voices	into	the	ongoing	cultural	discourse.			

•	Practising	and	encouraging	open	and	frank	communication	in	all	interactions;		 

•	 Cultivating	 participative	 decision-making	 and	 problem-solving	 processes	 and	 team	

capabilities;		 

•	Showing	integrity	and	advanced	moral	reasoning,	especially	when	dealing	with	ethical	

dilemmas;		 

•	Using	a	cooperative/consultative	leadership	style”	(p.	140)		
 

These	behaviours	apply	to	employees,	managers	and	leaders	within	an	organisation.	In	

an	organisational	culture	that	encompasses	inclusivity,	these	behaviours	are	successful-

ly	 implemented	 into	 all	 the	 different	 organisational	 processes	 mentioned	 above.		
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5. METHOD 

	

In	a	high-quality	research	paper,	it	is	crucial	to	ensure	a	consistent	coherence	between	

the	 research	 paradigm,	 the	 research	 question	 and	 the	methodological	 considerations.	

Thus,	we	intend	to	account	for	the	considerations	made	in	the	following	section.	Key	el-

ements	of	 our	 research	 include	 research	design,	data	 collection	and	 choice	of	 analysis	

and	thereby	will	be	discussed	in	relation	to	relevant	methodological	theoretical	perspec-

tives.	The	research	question	 for	 this	paper	asks:	How	do	diversity	 initiatives	affect	 the	

perception	of	an	inclusive	environment?	With	this	research	question,	our	intention	is	to	

understand	how	our	data	perceives	inclusivity	in	the	context	of	CBS.	This	intention	was	

inspired	by	a	thorough	literature	review	(in	section	2)	and	our	motivation	(in	section	3),	

which	 sparked	 our	 interest	 in	 this	 research	 area	 and	more	 specifically	 related	 to	 the	

perceptions	of	diversity	and	inclusion.			

5.1 EDI	Research	
Broadly,	 equality,	 diversity	 and	 inclusion	 (EDI)	 “research	 and	 social	 science	 research	

more	 generally	 should	 raise	 fresh	 questions	 and	 lead	 to	 more	 thoughtful	 discourse,	

something	our	increasingly	polarized	society	desperately	needs”	(Wergin,	2018,	p.	58).	

Hannum	and	Downs	(2018)	argue	how	there	typically	are	three	reasons	for	evaluating	

EDI	efforts:	[1]	"To	understand	how	certain	EDI	efforts	work	(or	do	not	work)	in	various	

contexts,	thereby	informing	future	efforts.	[2]	To	provide	information	that	can	be	used	

to	adapt	or	further	EDI	efforts	during	an	initiative	or	as	part	of	on-going	efforts,	thereby	

informing	current	efforts.	[3]	To	demonstrate	the	impact	of	EDI	efforts,	thereby	provid-

ing	evidence	to	support	funding	and	other	decisions	about	the	current	effort	and	future	

efforts"	(p.	64).	This	study	is	mainly	related	to	the	first	two	reasons	as	it	aims	to	under-

stand	the	impact	of	the	current	EDI	efforts	in	different	contexts,	as	well	as	it	aims	to	in-

form	current	EDI	efforts	within	CBS.		

	

	Most	EDI	research	is	placed	within	a	subjective	reality	of	the	researcher,	because	“we,	

as	researchers,	cannot	be	divorced	from	our	backgrounds,	social	identities	and/or	earli-

er	knowledge”	(Booysen	&	Pringle.	2018,	p.	32).	We	cannot	separate	ourselves	from	our	

social	 reality	 and	 are	 therefore	 subjectively	 involved.	 In	 this	 section,	 we	 discuss	 our	

methodological	 intentions	within	EDI	 research.	This	 is	 relevant;	partly	 to	 explain	how	
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we	determined	 the	methodological	 aspects	 of	 this	 study,	 and	partly	 to	make	 sure	 our	

methodological	assumptions	align	with	those	of	typical	EDI	research	designs.			

	

To	 select	 the	 appropriate	 method	 for	this	research,	 we	 took	 a	 point	 of	 departure	

in	Booysen,	Bendl	and	 Pringle’s	 (2018)	 Handbook	 of	 Research	 Methods	 in	 Diversity	

Management,	Equality	and	Inclusion	at	Work.	Here,	we	considered	our	methodological	

intentions	through	Wergin’s	(in	Booysen	et	al.,	2018)	research	decision	tree	(Appendix	

2).	Methodological	considerations	must	be	highly	valued	in	quality	research,	because	it	

is	important	that	there	“is	a	good	match	of	the	method	with	what	the	researcher	wants	

to	 know”	 (Wergin,	 2018,	 p.	 41).	 The	 research	 decision	 tree	 starts	 with	 the	 research	

question,	because	“the	method	should	flow	from	the	research	question”	(Wergin,	2018,	

p.	43).	In	this	study,	we	thus	began	by	reviewing	the	literature	in	our	conceptual	frame-

work	to	identify	a	gap	in	the	research	that	piqued	our	interest.			

	

The	next	important	consideration	regards	whether	the	research	design	includes	original	

data	 or	 not.	 This	 study	 takes	 on	 a	 naturalistic	 design	 since	 the	 objective	 is	 to	 under-

stand/observe	 rather	 than	 intervene	 (Wergin,	2018).	 Since	our	 intention	 is	 to	 investi-

gate	emerging	ontological	views	in	their	context	rather	than	to	generalize,	this	research	

follows	an	interpretive,	qualitative	paradigm	(explained	in	section	5.2).	We	also	find	the	

interpretive	paradigm	relevant	to	our	research	question,	as	this	paradigm	is	“deeply	re-

liant	on	the	interpretations	and	experiences	of	stakeholders	themselves,	not	on	the	rigor	

of	the	design	or	the	generalizability	of	the	findings”	(Hannum	&	Downs,	2018),	which	is	

significant	to	our	intention	of	investigating	perceptions	of	inclusion.		

	

The	 last	branch	of	 the	 research	method	decision	 tree	 (Wergin,	2018)	 leads	us	 to	phe-

nomenology.	 Our	 intention	 is	 neither	 to	 generate	 testable	 concepts,	 to	 characterize	 a	

culture	nor	to	communicate	a	story.	It	is,	however,	to	focus	on	the	perception	presented	

in	 our	 data	 and	 “the	 understanding	 of	 human	 experience”	 (Wergin,	 2018,	 pp.	 48-

49).	More	 specifically,	 we	utilise	the	 interpretive	 phenomenological	 analysis	 (IPA),	

which	 is	reflected	 in	our	considerations	regarding	data	collection	and	 is	elaborated	on	

(in	section	5.6)	in	terms	of	choice	of	analysis.		
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5.2 Paradigm	

Much	 of	 the	 current	 EDI	 research	 is	 researched	 within	 the	 criti-

cal/radical/transformative	 paradigm	 (Booysen	&	 Pringle,	 2018).	 However,	 this	 paper	

finds	it	more	applicable	to	take	the	interpretive	approach.			

	

In	reflecting	upon	research	paradigms,	it	is	important	to	acknowledge	how	“a	paradigm	

is	a	worldview	about	how	knowledge	is	best	obtained”	(Wergin,	2018,	p.	48).	Ontology	

(nature	 of	 reality),	 epistemology	 (nature	 of	 knowledge),	methodology	 (data	 collection	

and	analysis	strategy)	and	axiology	(associated	values	to	the	area	of	research)	make	up	

the	paradigm	and	are	 also	 the	attributes	 in	which	one	paradigm	differs	 from	another.	

The	choice	of	paradigm	will,	therefore,	be	discussed	in	relation	to	the	four	philosophies,	

since	it	is	important	to	determine	the	nature	of	knowledge	and	reality	being	presented	

throughout	this	thesis	as	well	as	the	methodological	considerations.		

	

Tracy	(2013)	refers	to	four	primary	research	paradigms:	Positivism,	interpretivism,	the	

critical	paradigm	and	the	postmodern	paradigm.	In	this	thesis,	we	find	the	interpretive	

paradigm	 to	 be	most	 applicable	 to	 our	 research	 approach	 and	 research	 question.	 The	

reasons	hereto	will	be	discussed	in	the	following	section.			

	

The	interpretive	paradigm	is	also	known	as	the	constructivist	paradigm.	Here,	“the	on-

tology	is	based	on	fluid	definitions	of	a	situation	created	by	human	interaction	with	the	

associated	 epistemology	 being	 relative,	 and	 context	 dependent”	 (Pringle	 and	Booysen,	

2018,	 p.	 25).	 One	 thus	 can	 describe	 the	 ontological	 philosophy	 as	 being	 socially	 con-

structed.	This	is	very	contrastive	to	the	positivistic	paradigm	in	which	ontology	is	con-

sidered	 as	 being	 independent	 of	 the	 observer	 (Sharman,	 Kishore	 &	 Ramesh,	

2007).	Another	 crucial	ontological	point	 is	 the	 fact	 that	 the	 interpretive	paradigm	em-

ploys	 a	 relativist	 ontology.	 A	 relativist	 ontology	 regards	 the	 belief	 "that	 the	 situation	

studied	has	multiple	realities	and	that	those	realities	can	be	explored	and	meaning	made	

of	 them	or	reconstructed	 through	human	 interactions	between	 the	researcher	and	 the	

subjects	of	the	research,	and	among	the	research	participants"	(Kivunja	&	Kuyini,	2017,	

p.	33).	Since	our	research	is	focused	on	the	different	perceptions	of	inclusivity	at	CBS,	it	

is	therefore	also	set	in	the	subjective	reality	of	our	respondents.	It	is,	therefore,	neither	

independent	nor	objective	as	in	the	positivistic	paradigm.			

	

As	described	before,	the	epistemology	of	interpretivism	is	context	dependent	and	rela-

tive.	Additionally,	interpretivism	has	a	value-laden	and	interpreter-reliant	epistemology,	
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thus	the	knowledge	about	the	reality	is	mediated	through	the	researcher	(Tracy,	2013).	

Like	 the	 interpretive	 paradigm,	 the	 postmodern	 paradigm	 is	 also	 based	 in	 the	 social	

construction	of	reality;	however,	 this	 typology	takes	“the	 idea	of	social	construction	to	

its	 limits,	 emphasizing	 the	 multiple	 truths	 that	 can	 be	 told	 in	 any	 situation”	 (Taylor,	

Bogdan	&	DeVault,	2016,	p.27).	In	the	postmodern	paradigm,	"the	task	of	the	qualitative	

researcher	is	to	produce	provocative	stories,	which	may	or	may	not	be	definitive"	(Tay-

lor	 et	 al.,	 2016,	 p.	 28).	 The	 two	paradigms	 can,	 therefore,	 be	 viewed	 as	 being	 alike	 in	

terms	of	the	social	ontological	construction,	but	since	our	focus	is	on	gaining	a	phenom-

enological	understanding	of	our	data	rather	than	the	scepticism	of	it,	we	find	the	inter-

pretivism	more	applicable	in	terms	of	our	epistemological	standpoint.			

	

Taylor	 et	 al.	 (2016)	 note	 how	methodology	 "refers	 to	 the	way	 in	which	we	 approach	

problems	 and	 seek	 answers"	 (p.	 14)	 and	 how	 the	 research	 is	 conducted.	 In	 interpre-

tivism,	 the	 methodological	 perspective	 is	 primarily	 related	 to	 hermeneutics	 and	 ver-

stehen	(Ringer,	1997).	It	is	therefore	based	upon	the	intention	of	seeking	understanding	

of	 the	 researched.	Where	 the	 interpretive	paradigm	aims	 "to	understand	 the	why	and	

how"	(Tracy,	2013,	p.	48),	 the	critical	paradigm	focuses	on	using	"qualitative	methods	

often	 coupled	with	 historical	 considerations	 of	 power	 and	 class"	 (Tracy,	 2013,	 p.	 48).	

Since	our	research	is	focused	on	the	perceptions	of	diversity	and	inclusion	at	CBS	rather	

than	the	historical	relations	to	the	subject,	we	find	the	interpretive	paradigm	suitable	in	

terms	of	our	methodological	considerations.	Also,	the	interpretive	paradigm	assumes	a	

naturalist	 methodology,	 which	 means,	 “the	 researcher	utilises	data	 gathered	 through	

interviews,	 discourses,	 text	messages	 and	 reflective	 sessions”	(Kivunja	&	Kuyini,	 2017,	

p.	33).	This	aligns	with	the	methodical	aspects	of	this	thesis.			

	

The	last	philosophy	is	axiology,	which	regards	the	values	associated	with	the	area	of	re-

search	 and	 ethics	 (Tracy,	 2013).	 Aliyu,	Singhry,	Adamu	and	 Abubakar	 (2015)	 argues	

how	“axiology	urges	congruence	between	ontological	and	epistemological	assumptions”	

(p.	13).	Axiology,	 therefore,	aids	 in	determining	how	to	act	based	upon	the	ontological	

and	epistemological	direction.	In	interpretivism,	one	would	refer	to	the	axiological	point	

of	view	to	be	balanced.	This	means	that	the	axiology	“assumes	that	the	outcome	of	the	

research	will	reflect	the	values	of	the	researcher,	trying	to	present	a	balanced	report	of	

the	findings”	(Kivunja	&	Kuyini,	2017,	p.	34).	Thus,	it	is	relevant	to	note	how	in	interpre-

tivism,	a	researcher	is	a	tool	of	interpretation	(explained	further	in	section	5.5.2).			
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5.3 Theory	of	Science	
Interpretivism	 “is	 a	 paradigm	 that	 is	 closely	 associated	with	 the	 phenomenology	 and	

hermeneutics	where	the	intent	is	to	gain	an	understanding	of	the	truth	being	construct-

ed	by	the	participants	themselves”	(Hannum	&	Downs,	2018,	p.	73).	This	aligns	directly	

with	our	research	objective	and	therefore	the	two	concepts	are	further	discussed	in	the	

sections	below.			

5.3.1 Phenomenology		

Wergin	(2018)	states,	“the	essence	of	the	constructivist/qualitative	research	is	phenom-

enology”	 (Wergin,	 2018,	 p.48-49).	Phenomenology	is	 described	 as	the	 study	 of	 human	

experience	and	the	way	in	which	things	are	perceived	as	they	appear	to	consciousness	

(Langdridge,	2007).	Put	simply,	it	is	the	study	of	lived	experience.				

	

One	of	 the	key	concepts	of	phenomenology	that	are	utilized	 in	 this	paper's	research	 is	

known	as	Lebenswelt	or	life	world.	Kvale	and	Brinkmann	(2009)	define	it	as	“the	world	

as	it	is	encountered	in	everyday	life	and	given	in	direct	and	immediate	experience,	inde-

pendent	 of	 and	prior	 to	 explanations.”	 (Kvale	&	Brinkmann,	 2009,	 p.	 29)	 and	 in	 other	

words	is	what	is	experienced,	as	it	is	experienced.	Churchill	&	Wertz	(1985)	expand	on	

this	and	say,	“the	life	world	as	experienced	by	persons	consists	of	a	“referential	totality”	

of	 equipment,	 cultural	 objects,	 natural	 objects,	 other	 people	 and	 institutions,	 each	 of	

which	mutually	 implies	and	 is	 intrinsically	bound	up	with	all	 the	others.”	 (Churchill	&	

Wertz,	1985,	p.	551).		This	means	that	although	individual	experiences	are	unique,	what	

is	being	experienced	is	the	same	because	of	a	“referential	totality”.		Thus,	in	this	paper,	

we	as	researchers	acknowledge	that	the	statements	examined	from	our	interview	find-

ings	are	a	shared	experience	created	between	the	investigator	and	the	participants.	This	

paper	ensures	to	utilize	a	contextual	reference	point	to	understand	the	informants’	per-

ceptions	in	totality.	The	aim	of	this	paper	is	in	coherence	with	the	core	inquiry	for	phe-

nomenology	 that	 asks	 the	meaning,	 structure	and	essence	of	 the	 lived	experience	of	 a	

given	phenomenon	for	a	person	or	a	group	of	people	(Patton,	2015)	as	does	the	paper	

when	 it	 asks:	How	 do	 diversity	 initiatives	affect	 the	 perception	 of	 an	 inclusive	 environ-

ment?	

5.3.2 Hermeneutics	

In	 interpretivism,	one	key	 concept	 is	 verstehen,	which	 refers	 "to	 the	participatory	 ap-

proach	 of	 gaining	 empathetic	 insight	 into	 others'	 viewpoints,	 beliefs,	 and	 attitudes"	

(Tracy,	 2013,	 p.	 41).	This	 is	 a	 stance,	which	we	 aim	 to	 carry	 throughout	 our	 research	



Deb	&	Øyås	 	 May	15th,	2019	

	 50	

process.	Another	key	term	of	interpretivism	is	deuten,	which	in	fact	translates	to	inter-

pretation.			

	

The	discipline	of	hermeneutics	extends	 from	the	concepts	of	verstehen	and	deuten.	By	

practising	hermeneutics,	data	is	interpreted	"by	empathically	imagining	the	experience,	

motivations,	and	context	of	the	speaker/author	and	then	by	engaging	in	a	circular	analy-

sis	 that	alternates	between	data	 texts	and	 the	situated	scene"	 (Tracy,	2013,	p.62).	Our	

research	question	aims	 to	understand	perceptions	of	 inclusivity.	Considering	 this,	 it	 is	

relevant	 to	 take	on	a	hermeneutic	approach	 to	 the	analysis	of	 the	various	perceptions	

disclosed.			

	

Within	the	discipline	of	hermeneutics	is	the	notion	of	the	hermeneutic	circle	(sometimes	

referred	to	as	the	hermeneutic	spiral).	 	The	hermeneutic	circle	displays	"that	the	parts	

can	only	be	understood	from	an	understanding	of	the	whole,	but	that	the	whole	can	only	

be	understood	from	an	understanding	of	the	parts,	"	(Schmidt,	2006,	p.	4).	By	applying	

our	research	aim	and	question	into	the	hermeneutic	circle,	it	is	pertinent	that	the	whole	

is	regarding	the	collective	experiences	of	the	inclusivity	at	CBS,	whilst	the	parts	refer	to	

the	individual	and	subjective	perceptions	presented	through	our	data.	Thus,	the	collec-

tive	 experiences	 and	 subjective	 perceptions	 are	mutually	 dependant	 on	 each	 other	 to	

create	a	holistic	understanding.		

5.4 Approach	to	Theory	Development	

In	developing	theory,	the	process	is	traditionally	advanced	using	either	an	inductive	or	a	

deductive	 approach.	 The	 deductive	 approach	 involves	 the	 logical	 testing	 of	 theory	

through	the	verification	or	the	falsification	of	its	presented	hypotheses,	whilst	induction	

concerns	theory	development	based	on	empirical	data	(Brier,	2008).	Due	to	the	nature	

of	this	study,	it	is	not	possible	to	make	use	of	the	deductive	approach	of	logical	verifica-

tion	or	falsification	of	a	theoretical	hypothesis,	nor	is	it	suitable	to	make	generalisations	

of	theory	based	on	empirical	data	as	with	an	inductive	approach.	Instead,	this	paper	at-

tempts	 to	give	 the	best	possible	explanations	of	 the	phenomenon	discovered	 from	the	

research	findings.	For	this	reason,	this	paper	adopts	the	third	logic	of	reasoning	for	 its	

theoretical	 development	 –	 abduction.	 Abduction	 involves	making	 a	 qualified	 guess	 on	

the	 most	 plausible	 explanation	 for	 a	 given	 phenomenon,	 which	 means	 drawing	 new	

connections	based	on	the	sum	of	the	empirical	data	(Brier,	2008).	What	is	important	to	

note	 about	 abduction	 is:	 "Recognising	 the	 nature	 of	 abduction	 as	 an	 ongoing	 process	
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compelling	 researchers	to	 constantly	 remain	 open	 to	 alternative	 explanations	 whilst	

ruling	out	explanations	deemed	less	plausible”	(Lukka	&	Modell,	2010,	p.	467).		

	

Lukka	and	Modell	(2010)	explain	that	“abduction	may	play	an	important	role	in	IR	[In-

terpretive	Research]	as	a	means	of	stimulating	researchers’	reflexivity	 in	their	striving	

to	 ‘‘make	 sense”	 of	 empirical	 observations”	 (p.467).	 This	 reasoning	 approach	 is	 based	

on	researcher’s	 intuition	 and	 critical	 common	 sense,	 and	 combines	 the	 approaches	 of	

induction	and	of	deduction,	whilst	at	the	same	time	can	mitigate	some	of	the	weakness-

es	that	induction	and	deduction	have.	Interpretive	research	“can	produce	thick	explana-

tions,	 which	 is	 more	 than	 mere	 accounts	 of	 emic	 understandings”	 (Lukka	 &	 Modell,	

2010,	p.	468),	however,	concurrently	not	emphasising	that	it	must	subscribe	to	the	no-

tion	of	the	social	world	as	an	objective	reality.		Thick	explanations	provide	cultural	con-

texts	and	meaning	 in	people's	 actions	and	words	 so	 that	outsiders	 can	gain	an	under-

standing	of	the	behaviour	(Geertz,	1973).	These	explanations,	“often	developed	through	

abductive	 reasoning,	 are	 always	 grounded	 in	 the	 lived	 experiences	 of	 those	 being	 re-

searched”	(Lukka	&	Modell,	2010,	p.	468).			

	

The	link	between	interpretive	research	and	abductive	is	therefore	relevant	to	this	thesis	

as	we	are	interpreting	the	life	world	of	the	data	found.	Additionally,	the	aim	of	this	thesis	

is	to	make	sense	of	the	ontological	perceptions	of	inclusion	at	CBS	and	to	describe	this	

phenomenon	with	the	best	possible	explanations.			

5.5 Research	Design	and	Data	Collection	
In	consideration	of	our	research	design	and	how	it	is	best	examined,	we	chose	to	utilize	

Reinecker	and	Jørgensen’s	(2012)	concept	of	 the	Paper's	Pentagon.	This	was	used	as	a	

foundation	of	our	research	and	to	ensure	 that	 the	scientific	basis	of	 the	project	 is	aca-

demically	coherent	and	proficient.	 	To	solidify	our	research	aim	we	addressed	the	 five	

guiding	principles	of	the	pentagon	as	well	as	the	research	method	decision	tree	(Wergin,	

2018).	Whilst	 the	decision	 tree	 (in	 section	5.1	 and	appendix	2)	primarily	was	used	 to	

establish	 our	methodological	 direction,	 the	 paper’s	 pentagon	 is	 used	 to	 establish	 con-

sistency	 between	our	 research	question,	 research	 objective,	 the	 empirical	 basis	 of	 the	

paper,	the	method,	and	the	procedure.			

	

The	 first	 principle	 regards	 the	 formulation	 of	 the	 research	 problem.	 Our	 conceptual	

framework	allowed	us	 to	establish	our	 research	area	and	 thereby	 formulate	 the	ques-

tion	aimed	to	be	researched	in	this	paper:	How	do	diversity	initiatives	affect	the	percep-
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tion	of	an	inclusive	environment?	The	second	principle	 is	used	 to	understand	 the	effec-

tiveness	of	diversity	initiatives	on	inclusion	and	regards	the	academic	purpose	and	aim	

of	 the	study.	Additionally,	our	aim	 is	 to	contribute	 to	 the	current	discussion	regarding	

diversity	and	inclusion	in	organisational	contexts	through	relevant	research	on	the	top-

ic.		The	third	principle	regards	the	establishment	of	empirical	substance.	In	this	paper,	it	

is	research	interviews	with	a	phenomenological	approach.	The	fourth	principle	regards	

the	 tools	 of	 the	paper	 i.e.	 philosophy	of	 science,	 theory,	 concepts	 and	methods.	 In	 the	

case	of	this	paper,	this	includes	the	considerations	discussed	in	both	the	theory	section	

(Section	4)	and	this	method	section	(Section	5).		The	final	guiding	principle	concerns	the	

paper's	procedure.	Within	 this,	 it	was	decided	 that	mono-method	with	 cross-sectional	

qualitative	interviews	was	best	suited	to	answer	our	research	question.	All	these	choices	

make	up	our	research	design	and	are	elaborated	on	in	this	chapter.			

	

The	data	 collection	process	 is	 crucial	 to	 clarify	 to	 ensure	 that	 high-quality	 research	 is	

conducted.	 Therefore,	 the	 next	 section	 also	 includes	 our	 approach	 to	 the	 collection	 of	

data	as	well	as	ethical	considerations	related	hereto.			

5.5.1 Interviews	

In	 general,	 “qualitative	 research	 can	give	us	 compelling	descriptions	of	 the	qualitative	

human	world,	and	qualitative	interviewing	can	provide	us	with	well-founded	knowledge	

about	our	conversational	 reality”	 (Kvale	&	Brinkmann,	2009,	p.47).	And	 therefore,	our	

chosen	form	of	data	is	interviews.	Considering	this,	it	is	relevant	to	ensure	that	our	de-

liberations	 are	 methodologically	 and	 academically	 proficient.	Kvale	and	 Brinkmann	

(2009)	define	an	interview	as	“a	conversation	that	has	a	structure	and	a	purpose”	(p.	3).	

As	our	research	objective	regards	the	understanding	of	our	interviewee's	perceptions	of	

inclusion	at	CBS,	 it	 is	highly	 related	 to	 the	 field	of	qualitative	 research	as	 it	 “is	under-

standing	people	from	their	own	frames	of	reference	and	experiencing	reality	as	they	ex-

perience	it,”	(Taylor	et	al.,	2016,	p.	18).	The	following	section	is	dedicated	to	exploring	

the	methodological	choices	made	regarding	the	what	type	of	interview	is	used,	what	the	

interview	contents	entail,	who	the	interviewees	are,	how	the	entire	process	of	the	inter-

view	 unfolds	 and	 finally	 how	 the	 process	 of	 transcribing	 the	 data	 collected	 was	 ap-

proached.				

5.5.1.1 Interview	Typology	

With	our	choice	of	analysis,	 interpretive	phenomenological	analysis	(IPA),	 in	mind,	we	

note,	 "IPA	 researchers	 wish	 to	 analyse	 in	 detail	 how	 participants	 perceive	 and	make	

sense	of	things	which	are	happening	to	them.	It,	therefore,	requires	a	flexible	data	collec-
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tion	 instrument"	 (Smith	&	Osborn,	 2008,	 p.	 57).	 To	meet	 this	 requirement,	 Smith	 and	

Osborn	(2008)	argue	that	the	best	possible	way	of	collecting	data	within	this	field	is	via	

semi-structured	 interviews,	 as	 this	 is	 the	way	most	 IPA	 studies	 have	 previously	 been	

conducted.	Building	upon	this,	it	is	important	to	acknowledge	the	notion	of	life	world	in	

phenomenological	research	and	how	that	also	plays	a	part	in	the	interview	and	the	data	

collection.	 Kvale	and	 Brinkmann	 (2009)	 link	 together	 the	 two	 concepts	 by	 defining	 a	

semi-structured	life	world	interview	as	"an	interview	with	the	purpose	of	obtaining	de-

scriptions	of	 the	 life	world	of	 the	 interviewee	 in	order	 to	 interpret	 the	meaning	of	 the	

social	phenomena"	 (p.	3).	The	 intention	of	a	 semi-structured	 life	world	 interview	 is	 to	

make	sense	of	 themes	of	 the	experienced	 lived	world	 from	the	participant's	subjective	

perspectives	 (Kvale	&	 Brinkmann,	 2009).	 The	 objectives	 of	 semi-structured	 life	world	

interviews	align	with	those	of	our	thesis	and	thereby	can	be	deemed	a	suitable	tool	for	

data	collection.	Furthermore,	 this	 type	of	 interview	“allows	 the	researcher	and	partici-

pant	 to	engage	 in	a	dialogue	whereby	 initial	questions	are	modified	 in	 the	 light	of	 the	

participants’	responses	and	the	 investigator	 is	able	to	probe	interesting	and	important	

areas	which	arise”	(Smith	&	Osborn,	2008,	p.57).			

	

We	 evaluated	 that	 having	 this	 flexibility	 was	 a	 good	 ingredient	 for	 ensuring	 that	 the	

themes	we	wanted	to	delve	into	were	covered	as	best	as	possible	in	line	with	our	inter-

viewees'	 subjective	 ontologies	 and	 thus	 created	 another	 point	 in	 favour	 of	 semi-

structured	life	world	interviews.	In	terms	of	the	structure	of	interviews,	Smith	and	Os-

born	(2008)	assert	that	the	interview	should	be	"guided	by	the	schedule	rather	than	be	

dictated	by	 it."	 (p.58).	By	doing	so,	 they	uphold	 that	 the	 following	 four	aspects	 can	be	

achieved:			

- The	researchers	try	to	create	a	shared	understanding	with	the	interviewees	

- The	chronological	aspect	of	interview	questions	is	deemed	less	relevant	

- The	researchers	are	more	liberated	to	probe	into	areas	of	interest	

- The	data	collected	is	in	line	with	the	interviewees’	interests	

	

Throughout	our	interview	process,	we	were	careful	to	ensure	that	the	interview	was	not	

dictated	by	our	interview	questions,	but	rather	that	it	provided	encouragement	for	our	

interviewees	 to	 share	 their	 life	 world.	 We	 thus	 made	 efforts	 to	 achieve	 the	 above-

mentioned	four	aspects.	Additionally,	Kvale	and	Brinkmann	(2009)	argue	that	the	inter-

view	quality	 is	determined	by	the	 interview's	ability	 to	present	a	coherent	unity	by	 it-

self,	but	at	the	same	time	also	allow	for	further	interpretation	of	the	thick	explanations	
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presented.	 In	 this	 paper,	 we	 deem	 our	 interviews	 to	 be	 relevant	 in	 this	 regard	 as	

through	reading	the	interview,	the	readers	are	invited	into	the	subjects'	life	world.		

5.5.1.2 Interview	Subjects	

Our	interest	in	this	thesis	lies	in	the	perceptions	of	inclusivity	faced	by	the	organisation-

al	members	at	CBS	due	to	diversity	initiatives.	For	this	reason,	we	have	chosen	respond-

ents	from	two	pools	–	those	who	are	organisational	members	of	CBS	and	work	actively	

with	diversity	initiatives	in	their	every	day	and	those	who	are	organisational	members	

of	CBS	but	do	not	work	actively	with	diversity	initiatives	in	their	everyday.		

	

Generally,	 these	 types	 of	 interviewees	 can	be	defined	 as	 respondents	 as	 the	interview	

takes	“(...)	place	among	social	actors	who	all	hold	similar	subject	positions	and	have	ap-

propriate	experiences,	which	attend	to	the	research	goal,”	(Tracy,	2013,	p.	141).	In	this	

case,	the	respondents	communicate	based	on	their	own	experiences	and	only	speak	for	

themselves.	 Additionally,	 our	 interviews	 also	 have	 a	 cross-sectional	 time	 horizon,	 as	

what	is	investigated	is	"a	problem	at	a	particular	time"	(Saunders	&	Tosey,	2012,	p.	59).		

	

With	 the	 intention	 to	 conduct	 a	 phenomenological	 interview	 in	mind,	we	 approached	

our	data	collection	using	the	criteria	that	come	along	with	IPA	studies.	Typically,	small	

sample	sizes	are	collected	in	this	approach	with	Sauro	(2015)	noting	that	phenomeno-

logical	studies	contain	"usually	between	5	and	25	for	common	themes,	to	build	a	suffi-

cient	dataset	to	look	for	emerging	themes	and	to	use	other	participants	to	validate	your	

findings."	This	is	also	because	"the	aim	of	the	study	is	to	say	something	in	detail	about	

the	perceptions	and	understandings	of	 this	group	rather	than	prematurely	make	more	

general	claims"	(Smith	&	Osborn,	2008,	p.	55).	IPA	research	typically	requires	a	consid-

erable	 homogeneous	 sample	 and	 the	 researcher	 would,	 therefore,	 conduct	 purposive	

sampling	to	find	"a	more	closely	defined	group	for	whom	the	research	question	will	be	

significant"	(Smith	&	Osborn,	2008,	p.	56).			

	

As	mentioned	previously,	our	sample	group	is	divided	into	those	working	actively	with	

diversity	 and	 those	 not	 actively	 working	 with	 it,	 hereafter	 referred	 to	 as	 diversity-

focused	 interviewees	 (Dx)	 and	 non-diversity-focused	 interviewees	 (Nx).	 Additionally,	

our	sample	group	is	also	classified	based	upon	their	associations	with	the	organisation	

of	CBS.	Respecting	the	anonymity	of	our	interviewees,	this	paper	refers	to	them	by	these	

associations.		
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Diversity-focused	member	of	the	organisation:		

- D1:	Head	of	HR	and	member	of	CBS	Diversity	and	Inclusion	Council		

- D2:	Equal	Opportunities	Officer	and	member	of	CBS	Diversity	and	Inclusion	Council		

- D3:	Student,	student	representative	of	the	board	of	CBS	and	member	of	CBS	Diversi-

ty	and	Inclusion	Council		

- D4:	Associate	professor	and	associated	with	the	Diversity	and	Difference	Platform		

- D5:	Student	and	President	of	CBS	Diversity	and	Inclusion	student	organisation		

- D6:	Student	and	Community	Manager	of	CBS	Diversity	and	Inclusion	student	organi-

sation		

- D7:	Former	student	and	CBS	Diversity	and	Inclusion	founder	and	alumni		

	

Non-diversity-focused	member	of	the	organisation:		

- N1:	Senior	advisor	at	CBS	International	Office		

- N2:	International	programs	manager	in	CBS	International	Office		

- N3:	Student	and	student	assistant	employed	at	CBS	International	Office		

- N4:	International	student	at	CBS		

- N5:	Danish	student	at	CBS		

	

The	interviewees	selected	in	the	diversity-focused	category	were	primarily	chosen	from	

the	CBS	Diversity	and	Inclusion	Council,	the	Diversity	and	Difference	Platform	and	CBS	

Diversity	and	Inclusion	student	organisation.	The	Diversity	and	Inclusion	Council	places	

their	primary	focus	on	management.	Within	CBS	Diversity	and	Inclusion	Council,	we	se-

lected	three	respondents	that	we	found	relevant:	The	Head	of	HR	at	CBS	(D1),	the	Equal	

Opportunities	Officer	(D2)	and	the	Student	Representative	of	the	Board	(D3).	We	have	

purposefully	chosen	the	Head	of	HR	(D1)	as	his	responsibilities	expand	across	adminis-

trative	and	recruitment	initiatives.	The	Equal	Opportunities	officer	(D2)	was	especially	

relevant	due	to	his	accountabilities	regarding	diversity	and	inclusion	within	the	organi-

sation.	Thirdly,	we	found	it	relevant	to	interview	the	student	representative	of	the	board	

(D3),	as	they	might	have	a	potentially	diverse	approach	to	diversity	and	inclusion	at	the	

council	than	those	employed	in	the	organisation.	Within	the	diversity	and	inclusion	dis-

course	at	CBS,	the	Diversity	and	Difference	Platform	also	plays	a	key	role	through	its	fo-

cus	on	research.	From	this	platform,	we	chose	to	interview	an	associate	professor	(D4)	

on	 their	work	 and	experiences	within	CBS.	The	 third	 grouping	 that	 contributes	 to	 the	

diversity	and	inclusion	discourse	at	CBS	is	the	student	organisation	-	CBS	Diversity	and	

Inclusion.	This	organisation	is	student-oriented	and	thereby	would	be	able	to	provide	us	
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with	a	student	perspective	on	the	discourse.	From	this	organisation,	we	interviewed	the	

President	(D5),	the	Community	Manager	(D6)	and	a	founder	and	alumni	of	the	organisa-

tion	(D7).			

	

In	terms	of	those	interviewed	in	the	non-diversity-focused	category,	our	 intention	was	

to	 communicate	with	 students	 and	 staff	with	 various	backgrounds	 and	experiences	 in	

order	to	gain	a	more	varied	perspective	on	the	organisation.	Considering	staff,	we	chose	

to	interview	a	senior	advisor	(N1),	an	International	Programs	Officer	(N2)	and	a	student	

assistant	(N3),	all	employed	at	the	International	Office	at	CBS.	Selecting	these	three	in-

terviewees	 allowed	 us	 to	 gain	 a	 perspective	 into	 the	 approaches	 various	 positions	 of	

those	 employed	at	 the	organisation	may	have.	 In	 addition	 to	 this,	 by	only	 focusing	on	

those	employed	at	the	International	Office,	we	attempted	to	retain	an	approach	that	fo-

cused	 on	 the	 discrepancies	 of	 perceptions	 based	 on	 positions	within	 the	 organisation	

rather	 than	departments.		This	was	a	conscious	methodological	 consideration	 in	order	

to	 delimit	 the	 scope	 of	 our	 research.	 Within	 the	 non-diversity	 category,	 we	 al-

so	investigated	the	perceptions	of	two	students	at	CBS.	Here	we	interviewed	an	interna-

tional	student	(N4)	as	well	as	a	local	one	(N5),	to	gain	insight	into	a	potential	difference	

in	viewpoints.			

	

We	acknowledge	that	there	are	more	diversity-focused	interviewees	compared	to	non-

diversity-focused.	However,	 in	efforts	to	 include	all	 the	diversity	groupings	within	CBS	

as	well	as	different	viewpoints	within	the	different	groupings,	we	found	it	necessary	to	

include	all	the	samples	selected.	Additionally,	related	to	IPA	research,	we	attempted	to	

be	in	accordance	with	the	suggested	number	of	 interviews,	and	thus	we	solely	focused	

on	five	non-diversity-focused	interviewees.			

5.5.1.3 Interview	Contents	

Prior	to	conducting	the	interviews,	we	found	it	beneficial	to	consider	the	various	ways	in	

which	they	could	proceed.	Yin	(2016)	says	that	“the	qualitative	interview	follows	a	con-

versational	mode,	and	the	interview	itself	will	lead	to	a	social	relationship	of	sorts,	with	

the	quality	of	the	relationship	individualized	to	every	participant”	(p.142).	Although	it	is	

conversational,	 a	 thorough	 consideration	 regarding	 interview	 structure	 and	 questions	

allows	us	as	 researchers	 to	 “to	 concentrate	more	 thoroughly	and	more	 confidently	on	

what	the	respondent	is	actually	saying”	(Smith	&	Osborn,	2007,	p.	59).	As	we	have	two	

groups	of	 interviewees,	we	 found	 it	 necessary	 to	have	 two	different	 sets	 of	 questions.	

The	 diversity-focused	 interviewees	 were	 interviewed	 based	 upon	 17	 ques-
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tions	(appendix	 7),	 whereas	 the	 non-diversity-focused	 interviewees	 were	 asked	 10	

questions	(appendix	8),	and	both	sets	contained	different	questions.			

		

To	structure	the	interview,	we	regarded	Smith	and	Osborn’s	(2007)	steps	of	structuring	

an	IPA	semi-structured	interview.	According	to	them,	the	first	step	entails	determining	

the	broad	range	of	topics	within	the	area	of	research	that	we	through	the	interviews	in-

tend	to	cover.	 In	our	case,	we	 identified	six	topics	concerning	the	diversity-focused	in-

terviews,	which	included	diversity,	managing	diversity,	inclusion,	organisational	culture,	

communicative	approach	and	general	 inquiries.	Similarly,	 for	 the	non-diversity-focused	

interviews,	 we	 considered	 the	 topics	 of	diversity,	 inclusion,	 inclu-

sive	behaviour	and	general.			

	

The	 second	 step	 includes	 sequencing	 the	 topics	 into	 a	 suitable	 disposition.	 Following	

Andersen	 (2003),	 we	 placed	 broad	 questions	 at	 the	 beginning	 of	 the	 interview	 and	

thereafter	moved	gradually	towards	the	more	specific	ones.	An	example	of	this	is	where	

we	began	by	asking	more	broadly	"How	diverse	do	you	consider	CBS?"	before	moving	on	

to	the	specifics	through	inquiring	"How	do	you	think	the	agenda	of	inclusion	is	highlight-

ed	through	practices	and	policies	at	CBS?"	This	is	referred	to	by	Smith	and	Osborn	(2007)	

as	funnelling	in	IPA	research	and	is	done	with	the	intention	of	gaining	the	interviewees'	

general	personal	views	before	investigating	their	views	on	specific	concerns.		Addition-

ally,	we	have	also	purposefully	placed	the	demographic	questions	at	 the	end	of	 the	 in-

terview	in	accordance	to	Andersen	(2003),	who	notes	that	if	these	were	to	be	placed	at	

the	 beginning,	 they	might	 have	 a	 subconscious	 influence	 on	 the	way	 the	 interviewees	

might	answer	the	consecutive	ones.			

	

Smith	and	Osborn	 (2007)’s	 third	 step	of	 structuring	an	 IPA	 semi-structured	 interview	

entails	the	formulation	of	appropriate	interview	questions	within	topics	of	interest.	We	

made	several	considerations	regarding	interview	questions.	One	of	these	reflections	was	

the	 choice	 of	 including	 open-ended	 questions.	 This	 type	 of	 question	 would	 allow	 for	

more	 explanatory	 responses	 as	 well	 as	 more	 in-depth	 and	 detailed	 answers.	 Open-

ended	questions	 typically	make	use	 of	 terms	 such	 as	 "what"	 and	 "how,"	which	we	 for	

example	 used	 in	 the	 questions:	 "What	 is	 your	 perception	 of	 the	 diversity	 discourse	 at	

CBS?"	and	 "How	 inclusive	do	you	 find	 the	decision-making	process	at	CBS?"	Most	 of	 our	

questions	 fit	 within	 the	 category	 of	 generative	 questions,	 which	 is	 a	 term	 describing	

questions	that	generate	knowledge	rather	than	dictate	it	(Tracy,	2013).	This	allows	the	

respondents	 to	actively	choose	how	much	to	disclose	regarding	a	specific	 topic.	 In	our	
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diversity-focused	 interviews,	 we	 also	 included	 a	 compare-contrast	 question:	 "How	do	

you	 find	 the	 focus	on	diversity	 in	at	CBS	 compares	 to	 that	 of	 other	Danish	universities?"	

This	allowed	our	interviewees	to	contrast	their	current	context	to	another.	Additionally,	

in	the	diversity-focused	interviews,	we	made	use	of	a	hypothetical	question:	"In	a	meet-

ing	scenario,	how	significant	are	the	counterpart's	demographic	and	cultural	characteris-

tics	 towards	 the	decision-making	process?"	 The	 intention	 behind	 having	 a	 hypothetical	

question	was	that	our	respondents	could	imagine	their	behaviour	in	certain	scenarios	to	

specifically	reflect	upon	their	behaviour	in	a	certain	context.			

	

The	fourth	step	concerns	the	use	of	probes	and	prompts.	Appropriate	technique	thereby	

"often	involves	a	gentle	nudge	from	the	interviewer"	(Smith	&	Osborn,	2007,	p.61)	in	the	

form	of	a	probe	to	encourage	further	elaboration.	Additionally,	"if	respondents	have	dif-

ficulty,	 say	 they	do	not	understand	or	give	a	short	or	 tangential	 reply,	 the	 interviewer	

can	move	 to	 the	prompt,	which	 is	more	specific"	 (Smith	&	Osborn,	2007,	p.62).	 In	our	

interviews,	we	have	made	use	of	both.			

5.5.1.4 Interview	Process	

In	conducting	these	interviews,	considerations	were	made	to	ensure	a	smooth	and	aca-

demically	relevant	process.	Firstly,	to	invite	our	interviewees	to	share	their	perceptions	

of	 inclusivity	 at	 CBS,	we	 sent	 out	 emails	to	 the	 selected	 persons	 of	 interest.	 Although	

most	responded	with	interest,	some	of	our	persons	of	interest	did	not.	Thereby	it	is	im-

portant	to	note,	“one’s	sample	will	in	part	be	defined	by	who	is	prepared	to	be	included	

in	it”	(Smith	&	Osborn,	2008,	p.	56).			

	

After	the	initial	contact	with	those	who	expressed	interest	in	sharing	their	perceptions	

on	 inclusion	 at	 CBS,	 we	 sent	 each	 interviewee	 a	 consent	 form	(appendix	 6)	assuring	

them	of	their	anonymity	and	explaining	to	them	that	the	audio	of	the	interviews	would	

be	 recorded	 for	 further	 interpretation.	We	 also	 sent	 them	 a	 document	 concerning	 in-

formation	about	our	research,	more	specifically	also	the	interview	process	and	topics	of	

interest	that	we	would	be	looking	into	(appendix	4	and	5).	These	topics	of	interest	natu-

rally	 differed	 based	 upon	 the	 interviewee	 being	 of	 the	 diversity-focused	 group	 or	 the	

non-diversity-focused	group.	In	these	email	correspondences,	we	also	planned	the	time	

and	date	 as	well	 as	 the	 location	of	 the	 interview.	Regarding	 the	 location	of	 said	 inter-

views,	as	per	Smith	and	Osborn	(2008)	"people	usually	 feel	most	comfortable	 in	a	set-

ting	 they	are	 familiar	with"	 (p.	63),	 thus	we	chose	either	 to	book	a	meeting	room	free	
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from	outside	interruption	at	CBS	or	upon	their	request,	agreed	to	meet	our	respondents	

in	their	office	space.			

	

In	order	to	maintain	a	comfortable	and	conversational	atmosphere,	we	chose	not	to	fol-

low	a	specific	 sequence	nor	ask	 the	same	way	 for	each	respondent.	Whilst	we	did	not	

dictate	 the	 questions	 exactly	 as	 they	might	 have	 been	 presented	 in	 the	written	 set	 of	

questions,	we	 still	made	 a	 conscious	 effort	 to	 remain	within	 each	 topic	 of	 interest.	 To	

facilitate	the	flow	of	the	interview,	we	as	interviewers	alternated	between	asking	ques-

tions	and	took	on	a	topic	each.		As	IPA	researchers,	our	role	was	to	“facilitate	and	guide,	

rather	 than	 dictate	 exactly	what	will	 happen	 during	 the	 encounter”	 (Smith	&	Osborn,	

2007,	 p.63).	 Furthermore,	 we	made	 efforts	 to	 encourage	 our	 interviewees	 to	 express	

themselves	on	the	given	topics	and	gave	them	time	and	space	to	elaborate	on	their	an-

swers	rather	than	continuously	prompting	them.			

5.5.1.5 Transcribing	Interviews	

Upon	 finalising	 the	 interviews,	 the	 transcription	 process	 began.	 The	 transcriptions	 of	

the	audio	recordings	 from	each	 interview	then	provided	us	with	a	base	 foundation	for	

interpretation	and	analysis	of	our	collected	data	to	answer	our	research	question:	How	

do	diversity	initiatives	affect	the	perception	of	an	inclusive	environment?	

	

To	transcribe	the	interviews,	we	made	use	of	a	software	called	Descript.	This	software	

was	 able	 to	 produce	 a	 raw	 transcription	 of	 the	 audio	 recordings.	 Thereafter	we	were	

tasked	with	reading	through	the	raw	transcriptions	and	correcting	any	discrepancies	as	

well	as	structuring	 the	 text	 to	 follow	the	set	 form	 interview	questions.	Structuring	 the	

text	 into	this	form	was	done	with	the	intention	of	aiding	ourselves	for	when	we	coded	

the	transcribed	interviews	in	order	to	process	the	data	collected.		

	

Throughout	 the	 transcription	 process,	 we	 have	 also	made	 a	 conscious	 effort	 to	 be	 as	

true	 to	 the	 original	 audio	 recording	 and	 thus	what	 our	 interviewees	 said	 as	 possible;	

however,	we	have	chosen	to	omit	fillers	and	colloquial	language	to	ensure	fluidity.				

5.5.2 Researcher’s	Role	

Within	 interpretivism,	the	researcher	“is	a	self-reflexive	research	 instrument,	aware	of	

biases	 and	 subjectivities”	 (Tracy,	 2013,	 p.	 48).	 Thus,	 throughout	 the	whole	 process	 of	

this	study,	we	have	maintained	awareness	of	the	fact	that	we	are	a	tool	of	research.	Ad-

ditionally,	we	aimed	to	take	an	etic	role	as	an	objective	viewer.	We	are	not	able	to	be	ful-

ly	 objective	 since	we	 as	 qualitative	 researchers	 always	will	 be	 somewhat	 coloured	 by	
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our	 ontological	 perspectives	 hence	 the	 axiological	 view	 described	 earlier	 (in	 section	

5.2).	Specifically,	 in	IPA	research,	the	researcher	aims	to	gain	an	insider	perspective	of	

the	interviewee's	life	world	(Smith	&	Osborn,	2007).	However,	to	gain	access	to	their	life	

world	as	well	as	actively	interpret	what	they	are	telling	us,	“a	two-stage	interpretation	

process,	or	a	double	hermeneutic,	is	involved	(…);	the	researcher	is	trying	to	make	sense	

of	the	participants	trying	to	make	sense	of	their	world”	(Smith	&	Osborn,	2007,	p.53).			

	

In	 relation	 to	 the	 notion	 of	 being	 aware	 of	 biases,	Wergin	 (2018)	 notes	 two	 different	

types:	Abling	and	disabling	bias.	Abling	bias	regards	the	perspectives	of	the	researchers	

that	aid	 in	 framing	 the	problem	and	approaches	 to	 sense-	and	meaning-making	of	 the	

collected	data,	whereas	disabling	bias	“is	the	unwanted	influence	of	personal	or	profes-

sional	interests	on	the	outcome”	(Wergin,	2018,	p.	40).	We	are	aware	of	our	abling	bias	

probably	 framing	both	 the	problem	at	hand	and	 the	way	of	 conducting	research.	Also,	

although	difficult,	we	aim	to	maintain	neutral	 in	terms	of	disabling	bias	by	focusing	on	

academic	interest.			

	

Typically,	 the	 role	 of	 the	 researcher	 is	 highlighted	 through	 the	 researcher’s	 integrity.	

Integrity	 regards	 being	 both	 professional	 and	 friendly	 concurrently	 (Kvale	&	 Brink-

mann,	2009).	In	our	interviewing	process,	we,	therefore,	made	a	lot	of	considerations	in	

terms	of	creating	a	friendly	atmosphere,	where	the	participants	felt	that	we	as	research-

ers	 were	 trustworthy	 and	 that	 they	 could	 share	 their	 perceptions	 openly	 without	

judgement.	 We	 also	 emphasised	 the	 professional	 aspect	 in	 terms	 of	 being	 prepared,	

scheduling	and	staying	within	the	framework	of	 the	research.	Also,	we	aimed	to	main-

tain	deliberate	naïveté,	which	means	that	we	made	efforts	to	rid	ourselves	of	presuppo-

sitions	 and	 judgements	whilst	 simultaneously	 expressing	openness	 to	unexpected	and	

new	phenomena,	"rather	than	having	readymade	categories	and	schemes	of	interpreta-

tion"	 (Kvale	&	Brinkmann,	 2009,	 p.	 30).	 By	 acknowledging	 that	we	 as	 researchers	 are	

both	an	instrument	of	interpretation	and	data	collection,	we	thus	make	efforts	towards	

remaining	 ontologically	 neutral	 and	 to	 take	 on	 the	 role	 of	 a	“listener,	 learner	 and	 ob-

server”	(Rossetto,	2014,	p.	486)	as	is	required	of	the	interpretive	researcher.			

5.5.3 Ethical	Considerations	

Ethical	considerations	 in	relation	to	procedural	ethics,	situational	ethics	and	relational	

ethics	 are	 especially	 crucial	 to	 the	 qualitative	 research	 process	 (Tracy,	

2013).	Procedural	 ethics	 are	 “ethical	 actions	 that	 are	 prescribed	 by	 certain	 organiza-

tional	 or	 institutional	 review	 boards	 (IRB)	 as	 being	 universal	 or	 necessary”	(Tracy,	
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2013,	p.	243).	Situational	ethics	refer	to	the	ethical	issues	in	relation	to	the	specific	con-

text	or	perspectives	 regarding	 the	 situation,	whereas	 “relational	 ethics	 recognizes	and	

values	mutual	respect,	dignity,	and	connectedness	between	researcher	and	researched,	

and	between	researchers	and	the	communities	in	which	they	live	and	work”	(Ellis,	2007,	

p.	4).			

	

In	relation	 to	procedural	ethics,	we	have	acted	 in	accordance	with	 the	guidelines	 from	

the	Danish	codex	for	integrity	in	research	by	the	Ministry	of	Higher	Education	and	Sci-

ence	(Ministry	of	Higher	Education	and	Science,	2014).	This	codex	regards	 three	main	

sections	of	integrity:	Transparency,	honesty	and	accountability.	Regarding	transparency,	

we	 acknowledge	 our	 bias	 as	 researchers	(as	 explained	 in	 section	 5.5.2)	and	 showcase	

our	research	design	in	a	clear	manner.	Honesty	encourages	us	as	researchers	to	be	au-

thentic	 in	 terms	 of	 the	 various	 constituents	 of	 our	 research,	 which	 has	 been	 a	 focus	

throughout	the	entire	research	process.	Accountability	ensures	responsibility	being	on	

us	as	researchers	to	uphold	the	accuracy	and	reliability	of	our	findings	as	well	as	secur-

ing	our	research	to	be	following	the	correct	guidelines	of	the	thesis	requirements.			

	

Regarding	situational	ethics	 in	this	paper,	we	note	that	the	research	is	context-specific	

and	 therefore	 acknowledge	“the	 dilemma	 of	 wanting	 as	much	 knowledge	 as	 possible,	

while	 at	 the	 same	 time	 respecting	 the	 integrity	 of	 the	 interview	 subjects”	 (Kvale	&	

Brinkmann,	2009,	 p.	174).	 As	 we	 are	 concerned	with	 the	 perceptions	 of	 inclusivity	 at	

CBS,	we	make	efforts	 to	remain	open	towards	the	knowledge	shared	and	concurrently	

being	non-judgemental	of	their	views	and	their	contexts.	Our	aim	as	researchers	is	to	rid	

ourselves	of	moral	presumptions	and	remain	ethically	neutral	in	the	interpretation	and	

analysis	of	our	data.			

	

Lastly,	 relational	 ethics	 entails	 the	 relations	between	us	 as	 researchers	 and	our	 inter-

viewees	as	those	being	researched.	We	acknowledge	that	all	our	interviewees	are	situ-

ated	within	the	same	organisational	context.	Thus,	it	links	us	as	investigators	to	the	in-

terviewees	through	our	mutual	context.	 It	 is	therefore	important	that	we	rid	ourselves	

of	our	context-specific	knowledge	and	presuppositions	in	order	to	maintain	neutral	to-

wards	the	data	collected,	whilst	also	recognising	the	importance	of	our	respondents	as	

being	 providers	 of	 relevant	 data	 towards	 our	 research	 objective.	 All	 our	 interviewees	

were	given	a	 consent	 form	(appendix	6)	to	 inform	 them	 “about	 the	overall	 purpose	of	

the	investigation	and	the	main	features	of	the	design,	as	well	as	any	of	the	possible	risks	

and	benefits	 from	participation	 in	 the	 research	 project”	 (Kvale	&	Brinkmann,	 2009,	 p.	
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174).	Included	in	the	consent	form	were	also	sections	that	were	dedicated	to	“obtaining	

the	voluntary	participation	of	the	people	involved	and	informing	of	their	right	to	with-

draw	from	the	study	at	any	time”	(Kvale	&	Brinkmann,	2009,	p.	70).	Furthermore,	in	the	

consent	form,	we	stressed	the	anonymity	of	the	interviewees	ensuring	that	we	only	use	

the	information	disclosed	in	the	audio	recordings.	The	consent	form	was	concluded	with	

a	 signature	 required	 from	 both	 the	 respondents	 and	 researchers	 to	 obtain	 a	 written	

agreement	on	the	participation	and	the	future	use	of	the	research	material.	Additional	to	

the	consent	forms,	each	interviewee	was	also	debriefed	“about	the	purpose	and	the	pro-

cedures	of	the	research	project”	(Kvale	&	Brinkmann,	2009,	p.71)	both	orally	and	in	the	

interview	information	(appendix	4	and	5).	These	efforts	regarding	relational	ethics	are	

done	so	with	the	aim	of	protecting	our	interviewees	and	establish	integrity	between	the	

researcher	and	the	researched.			

	

In	efforts	to	ensure	that	the	collected	data	is	as	legitimate	as	possible,	we	have	attempt-

ed	to	be	aware	of	potential	pitfalls.	These	include	over-analysis	that	could	lead	to	invalid	

information	 (Kvale	&	Brinkmann,	 2015)	 and	 that	 the	way	 the	 interview	questions	 are	

posed	could	colour	their	answers.	Additional	pitfalls	in	relation	to	sources	of	error	that	

can	 affect	 the	academic	 correctness	 of	 the	 research	 are	 explored	 in	 the	 following	 sec-

tion.			

5.5.3.1 Sources	of	Error	

When	considering	ethical	considerations,	it	is	important	that	we	take	the	time	to	recog-

nise	our	 sources	of	 error.	This	 is	 so	because	 awareness	of	 these	 is	 a	 crucial	 factor	 to-

wards	achieving	transparency	in	our	research	and	expresses	the	level	of	accountability	

that	we	 as	 researchers	 take	 upon	ourselves.	We	 find	 that	 this	 thesis'	 sources	 of	 error	

primarily	lie	within	our	methodological	considerations	and	our	interview	process.			

	

Our	first	source	of	error	concerns	bias	of	the	researcher,	and	whilst	this	is	a	factor	that	is	

difficult	to	eliminate,	we	have	made	efforts	to	reduce	it	as	much	as	possible	addressed	in	

the	researcher’s	role	(section	5.5.2).	Additional	to	this,	we	have	chosen	to	use	an	abduc-

tive	approach	for	our	research,	which	means	that	we	conclude	our	research	by	provid-

ing	the	best	possible	explanation	for	a	given	phenomenon.	The	source	of	error	 in	rela-

tion	 to	 this	 is	 then	 that	 the	explanation	 is	based	on	our	 judgement	as	researchers	and	

therefore	may	not	entirely	be	accurate.	A	third	methodological	source	of	error	lies	in	the	

weaknesses	of	the	phenomenological	approach	chosen	for	this	thesis.	The	phenomeno-

logical	outcome	of	 this	 thesis	 is	dependent	on	 the	participants	we	pick,	what	 they	dis-
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close	and	how	we	interpret	the	information	disclosed,	and	therefore	the	outcome	is	rela-

tive	only	to	the	data	collected.	This	entails	a	lack	of	generalisations	that	can	be	made	on	

the	 context	 we	 are	 researching,	 that	 of	 CBS,	 due	 to	 the	 scope	 of	 the	 interpretive	 ap-

proach	employed,	which	too	presents	a	source	of	error	to	be	acknowledged.			

	

Pertaining	to	both	methodological	considerations	and	the	data	collection,	we	can	look	at	

the	vulnerabilities	of	utilising	semi-structured	interviews.	These	vulnerabilities	include:	

[1]	it	being	time	consuming	due	to	a	lengthy	process	of	interviewing,	transcribing,	anal-

ysis	and	writing	up,	[2]	the	development	of	the	topics	intended	to	be	explored	through	

the	interviews	being	a	protracted	process	and	[3]	the	requirement	of	us	as	researchers	

inhabiting	 the	 skills	 and	 practice	 that	 is	 necessary	 to	 achieve	 adequate	 execu-

tion	(Gillham,	2005).		

	

In	 relation	 to	 interview	design,	we	also	 identify	a	 few	sources	of	error.	Firstly,	our	re-

spondents	were	all	non-native	English	speakers,	which	meant	that	this	might	affect	their	

level	of	expression	and	ability	 to	communicate	 their	perceptions	directly	 to	 the	extent	

that	they	view	them.	Moreover,	most	of	our	respondents	were	of	Danish	nationality.	As	

this	paper	places	its	contextual	focus	on	CBS,	a	Danish	university,	this	could	mean	that	

those	respondents	are	subconsciously	less	aware	of	the	international	aspect	of	diversity	

and	inclusion.	However,	we	attempted	to	accommodate	this	by	having	respondents	from	

the	International	Office	at	CBS	as	they	engage	with	internationalisation	on	an	everyday	

basis.		In	our	diversity-focused	group,	we	have	a	variety	of	respondents	across	staff,	stu-

dents	and	researchers,	however,	in	our	non-diversity-focused	group,	we	lack	in	terms	of	

researchers.	Whilst	we	made	attempts	to	accommodate	this	as	well	by	reaching	out	to	

researchers,	time	constraints	resulted	in	this	not	being	possible,	and	so	it	is	important	to	

note	that	this	could	influence	the	overall	outcomes	of	our	research.			

	

Sources	 of	 error	 can	 also	 be	 placed	 upon	 our	 interview	 content.	 Herein,	 a	 weakness	

could	be	 that	 our	 respondents	 at	 times	questioned	 the	 focus	when	asked	broad	ques-

tions	such	as	“How	inclusive	do	you	consider	CBS?”	Here	they	inquired	as	to	whether	the	

focus	was	in	terms	of	staff,	students	or	a	third	factor.	The	use	of	broad	questions,	how-

ever,	was	a	conscious	decision	 in	order	to	 investigate	where	our	respondents	chose	to	

place	their	focus	in	terms	of	these	questions.	Furthermore,	whilst	we	made	attempts	to	

make	the	language	of	our	interviews	as	layman	as	possible,	it	was	not	always	feasible	to	

avoid	the	use	of	invivo	language	which	is	“language	that	is	distinctive	or	unique	to	a	cer-

tain	population	or	context"	(Tracy,	2013,	p.	155).	Given	the	themes	under	investigation,	
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we	had	to	include	concepts	such	as	‘diversity’	and	‘inclusion,’	which	are	more	technical	

in	 an	organisational	 context.	Nonetheless,	we	 still	 attempted	 to	make	 the	 interview	as	

comprehensive	as	possible	by	for	example	referring	to	the	technical	concept	of	‘diversity	

management’	as	 ‘managing	diversity’.	Finally,	due	to	the	nature	of	our	interviews	being	

audio	recorded,	it	eliminated	the	possibility	of	non-verbal	communication	being	consid-

ered.	Whilst	 this	may	have	provided	better	 insight	 into	our	respondents’	stances,	non-

verbal	communication	is	not	typically	regarded	in	IPA	methods	and	thus	we	did	not	find	

it	relevant	to	consider	these.			

5.6 Choice	of	Analysis	
To	acknowledge	the	data	collected	from	our	interviews,	it	is	important	to	reflect	on	the	

considerations	made	regarding	the	analysis	of	our	findings.	Doing	so	enables	us	to	ade-

quately	answer	our	research	question:	How	do	diversity	initiatives	affect	the	perceptions	

of	an	inclusive	environment?	In	the	processing	of	our	data,	we	have	used	IPA	to	systema-

tise	our	 findings.	Concurrently	with	this,	Kvale’s	three	 levels	of	 interpretation	aid	us	 in	

the	making	 sense	 of	 our	 collected	 data	whilst	 also	 shedding	 a	 theoretical	 light	 on	 the	

findings	of	our	interpretive	phenomenological	analysis.	 In	the	final	part	of	this	section,	

our	considerations	regarding	validity	and	reliability	will	be	discussed	to	showcase	con-

siderations	regarding	the	authenticity	of	our	analysed	data.			

5.6.1 Interpretive	Phenomenological	Analysis	(IPA)	

Interpretive	 Phenomenological	 Analysis	 (IPA)	 is	 a	 research	 study	 that	 we	 find	 most	

suitable	for	our	research	objective	and	is	important	to	consider	throughout	all	the	stag-

es	 of	 the	 research	 process.	 	 IPA’s	 “methodological	 approach	 extends	 subjectivity	 as	 a	

useful	 tool	 through	 incorporation	and	refining	 into	multiple	 layers	of	 the	 research	de-

sign	and	procedures”	(Chan	&	Farmer,	2017,	p.285).	As	this	thesis	considers	our	partici-

pants’	perceptions	of	 inclusion,	we	regard	 IPA	to	be	“particularly	attractive	because	of	

its	commitment	to	explore,	describe,	interpret,	and	situate	the	participants’	sense	mak-

ing	of	their	experiences”	(Tuffour,	2017,	p.	3).	IPA	has	two	primary	aims:	[1]	It	aims	to	

comprehend	and	thereafter	describe	the	 lived	experiences	of	the	 interviewee	to	exam-

ine	 the	meaning-making	of	 the	 researched	phenomenon;	 [2]	 the	aim	 “is	 to	provide	an	

interpretation	of	the	phenomenological	account	situating	it	in	wider	social	and	cultural	

context”	(Javornicky,	2018,	p.	4).	Thus,	the	intention	of	IPA	research	is	to	firstly	look	at	

the	accounts	in	a	subjective	manner,	and	thereafter	examine	it	in	relation	to	a	context	of	

the	research	objective.			
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The	 primary	 characteristic	 of	 IPA	methodology	 is	 that	 it	 links	 hermeneutics	 and	 phe-

nomenology	 together	–	 thus	 linking	experience	and	meaning	 (Tuffour,	2017).	This	ap-

proach	 is	 useful	 for	 examining	 the	 "individual	 experience	 in	more	 depth"	 (Javornicky,	

2018,	 p.	 4).	However,	 as	Javornicky	 (2018)	 stresses,	 "IPA	 is	 concerned	with	 capturing	

the	 quality,	 texture	 and	meaning	 of	 participants'	 experience	while	 acknowledging	 the	

experience	itself	is	not	directly	accessible	to	the	researcher.	So,	every	account	of	the	ex-

perience	 is	 already	 an	 interpretation.	 	An	 interpretation	by	 the	participant,	who	 is	 at-

tempting	 to	make	 sense	 of	 the	 phenomenon	 in	 question	 in	 the	 accounts	 they	 provide	

and	researchers'	interpretations	of	that	account"	(Javornicky,	2018,	p.	4).	We,	therefore,	

indulge	in	a	third-hand	interpretation	as	illustrated	in	figure	5	below.		

	

FIGURE	5	

Third-hand	interpretation	

	
	

It	is	important	to	note,	“IPA	provides	a	set	of	flexible	guidelines	which	can	be	adapted	by	

individual	 researchers,	 according	 to	 their	 research	 objectives”	(Pietkiewicz	&	 Smith,	

2012,	p.	6).	IPA	researchers	are	encouraged	to	employ	creative	thinking	as	well	as	flexi-

bility	(Pietkiewicz	&	Smith,	2012).	Therefore,	we	find	it	crucial	to	clarify	our	use	of	the	
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IPA	method	 in	 this	 thesis	in	 the	 following	 four	subsections	as	well	 as	justify	our	meth-

odological	considerations	regarding	the	choice	of	this	specific	approach.		

5.6.1.1 Processing	of	Data	

The	first	two	steps,	out	of	four,	of	IPA	concern	the	processing	of	the	collected	data.	The	

first	step	entails	conducting	a	hermeneutic	review	of	the	transcribed	interviews	using	a	

line-by-line	 processing	 method	 (Chan	 &	 Farmer,	 2017).		 This	 means	 that	 we	 as	 re-

searchers	go	through	the	transcribed	interviews	repeatedly	for	the	process	of	verstehen	

to	 be	 kickstarted.	 In	 efforts	 to	 understand	 the	 texts,	 we	 as	 researchers	 need	

to	understand	both	the	parts	and	the	whole,	pertaining	to	the	notion	of	the	hermeneutic	

circle	(explained	in	section	5.3.2).			

	

The	second	step	concerns	making	initial	notations,	coding	and	explanatory	comments	in	

order	 to	decipher	 some	emergent	 themes	 from	each	of	 the	 transcribed	 interviews.		At	

this	stage,	it	is	important	to	note	that	the	identified	themes	are	a	result	of	the	type	and	

contents	 of	 the	 questions	 inquired	 to	 the	 interviewees.	 For	 this	 reason,	 although	 the	

themes	 are	 explicitly	 the	 ontological	 perceptions	 of	 our	 interviewees,	 they	 are	 still	 to	

some	 extent	 coloured	 by	 our	 influence	 as	 researchers	 based	 on	what	 is	 asked	 in	 our	

questions	and	how	the	questions	are	asked.			

	

Finding	emerging	themes	is	relevant	both	to	the	processing	of	data	as	well	as	the	analy-

sis	section.	In	terms	of	data	processing,	the	emergent	themes	are	in	relation	to	each	in-

dividual	 interviewee’s	 perceptions.	 This	 is	 because	whilst	 the	 processing	 of	 data	 per-

tains	 to	 the	 individual	 texts,	 the	analysis	 section	 takes	a	more	collective	 stance.	 In	 the	

following	section,	the	analysis	process	within	IPA	will	be	discussed.		

	

When	going	through	every	interview,	we	have	found	the	emerging	themes	of	each	inter-

view.	Thereafter,	we	 looked	upon	 the	 themes	 that	were	 consistent	 across	most	 of	 the	

interviews.	Our	codebook	(appendix	3)	is	thus	a	result	of	analysing	each	theme	and	sep-

arating	the	responses	of	the	respondents	into	the	emerging	themes	to	create	a	systema-

tised	basis	for	the	presentation	of	our	results	(in	section	6).			

5.6.1.2 Analysis	

Pertaining	to	the	fact	that	IPA	is	our	chosen	approach,	we	acknowledge	how	the	analysis	

begins	already	 in	the	processing	of	data.	The	writing	up	of	 the	conducted	analysis	(re-

sults	 in	 section	6)	 is	 “concerned	with	moving	 from	 the	 final	 themes	 to	a	write-up	and	

final	statement	outlining	the	meanings	inherent	in	the	participants’	experience”	(Smith	
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&	Osborn,	2007,	p.	76).	Thus,	during	the	writing	phase,	the	analysis	is	elaborated,	"as	the	

themes	 are	 explained,	 illustrated	 and	nuanced"	 (Smith	&	Osborn,	 2007,	 p.	 76).	This	 is	

done	by	going	through	each	emerging	theme	one-by-one	and	then	clarifying	the	percep-

tion	of	the	given	theme	using	the	statements	made	by	our	interviewees.	Thus,	the	code-

book	creates	the	centre	of	our	analysis	and	the	written	part	acts	as	an	elaboration	of	the	

overarching	 themes	as	well	as	our	 interpretation	 thereof.	At	 this	 stage,	 it	 is	 important	

for	us	as	 researchers	 to	distinguish	between	 the	perceptions	of	 inclusion	of	our	 inter-

viewees	as	expressed	by	them	and	our	 interpretations	of	 these	perceptions.	According	

to	 Javornicky	(2018),	 this	 interpretation	 “takes	 place	 from	 the	 perspective	 of	 the	 re-

searcher	informed	by	her	scholastic,	social	and	personal	background”	(Javornicky,	2018,	

p.	3).	This	clarification	of	the	above-mentioned	analytic	consideration	is	made	in	hopes	

that	we	highlight	 that	 there	 is	 “a	 certain	marching	order	 in	 the	direction	 from	partici-

pants	own	account	towards	more	general	interpretation”	(Javornicky,	2018,	p.	8).			

5.6.1.3 Criticism	

In	considering	 IPA	as	a	valuable	research	tool,	 it	 is	also	 important	 to	acknowledge	the	

criticisms	surrounding	it.	Even	though	IPA	is	an	interpretive	approach,	some	critics	ex-

press	how	it	“is	mostly	descriptive	and	not	sufficiently	interpretative”	(Tuffour,	2017,	p.	

4),	 thus,	 we	 find	 it	 relevant	 to	 incorporate	Kvale’s	levels	 of	 interpretation	(in	 section	

5.6.2).	Also,	since	phenomenology	depends	on	the	accounts	of	the	interviewees	and	the	

interpretation	of	 researchers,	“questions	have	been	 raised	whether	 IPA	 can	accurately	

capture	 the	experiences	and	meanings	of	experiences	 rather	 than	opinions	of	 it”	 (Tuf-

four,	2017,	p.	4).	It	does	therefore	not	explain	the	reasons	as	to	why	these	perceptions	

occur.	Whether	IPA	is	meaning-making	or	not	is,	of	course,	an	issue	to	be	noted,	howev-

er,	as	the	approach	is	interpretive,	the	most	crucial	aspect	is	that	it	is	seeking	an	under-

standing	rather	than	meanings	of	the	participant's	experiences	in	their	given	context.			

5.6.1.4 Research	Applicability	

Despite	the	criticisms	of	the	IPA	study	method,	we	still	regard	the	method	to	be	the	most	

suitable	for	our	thesis'	research	objective.	Our	research	question	asks:	How	do	diversity	

initiatives	affect	the	perception	of	an	inclusive	environment?	IPA	is	seen	to	be	suitable	for	

“examination	of	 participant’s	 experience	of	 significant	 events”	 (Javornicky,	 2018,	 p.	 9)	

and	so	can	also	be	used	to	investigate	the	effect	of	diversity	initiatives	on	perceptions	of	

an	inclusive	environment.	IPA	has	become	a	dominant	research	methodology	primarily	

in	psychology	 and	health	 research.	 In	 recent	 years,	 however,	 it	 has	been	used	 in	both	

human	 and	 social	 studies	 (Tuffour,	 2017)	 and	 therefore	 is	 applicable	 to	 our	 research	

area.		IPA	is	suitable	for	sociological	investigations;	however,	the	focus	is	often	placed	on	
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individual	 experiences	 rather	 than	 the	 surrounding	 context.	 Nonetheless,	Javornicky	

(2018)	asserts	 that	 IPA	has	 the	 flexibility	 to	emphasise	on	 the	context	 rather	 than	 the	

individual	experience	and	so	is	applicable	to	our	study.	The	flexibility	of	IPA	allows	us	as	

researchers	 to	 be	 "adaptable	 to	 the	 research	 problem	 at	 hand	 and	 the	 discipline	 in	

which	 it	 is	used"	(Javornicky,	2018,	p.	9).	 It	 is	 thus	 typically	viewed	as	an	approach	to	

the	task	of	data	analysis	in	qualitative	studies.	The	flexible	aspect	is	appealing	to	our	re-

search	 as	 it	 provides	 preliminary	 guidelines,	 but	 these	 guidelines	 can	 be	moulded	 to	

best	fit	the	research	agenda	and	objective.			

	

IPA	is	also	a	good	approach	to	use	in	this	paper,	as	it	encompasses	phenomenology	and	

hermeneutics,	 which	 are	 both	 prominent	 in	 interpretive	 social	 studies	 (Javornicky,	

2018).	Also,	IPA	creates	a	basis	for	the	inclusion	of	theoretical	perspectives	at	the	later	

analytical	stages,	which	“is	what	differentiates	IPA	from	related	descriptive	phenomeno-

logical	approaches	such	as	grounded	theory”	(Javornicky,	2018,	pp.	4-5).	And	as	our	aim	

is	 to	 include	 theoretical	considerations	to	 further	 understand	 the	 ontological	 perspec-

tives	of	our	respondents,	IPA	appears	to	be	the	best	phenomenological	approach	to	use	

for	research.			

5.6.2 Kvale’s	Levels	of	Interpretation	

Kvale	(2005)	identifies	three	levels	of	interpretation	in	relation	to	phenomenology.	The-

se	levels	concern	sense	of	self,	common	sense	and	theoretical	perspective.	The	first	lev-

el,	 sense	of	 self,	 regards	outlining	 the	participant’s	 responses	based	on	 their	own	per-

ceptions	 of	 self	 (Kvale,	 2005).	 The	 second	 level	 regards	common	sense	 and	 refers	 to	

viewing	 the	 responses	 in	 a	 wider	 context	 and	 reading	 between	 the	 lines	 (Andersen,	

2003).	The	third	level	concerns	using	theory	to	create	a	basis	for	understanding	the	ra-

tionale	behind	the	interviewee’s	responses,	and	thereby	presents	the	level	of	theoretical	

perspective.	This	is	a	process	that	is	both	continuous	and	overlapping	of	each	level	(An-

dersen,	2003).	This	is	demonstrated	in	figure	6	below:		
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FIGURE	6	

Kvale’s	levels	of	interpretation	

	
In	this	thesis,	we	use	IPA	together	with	Kvale’s	levels	of	interpretation.	These	levels	are	

used	as	an	approach	to	the	making	sense	of	the	collected	data.	We	do	not	view	these	lev-

els	as	a	type	of	analysis,	but	rather	use	it	as	a	tool	of	interpretation.		This	is	done	so	be-

cause	we	aim	to	 link	 the	narrative	of	our	respondents	 to	 the	 theoretical	 framework	of	

this	paper.	The	first	level	of	sense	of	self	is	done	through	the	processing	of	data	and	thus	

in	the	beginning	aspects	of	IPA,	where	we	look	at	only	one	specific	interview	at	a	time.	

The	second	layer	of	common	sense	 is	 then	done	in	the	analysis	segment	of	 IPA,	where	

you	go	 from	 looking	 at	 the	 individual	 interviews	 to	 looking	 collectively	 at	 all	 of	 them.	

Typically,	 in	 IPA	 research,	 "the	 narrative	 account	 is	 followed	 by	 a	 discussion	 section	

which	relates	the	identified	themes	to	existing	literature.	Reflection	on	the	research	can	

be	included	here,	as	well	as	comments	on	implications	of	the	study,	its	limitations,	and	

ideas	for	future	development"	(Pietkiewicz	&	Smith,	2012,	p.	9).	The	level	of	theoretical	

perspective	will,	therefore,	be	applied	in	the	discussion	of	this	study	(in	section	7).			

	

The	choice	of	applying	this	approach	to	our	research	is	done	because	we,	firstly,	find	it	

relevant	to	describe	how	there	are	different	layers	of	interpretation.	It	is	important	for	

us	to	note	how	we	both	find	it	relevant	to	look	at	the	interviews	individually,	however,	

for	us	to	reach	a	higher	level	of	interpretation;	we	must	look	at	the	interviews	collective-
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ly	to	make	sense	of	the	context.	Secondly,	this	approach	enables	us	to	apply	theoretical	

perspectives	 to	 the	 information	gained	 through	our	data	 collection.	This	will	 then	 fur-

ther	 the	 interpretation	 of	 the	 interviews	 allowing	us	 to	 gain	more	perspectives	 of	 the	

research	problem.			

5.6.3 Validity	and	Reliability	

	Harboe	(2013)	 notes	 that	good	 projects	 are	 “characterised	 by	 a	 high	 degree	 of	 trans-

parency”	(p.	203).	Validity	and	reliability	are	important	concepts	to	disclose	transparen-

cy	in	research.			

	

The	term	validity	is	defined	as	“the	phases	of	a	study,	which	should	all	be	relevant	and	

genuine	in	relation	to	the	problem"	(Harboe,	2013,	p.	203).	The	concept	can	typically	be	

divided	into	external	and	internal	validity.	External	validity	regards	the	ontological	cor-

rectness	of	the	research.	Here,	we	aim	to	ensure	that	our	study	is	academically	suitable.	

The	purpose	of	internal	validity	is	to	ensure	contextual	coherence;	thus,	we	aim	to	make	

all	sub-elements	of	our	thesis	relevant	to	our	research	objective.			

	

Reliability	 concerns	how	 reliable	 the	 collected	data	 is.	 This	 is	 determined	based	upon	

the	honesty	of	the	participant’s	responses,	the	level	of	comprehension	of	the	interview	

questions,	on	our	bias	as	researchers	and	on	relevant	information	possibly	being	over-

looked	(Harboe,	2013).	Whilst	we	cannot	be	entirely	sure	about	the	honesty	of	our	re-

spondents,	we	have	made	efforts	 to	demonstrate	 integrity	(explained	 in	section	5.5.2),	

which	encourages	 the	participants	 to	be	open	and	honest.	 In	 relation	 to	 the	 interview	

questions	asked,	the	inherent	process	of	conducting	semi-structured	interviews	ensured	

that	 participants	 were	 prompted	 when	 unclear	 about	 a	 question.	 Considerations	

about	abling	and	disabling	bias	(in	section	5.5.2)	contribute	to	the	level	of	reliability	as	

well	as	the	level	of	credibility.	We	acknowledge	that	bias	cannot	be	eliminated	in	quali-

tative	research,	however,	through	transparency,	we	aim	to	reduce	this	as	much	as	pos-

sible.	Whilst	the	possibility	of	relevant	information	being	overseen	and	the	need	for	de-

limitations	due	to	time	and	resource	constraints	can	decrease	the	level	of	reliability,	we	

make	attempts	to	only	consider	what	we	deem	applicable	towards	our	research	objec-

tive,	 thereby	 increasing	 the	degree	 to	which	our	data	 is	 reliable.	Additionally,	 to	 show	

transparency,	we	double	checked	our	transcriptions	and	thereafter	presented	 it	 in	our	

appendix	(in	appendix	9-20)	prior	to	interpretation	of	our	results.		
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6. RESULTS  

	

Through	a	thorough	analysis	of	our	conducted	interviews,	the	following	section	presents	

the	results	found.	The	IPA	method	requires	us	as	researchers	to	analyse	our	findings	in	

accordance	with	emerging	themes	that	are	common	throughout	the	different	interviews.	

As	per	Smith	and	Osborn	(2007),	a	presentation	strategy	of	IPA	is	that	“the	‘result’	sec-

tion	 contains	 the	 emergent	 thematic	 analysis,	 and	 the	 separate	 ‘discussion’	 links	 that	

analysis	 to	 the	extant	 literature”	 (p.76).	We	use	 these	presentation	strategies	 in	struc-

turing	this	paper.			

	
We	have	presented	our	consolidated	findings	from	the	interviews	into	a	codebook	(ap-

pendix	3)	and	dedicate	this	section	to	exploring	and	explicating	the	most	prevailing	per-

ceptions	of	diversity	and	 inclusion	amongst	our	 interviewees.	For	structural	purposes,	

the	following	section	will	be	divided	into	the	diversity-focused	interviews	and	the	non-

diversity-focused	ones.	Rather	than	attempting	to	account	for	each	respondent's	singu-

lar	worldview,	we	instead	view	the	 interview	perceptions	as	a	bundle	of	different	per-

ceptions	 that	 frame	 and	 interpret	 the	 discourses	 and	 environment	 at	 CBS.	Within	 the	

interpretive	 paradigm,	we,	 therefore,	 try	 to	make	 sense	 of	 the	 derived	 perceptions	 to	

generate	an	overall	understanding	of	the	findings.	We	aim	to	seek	verstehen	through	the	

data	and	deuten	through	the	emerging	themes.	This	also	pertains	to	Kvale’s	second	level	

of	interpretation	(explained	in	section	5.6.2),	where	we	view	the	interviewee’s	individu-

al	perceptions	in	a	wider	context.			

6.1 Analysed	Results	from	Diversity-Focused	Interviews	

In	 the	 following	 section,	 we	 clarify	 the	 findings	 of	 the	 diversity-focused	 interviews.	

Through	a	process	of	coding,	we	were	able	to	decipher	the	following	emerging	themes	

from	across	each	of	the	transcribed	interviews:			
	

1) The	Diverse	Environment	at	CBS		

2) Gender	Diversity		 	

3) Ethnic	Diversity		 	 	

4) Working	with	Diversity	at	CBS		 	

5) Improvements		

6) Resistance		 	
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7) Cultural	and	Structural	Aspects		 	

8) Inclusivity	at	CBS		
	

Due	to	writing	space	 limitations,	we	 focus	only	on	clarifying	the	emerging	perceptions	

presented	commonly	across	the	codebook	(appendix	3)	rather	than	each	individual	per-

ception	from	each	interviewee.		

6.1.1 The	Diverse	Environment	at	CBS	

There	 are	 generally	 two	 emerging	 perceptions	 regarding	 the	 diverse	 environment	 of	

CBS.	Most	of	our	respondents	expressed	how	they	find	CBS	rather	diverse.	D2	states,	“if	

we	look	at	business	schools	generally,	then	we	are	in	a	very	diverse	business	school	at	least	

in	terms	of	some	of	the	key	potential	features	of	diversity	that	will	be	gender,	ethnicity	and	

nationality.”	However,	looking	at	diversity	at	the	different	organisational	levels	e.g.	staff,	

students	and	researchers,	the	level	of	diversity	appears	to	be	not	as	prominent,	with	D7	

expressing	how	they	find	CBS	“not	very	diverse	to	be	honest.	It	depends	on	how	you	look	

at	it,	at	which	level.”	Additionally,	the	above	is	made	explicit	when	D4	says,	“I	will	consid-

er	CBS	a	diverse	organization	[…]	but	I	will	say	that	I	would	not	consider	this	department	

to	be	very	diverse.	Not	especially,	no,	but	I	think	but	of	course	it	has	some	international	di-

versity	and	some	gender	diversity.”	A	perception	presented	by	D3	is	that	“if	you	look	at	it	

based	on	 the	numbers,	we	are	pretty	diverse	 […]	But	 then	when	you	start	 scratching	 the	

surface	you	see	that	CBS	is	still	locked	into	some	fairly	stereotypical	gender	norms.	For	ex-

ample,	with	management,	we	have	never	had	a	female	Dean	as	President.	[…]	If	you	look	at	

the	heads	of	departments,	there	are	about	as	many	heads	of	department	called	Carsten	as	

there	are	female.”	From	our	diversity-focused	 interviewees,	 the	perception	 is	 therefore	

that	the	general	environment	of	CBS	is	quite	diverse,	but	some	parts	of	the	organisation	

are	perceived	to	be	less	so.		

6.1.2 Gender	Diversity	

This	brings	us	on	to	the	second	emergent	theme	–	gender	diversity.	We	can	identify	that	

our	 interviewees	widely	 hold	 the	 perception	 that	 there	 is	 a	 focus	 on	 gender	 diversity	

through	the	initiatives	at	CBS	and	believe	that	there	needs	to	be	even	more	focus	on	it.	

For	example,	D3	says,	“my	focus	at	the	CBS	Diversity	and	Inclusion	Council	is	now	on	gen-

der,”	and	D2	says,	“We	do	need	to	change	our	learning	environments	or	working	environ-

ments.	They	should	become	less	gendered.	There	is	nothing	wrong	with	gender,	but	when	

one	gender	pushes	out	the	other,	there	is	a	problem.	So,	we	need	to	work	with	that	in	order	

to	get	a	better	overall	balance.”	However,	 as	D1	notes,	 in	many	 circumstances,	 as	with	

talent	recruitment	and	retention,	it	 is	not	only	about	hiring	female	employees,	but	that	
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“they	have	to	have	certain	skills”	that	 are	 applicable	 to	 the	 position.	Following	 this,	D2	

notes,	 "there	 is	 systemic	 under-representation	 in	 all	 cases.	 You	 see	 fewer	 women	 than	

there	should	be	there	relative	to	the	base”	regarding	employment	at	CBS.	In	terms	of	the	

gender	 diversity	within	 students,	 D2	 says	 “the	 intake	of	 students	has	 for	more	 than	10	

years	 been	 roughly	 50/50	male	 and	 female	 students.”	 Even	 though	 there	 is	 a	 focus	 on	

gender	diversity	at	CBS,	D4	asserts	that	“the	gender	issue	is	huge”	and	that	“we're	really	

failing	on	the	gender	gap	for	academic	progression.”	

6.1.3 Ethnic	Diversity	

In	 the	case	of	CBS,	we	encounter	 the	emergent	 theme	of	ethnic	diversity.	Generally,	 in	

terms	of	ethnic	diversity	D1	notes,	“there	was	a	vision	to	have	CBS	as	a	part	of	the	whole	

world.	The	vision	was	 to	be	 international.	And	we	see	 the	 fruits	of	 that	now	through	our	

large	number	of	 students	and	staff	 that	come	 from	abroad”.	 Looking	 at	 ethnic	 diversity	

within	the	organisation,	it	 is	perceived	as	having	a	narrow	type	of	internationalisation.	

D7	says	that	 in	their	study	program	“there	was	a	lot	more	women	than	there	were	men,	

but	nationality-wise	it	was	also	restricted	to	Europe”	and	follows	up	on	this	by	saying	“if	

you	consider	more	in	terms	of	the	bachelor	level,	I	think	it's	way	less	international	because	

there's	also	a	lot	more	programs	only	in	Danish".	D4	provides	further	insight	into	the	per-

ception	of	ethnic	diversity	when	they	summate	that	"international	diversity	has	impacted	

tremendously	this	organisation,	because	we	compete	internationally.	We	are	ranked	inter-

nationally.	We	have	been	promoting	 international	 students.	We	also	do	 international	 re-

cruitment.	So,	the	international	dimension	I	would	say	is	really	major.	But	again,	it's	also	

very	Western	 so	 it	 is	 a	 type	of	 internationalization	 [...]	 that	 is	more	narrow	than	what	 it	

looks	like.”		

6.1.4 Working	with	Diversity	at	CBS	

When	examining	our	interviews	through	the	emergent	theme	of	working	with	diversity	

at	CBS,	we	 identified	 that	 the	perceptions	could	commonly	be	grouped	 in	 terms	of	ap-

proaches,	initiatives	and	communications.			
	

In	relation	to	approaches,	we,	of	course,	have	people	in	different	positions	working	dif-

ferently.	However,	in	this	paragraph,	the	aim	is	to	highlight	some	of	the	approaches	they	

use	in	their	positions	across	various	levels	of	the	organisation.	D2	says:	“So	as	an	equal	

opportunities	officer,	I	can	either	work	through	CDI	or	work	with	the	President	[…]	I	have	a	

hands-on	role	 in	 the	day-to-day	operations.	 I	also	have	a	strategic	role	 in	 trying	to	work	

with	 diversity	 as	 part	 of	 an	 overall	 strategy	 at	 CBS."	On	 the	 other	 hand,	 D5	 says	 that	

they	“take	an	intersectional	approach	[…]	to	look	at	different	forms	of	oppression	systems	
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and	how	they	intersect	with	each	other”	in	order	 to	 improve	“the	 learning	environments	

for	students	and	the	work	environment	for	staff.”	The	approach	 that	D4	 takes	 is	 to	view	

diversity	as	“something	you	have	to	do.	And	then	you	can	evaluate	afterwards	how	it	went,	

but	you	have	 to	do	 it.	Of	course,	 there	will	be	 issues,	but	 it	 is	better	 to	 try	and	 fail.”	They	

continue	on	this	and	say,	“if	you	learn	diversity	management,	you	alter	the	way	of	looking	

at	people.	It	is	demanding,	but	everybody	can	win	from	this”.		
	

The	approaches	 lead	us	 to	 the	actual	 initiatives	perceived	 to	be	 taken	in	working	with	

diversity	at	CBS.	D1	expresses	action	by	“trying	to	figure	out	what	is	preventing	the	wom-

en	of	CBS	from	moving	up	in	the	ranks,”	whilst	D6	regards	CBS’	diversity	initiatives	such	

as	their	participation	in	the	Pride	parade,	Diversity	Day	and	the	installation	of	all-gender	

toilets	 as	 being	“not	 major	 gestures,	 but	 they	 are	 one	 step	 forward	 in	 the	 right	 direc-

tion.”	D4	builds	upon	this	and	says,	“I	think	we	came	a	little	bit	late	to	the	party	[…]	but	I	

think	we	managed	 to	 come	up	 to	 speed	 […]	 in	a	 few	years,	we	were	actually	 developing	

many	initiatives.”			
	

Communications	 also,	 to	 some	 extent,	 plays	 a	 role	 in	 the	perceptions	 of	 the	 emergent	

theme	of	working	with	diversity	at	CBS.	D5	argued	that	working	with	diversity	is	“about	

language	and	communication;	trying	to	communicate	that	everyone	has	something	to	say.	

And	 can	 say	 what	 they	 want	 to	 say.”	 D2	 states	 how	 they	 mainly	 work	 with	 diversity	

through	dialogue	 and	discourse	 and	 states,	 “my	agenda	would	be	trying	to	open	up	the	

structures	 and	 open	up	 the	 privileges	 because	 the	 privileges	will	 always	 be	 there.	 So	we	

need	to	have	access	and	to	open	those	privileges	and	we	need	to	have	a	mindset,	where	we	

give	much	more	towards	diversity	by	actually	praising	the	benefits	of	having	that	diversity	

rather	 than	 doing	 the	 opposite.	 So	 for	 me,	 it's	 very	 much	 a	 matter	 of	 opening	 up	 and	

changing	mindsets	more	towards	accepting	the	values	of	diversity	in	all	its	many	different	

manifestations.”	Diversity	work	is	therefore	to	some	extent	anchored	in	the	communica-

tions	aspect	of	it.	

	

It	is	also	important	to	note	how	some	of	our	respondents	perceived	difficulty	in	working	

with	diversity,	particularly	in	regards	to	invisible	diversity,	because	as	is	with	this	type	

of	diversity,	you	cannot	always	measure	and	see	the	diversity	aspects.	For	example,	D2	

explains	how	“we	don't	know,	and	we're	not	supposed	to	know	things	like	sexual	and	reli-

gious	orientation.	[…]	We	don't	have	systematic	tracking	of	that.	So,	we	don't	know,	but	my	

impression	is	that	it	is	relatively	diverse.”	D5	also	explains	how	“you	can	also	see	diversity	

as	a	part	of	your	personality	because	everyone	has	different	personality	traits	and	different	
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identity	parts	which	makes	a	person	diverse.”	D4	also	notes	an	aspect	of	invisible	diversi-

ty	when	 they	 talk	 about	 the	 inclusion	of	 single	parents	 in	 their	work.	Thus,	 our	 inter-

viewees	also	talk	about	how	diversity	is	not	always	something	that	CBS	as	an	institution	

can	track	and	actively	work	with.		

6.1.5 Improvements	

All	of	our	 interviewees	expressed	room	for	 improvements	 in	different	areas	of	 the	or-

ganisation.	 In	 relation	 to	 the	 demographics	 of	 the	 organisational	members,	 D6	 states	

how	 “there	is	a	 lack	of	 female	teachers,	which	of	course	affects	the	corporate	culture	be-

cause	you	have	a	lack	of	thoughts	coming	from	a	certain	demographic.”	Furthermore,	D2	

comments	on	enrolment	of	students	not	being	diverse	enough	and	sees	 that	 there	 is	a	

tendency	“to	get	students	from	well-off	families	and	those	families	tend	to	be	situated	geo-

graphically	in	Copenhagen	and	the	north	of	Copenhagen,”	 thus	 social	 stratification	 is	an	

issue.	 D4	 expresses	 how	CBS	might	 need	 to	 rethink	 their	 curriculum	 and	 invite	more	

diversity	into	it.	D3	goes	on	to	critique	one	of	the	diversity	establishments	at	CBS	–	the	

CBS	Council	for	Diversity	and	Inclusion	–	by	arguing	that	this	council	is		“not	very	inclu-

sive,”	when	their	members	are	selected	by	the	top	management	rather	than	being	demo-

cratically	elected	and	determines	that		“that	says	something	about	how	not	so	inclusive	it	

is	after	all	“.	As	per	 their	perception,	 this	 is	a	vast	area	 to	be	 improved	upon.	D2	sum-

mates	 how	 improving	 these	 factors	 are	 important	 to	 consider	in	 ensuring	“a	 better	

workplace	basically	where	there's	room	for	more	than	one	type	of	individual.”		
	

In	relation	to	the	communication	of	diversity	initiatives,	our	respondents	note	areas	of	

improvement	as	well.	D3	believes	that	the	communication	surrounding	it	is	“a	bit	unfo-

cused”	and	says	that	“we	are	talking	about	the	right	things,	we	just	have	a	way	to	go	with	

communicating	the	action	of	these.”	D5	similarly	believes	that	“there's	no	communication	

to	students	themselves"	and	that	there	is	a	need	for	mindful	communication	of	inclusion.	

Additionally,	D4	critiques	that	“there	is	not	enough	political	debate”	at	CBS,	which	might	

also	further	the	communication	of	the	specific	initiatives	taken.		

6.1.6 Resistance		

There	 is	a	perception	amongst	our	 interviewees	 that	 there	 is	 resistance	 in	 the	general	

society	surrounding	diversity	and	inclusion.	D1	says	that	“there	is	some	kind	of	discourse	

saying	that	it’s	actually	not	a	good	idea	to	be	that	diverse	because	that	would	be	threaten-

ing	to	the	Danish	culture	and	so	on,”	whilst	D2	asserts	that	“there's	one	frontline	pushing	

an	 agenda	 against	 privileges	 and	 against	 some	 traditional	 structures	 that	 we	 want	 to	

change	and	then	there's	a	counter	push	from	the	other	side”	creating	resistance.		
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It	 is	also	perceived	that	this	resistance	in	society	 is	to	some	extent	reflected	within	the	

culture	of	CBS.	D1	notices,	 “some	older	faculty	members	[…]	have	another	opinion	about	

women	in	science”.	There	is	also	resistance	as	a	result	of	not	being	able	to	see	immediate	

change	within	the	culture	as	D2	says,	“employees	tend	to	say	‘but	what's	this	CDI	doing,	I	

mean	isn't	something	happening?’	There	are	two	answers	to	that.	It	takes	a	lot	of	time	–	it	

is	damn	complex	[…]	and	it	takes	time	because	the	turnover	of	positions	and	people	is	rela-

tively	slow	in	an	organization	like	this”.		

	

Despite	the	perception	of	resistance	within	the	field	of	diversity	and	inclusion,	there	is	

also	the	sentiment	to	meet	this	unwillingness,	when	D4	says,	“I	am	ready	to	meet	people	

with	reluctance	because	I	really	think	we	need	to	move	and	do	better.”		

6.1.7 Cultural	and	Structural	Aspects	

The	cultural	and	structural	aspects	that	inhabit	CBS	are	seemingly	also	perceived	by	our	

interviewees	 as	 being	 an	 emergent	 theme	 in	 terms	 of	 diversity	 and	 inclusion	 at	 CBS.	

Overall	 the	 interviewees	 identify	challenges	 in	changing	 the	culture	of	an	organisation	

towards	more	inclusiveness.	This	is	expressed	by	D2,	who	states:	“How	do	we	work	with	

a	big	organization	like	this	to	make	a	change,	which	is	not	just	a	cosmetic	change,	but	at	

the	end	of	the	day	aiming	for	a	changed	mindset	to	change	the	culture?	You	are	probably	

aware	of	 the	dictum	 that	 culture	 eats	 strategy	 for	breakfast	 and	 that's	 certainly	 one	 in-

stance	where	you	can	follow	that	very	closely.”	D1	recognises	how	“it’s	a	balance	trying	to	

be	inclusive	but	also	doing	what	is	best	practice,”	 since	 the	culture	 is	 influenced	by	CBS	

being	a	business	school.	Despite	this,	D4	notices	how	“there	is	a	major	difference	[..]	if	we	

look	back	to	before	the	creation	of	the	[diversity	and	inclusion]	council	and	the	[diversity	

and	difference]	platform	to	now”	and	 thus	in	spite	of	structural	aspects	of	being	a	busi-

ness	school,	a	progressive	shift	is	still	perceived	to	have	occurred.		
	

Another	common	aspect	concerning	the	theme	of	cultural	and	structural	aspects	 is	the	

involvement	of	the	management	in	the	diversity	and	inclusion	discourse	at	CBS.	D2	per-

tains	that	“the	signals	that	come	from	the	top	management	will	affect	the	way	everyone	in	

the	 organization	 orients	 themselves.	 It	 will	 also	 affect	 what	 they	 talk	 about.	 So,	 if	

top	management	put	 it	 on	 the	agenda	and	get	 the	middle	management	on	board	 then	 it	

will	be	something	that	everyone	talks	about”.	They	go	on	to	saying	their	perception	is	that	

middle	 and	 top	management	 are	 aware	 of	 the	 changes	 towards	 diversity	 being	made,	

and	that	at	this	stage,	it	is	a	matter	of	them	increasing	the	conversation	on	it	so	that	“it	

will	generate	that	cultural	change	that	we’re	looking	for.”		 	
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6.1.8 Inclusivity	at	CBS	

A	 final	 emergent	 theme	 that	 we	 identified	 across	 the	 perceptions	 of	 our	 diversity-

focused	interviewees	was	that	of	inclusivity	at	CBS.	D1	mentions,	"most	of	the	people	in	

CBS	are	very	broad	minded	and	have	a	tolerant	way	of	approaching	diversity.”	However,	

as	D2	points	out,	“on	the	surface,	I	think	we	are	actually	quite	inclusive,	but	it's	all	the	un-

conscious	things	that	we	don't	recognize.	[…]	Perhaps	we’re	not	as	inclusive	as	we	think.”	

D7	agrees	with	this	sentiment	and	says,	“it	could	be	more	inclusive,”	whilst	D1	points	out,	

“you	still	hear	stories	about	non-inclusion."	Also,	D2	says,	“I	still	do	see	things	also	in	this	

department,	which	I	would	say,	hmm,	maybe	that's	not	so	inclusive.”	Though	in	relation	to	

the	 general	 discourse	 of	 diversity	 and	 inclusion	 in	 Denmark,	 D4	 believes	 “that	CBS	 is	

much	more	inclusive”	but	still	argues	that	they	do	not	think	that	CBS	is	“inclusive	enough	

in	relation	to	career	development	for	academics	here.”	

	

In	 relation	 to	 inclusivity,	D5	 states	 that	 some	 initiatives	 are	 creating	 a	more	 inclusive	

environment	via	“for	example	the	all-genders	toilets.”	But	D5	still	questions	what	 initia-

tives	are	creating	an	inclusive	environment	and	which	ones	are	more	positively	discrim-

inating.	 D6	 adds	 to	 this	when	 saying,	 “the	approach	should	not	be	 to	be	discriminating	

against	people	who	are	not	diverse.	 It	 should	be	 to	be	 including	of	them	so	 that	 they	can	

help	support	a	cause	that	they	are	probably	interested	in	but	just	not	invested	in.”		

	

Inclusivity	at	CBS	is,	therefore,	something	that	is	perceived	to	be	present	in	the	organi-

sational	culture,	but	it	is	also	something	that	could	be	improved	upon.	Approaching	in-

clusion	with	through	a	focus	on	diversity	may	thus	prove	to	increase	the	perceived	in-

clusivity.		

6.2 Analysed	Results	from	Non-Diversity-Focused	Interviews	

Similar	to	the	above,	in	this	following	section,	we	explain	the	findings	of	our	second	set	

of	 interviews	–	 the	non-diversity-focused	ones.	Our	coding	process	 led	us	 to	recognise	

the	following	emerging	themes	across	our	transcribed	interviews:			
	

1) The	Diverse	Environment	at	CBS		

2) Gender	Diversity		

3) International	Diversity		

4) The	Inclusive	Environment	at	CBS		

5) Non-Inclusion		

6) Cultural	and	Structural	Aspects		
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Once	again,	due	 to	 limitations	 regarding	writing	space,	 our	 focus	 is	 only	 set	on	under-

standing	the	perceptions	that	were	most	commonly	emergent	across	the	codebook	(ap-

pendix	3)	rather	than	every	perception	from	each	individual	interview.			

6.2.1 The	Diverse	Environment	at	CBS	

Regarding	the	diversity	within	the	environment	at	CBS,	the	common	perception	across	

our	interviewees	is	that	CBS	is	relatively	diverse.	N2	expresses	that	they	“actually	find	it	

quite	diverse,”	 and	N1	agrees	when	 looking	at	 it	 “in	terms	of	faculty	and	administrative	

workers."	N4	chooses	to	make	a	comparison	with	what	is	"experienced	back	in	Hungary”	

and	 says,	 “this	 is	 the	most	diverse	environment	 I	have	ever	been	 in."	 Some	 of	 our	 inter-

viewees,	however,	are	a	bit	more	questioning	of	the	diversity	at	CBS	with	N3	saying	that	

it	is	not	very	diverse	and	that	"there	is	definitely	a	specific	type	of	people	who	are	the	mass	

majority	of	 the	 students	at	CBS.”	 They	 follow	 up	 on	 this	 by	 saying	 “generally	 you	need	

quite	a	high	GPA	to	get	into	CBS.	There	are	different	parts	of	the	society	that	value	going	to	

a	business	school	higher	than	others.	[…]	There	are	21,000	students	so	there	is	a	big	group	

of	other	people	as	well.	But	I	think	80%	of	students	are	probably	kind	of	the	same	type.”	N5	

shares	a	similar	sentiment	to	N3	and	explains	that	“the	pool	of	students	is	diverse,	but	the	

way	they	form	groups	is	not	diverse	and	I	think	CBS	does	not	do	enough	to	put	this	 issue	

into	focus.”	Even	though	there	is	observed	diversity	within	the	organisation,	an	apparent	

commonality	is	still	perceived	to	be	present.			

	

The	 interviewees	 also	 share	 common	perceptions	 that	diversity	 initiatives	help	 create	

the	 diverse	 environment	 at	 CBS.	 N2	 comments,	 “CBS	has	participated	 in	Pride	 for	 two	

years	now	and	going	to	do	it	this	year	as	well.	So,	it's	becoming	more	and	more	diverse	on	

that	front”	and	“this	is	something	that	is	supported	by	senior	management	here	at	CBS	as	

well.”	They	believe	that	top	management	“have	to	show	that	they	support	this	in	order	for	

it	to	actually	be	effective”	in	creating	a	diverse	environment.	N5	comments	on	the	pres-

ence	of	diversity	 initiatives	such	as	all-gender	toilets	and	the	participation	in	Pride	but	

says,	“in	everyday	life	there’s	nothing”.	They	go	on	to	remark,	“CBS	is	very	good	at	like	the	

whole	marketing	thing,"	but	perceive	that	that	it	 is	seemingly	more	talk	and	less	action	

when	 the	 initiatives	 undertaken	 are	 "like	 the	 lowest	hanging	 fruits.”	 N5	 also	mentions	

their	 frustration	 that	 CBS	 has	 “been	 talking	 for	 years	 about	 implementing	 something	

about	diversity	 in	at	least	one	topic	at	one	point	 in	time	at	each	study	program”	 but	has	

failed	to	do	so	yet.			
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This	leads	us	on	to	another	common	perception	amongst	our	interviewees	on	the	pitfalls	

regarding	 the	 environment	 at	 CBS	 not	 being	 diverse	 enough.	 N4	 mentions	 an	 issue	

“about	only	reading	white	male	authors	in	their	curriculum”	where	“all	the	knowledge	was	

the	same”.	N3	mentions	another	pitfall	 in	 that	 “if	you	take	too	many	initiatives,	you	also	

separate	the	group	somehow	from	the	other	people,	putting	a	focus	on	the	fact	that	these	

people	are	more	different	than	the	other	ones	over	here	and	so	[…]	you	can	actually	end	up	

alienating	some	people	more.”	Additionally,	N5	asserts	that	it	should	not	be	“the	respon-

sibility	of	the	students	to	make	sure	that	diversity	and	inclusion	is	a	thing.	It	has	to	be	like	a	

top-down	approach,	so	it’s	the	responsibility	of	the	leadership	at	CBS,	and	they	don’t	lift	the	

responsibility.”		

	

The	 non-diversity-focused	 group	 therefore,	 views	 the	 environment	 at	 CBS	 as	 being	

somewhat	 diverse,	 but	 in	 assessing	 the	 diversity	 of	 the	 environment,	 they	 also	 notice	

some	aspects	that	may	hinder	the	creation	of	diverse	environment.	

6.2.2 Gender	Diversity	

A	second	perception	commonly	emergent	amongst	our	interviewees	was	that	of	gender	

diversity.	N4	claimed	that	“in	terms	of	gender...I	don’t	think	it’s	that	outstandingly	diverse	

in	CBS”	 and	N1	 raises	 a	point	 that	 “when	you	look	at	diversity	at	CBS,	 it's	 interesting	to	

look	at	how	many	professors	are	men,	how	many	are	women,	how	many	in	the	administra-

tion	are	women	and	how	many	are	men,	because	I	think	it's	quite	the	opposite”.	N5	makes	

the	remark	that	“we	see	that	a	lot	of	the	very,	for	example,	math	heavy,	quantitative	study	

programs	are	heavily	dominated	by	males,	which	could	be	a	problem,	because	we	also	see	

that	the	leaders	of	tomorrow	tend	to	come	from	those	study	programs”	and	thereby	high-

lights	 an	 important	 risk	 of	 not	 having	 more	 gender	 diversity	 across	 CBS’s	 academic	

lines.			

	

The	 respondents,	 therefore,	 place	 a	 focus	 on	 gender	 diversity,	 but	 they	 also	 see	 some	

type	of	imbalance	in	the	gender	distribution	at	CBS.		

6.2.3 International	Diversity	

An	additional	emergent	perception	shared	amongst	our	interviewees	was	international	

diversity.	N1	considers	CBS	“very	diverse,	but	that’s	based	on	the	international	aspect.	We	

have	students	coming	in	for	exchange	from	all	over	the	world,	basically,	and	there	are	all	

types	of	nationalities,	colours,	 languages	and	that	in	 itself	 fosters	a	diverse	environment.”	

N2	follows	on	this	and	reasons	that	CBS	is	“very	diverse	and	accepting	of	all	people	com-

ing	 in	 from	 all	 over	 the	world.”	 Our	 interviewees	 also	 make	 remarks	 on	 international	
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students	being	 a	 factor	 that	 contributes	 to	 international	 diversity,	with	N3	 saying	 “we	

have	a	big	group	of	exchange	students	coming	to	us	from	all	over	the	world.	So	just	by	na-

tionality	and	where	they	are	from,	they	create	diversity,	but	we	still	have	a	lot	of	the	very	

traditional	business	 students	as	 the	biggest	group”.	 This	 then	 creates	 a	 scenario	where	

inclusivity	 plays	 a	 key	 role	 in	making	 sure	 that	 all	 international	 students	 also	 feel	 in-

cluded.	One	way	of	ensuring	this	 inclusivity	 is	perceived	to	be	through	the	language	of	

communication.	 N3	 notes	 that	 they	 “always	 communicate	 everything	 in	 English”	 when	

non-Danish	speakers	are	present.		It	is	thus	apparent	that	our	interviewees	see	interna-

tional	diversity	as	an	important	part	of	what	makes-up	a	diverse	environment.		

6.2.4 The	Inclusive	Environment	at	CBS	

The	 inclusive	 environment	 at	 CBS	 is	 an	 important	 emergent	 theme	 shared	 across	 our	

interviewees.	The	general	sentiment	seems	to	be	that	CBS	is	relatively	inclusive	with	N1	

saying	 that	 “there	 is	 space	 for	anybody	who	 feels	 like	 they	want	 to	 study	here	and	work	

here	as	well,”	 and	N3	saying	 that	 “	CBS,	 in	general,	 is	pretty	inclusive	in	the	sense	that,	I	

think	people	are	aware	that	there	are	people	from	all	over	the	world	here	and	people	are	

pretty	well-educated	and	understand	the	concept	of	being	different”.		

	

However,	 there	 is	also	 some	scrutiny	on	 the	 level	of	 inclusion	 that	 there	 is	at	CBS.	N3	

points	out	that	“there's	also	a	certain	way	that	within	the	different	study	lines	and	within	

the	school	generally,	where	people	are	expected	to	behave	in	a	specific	manner	and	if	you	

step	outside	of	 that	norm,	 it	might	be	harder	 to	be	 included	because	 there	maybe	 is	one	

preferred	way	of	being	a	CBS	student,”	and	N4	adds	on	that	“a	major	part	is	still	the	CBS	

business	type	guys	that	really	populate	CBS,	but	I	think	it's	getting	more	and	more	inclu-

sive	with	time.”	N1	agrees	and	feels	 that	“CBS	is	more	inclusive	now	than	they	have	been	

before.”	N5	reflects,	“if	you	just	look	at	on	paper	[…]	CBS	is	very	inclusive	and	I	think	they	

say	all	the	right	things	and	all	kind	of	the	intentions	are	there”	but	the	intentions	are	not	

fulfilled	and	this	can	be	disruptive	to	an	inclusive	environment.	
	

The	role	of	management	at	CBS	is	also	something,	the	interviewees	commented	on.	N1	

told	us	 that	 they	 find	 that	 “both	management	and	the	union	representatives	are	doing	a	

lot	to	make	CBS	more	inclusive.”	Additionally,	N4	notes	how	inclusivity	has	become	more	

present,	and	that	they	are	“not	sure	if	something	changed	around	CBS	or	around	Denmark	

or	around	the	world.	Perhaps	the	idea	of	inclusion	has	just	picked	up	more”	and	 it	 is	evi-

dent	as	per	N3	that	“there	have	been	changes	over	the	last	couple	of	years	regarding	how	

much	focus	is	put	on	it.”	N5	also	notices	the	initiatives	towards	inclusion	at	CBS	but	feels	

“it's	also	the	very	very	easy	ones”	and	has	the	perception	that	“the	leadership	of	CBS	is	not	
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at	all	involved	with	this	agenda.”	Also,	in	relation	to	the	perception	of	inclusivity	of	eve-

ryone's	 opinion,	N5	 says	 that	 “on	paper,	CBS	 is	really	good	at	 listening	and	I	 think	that	

there	are	a	lot	of	channels	where	students	can	be	heard,”	but	agrees	with	N4’s	perception	

of	the	opinions	not	really	being	valued	by	the	organisation.			
	

Regarding	students,	N3	describes	the	approach	as	being	one	that	creates	“a	safe	space,	

where	 it's	 okay	 to	 be	 different	 -	 it's	 okay	 to	 be	 exactly	 how	 you	 are”.	 They	 then	

acknowledge	how	“the	advantages	of	having	a	higher	focus	on	diversity	has	increased	the	

inclusion	 for	 all	 the	 students,	 especially	 as	we	have	a	 group	 that	 is	 very	much	alike	 and	

then	you	have	a	minority	group	 that	 is	 very	diverse	 […]	 so	 the	more	you	 focus	on	 it,	 the	

more	 included	 they	have	at	 least	 the	chance	 to	be”.	 N5	 stresses	 the	 importance	 of	 this,	

when	they	say	“I	think	it's	important	both	because	we	teach	students	how	to	behave	when	

they	go	out	 into	the	real	world,	but	also	 just	 for	 forming	relationships	because	otherwise	

we	end	up	in	a	situation	where	even	though	the	pool	of	students	is	diverse,	a	lot	of	students	

will	 have	 never	 actually	 been	 in	 touch	with,	 you	 know,	 students	who	 are	 different	 from	

themselves.”		

	

The	non-diversity-focused	group	highlight	 the	 importance	of	 inclusivity	 in	an	environ-

ment	like	CBS.	They	also	show	attention	towards	the	inclusivity	that	the	environment	of	

CBS	portrays	and	the	fact	that	they	experience	somewhat	a	shift.		

6.2.5 Non-Inclusion	

Our	interviewees	also	expressed	some	aspects	of	CBS	that	they	did	not	find	very	inclu-

sive.	In	terms	of	student	enrolment,	N5	thinks	there	still	is	a	problem,	“if	we	take	a	closer	

look	at	like	who	studies	different	things”	and	feels	there	is	a	need	for	“the	white	old	males	

with	the	power	to	be	the	forefront”	of	 the	diversity	and	 inclusion	agenda.	CBS	provides	

students	with	the	opportunity	to	voice	their	opinions	in	evaluations	of	academic	cours-

es.	N4	sees	this	as	an	opportunity	to	ensure	inclusivity,	however,	states,	“I've	never	ever	

seen	something	changing	based	on	that,”	and	N5	feels	that	“it’s	not	enough	that	they	make	

one	survey	a	year.”	N5	 feels	 that	whilst	 there	 are	many	 individuals	who	wish	 to	make	

efforts	to	create	a	more	inclusive	environment	at	CBS,	they	are	hindered	from	being	able	

to	 do	 so	 because	 they	 have	 “no	 money	 and	 no	 power,	 so	 essentially	 nothing	 would	

change.”	N5	goes	on	to	placing	the	responsibility	for	this	on	to	the	management	of	CBS	

when	they	say,	 “I	found	that	there	were	definitely	some	people	who	had	a	lot	of	spirit	re-

garding	the	topic	but	when	we	worked	with	the	elected	board	of	CBS,	for	example,	I	think	

there	were	some	old	males	who	didn’t	really	care,	and	who	definitely	stop	it	because	they	

don’t	give	money	towards	it	and	stuff.”			
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Further,	 N1	 notes	 how	 group	 formation	 in	 courses	 can	 prove	 less	 inclusion,	 because	

they	have	the	perception	that	“students	tend	to	gel	together”	and	as	a	result	of	that	“there	

are	groups	of	 exchange	 students	and	groups	of	Danish	 students,	 so	 that's	not	very	 inclu-

sive.”		

	

Therefore,	despite	a	perceived	focus	on	inclusivity,	some	practises	are	still	observed	as	

non-inclusive,	which	then	may	hinder	the	creation	of	an	inclusive	environment.		

6.2.6 Cultural	and	Structural	Aspects	

Beginning	with	cultural	aspects,	N5	notes	that	we	“live	in	a	time	where	we	all	know	to	be	

aware	of	what	we	say”	but	 still	 feels	 that	 “a	lot	of	people	might	think	that	now	diversity	

and	inclusion	 is	not	a	problem,	but	 it’s	actually	a	huge	problem.”	N2	 then	highlights	 the	

importance	of	CBS’	diversity	initiatives	mirroring	the	outside	world	by	saying	“the	world	

is	diverse	outside	these	buildings	and	we,	of	course,	have	to	adapt	to	that.”	N2	also	notes	

how	the	management	tries	to	support	diversity	initiatives	and	says,	“the	Dean	of	Educa-

tion	 and	 the	 University	 Director	 both	 attended	 the	 Pride	 last	 year.	 And	 this	 year	 at	 the	

Winter	Pride,	the	Dean	was	there	as	well.”		
	

In	terms	of	the	structural	aspects,	there	are	a	few	of	our	interviewees	that	find	the	struc-

ture	of	the	organisation	to	be	a	hindrance	in	the	creation	of	an	inclusive	environment	at	

CBS.	N5	has	the	perception	that	the	people	who	sit	in	“the	diversity	and	inclusion	council	

[…]	don’t	really	have	any	power	at	all	because	that’s	not	given	to	them,”	and	thus	view	the	

structure	to	limit	the	diversity	initiatives’	effect.	

6.3 Results	Summarised		

This	 section	will	 be	dedicated	 to	 summarising	 and	 clarifying	 the	different	perceptions	

regarding	the	emerging	themes.	Our	intention	is	therefore	to	showcase	the	two	groups	

of	 interviewees	 in	a	collective	manner,	which	will	 thereby	create	a	more	general	over-

view	 of	 the	 emerging	 perceptions	 found.	We	 acknowledge	 that	many	 of	 the	 emerging	

themes	come	from	the	questions	that	we	posed,	and	that	probably	due	to	the	two	groups	

of	 interviewees	having	two	different	sets	of	questions,	they	talked	about	different	sub-

jects	within	the	themes.	We	can	therefore	not	comment	on	the	things,	the	interviewees	

have	not	mentioned,	but	only	on	what	are	explicitly	said.	We	must	also	acknowledge	the	

fact	that	we	are	a	tool	of	research	within	the	interpretive	paradigm	and	have	structured	

this	according	to	what	we	found	most	fitting	to	our	research	question:	How	do	diversity	

initiatives	affect	 the	perception	of	an	 inclusive	environment?	 	Thus,	 the	 interpretive	 ap-
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proach	that	is	taken	in	this	thesis	influences	the	outcome.	We	made	efforts	to	remain	as	

objective	 as	 possible	when	 interpreting	 the	 interviews,	 but	we	 also	 acknowledge	 that	

this	is	not	entirely	possible.			

	

In	relation	to	the	diverse	environment	at	CBS,	we	found	that	both	groups	consider	CBS	

relatively	 diverse	 on	 a	 broad	 level.	 However,	 more	 specifically,	 the	 diversity-focused	

group	 noted	 that	 diversity	 beyond	 the	 surface	 is	 not	 as	 prominent	 whilst	 the	 non-

diversity-focused	group	find	that	CBS	could	inhabit	more	diversity.			
	

The	diversity-focused	group	expressed	that	there	is	a	focus	on	gender	diversity	but	that	

more	 focus	 is	 required	 as	 it	 is	 a	 huge	 issue.	 Non-diversity-focused	 interviewees,	 too,	

placed	a	focus	on	gender	diversity,	but	mainly	expressed	considerations	in	terms	of	the	

gender	distribution	of	faculty,	administration	and	the	different	study	programs.			
	

Both	the	diversity-focused	group	and	the	non-diversity-focused	group	also	mention	the	

international	aspects	of	diversity.	The	diversity-focused	group	notes	CBS’s	vision	of	be-

ing	ethnically	diverse	and	the	presence	of	ethnic	diversity,	 though	as	a	narrowed-form	

of	 internationalisation.	 In	 the	 non-diversity-focused	 group,	 they	 notice	 significant	

amounts	of	ethnic	diversity	at	CBS,	but	that	this	is	still	is	limited	to	a	business-oriented	

international	diversity.			
	

Regarding	the	inclusive	environment	at	CBS,	both	groups	agree	that	the	environment	is	

somewhat	inclusive.	However,	the	diversity-focused	group	find	it	to	be	lacking	in	some	

areas	of	the	organisation,	whilst	the	non-diversity-focused	group	note	that	there	is	still	a	

common	 culture	 at	 CBS	 that	 is	 required	 to	 be	 adhered	 to.	 The	 non-diversity-focused	

group	mentions	non-inclusion	 in	 that	 they	 find	 that	 there	are	non-inclusive	aspects	 in	

terms	of	power	distribution	and	student	intake,	which	hinder	the	inclusivity	of	the	envi-

ronment.	

	

In	 terms	 of	 cultural	 and	 structural	 aspects,	 the	 diversity-focused-group	 pertains	 that	

there	has	been	a	cultural	shift	towards	diversity	and	inclusion	in	the	organisation,	and	

that	top	management	involvement	is	key	in	implementing	a	change	in	culture.	The	non-

diversity-focused	 group	 say	 that	 regarding	 cultural	 aspects,	 the	 organisational	 culture	

has	to	mirror	that	of	the	outside	world.	Concerning	structural	aspects,	the	non-diversity-

focused	group	find	the	structure	of	the	organisation	to	be	an	obstruction	in	the	creation	

of	an	inclusive	environment.	
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The	 diversity-focused	 group	 regards	 diversity	 from	 three	 additional	 angles	 –	working	

with	diversity,	improvement	of	it	and	resistance	to	it.	In	terms	of	working	with	diversity,	

they	have	different	approaches	to	 it.	These	approaches	 lead	to	various	diversity	 initia-

tives	and	thus	communication	of	 these	 initiatives	also	plays	a	key	role.	Concerning	the	

improvement	 of	 diversity,	 the	 diversity-focused	 group	 identifies	 a	 need	 for	 increased	

diversity	and	more	and	better	talk	regarding	diversity	 initiatives.	Regarding	resistance	

of	diversity,	 the	group	 finds	 that	 the	resistance	 in	society	 towards	diversity	and	 inclu-

sion	 is	 to	 some	 extent	 also	 reflected	within	 the	 organisation	 and	 that	 resistance	 also	

comes	 from	an	 inability	 to	see	 immediate	results	 from	actions	 takes	 towards	diversity	

and	inclusion.	

	

It	can	thus	be	said	that	because	both	the	non-diversity-focused	group	and	the	diversity-

focused	 group	 assign	 some	diversity-related	 issues	 to	 how	 they	 view	 inclusion	within	

the	organisation.	There	is	thereby	a	connection	between	the	diversity	initiatives	under-

taken	by	CBS	and	the	effect	 it	has	on	the	inclusive	environment.	However,	the	way	the	

organisation	works	with	diversity	may	also	play	a	significant	role	in	the	effectiveness	of	

initiatives.	Furthermore,	the	absences	of	diversity	initiatives	within	areas	of	the	organi-

sation	affect	the	feeling	of	non-inclusion	to	an	extent.	Given	that	this	thesis	investigates	

how	diversity	initiatives	affect	the	perception	of	an	inclusive	environment,	it	is	therefore	

relevant	to	highlight	that	the	transparency	and	visibility	of	the	different	initiatives	may	

play	a	big	role	in	the	perception	of	inclusivity.		
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7. DISCUSSION OF RESULTS 

	

In	this	discussion	section,	our	aim	is	to	discuss	the	perceptions	presented	in	our	inter-

views	 and	outlined	 in	 the	previous	 results	 section	 in	 relation	 to	 relevant	 theory	 (pre-

sented	 in	section	4)	regarding	diversity	and	 inclusion	 in	organisational	contexts.	Here,	

we	apply	the	theoretical	perspective,	Kvale’s	third	level	of	interpretation,	to	gain	an	un-

derstanding	of	 the	 findings	 in	a	 theoretically	and	academically	 relevant	manner.	Addi-

tionally,	this	is	a	way	of	furthering	the	interpretive	and	phenomenological	approach	to	

sense-make	 the	perceptions	of	 our	 interviewees.	We	use	 IPA	 to	 interpret	our	 findings	

and	with	the	help	of	theories,	we	aim	to	gain	a	more	in-depth	understanding	by	widen-

ing	the	perspectives	even	more	and	applying	them	to	organisational	contexts.	Also,	this	

is	a	way	for	us	to	use	theory	to	provide	thick	explanations	and	thereby	the	most	plausi-

ble	explanation	for	our	research	question	as	per	our	abductive	approach	(explained	in	

section	5.4).			
 

The	structure	of	this	discussion	is	determined	by	our	research	question:	How	do	diversi-

ty	initiatives	affect	the	perception	of	an	inclusive	environment?	We	thus	 firstly	aim	to	 in-

vestigate	the	perception	of	diversity	in	general	at	CBS	and	hereunder	also	the	diversity	

initiatives	undertaken.	Thereafter,	we	aim	to	 investigate	 the	 interviewees'	perceptions	

of	inclusivity	at	CBS	to	assess	the	inclusivity	of	the	environment.	Lastly,	the	aim	is	to	dis-

cuss	the	diversity	initiatives’	effect	on	the	organisational	environment.			
 

Here,	it	is	important	to	note	the	connection,	we	find,	between	diversity	initiatives	and	an	

inclusive	environment.	As	presented	in	our	results	(section	6),	we	do	see	a	connection	

between	diversity	initiatives	and	the	perception	of	an	inclusive	environment;	however,	

this	perception	is	also	dependent	on	the	visibility	and	transparency	of	the	diversity	ini-

tiatives.		
 

As	our	research	question	pertains,	we	primarily	place	our	focus	on	diversity	initiatives;	

however,	we	find	it	necessary	to	discuss	diversity	in	general	in	terms	of	diversity	man-

agement	as	well	as	diversity	approaches,	as	we	view	these	to	affect	the	diversity	initia-

tives	 in	 terms	of	 their	 rationale	and	 their	 implementation.	Based	upon	our	 theoretical	

framework,	we	see	a	connection	between	the	different	components	as	illustrated	in	fig-

ure	7	below.			
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FIGURE	7	

Working	towards	an	inclusive	environment	

	
	

We	identify	this	connection,	because	the	approach	taken	to	diversity	defines	the	way	of	

conducting	diversity	management.	 Then	 in	 practising	diversity	management,	 diversity	

initiatives	are	made	with	the	aim	of	enhancing	the	feeling	of	inclusivity,	which	ideally	in	

the	end	should	provide	a	more	inclusive	environment.	Also,	as	expressed	in	section	1.1,	

we	 find	 it	 necessary	 to	 theoretically	 assess	 and	 investigate,	 in	 relation	 to	 our	 results,	

what	diversity	 initiatives	 and	an	 inclusive	 environment	 actually	 constitute.	This	 is	 be-

cause,	only	if	we	understand	the	constituents	of	the	two	constructs,	we	can	find	the	ef-

fect	diversity	initiatives	have	on	the	perception	of	an	inclusive	environment	as	per	our	

research	question.		
 

Relating	to	 Brewer’s	 (1991)	 optimal	 distinctiveness	 theory	 (in	 section	 2.2),	 it	 is	 im-

portant	to	note	that	in	order	to	achieve	inclusion,	organisational	members	must	feel	val-

ued	both	 in	 terms	of	uniqueness	and	belongingness.	We	 therefore	use	 the	optimal	dis-

tinctiveness	theory	as	an	extension	to	the	notion	of	inclusion.	Throughout	this	chapter,	

we	 find	 it	 necessary	 to	maintain	 consideration	 of	 and	 use	the	 two	 terms.	 This	 is	 done	

with	 the	 intention	 to	highlight	 the	relationship	between	CBS’	actions	and	 the	effect	on	

the	uniqueness	and	belongingness	of	organisational	members	and	 thus	 the	perception	

of	inclusion	within	the	environment.	Lastly,	we	make	efforts	establish	a	connection	be-

tween	 the	 perceptions	 of	 CBS’	 environment	 and	 the	 optimal	 distinctiveness	 theory	 to	

showcase	the	perceived	effect	of	diversity	initiatives	on	inclusion	(in	section	7.6).	 

	 

AN INCLUSIVE ENVIRONMENT 

DIVERSITY INITIATIVES 

DIVERSITY MANAGEMENT 

DIVERSITY APPROACH 



Deb	&	Øyås	 	 May	15th,	2019	

	 87	

Throughout	our	discussion	 chapter,	we	uphold	an	 awareness	of	 our	 interpretive	para-

digm.	Herein,	 the	 hermeneutic	 circle	 is	 relevant,	 since	 it	 is	 an	 ongoing	process,	which	

puts	 data	 into	 contexts.	 The	 research	 objective,	 therefore,	 correlates	 with	 interpre-

tivism,	which	attempts	to	sense-make	the	why	and	how	regarding	the	applicability	and	

significance	of	the	subject	matter	–	namely	the	perception	of	an	inclusive	environment. 
   

The	data	considered	for	this	section	takes	departure	in	the	results	chapter	(in	section	6)	

and	builds	on	further	from	the	codebook	(appendix	3).	We	make	use	of	the	perceptions	

of	our	interviewees	both	in	the	form	of	quotes,	as	well	as	general	overall	interpreted	as-

sumptions	gained	 through	hermeneutic	and	 interpretive	examination	 to	exemplify	 the	

points	of	discussion.	Here	 it	 is	 also	 important	 to	note	 that	any	 references	made	below	

towards	 actions	 taken	 by	 CBS	 are	 reflections	 of	 the	visible	and	transparent	 diversi-

ty	efforts	–	or	the	lack	thereof	–	perceived	by	our	respondents.		 

7.1 Diversity	Approaches	
In	order	to	investigate	diversity	initiatives	as	per	our	research	question,	we	find	it	rele-

vant	 to	 examine	 the	 approaches	CBS	 is	perceived	 to	 take	 towards	diversity.	This	 then	

shows	the	areas	in	which	they	place	their	focus	of	their	diversity	initiatives	to	be	under-

taken.	We	explore	their	approaches	towards	diversity	through	considering	their	defini-

tions	of	diversity	and	their	group-	and	individual-level	approach	to	diversity.		 

	 

Considering	definitions	of	diversity,	most	of	our	interviewees	spoke	of	diversity	in	terms	

of	gender,	racial	or	ethnic	differences	as	well	as	national	origin.	These	diversity	associa-

tions	are	visible	and	 trackable	assets	and	 therefore	 fall	 into	 the	division	of	 the	narrow	

category-based	 diversity	 definition.	 However,	 most	 of	 our	 interviewees	 also	 chose	 to	

include	 sexual	 orientation	 as	 part	 of	 CBS’	 diversity,	 which	 is	 more	 in	 relation	 to	 the	

broad	 category-based	 diversity	 definition,	 as	 sexual	 orientation	 is	 not	 a	visible	trait.	 A	

few	of	our	interviewees	noted	other	invisible	diversity	traits	as	outlined	in	section	6.1.4.	

Here,	D5	talks	about	personality	traits	as	being	a	form	of	diversity	to	consider,	D2	notes	

how	sexual	and	religious	orientation	is	non-trackable	in	an	institution	like	CBS	and	D4	

makes	a	point	about	single	parents	being	a	part	of	the	diversity	pool.			 

		 

As	most	of	our	interviewees	expressed,	there	is	a	specific	culture	of	CBS	that	organisa-

tional	members	typically	can	recognise.	By	focusing	on	diversity	in	terms	of	the	above-

mentioned	traits,	 it	can	be	said	that	generally	CBS	holds	a	minority-majority	group	ap-

proach,	wherein	there	is	a	large	majority	group	with	most	influence	and	smaller	minori-
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ty	 groups	 that	 can	 be	 distinguished	 based	 on	 the	visible	and	 invisible	diversity	 traits.	

They	therefore	do	not	view	diversity	as	based	on	a	conceptual	rule	(as	presented	in	sec-

tion	4.1.3).		

	

To	view	diversity	as	a	conceptual	rule,	they	would,	rather	than	looking	at	the	in-group	

and	 out-group	 aspects,	have	 to	look	 at	 diversity	 as	 something	 that	 all	 organisational	

members	 have,	 as	 each	 individual	 has	 their	 own	 set	 of	worldviews	 to	make	 them	 di-

verse.	D4	 does,	 though,	 refer	 to	 diversity	 as	 a	 conceptual	 rule,	when	 they	 say,	 "every-

body's	 different,	 you	know,	at	 the	 end	of	 the	day	an	 inclusive	 environment	affects	 every-

body	for	the	better."	This	is	a	more	complex	diversity	approach;	however,	it	is	also	per-

ceived	to	be	more	inclusive	as	it	encompasses	every	organisational	member.	Diversity	in	

this	instance	thus	becomes	less	trackable	and	harder	to	manage.	 

		 

Generally,	we	find	that	most	interviewees	view	diversity	based	upon	the	narrow	catego-

ries,	but	there	are	references	to	invisible	traits,	which	makes	it	broader.	This	thus	means	

that	when	diversity	 initiatives	 are	 created,	 they	 are	 likely	made	 to	make	 the	minority	

groups	feel	more	included	in	the	organisational	culture	at	CBS	and	not	based	upon	each	

member’s	 ontological	 perceptions	 as	 per	 the	 conceptual	 rule.	The	 use	 of	 the	 diversity	

approach	 is,	 therefore,	a	way	 for	 the	organisation	and	 its	members	 to	determine	what	

uniqueness	is	within	the	culture.	 

			 

It	is	also	relevant	to	view	CBS’	approach	to	diversity	as	per	Gröschke’s	(2016)	individual	

and	 the	 group-level	 diversity.	 In	 relation	 to	 the	 individual-diversity,	 our	 interviewees	

remark	their	perceptions	of	visible	and	invisible	diversity.	The	group-level	is	also	noted	

in	the	perceptions	of	our	interviewees.	Here,	the	notion	of	in-group	and	out-group	is	rel-

evant,	because	most	of	our	interviewees	noted	diversity	in	terms	of	the	majority	group	

and	minority	groups.	As	an	extension	of	Gröschke's	(2016)	group	and	 individual	 levels	

comes	the	notion	of	subjective	and	objective	diversity.	In	describing	the	diversity	at	CBS,	

most	 of	 our	 interviewees	 define	 it	 by	 using	visible	and	 invisible	diversity	 attributes	 to	

describe	diversity	objectively.	Subjective	diversity	refers	to	the	subjective	perceptions	of	

diversity.	 As	we	 investigate	 diversity	 from	 the	perceptions	 of	 our	 interviewees,	we	 as	

researchers	 are	 primarily	 concerned	with	 the	 subjective	 diversity	 contrary	 to	 our	 re-

spondents.	 

	 

Another	important	aspect	to	the	diversity	approach	taken	by	CBS	can	be	viewed	in	rela-

tion	 to	 the	 importance	of	diversity	as	described	Anca	&	Vasquez	 (2007)	 (presented	 in	
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section	 4.1.5).	 Herein,	 they	 highlight	 the	 importance	 of	 an	 organisation	 reflecting	 the	

outside	demography	and	expectations	of	the	society.	We	can	relate	this	to	how	our	re-

spondents	note	that	CBS	must	mirror	the	diverse	world	outside	the	buildings	of	CBS	(in	

section	6.2.6).	Our	respondents	therefore	expect	CBS	to	take	an	approach	towards	their	

initiatives	in	a	manner	that	mirrors	that	of	the	outside	world.		 

7.2 Diversity	Management		

A	second	 focus	 area	within	our	discussion	 is	diversity	management.	We	 find	diversity	

management	to	be	a	relevant	notion	to	consider	as	it	relates	to	the	operation	of	diversity	

and	also	initiate	diversity	initiatives	(discussed	in	section	7.3).	In	this	section,	we,	there-

fore,	focus	on	the	specific	traits	of	managing	diversity	and	the	approaches	to	managing	

diversity.	 The	 primary	 focus	 on	 diversity	 in	 this	 section	 is	 placed	 upon	

the	visible	and	transparent	actions	taken	by	CBS	viewed	by	our	respondents.				

7.2.1 Characteristics	of	Managing	Diversity		

As	we	described	 in	our	theory	section,	Gröschke	(2016)	defined	diversity	management	

as	 the	management	of	processes	 rather	 than	numbers	 (in	 section	4.3.1).	 In	 relation	 to	

the	cultural	and	structural	aspects	presented	in	our	results	(section	6.1.7	and	6.2.6),	it	is	

evident	that	there	are	some	processes	within	CBS	that	are	considered	in	terms	of	diver-

sity.	Herein,	both	the	fact	that	a	shift	towards	more	diversity	and	inclusion	has	occurred	

and	that	top	management	to	an	extent	is	involved	in	the	cultural	change	contributes	to	

the	management	of	processes.	As	D2	points	out:	"How	do	we	work	with	a	big	organiza-

tion	like	this	to	make	a	change,	which	is	not	just	a	cosmetic	change,	but	at	the	end	of	the	

day	 aiming	 for	 a	 changed	mindset	 to	 change	 the	 culture?"	It	 is	 clear	 that	 CBS	employs	

procedural	considerations	towards	their	objective	concerning	diversity	and	inclusion.	It	

should,	 however,	 be	 noted	 that	 D2	 also	 pertains	 that	 CBS	 does	 track	 their	 diversity	

through	 attributes	such	 as	 age,	 nationality	 and	 gender.	 Thus,	 CBS	 manages	 diversi-

ty	primarily	through	processes,	but	also	considers	diversity	management	through	avail-

able	numbers.		

			

The	focus	of	diversity	management	(explained	in	section	4.3.1)	involves	enhancing	equal	

opportunities	 by	 creating	 an	 inclusive	 organisation	 that	 values	 every	 organisational	

member.	 In	 relation	 to	 this,	 D2	 expresses	 that	 CBS	 aims	 to	 have	 a	 perspective	“where	

there’s	room	for	more	than	one	type	of	individual.”	The	quote	refers	to	diversity	manage-

ment	as	a	way	of	promoting	uniqueness	and	plurality	of	individuals	and	the	acceptance	

of	it	with	the	intention	of	valuing	each	individual	organisational	member	–	which	there-

by	can	increase	equal	opportunities	within	the	organisation.			
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In	terms	of	the	specific	diversity	management	characteristics	(in	section	4.3.1),	the	first	

characteristic	of	diversity	management	being	voluntary	is	evident	at	CBS	with	the	diver-

sity	and	inclusion	agenda	not	being	obligatory	in	institutions	from	a	legislative	point	of	

view.	Additionally,	from	a	student	perspective,	CBS	Diversity	and	Inclusion	is	a	student	

organisation	established	and	run	on	voluntary	action.				

			

The	 second	 characteristic	 concerns	 adopting	 a	 broad	 category-based	 diversity	 defini-

tion,	 and	 as	 is	 explained	 previously	 (in	 section	 7.1),	 CBS	 does	 so.	 As	 per	Mor	Barak	

(2005),	adopting	this	type	of	definition	allows	the	organisation	to	reap	the	benefits	of	a	

diversity	conscious	organisation.				

			

The	 final	 characteristic	 of	 diversity	management	 is	 that	 it	 produces	 tangible	 benefits.	

Whilst	our	interviewees	did	not	explicitly	perceive	any	tangible	benefits,	we	assume	this	

to	be	a	situation	that	will	become	more	highlighted	following	further	efforts	of	diversity	

management	at	CBS,	 as	 the	objective	of	 this	 characteristic	 is	 to	be	used	 in	accordance	

with	strategy	to	tap	into	the	full	potential	of	the	organisational	members.	However,	D2	

states	that	in	relation	to	diversity	management,	"there	is	some	focus	on	this	in	key	areas,	

such	as	scouting,	attracting	talent,	retaining	talent,	promoting	etc.	So,	at	that	level,	every-

one	knows	that	 it's	 there	 -	in	a	very	tangible	way."	 There	 are	 thus	 tangible	 diversity	 ef-

forts	 noticeable,	 but	 we	 do	 not	 yet	 identify	 expressions	 of	 tangible	 benefits.	 We	 can,	

therefore,	suggest	that	CBS	does	conduct	diversity	management	within	the	organisation,	

but	may	need	further	efforts	to	produce	tangible	benefits.		

7.2.2 Diversity	Management	Paradigms		

This	 leads	us	on	 to	 the	paradigms	 that	are	used	 to	approach	diversity	management	at	

CBS	and	used	to	assess	the	aim	of	diversity	implementation.	As	discussed	previously	(in	

section	6.1.7	and	6.2.6),	 a	 lot	of	our	 interviewees	express	how	 the	diversity	agenda	at	

CBS	 involves	an	alteration	 in	culture	and	structure.	This	aligns	with	Thomas	and	Ely's	

(1996)	learning-and-effectiveness	paradigm	because	this	paradigm	focuses	on	changing	

the	organisational	culture	and	structures.	Additionally,	this	paradigm	aims	at	integrating	

more	perspectives	into	the	general	discourse	of	the	organisation.	This	relates	to	how	N4	

experiences	 that	 "diversity	would	bring	a	great	deal	of	different	thinking	to	the	academ-

ics."	CBS	is	viewed	as	seemingly	inclusive	(as	identified	in	section	6.3),	but	as	D3	notes,	

"we	do	still	have	cases	where	people	feel	that	CBS	is	not	as	inclusive	as	we	would	like	it	to	

be.”	This	potentially	indicates	that	CBS	aspires	to	become	more	inclusive	and	strives	to	
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reach	the	state	of	the	inclusive	and	transformative	paradigm	that	focuses	on	fostering	an	

even	more	inclusive	organisation	and	fairer	environment.		

			

A	diversity	management	HR	paradigm	encompasses	four	different	approaches	–	diversi-

ty	enlargement,	diversity	sensitivity,	cultural	audit	and	strategy	for	achieving	organisa-

tional	outcomes	(explained	in	section	4.3.3).			

	

Considering	diversity	enlargement,	we	 find	 this	approach	 in	 terms	of	 international	 re-

cruitment	 due	 to	 its	 focus	 on	 increasing	 representation	 of	 organisational	members	 of	

different	cultural	backgrounds	(as	found	in	section	6.1.3).	This	is	a	way	of	enhancing	the	

plurality	and	encouraging	additional	unique	perspectives	into	the	organisation.			

			

Diversity	 sensitivity	 involves	 undertaking	 inclusive	 communication	 and	 discourse	 to	

improve	 understanding	 amongst	 organisational	 members	 from	 various	 cultural	 back-

grounds	(Kossek	&	Lobel,	1996).	This	notion	can	be	related	to	the	use	of	discourse	and	

dialogue	at	CBS	(as	presented	in	section	6.1.4)	in	relation	to	changing	mind-sets	within	

the	organisation.	This	is	a	way	of	improving	the	understanding	of	organisational	mem-

bers	of	the	diversity	agenda.	CBS	thereby	uses	diversity	sensitivity	and	makes	efforts	to	

promote	the	acceptance	of	people’s	uniqueness.		

		

Cultural	 audit	 is	 a	 third	 approach	 in	 the	 diversity	management	 HR	 paradigm	 and	 in-

volves	understanding	and	 investigating	why	 the	organisational	 structures	are	 the	way	

they	are,	and	how	they	can	act	as	a	barrier	to	diversity.	This	is	exactly	what	D1	attempts	

to	do	when	they	delegate	efforts	towards	understanding	what	hinders	women	from	ca-

reer	development	at	CBS.		Cultural	audit	is	thereby	a	way	for	CBS	to	review	the	internal	

structures	to	ensure	that	they	pertain	to	the	organisation’s	acceptance	of	uniqueness.		

			

The	 fourth	 and	 final	 approach	 concerns	 the	 strategy	 for	 achieving	 organisational	 out-

comes.	 This	 approach	 attempts	 to	 find	 a	 linkage	 between	 diversity	 management	 and	

preferred	 individual	 and	 organisational	 outcomes.	 D5	 refers	 to	 this	 fourth	 approach	

when	 they	 link	 diversity	management	 to	 the	 ideal	 that	 it	 improves	 "the	 learning	envi-

ronment	 for	 students	 and	 the	work	 environment	 for	 staff."	 Also,	 diversity	 management	

within	CBS	is	conducted	with	the	aim	of	making	the	environment	more	diverse	and	in-

clusive.	These	can	be	said	to	be	valuable	organisational	outcomes	for	CBS.	However,	as	

determined	 in	 the	 previous	 section	 (section	7.2.1),	 our	 interviewees	 did	 not	 explicitly	

express	any	tangible	benefits	of	diversity	management.			
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In	relation	to	the	multicultural	organisational	paradigm	(section	4.3.3),	 it	can	be	 inter-

preted	that	CBS	currently	has	a	plural	organisational	form	as	minority	groups	are	repre-

sented	 within	 its	 workforce,	 but	 they	 are	 less	 represented	 amongst	 managerial	 posi-

tions.	This	is	evident	when	D3	notes,	"if	you	look	at	it	based	on	the	numbers,	we	are	pretty	

diverse	[…]	But	then	when	you	start	scratching	the	surface	you	see	that	CBS	is	still	locked	

into	some	fairly	stereotypical	gender	norms.	For	example,	with	management,	we	have	nev-

er	had	a	female	Dean	as	President.	[…]	If	you	look	at	the	heads	of	departments,	there	are	

about	 as	 many	 heads	 of	 department	 called	 Carsten	 as	 there	 are	 female."	 Additionally,	

based	upon	our	results	(presented	in	section	6),	we	can	deduce	that	through	the	diversi-

ty	initiatives	-	especially	regarding	gender	diversity	-	efforts	are	made	towards	attempt-

ing	 to	 reach	 the	multicultural	 organisation	 stage.	This	 stage	 incorporates	 all	 organisa-

tional	members	truly	and	equally	and	thus	 is	a	suitable	assumption	for	CBS'	 future	de-

sired	state.		

7.2.3 Diversity	Management	Tools		

To	further	investigate	the	diversity	management	conducted	by	CBS,	it	is	relevant	to	con-

sider	Anca	and	Vasquez’	(2007)	diversity	management	tools	that	describe	the	organisa-

tional	 level	of	diversity	(in	section	4.3.3.1).	Here,	 it	 is	 illustrated	how	in	organisational	

diversity	management,	there	are	two	different	contradicting	forces:	The	need	to	include	

the	potential	of	the	individual	members	and	the	need	for	a	corporate	uniformity.	This	is	

also	a	challenge	within	CBS	that	D1	deals	with,	when	they	say,	“it’s	a	balance	trying	to	be	

inclusive	but	also	doing	what	is	best	practice.”			

			

Within	the	organisational	level	of	the	diversity	management	framework,	it	is	noted	that	

there	 is	no	specific	way	of	conducting	diversity	management	and	fits	with	D2’s	way	of	

noting:	"it	takes	a	lot	of	time	–	it	is	damn	complex."	Despite	there	not	being	a	specific	way	

of	 conducting	 diversity	 management,	 Anca	 and	 Vasquez	 (2007)	 recommend	 some	

tools.				

		

The	first	tool	involves	mapping	HR	data	and	considering	employee	perceptions.	As	per	

D2,	this	is	also	to	an	extent	done	at	CBS	in	their	tracking	of	the	various	diversity	dimen-

sions	 such	 as	 gender,	 age	 and	 nationality	 and	 their	 research	 of	 employee	 perceptions	

through	anecdotes	and	a	small	number	of	research	projects.	This	tool	is	therefore	used	

to	manage	the	attributes	of	diversity,	which	is	a	way	of	maintaining	consciousness	of	the	

plurality	of	members	within	the	organisation.			
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The	second	tool	is	the	policies	of	human	resources.	This	tool	focuses	on	organisational	

members’	flexibility	and	their	career	development.	Our	interpretation	of	our	interview-

ees’	perceptions	allows	us	to	assume	that	CBS	likely	does	not	employ	this	tool	to	a	signif-

icant	extent	as	exemplified	in	our	results	section	(section	6)	including	D4’s	remark	that	

say	“I	don't	think	we	are	inclusive	enough	in	relation	to	career	development	for	academics	

here.	We're	really	 failing	on	the	gender	gap	for	academic	progression.”	There	 is	 thus	 ex-

pressed	a	need	for	the	implementation	of	specific	policies	that	foster	the	equal	opportu-

nities	of	minority-group	members	in	terms	of	career	development.		

			

The	third	tool	concerns	leadership	commitment	to	the	diversity	management	objective.	

This	is	demonstrated	in	practice	by	the	creation	of	positions	in	the	organisation	specifi-

cally	dedicated	towards	diversity	and	the	monitoring	of	diversity	practises.	This	is	done	

at	CBS	through	the	position	of	the	Equal	Opportunities	Officer	where	the	position,	as	per	

D2,	has	"a	role	to	play	in	the	overall	strategy	of	CBS	in	developing	the	diversity	and	inclu-

sion	area".	D2	also	mentions	that	 the	role	requires	direct	reporting	to	 the	President	of	

the	organisation.	This	 links	closely	 to	 the	 involvement	of	 top	management	 in	diversity	

initiatives.	Another	way	in	which	top	management	is	involved	with	diversity	initiatives	

at	CBS	is	through	their	establishment	of	and	participation	in	the	CBS	Council	for	Diversi-

ty	 and	 Inclusion.		 According	 to	 Anca	 and	 Vasquez	 (2007),	 the	 promotion	 of	 diversity	

must	be	extended	to	all	areas	of	the	organisation	and	led	by	the	organisation's	top	man-

agement,	which	we	can	see	that	CBS	makes	efforts	to	do.		

7.3 Diversity	Initiatives		
In	order	for	us	to	answer	our	research	question,	it	is	imperative	that	the	diversity	initia-

tives	perceived	by	our	respondents	are	discussed.	The	diversity	management	of	an	or-

ganisation	and	the	diversity	initiatives	taken	are	closely	linked	as	diversity	management	

initiate	and	operate	diversity	 initiatives.	When	considering	initiatives,	 a	more	 intrinsic	

perspective	of	the	organisation	is	used.	Here,	the	focus	is	geared	towards	internal	efforts	

that	are	in	place	with	the	aim	of	building	an	organisational	culture	that	fosters	an	inclu-

sive	 environment.	 Both	 the	 diversity-focused	 and	 the	 non-diversity-focused	 groups	

made	references	 to	specific	 initiatives	undertaken	by	CBS	towards	diversity	and	 inclu-

sion,	which	will	be	discussed	in	this	section.	As	addressed	in	our	theoretical	framework	

(section	 4.4.1),	Mor	Barak	 (2005)	 divides	 diversity	 initiatives	 into	 five	 distinct	 catego-

ries	–	management	leadership,	education	and	training,	performance	and	accountability,	

work-life	balance,	and	career	development	and	planning.	Amongst	these,	we	found	per-
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ceptions	of	diversity	initiatives	related	to	management	leadership,	education	and	train-

ing	and	career	development	and	planning.				

			

Regarding	management	 leadership	 initiatives,	 this	entails	 top	management	taking	on	a	

leading	 position	 concerning	 significant	 diversity	 endeavours.	 In	 the	 case	 of	 CBS,	 N2	

mentions	 leadership	attendance	 in	Pride	(in	section	6.2.6),	which	gives	the	 impression	

that	the	initiatives	are,	as	N2	puts	it,	“very	supported.”	Additionally,	D2	mentions	senior	

management	 involvement	 in	 diversity	 initiatives	 as	 being	 something	 that	 is	 highly	 re-

garded,	since	“the	signals	that	come	from	top	management	will	affect	the	way	everyone	in	

the	organization	orients	themselves”	and	that	“there	are	a	lot	of	places,	where	recommen-

dations	 and	 changes	 have	 been	 made.	 Everyone	 who's	 in	 middle	 management	 and	 top	

management	knows	 them.”	 Likewise,	N3	 notes,	 “also	 in	relation	 to	 the	management,	no	

matter	what	department,	they	will	always	tour	around	the	school	every	time	there's	a	new	

initiative	or	something	like	that	and	then	people	get	to	come	with	their	input	to	it”.	Not	all	

our	interviewees	feel	that	there	is	enough	support	from	top	management,	however.	N5	

says,	“it’s	not	the	responsibility	of	the	students	to	make	sure	that	diversity	and	inclusion	is	

a	thing.	It	has	to	be	like	a	top-down	approach,	so	it’s	the	responsibility	of	the	leadership	at	

CBS,	and	they	don’t	 lift	 the	responsibility.”	 Thus,	 senior	management	 can	 be	 seen	 to	 be	

taking	a	leading	position	in	some	perceptions,	but	in	others’	it	is	not	regarded	as	enough.	

Also,	leadership	commitment	can	relate	to	Ferdman	and	Deane’s	(2013)	notion	of	lead-

ership	 acting	 inclusively	 (in	 section	 4.4.2,	table	3).	 To	 have	 this	 type	 of	 management	

leadership	initiative	can	therefore	be	seen	as	a	way	for	CBS	to	practise	inclusive	behav-

iours.			

		

The	 second	 grouping	 of	 diversity	 initiatives	 as	 per	Mor	Barak	 (2005)	 concerns	 educa-

tion	and	training.	This	too	is	applicable	to	the	research	case.	N1	explains	that	"I've	been	a	

union	representative,	and	there	there's	a	lot	of	talk	about	being	inclusive	and	I	think	both	

management	and	the	union	representatives	are	doing	a	 lot	to	make	CBS	more	 inclusive."	

D2	mentions	employees	being	present	at	a	"roadshow	when	we	talk	about	diversity	and	

inclusion,"	which,	thus,	is	a	way	of	sharing	diversity	awareness.	Another	way	of	educat-

ing	organisational	members	is	through	the	events	on	campus.	D2	gives	examples	of	In-

ternational	 Women's	 Day	 and	 Diversity	 Day	 as	 ways	 of	 educating	 and	 sharing	

knowledge	 about	 diversity	 and	 inclusion	 at	 CBS.	There	 is	 therefore	 a	 focus	 on	 raising	

awareness	 about	 the	 diversity	 agenda	within	 CBS,	 but	 specific	workshops	 or	 training	

programs	were	not	identified.		
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Career	development	and	planning	is	the	third	grouping	of	diversity	 initiatives	wherein	

we	 found	 relevant	 perceptions	 from	 our	 interviews.	 This	 grouping	 concerns	 ensuring	

fair	promotion	opportunities	for	underrepresented	groups.	Regarding	CBS,	D4	finds	that	

"it	is	super	hard	for	women	to	move	up	career-wise."	This	 is	expressed	as	one	of	the	key	

challenges	of	CBS	as	well	as	an	area	of	focus.	D2	notes,	"internally	in	the	business	school	

there	is	still	a	split	–	both	in	terms	of	area,	but	also	if	we	look	beyond	at	the	career	trajec-

tories.	One	of	my	jobs	is	to	look	at	these	internal	structures	that	are	gendered.	[…]	And	do	

we	accept	that	even	in	this	organisation,	men	are	more	likely	to	proceed	into	managerial	

positions?	Do	we	accept	that?	That	is	the	journey	that	we	embarked	upon."	They	then	go	

on	 to	 say	 that	 CBS	 has	 begun	 "to	 implement	measures	within	middle	management	and	

faculty	that	will	agenda	our	position."	Thus,	it	can	be	perceived	that	diversity	initiatives	

are	 in	 place	 at	 CBS	 regarding	 career	 trajectories.	 These	 initiatives	 however,	 are	 not	

without	their	criticisms,	with	for	example	D3	explaining,	"the	CDI	went	around	to	differ-

ent	departments	promoting	their	agenda,"	where	 "one	guy	asked,	 ‘Will	 this	mean	that	 if	

you	 get	 your	 way,	 it	 will	 be	 harder	 for	 me	 as	 a	 man	 to	 become	 a	 professor?'	 And	

they	actually	said	yes,	it	does	mean	it	will	become	harder,	but	right	now	it	is	also	way	easi-

er	for	you	and	that's	not	something	that	is	being	talked	about."	Others	are	also	frustrated	

over	 the	 time	 taken	 to	 notice	 a	 significant	 change	 towards	 inclusion	(as	 per	 section	

6.1.6).	 However,	 D2	 refutes	 that	 it	 is	 a	 lengthy	 process	 to	 implement	 these	 initiatives	

and	for	them	to	be	noticeable	due	to	the	complexity	of	diversity	and	 inclusion	and	the	

slow	turnover	rates	of	positions	within	the	organisation.		

			

The	above-mentioned	groupings	of	diversity	initiatives	can	be	perceived	as	more	intan-

gible	ones.	Tangible	initiatives	perceived	by	our	interviewees	include	CBS’	involvement	

in	Pride	and	the	installation	of	all-gender	toilets	with	N3	mentioning	that	they	were	pos-

itively	 surprised	 by	 “CBS	 putting	 that	 much	 money	 or	 time”	 towards	 such	

tives.		This	relates	to	the	additional	costs	of	creating	a	more	diverse	and	inclusive	envi-

ronment	 presented	 by	 Emma	 (2018),	 which	 are	 short-term	 costs,	 but	 costs	 that	 are	

worth	incurring	for	the	benefit	of	the	long-term.						

			

Whilst	 there	 is	 seemingly	 strong	 support	 and	 focus	 on	 diversity	 initiatives	 from	 top	

management,	staff	and	students,	we	did	also	identify	instances	where	our	interviewees	

perceived	 resistance	 towards	 these	 initiatives	 (in	 section	6.1.6	 and	6.2.5).	Green	 et	 al.	

(2012)	note	that	one	of	the	greatest	barriers	to	organisational	diversity	is	negative	atti-

tudes,	 and	 Emma	 (2018)	 describes	 reluctance	 to	 change	 as	 a	 barrier	 as	 well.	 Here,	

the	transparency	of	the	initiatives	implemented,	and	the	benefits	thereof,	could	be	high-
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lighted	 as	 a	 way	 of	 overcoming	 this	 barrier.	 However,	 the	 acknowledgement	 and	 en-

gagement	of	resistance	is	a	way	for	the	top	management	to	practise	inclusive	behaviour	

(as	described	in	section	4.4.2,	table	3).	CBS	can	thus	both	view	the	resistance	from	some	

organisational	members	as	a	hindrance,	but	also	as	an	opportunity	to	act	inclusively.			

7.3.1 Organisational	Development		

When	transforming	a	culture	from	exclusive	to	inclusive,	an	organisation	must	consider	

their	 internal	 and	 external	 communication.	 Communicative	 aspects	 are	 important	 to	

consider	because	as	Ferdman	and	Deane	(2013)	state,	efforts	towards	diversity	and	in-

clusion	gain	more	support	and	integrity	when	there	is	an	alignment	with	a	strong	com-

munication	strategy.	From	our	results	on	cultural	and	structural	aspects	(in	section	6.1.7	

and	 6.2.6),	we	 found	 that	 our	 interviewees	 perceived	 a	 shift	 in	 organisational	 culture	

towards	 increased	 diversity	 and	 inclusion.	 This	 thus	 relates	 to	 Ferdman	 and	 Deane's	

(2013)	 notion	 of	 organisational	 development	(in	 section	 4.4.3),	 which	 encompasses	

three	distinct	stages	–	the	early	stage,	the	middle	stage	and	the	advanced	stage.	The	type	

of	communication	on	diversity	and	inclusion	undertaken	by	CBS	determines	the	stage	in	

which	an	organisation	is	situated.		

			

In	 the	early	 stage	of	organisational	development,	 resistance	 is	 something	an	organisa-

tion	might	 experience	 and	 as	 previously	mentioned	 (in	 section	 7.3),	 our	 interviewees	

perceive	 there	 to	 be	 some	 resistance	 regarding	 the	 diversity	 initiatives	 taken	 and	

the	visibility	of	 these.	The	early	 stage	 requires	 the	 top	management	 to	 support	 the	di-

versity	and	inclusion	agenda	to	achieve	organisational	development	(Ferdman	&	Deane,	

2013).	As	previously	mentioned,	(in	section	7.3),	top	management	of	CBS	is	perceived	to	

be	 supportive	 and	 initiating	of	 the	 cultural	 change.	Also,	 the	 focus	within	 this	 stage	 is	

more	 equal	 opportunities-oriented	 rather	 than	 diversity	 and	 inclusion	 oriented	

(Ferdman	&	Deane,	2013).	This	can	somewhat	also	be	viewed	as	being	the	case	with	the	

focus	 of	 gender	 diversity,	 because	 as	mentioned	 (in	 section	 6.1.2),	 there	 is	 a	 focus	 on	

closing	the	gender	gap	and	creating	equal	opportunities	for	women	at	CBS.	It	can	thus	be	

determined	that	CBS	as	an	organisation	certainly	falls	within	the	early	stage	of	organisa-

tional	development.		

			

However,	we	can	also	identify	some	traits	of	the	middle	stage	in	the	perceptions	of	our	

interviewees.	One	of	the	aspects	is	the	fact	that	in	the	middle	stage,	there	is	a	lot	of	focus	

on	 cultural	 change,	where	 the	 organisation	moves	 beyond	 being	 reactive	 (Ferdman	&	

Deane,	2013).	It	is	evident	that	our	respondents	perceive	a	cultural	change.	Additionally,	
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the	 practice	 of	 diversity	management	 is	 an	 aspect	 of	 the	middle	 stage.	 As	 determined	

previously	(in	section	7.2),	CBS	is	perceived	to	practice	diversity	management	for	exam-

ple	 in	 terms	 of	 various	 diversity	 initiatives	 that	 enhance	 the	 perception	 of	 inclusion.	

Therefore,	CBS	is	perceived	to	be	progressing	towards	the	middle	stage	of	organisation-

al	development.	To	achieve	 the	advanced	stage	of	organisational	development	 (in	sec-

tion	4.4.3.3),	they	still	have	considerable	advancements	to	make.		

7.4 Inclusivity	
In	 the	 above	 sections,	 we	 discussed	 the	 analysed	 results	 in	 relation	 to	 diversity	 ap-

proaches	and	diversity	management.	The	second	part	of	our	research	question	pertains	

to	an	inclusive	environment.		It	is	thus	relevant	to	look	at	the	inclusivity	in	the	research	

context	perceived	by	our	respondents.			

	

Diversity	and	inclusion	are	naturally	 linked	together	 in	organisational	contexts.	This	 is	

because	as	previously	mentioned	(in	section	4.2),	"diversity	without	inclusion	does	not	

work"	 (Miller	&	Katz,	2002,	p.	17).	Taken	 into	 the	context	of	CBS,	D2	also	agrees	with	

this	sentiment	when	they	say,	"diversity	only	makes	sense	if	you	also	have	inclusion".	In	an	

organisational	 context,	Shore	et	al.	 (2011)	define	 inclusion	as	 "the	degree	 to	which	an	

employee	perceives	 that	he	or	she	 is	an	esteemed	member	of	 the	work	group	through	

experiencing	 treatment	 that	 satisfies	 his	 or	 her	 needs	 for	belongingness	 and	 unique-

ness"	(p.1265).	This	sentiment	indicates	that	inclusivity	is	dependent	on	the	subjective	

perspectives,	 and	 thus	 confirms	 that	 it	 is	 applicable	 for	 us	 to	 consider	 inclusivity	 in	

terms	 of	 the	 perceptions	 of	 interviewees.	 This	 definition	 also	makes	 the	 case	 that	 the	

organisation's	treatment	of	its	members	can	affect	the	feeling	of	inclusion	or	exclusion.			

		

In	section	4.2,	we	presented	Ferdman	and	Deane's	(2013)	model	of	 inclusion	as	a	sys-

temic	and	dynamic	process	 (figure	2).	This	model	 showed	 firstly	 that	 inclusive	values,	

policies,	practices	and	behaviours	made	by	society,	organisations,	 leaders,	workgroups	

and	 individuals	can	only	be	experienced	by	 individuals	and	social	 identity	groups.	The	

model	also	showed	that	there	is	a	dynamic	link	between	inclusive	practices,	policies	and	

behaviours	and	the	experience	of	inclusion,	in	that	they	continuously	affect	each	other	in	

an	on-going	process.	This	thus	allows	us	to	say	that	our	respondents'	perceptions	of	in-

clusion	are	affected	by	CBS's	values,	policies,	practices	and	behaviours	and	that	in	turn	

CBS's	values,	practices,	policies	and	behaviours	are	dependent	on	the	individual	experi-

ences	of	inclusion.				
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As	mentioned	 in	our	 theory	 (section	4.2),	 inclusion	 is	 viewed	both	 as	 a	process	 and	a	

condition.	In	the	following	section,	the	perceptions	regarding	CBS	will	be	used	to	discuss	

the	organisation	as	a	culture	of	inclusion.	Herein,	we	primarily	view	inclusivity	as	a	con-

tinuous	process	to	improve	the	environment	in	terms	of	uniqueness	and	belongingness.	

However,	we	also	view	it	as	a	condition	on	a	dimension	from	exclusive	to	inclusive	prac-

tices,	wherein	inclusivity	is	a	condition	hoped	to	be	achieved.			

7.5 A	Culture	of	Inclusion	
In	section	4.5,	we	illustrated	Pless	and	Maak's	(2004)	model	that	described	the	ways	in	

which	 organisations	 can	 create	 a	 diverse	 culture	 of	 inclusion	(in	 figure	 3).	 The	model	

encompasses	four	distinct	phases.	In	this	section,	we	attempt	to	use	this	model	to	assess	

the	culture	of	inclusion	transformation	at	CBS	using	these	four	phases.	This	is	done	with	

the	intent	to	discuss	the	diversity	efforts	made	by	CBS	in	relation	to	the	perceptions	of	

inclusion.	We	thus	discuss	these	efforts	in	relation	to	theory	to	both	understand	the	in-

clusivity	within	the	 efforts,	and	also	the	 effect	 the	 efforts	 have	 on	 the	 overall	 inclusive	

environment.			

7.5.1 The	First	Phase		

The	 first	phase	 towards	 a	 culture	of	 inclusion	 regards	 raising	 awareness,	 creating	un-

derstanding	 and	 encouraging	 reflection.	 The	 importance	 of	 this	 phase	 is	 therefore	

placed	 in	 the	way	 that	 discourses	 can	 change	 in	 an	 organisation	 towards	more	 inclu-

siveness.	As	recovered	in	this	paper's	conceptual	framework	(in	section	2.1),	according	

to	Fairhurst	and	Putnam	(2004),	 social	discourses	 shape	an	organisation.	Thus,	 for	an	

organisation	to	become	more	inclusive,	 it	 is	essential	that	the	social	discourse	must	be	

transformed.	This	 relates	 to	how	D2	works	with	diversity	within	CBS,	where	 they	 say	

that	 their	objective	 is	 to	alter	mindsets.	Additionally,	D2	emphasises,	 "I	use	discourse.	I	

use	dialogue.	Whenever	I	have	the	opportunity	with	other	organisational	members,	I	try	to	

focus	on:	Where	is	it	we	can	see	symptoms	of	something	which	is	not	right"	and	goes	on	to	

say	"you	primarily	use	discourse	–	that's	how	you	change	an	organisation."	Based	on	this,	

we	can	assume	that	CBS	has	commenced	an	on-going	discursive	 learning	process.	The	

way	in	which	D2	uses	dialogue	and	discourse	is	a	way	of	engaging	with	others	who	may	

not	share	the	same	ontological	perspective	and	is,	therefore,	an	approach	that	considers	

the	way	 in	which	 people	 perceive	 reality	 differently.	 Both	 discourse	 and	 dialogue	 are	

ways	in	which	CBS	attempts	to	raise	awareness	about	the	diversity	and	inclusion	agen-

da.	As	per	Ferdman	and	Deane	(2013),	the	use	of	dialogue	and	discourse	is	a	way	for	the	

leadership	to	act	inclusively	(in	section	4.4.2,	table	3).	By	raising	awareness	through	dis-

course,	CBS	can	be	perceived	to	practise	inclusive	behaviour.			
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Relating	 to	 this,	phase	one	 is	also	concerned	with	 the	need	to	establish	a	common	un-

derstanding	through	the	involvement	of	different	voices	within	a	discourse.	CBS	can	be	

viewed	to	invite	different	voices	into	the	organisation	by	having	a	diversity	enlargement	

approach	(as	discussed	in	section	7.2.2).	Also,	as	described	in	the	paragraph	above,	dis-

course	 is	 used	 in	 efforts	 to	 change	 mindsets	 and	 create	 a	 common	 understand-

ing.	Having	this	common	understanding	can	be	a	potential	way	of	creating	a	perception	

of	belongingness	 if	 all	 organisational	members	 feel	 that	 they	 share	or	 can	be	a	part	of	

this	understanding.			

7.5.2 The	Second	Phase		

Pless	 and	Maak	(2004)’s	second	 phase	of	 their	model	(section	 4.5.2)	is	 concerned	with	

developing	a	vision	of	 inclusion.	Hereunder	they	express	five	aspects	that	are	required	

to	be	considered	by	an	organisation.	We	identify	four	out	of	five	aspects	to	be	reflected	

in	the	context	of	CBS.	The	fifth	aspect	of	work-life	balance	 is	not	expressed	 in	the	per-

ceptions	of	our	respondents.			

			

Firstly,	regarding	the	creation	of	a	work	environment	that	 is	based	upon	respect	 to	all	

individuals	regardless	of	cultural,	social	and	ethnic	characteristics,	our	respondents	are	

divided	in	their	opinions.	Some,	like	N1,	believe	that	“there’s	respect	everywhere”,	whilst	

others	like	N5	don’t	believe	that	enough	efforts	regarding	respect	are	being	taken	for	the	

environment	 to	 be	 one	 that	 is	 fully	 inclusive.	Having	 a	 culture	 of	 respect	 includes	 the	

organisation	respecting	the	uniqueness	of	each	of	the	organisational	members	thereby	

enhancing	the	feeling	of	inclusion,	which	as	per	N5’s	perception	is	not	yet	the	case	with	

CBS.			

			

Secondly,	the	decision-making	process	is	considered	in	terms	of	the	allowance	of	vary-

ing	perspectives	to	be	included	in	it.	D4	finds	that	they	experience	implicit	bias	and	that	

it	 feels	 like	 "walking	around	 like	you	were	completely	 tattooed.	You	enter	 the	room	and	

you	enter	the	first	conversation	and	you	are	already	tattooed."	However,	D3	finds	it	rele-

vant	 to	 consider	 certain	 characteristics,	 such	 as	 cultural	 background,	 in	 the	 decision-

making	process,	 as	 "when	you	have	cultural	differences	in	a	group,	different	issues	come	

up	which	otherwise	might	not	have,	and	it	is	important	to	have	those	conversations."	From	

this,	 it	 is	 evident	 that	 having	 implicit	 bias	 affecting	 the	 decision-making	 process	 is	

frowned	 upon,	 however,	 cultural	 considerations	 are	 regarded	 as	 an	 important	 factor	

that	 further	 colours	 the	 conversation	 leading	 up	 to	 the	 decision-making	 process.	 D2	
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mentions,	 "talking	time	in	meetings	is	taken	up	by	a	certain	profile"	wherein	 the	certain	

profile	is	regarding	the	fact	that	"the	professors	tend	to	be	male,	which	means	that	males	

set	that	power	and	discourse."	D2,	 therefore,	supposes	 that	 there	 is	not	a	 lot	of	varying	

perspectives	included	in	the	decision-making	process	at	CBS.	D7	nonetheless	finds	that	

within	sub-groups	of	the	organisation	–	such	as	CBS	Diversity	and	Inclusion	Student	So-

ciety	–	 the	decision-making-process	 is	contrarily	"super	inclusive"	with	everybody	hav-

ing	 "the	 same	 right	 to	 say	 anything."	 The	 implicit	 bias	 experienced	 in	 the	 decision-

making	process	is	an	aspect	that	can	relate	to	the	overall	feeling	of	belongingness	to	the	

culture.	 This	 thus	 indicates	 that	 some	 organisational	 members	 may	 feel	

less	belongingness	to	CBS	as	they	differentiate	 from	other	members	and	do	not	 feel	 in-

cluded	in	the	common	culture.		

			

The	third	aspect	regards	equal	opportunities	for	all	 to	achieve	their	 full	potential.	This	

pertains	to	the	perceptions	of	a	culture	of	fairness	and	equality.	N3	notes	that	they	think	

“there	is	one	[culture	of	fairness	and	equality]	but	I	think	that's	because	it's	a	school.”	This	

means	that	being	an	educational	institution;	there	are	certain	regulations	to	be	followed	

to	ensure	that	all	students	are	treated	according	to	the	same	set	of	guidelines.	Regarding	

staff	and	management,	CBS	has	an	Equal	Opportunities	Officer	to	work	towards	an	envi-

ronment	where	 discrimination	 is	 not	 tolerated	 and	 to	warrant	 that	 all	 staff	 and	man-

agement	have	the	same	opportunities	to	advance	in	their	careers.	This	aids	in	establish-

ing	 the	 organisations	 acceptance	 of	 uniqueness	and	 is	 a	 way	 for	 the	 organisation	 to	

practise	inclusive	behaviour	(as	per	section	4.4.2,	table	4).			

			

The	fourth	aspect	involves	the	appreciation	of	organisational	member	contributions.	N3	

notes	 that	 “there's	a	lot	of	student	involvement	at	CBS	and	there's	also	a	lot	of	employee	

involvement	at	CBS.”	Thus,	organisational	members	are	perceived	 to	be	willing	 to	 con-

tribute	to	the	environment.	However,	this	aspect	also	regards	the	acknowledgement	of	

member’s	opinions.	N1	regards	the	opinions	to	be	highly	appreciated	and	points	out	that	

within	the	organisation,	there	are	various	methods	of	voicing	your	opinion.	N2	also	feels	

their	 opinions	 to	be	 appreciated,	 “but	to	a	certain	point.”	N4	 finds	 that	opinions	 are	 in	

fact	not	really	valued	and	that	whilst	there	are	class	representatives	who	can	take	your	

opinions	 further	 to	 the	management,	 there	 is	 not	much	visible	change	made	 based	 on	

the	opinions	voiced.	Thus,	it	can	be	determined	that	at	CBS	there	are	many	channels	that	

are	available	for	organisational	members	to	contribute	their	opinions	to,	but	some	find	

their	contributions	not	highly	valued.	As	belongingness	regards	the	validation	of	organi-

sational	members	(as	explained	in	section	2.2),	the	acknowledgement	of	organisational	
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member’s	 contributions	 is	 imperative	 to	 the	extent	 to	which	a	member	 feels	 that	 they	

are	included	within	the	organisational	culture.	This	indicates	that	for	CBS	to	further	the	

perception	 of	 an	 inclusive	 environment,	 they	must	be	 more	 accommodating	 towards	

varying	perspectives.			

7.5.3 The	Third	Phase		

The	aspects	mentioned	above	should	aid	 the	organisation	 in	developing	a	vision	of	 in-

clusion.	Within	 this	 third	phase,	 these	visionary	considerations	 from	the	second	phase	

must	be	rethought	into	the	processes	of	the	organisation,	which	thus	results	in	rethink-

ing	key	management	concepts	and	principles.	In	this	phase,	leadership	is	regarded	as	an	

interactive	 task,	which	 aims	 at	 involving	 all	 organisational	members	 in	 the	process	 of	

implementing	 inclusive	 efforts.	At	CBS,	 this	 is	 evident	 through	 senior	management	 in-

volvement,	where	we	determined	that	some	of	our	interviewees	recognise	top	manage-

ment	taking	on	a	 leading	role.	Also,	regarding	the	 involvement	of	organisational	mem-

bers,	we	discovered	the	education	and	training	of	some	organisational	members	(in	sec-

tion	7.3),	e.g.	union	representatives	working	towards	inclusive	efforts.		

			

The	third	phase	also	concerns	the	decision-making	process	in	terms	of	the	process	being	

horizontal	rather	than	hierarchical.	This	is	in	efforts	to	involve	all	organisational	mem-

bers.	 Here	we	 refer	 to	 our	 sentiments	 in	 section	7.5.2,	 where	we	 deciphered	 that	 the	

perception	at	CBS	was	that	varying	perspectives	were	not	perceived	to	be	very	included	

in	the	decision-making	process.	Thus,	we	interpret,	based	on	our	respondents’	percep-

tions	that	CBS	does	not	employ	a	horizontal	decision-making	structure	and	that	the	con-

siderations	from	the	second	phase	have	not	quite	been	translated	into	the	processes	and	

principles	of	CBS.				

7.5.4 The	Fourth	Phase		

Following	the	three	phases	above,	the	fourth	phase	(as	explained	in	section	4.5.4)	entails	

the	 adaptation	 of	 systems	 and	 processes	within	 an	 organisation	with	 the	 objective	 of	

creating	a	culture	of	inclusion.	This	phase	involves	multiple	layers	of	processes	and	sys-

tems	(illustrated	in	figure	8	below),	which	we,	in	the	following	section,	will	view	in	rela-

tion	to	the	context	of	CBS	and	our	participants'	perceptions.	These	layers	include	found-

ing	 principles,	 competencies	 of	 inclusion,	 recruitment,	 and	 development.	 Performance	

evaluation	 and	 reward	 and	 compensation	 are	 typically	 also	 included	 in	 this	 regard,	

however,	 as	 these	areas	were	not	disclosed	 in	our	 interviews,	 they	are	disregarded	 in	

the	discussion.	All	these	layers	will	 lastly	(in	section	7.5.4.5)	be	linked	in	an	integrated	

model	to	view	the	processes	in	relation	to	each	other	in	the	context	of	CBS.		



Deb	&	Øyås	 	 May	15th,	2019	

	 102	

	

FIGURE	8	

Adapted	version	of	Pless	and	Maak	(2004)	 integrated	human	relations	management	 sys-

tem	to	foster	a	culture	of	inclusion	

	

7.5.4.1 Founding	Principles		

Pless	 and	Maak	(2004)	 recognise	 that	 for	 an	 organisation	 to	 become	 inclusive,	 some	

founding	 principles	 “constitute	 the	 minimal	 requirements	 for	 the	 formation	 of	 a	 dis-

course	that	aims	at	integrating	multiple	voices	and	at	creating	a	culture	of	inclusion”	(p.	

131).	They	highlight	multiple	principles	that	are	required	within	an	organisation:		

- Principle	of	recognition	

- Reciprocal	understanding	

- Stand-point	plurality	and	mutual	enabling	

- Trust	

- Integrity	

- Intercultural	moral	point	of	view		

			

The	principle	of	recognition	relates	to	how	an	organisation	seeks	recognition	in	the	in-

dividual	differences	whilst	still	looking	for	a	common	bond.	The	recognition	of	the	indi-

vidual	 differences	relates	to	 the	 acceptance	 of	 uniqueness,	 whereas	 the	 search	 for	 a	

common	bond	 relates	 to	 the	belongingness	 to	 the	 culture.	 This	 connects	with	how	N3	

perceives,	organisational	members	 to	 "understand	the	concept	of	being	different,	but	on	

the	 other	 hand,	 […]	 there's	 also	 a	 certain	 way	 that	 within	 the	 different	 study	 lines	 and	
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within	 the	 school	 generally,	 where	 people	 are	 expected	 to	 behave	 in	 a	 specific	 man-

ner."		They	thus	focus	on	how	members	can	be	different	but	still	share	some	commonali-

ty	towards	the	organisational	culture	in	order	to	feel	that	they	belong.	Another	aspect	of	

this	principle	is	showing	solidarity,	which	N3	finds	in	their	perception	that	"people	really	

like	to	show	[…]	solidarity	with	each	other"	 in	reference	 to	 the	different	departments	at	

CBS.	As	per	this,	CBS	thus	adheres	to	the	principle	of	recognition.			

			

Another	founding	principle	regards	the	notion	of	reciprocal	understanding,	which	aims	

"to	recognize	each	other	as	open	and	able	to	communicate"	(Pless	&	Maak,	2004,	p.	133).	

This	 can	 be	 seen	 in	 two	ways	 –	 to	make	 efforts	 towards	 cultural	 change	 through	 dis-

course	and	to	allow	different	perspectives	into	the	discourse.	In	terms	of	creating	a	cul-

tural	 change	 using	 discourse	 (as	mentioned	 in	 section	 7.5.1),	we	 find	 that	D2	 aims	 to	

help	change	the	organisational	culture	through	discourse	and	dialogue.	They	also	state,	

"for	me,	 it's	very	much	a	matter	of	opening	up	and	changing	mindsets	more	towards	ac-

cepting	the	values	of	diversity	in	all	its	many	different	manifestations."	The	acceptance	of	

values	of	diversity	can	thus	be	seen	as	pertaining	to	the	acceptance	of	uniqueness.	There	

is,	therefore,	a	focus	on	reciprocal	understanding	in	that	regard	towards	a	culture	of	in-

clusion.	Contrarily,	we	found	(in	section	7.5.2)	 in	terms	of	member	opinions	being	val-

ued	that	some	interviewees	perceive	it	to	be	less	appreciated,	which	indicates	an	insuffi-

cient	focus	on	reciprocal	understanding	in	this	regard,	which	in	turn	can	lessen	the	per-

ceived	feeling	of	belongingness	to	the	culture.			 	

		

The	principle	of	standpoint	plurality	and	mutual	enabling	relates	to	"the	extent	to	which	

power	 is	 exercised	 and	 the	 extent	 to	 which	 unequal	 power	 distribution	 is	 accepted"	

(Pless	&	Maak,	 2004,	 p.	 133).	 This	 principle	 appears	 to	 be	 somewhat	 regarded	within	

CBS	in	terms	of	non-acceptance	of	unequal	power	distribution.	This	can	be	assumed	be-

cause	we	perceive	many	of	our	respondents	to	be	unaccepting	of	the	evident	power	dis-

tance.	For	example,	D2	asks:	"Do	we	accept	that	even	in	this	organisation,	men	are	more	

likely	to	proceed	into	managerial	positions?	Do	we	accept	that?	That	is	the	journey	that	we	

embarked	upon."	 This	 thus	 shows	 that	 actions	 are	 taken	 to	move	 away	 from	 unequal	

power	distance.	Sharing	a	similar	sentiment	 to	D2,	D5	notes	 that	 their	approach	to	di-

versity	is	through	trying	"to	look	at	different	forms	of	oppression	systems".	This	allows	us	

to	deduce	that	having	an	approach	that	focuses	on	oppression	systems	within	the	organ-

isation	means	that	D5	also	does	not	accept	 the	current	power	distribution	at	CBS.		We	

also	notice	some	perceptions	amongst	our	interviewees	that	regard	the	extent	to	which	

power	is	exercised.	Within	their	department,	N3	expressed	that	"it's	quite	a	flat	structure	
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basically."	 Also,	 N1	 noted	 how	 they	 found	 themselves	 comfortable	 and	 able	 to	 easily	

"send	an	email	to	the	President	of	CBS	with	a	good	idea	or	with	an	opinion	of	something	

that	really	doesn't	work"	being	assured	that	it	would	be	considered	by	them.	The	above-

mentioned	perceptions	 allow	us	 to	 infer	 that	 the	principle	 of	 standpoint	plurality	 and	

mutual	enabling	is	considered	at	CBS.		

			

The	founding	principle	of	trust	concerns	the	collaboration	of	individuals	from	different	

cultural	 backgrounds	 in	 working	 together	 and	 knowledge	 sharing.	 N1	 mentions,	 "we	

have	an	office	full	of	nationals	but	also	internationals"	 thereby	recognising	 that	 there	 is	

an	environment	at	CBS	for	the	founding	principle	of	trust	to	be	implemented	-	particu-

larly	 regarding	 intercultural	 collaboration.	 Also,	 under	 this	 founding	 principle	mutual	

trust	 is	 crucial	 (Pless	 &	Maak,	 2004).	 Mutual	 trust	 in	 collaboration	 can	 be	 related	 to	

teamwork	and	also	inclusive	behaviour	(section	4.4.2,	table	4).	Regarding	this,	N3	notes,	

"CBS	promotes	teamwork	a	lot	[…]	I	think	we	work	in	teams	at	CBS	because	it's	a	good	way	

of	practising	working	in	teams	as	there	are	very	few	jobs	where	you	are	going	to	work	by	

yourself,"	whilst	N2	notes	that	"here	in	our	office,	it's	essential.	Teamwork	is	basically	es-

sential	because	we	couldn't	do	what	we	do	alone".	Based	on	this	we	can	deduce	that	CBS	

does,	 in	 fact,	 have	 an	 environment	 that	 fosters	 for	 the	 principle	 of	 trust,	 and	 follows	

through	with	 its	criterion	of	mutual	 trust,	 through	 its	promotion	of	 teamwork.	By	em-

phasising	 teamwork	 within	 CBS,	 it	 can	 be	 a	 way	 for	 the	 organisation	 to	 en-

hance	belongingness.			

			

A	further	founding	principle	is	that	of	integrity.	This	principle	concerns	moral	reliability	

and	 coherence	 and	 relates	 to	 the	 integrity	 of	 people	 and	 processes	 (Pless	 &	Maak,	

2004).	In	CBS’	context,	we	can	consider	the	position	of	the	Equal	Opportunities	Officer,	

the	CBS	Council	for	Diversity	and	Inclusion	and	CBS	Diversity	and	Inclusion	Student	Or-

ganisation	as	being	a	way	 for	 the	organisation	 to	show	 integrity	 towards	 the	diversity	

and	inclusion	agenda.					

			

The	 final	 founding	 principle	 is	 the	 intercultural	 moral	 point	 of	 view	 (Pless	 &	Maak,	

2004).	This	principle	in	the	case	of	CBS	can	be	analysed	as	being	emphasised	in	section	

6.1.3	and	section	6.2.3,	where	we	found	that	internationalisation	is	a	factor	that	is	per-

ceived	as	highly	regarded	by	 the	organisation.	They	 therefore	 focus	on	 the	plurality	of	

people	 in	the	organisation	and	thus	aim	to	create	an	 inclusive	environment	for	unique	

cultural	perspectives.			
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In	the	context	of	CBS,	we	find	a	somewhat	regard	of	the	founding	principles	which	shape	

the	 discursive	 actions	 towards	 a	 culture	 of	 inclusion.	 As	 previously	 expressed,	 Pless	

and	Maak	(2004)	 emphasise	 that	 these	 founding	 principles	 are	 the	 minimal	 require-

ments	 for	 creating	 a	 culture	 of	 inclusion.	 CBS	 does	 to	 some	 extent	 meet	 most	 of	 the	

founding	principles,	however,	since	they	still	are	lacking	under	the	principle	of	recipro-

cal	understanding	in	some	perceptions,	they	do	not	meet	all	the	requirements.	Most	of	

these	 principles	 accentuate	 the	 acceptance	 of	 uniqueness,	 but	 in	 terms	 of	 creating	 a	

sense	of	belongingness,	CBS’	current	efforts	might	be	perceived	as	inadequate.				

7.5.4.2 Competencies	of	Inclusion	

To	transform	into	a	culture	of	inclusion,	there	are	specific	competencies	of	inclusion	that	

must	be	adopted	(Pless	&	Maak,	2004).	These	can	be	seen	as	a	behavioural	way	of	prac-

tising	the	above-mentioned	founding	principles,	which	also	can	be	viewed	as	essential	to	

the	feeling	of	inclusion	within	an	organisation.	We	therefore	find	it	relevant	to	view	CBS’	

perceived	competencies	of	inclusion	from	the	perceptions	of	our	interviewees	to	discuss	

whether	their	practises	are	conducted	in	an	inclusive	manner.			

			

One	important	competence	is	recognising	how	people	are	different	but	equal.	Through	

the	 perceptions	 of	 our	 interviewees,	we	 do	 see	 differences	 being	 recognised	 and	 ine-

quality	 being	 considered.	 Showing	 respect	 is	 another	 competency.	We	 found	 that	 (in	

section	7.5.2)	some	perceive	CBS	to	have	a	culture	of	respect,	but	others	perceive	that	

there	is	a	lack	of	acceptance	of	uniqueness	to	some	extent,	which	hinders	it	from	becom-

ing	a	culture	of	inclusion.	Lastly,	 listening	actively	and	showing	appreciation	for	differ-

ent	 voices	 is	 a	 competency	 to	be	 considered.	However,	 in	 the	 case	of	CBS,	we	 find	 (in	

section	7.5.2)	that	our	interviewees	do	not	regard	their	opinion	significantly	appreciat-

ed.	This	can	indicate	that	the	specific	practise	of	this	last	competence	can	decrease	the	

organisational	member’s	perception	of	belongingness,	which	hinders	a	culture	of	inclu-

sion.			

		

As	 competencies	of	 inclusion	primarily	 regard	observable	 competencies,	 an	 important	

aspect	to	consider	is	the	transparency	within	the	organisation.	D3	notes,	“if	you	want	to	

find	the	steps	that	CBS	is	taking	towards	being	inclusive,	you	will	 find	them	because	they	

are	doing	a	 lot.	But	 if	you’re	not	 looking	 for	 them,	 I	 think	 that	you	could	miss	 them	very	

easily,	 because	 it	 is	 not	 that	 integrated	 into	 our	 general	 communication	 at	 CBS.”	 It	 can	

thus	be	said	that	CBS	is	perceived	to	not	be	very	transparent	when	behaving	inclusively.	

As	D3	asserts,	they	may	be	acting	more	inclusively	than	is	perceived.	This	can	be	a	cru-
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cial	 factor	 in	 determining	 how	 included	 organisational	 members	 feel	 in	 the	 general	

communication,	 because	 if	 the	 organisation	 in	 fact	 is	 acting	 inclusively	 but	 is	

not	transparent	about	 it,	 the	efforts	can	be	harder	 for	members	 to	recognise.	 If	efforts	

are	harder	to	recognise,	it	can	affect	the	overall	perception	of	inclusivity.			

		

Based	on	the	above,	CBS	is	perceived	to	show	some	competencies	of	inclusion,	however,	

they	may	 not	 be	 as	transparent	 about	 these	 competencies	 and	 therefore	 they	 are	 still	

lacking	in	terms	of	some	of	the	competencies	such	as	showing	appreciation	for	different	

voices	and	cultivating	participative	decision-making	processes.			

7.5.4.3 Recruitment		

In	 terms	 of	 recruitment	 and	 inclusivity,	 Pless	 and	Maak	(2004)	 note,	 “looking	 at	 pro-

cesses,	the	selection	and	hiring	of	people	with	diverse	backgrounds	(women,	minorities,	

different	nationalities)	is	an	important	approach	to	enhance	diversity	within	the	corpo-

ration”	(p.	141).	We	again	can	refer	to	the	HR	paradigm	(in	section	7.2.2),	where	CBS	is	

perceived	to	be	somewhat	mindful	of	diversity	 in	the	recruitment	processes.	However,	

in	relation	to	this,	we	also	identified	(in	section	6.1.6)	how	this	is	viewed	to	be	a	complex	

process,	where	 it	will	 take	 time	 to	 see	a	noticeable	 change	within	 the	organisation.		 It	

can	be	said	that	CBS	has	started	to	show	an	acceptance	of	unique	perspectives	by	con-

sidering	diversity	 in	 their	 recruitment,	 but	 this	 action	 is	not	 yet	highly	visible	the	 cur-

rent	perceptions	of	the	environment.			

7.5.4.4 Development		

Pless	and	Maak	(2004)	define	the	aspect	of	development	as	“a	vast	area,	which	provides	

instruments,	methods	and	processes	at	different	levels	(the	organizational,	the	team	and	

the	 individual	 level)	 to	support	 the	creation	of	a	culture	of	 inclusion”	(p.	142).	Herein,	

training	and	development	are	seen	as	 tools	 that	aid	 in	 fostering	a	more	 inclusive	envi-

ronment.	The	diversity	initiatives	regarding	education	and	training	(in	section	7.3)	are	a	

way	of	creating	a	culture	of	 inclusion	and	thus	show	that	the	notion	of	development	is	

regarded	in	the	context	of	CBS	as	well.	 It	 is	not	apparent,	however,	 that	education	and	

training	of	organisational	members	are	highly	integrated	within	the	organisation.	Initia-

tives	regarding	career	development	can	also	be	identified	at	CBS	(in	section	7.3),	which	

also	work	towards	the	development	of	inclusivity	across	individual,	team	and	organisa-

tional	 levels.	Additionally,	 the	notion	of	 cultural	 change	 in	 the	organisational	develop-

ment	process	(in	section	7.3.1)	refers	to	processes	that	support	the	creation	of	a	culture	

of	inclusion.	CBS	can	to	some	extent	be	seen	as	mindful	towards	development,	but	as	per	
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section	 7.5.3,	 the	 implementation	 of	 inclusive	 processes	 is	 not	 perceived	 to	 be	 highly	

regarded.				

7.5.4.5 Management	System	to	Foster	a	Culture	of	Inclusion	

In	 this	 section,	we	 look	 at	 how	 the	 above-mentioned	 layers	 intersect	with	 each	 other	

and	illustrate	it	in	the	figure	below.		This	figure	is	an	adaptation	of	the	previously	intro-

duced	model	by	Pless	and	Maak	(2014)	in	section	4.5.4,	where	we	have	adapted	the	fig-

ure	such	that	it	highlights	the	processes	that	can	be	linked	to	the	context	of	CBS.				

	

FIGURE	9	

Adaptation	of	Pless	&	Maak’s	 (2004)	 integrated	human	relations	management	 system	to	

foster	a	culture	of	inclusion	altered	to	the	context	of	CBS	

	
	

The	connection	between	the	founding	principles	and	the	competencies	of	inclusion	can	

be	 seen	 as	being	 akin	 to	 Ferdman	 and	 Deane‘s	 (2013)	notion	 of	 inclusion	 being	

a	systemic	and	dynamic	process	(in	section	7.4).	Herein,	 the	 founding	principles	shape	

the	 competencies	 of	 inclusion,	 but	 the	 explicit	 practice	 of	 the	 competencies	 shape	 the	

view	on	the	founding	principles.	Therefore,	the	values	that	CBS	upholds	are	in	direct	re-

lation	 to	 the	performance	of	 them.	The	practised	 competencies	 of	 inclusion	 shape	 the	

recruitment	 process,	 because	 of	 the	 organisational	 need	 to	 attract	 and	 retain	 diverse	

talents	as	well	as	recruit	persons	whom	themselves	practice	inclusive	behaviour.	Ideally,	

competencies	of	inclusion	affect	the	performance	evaluation	of	organisational	members,	

because	as	Pless	and	Maak	(2004)	note,	people	should	not	only	be	valued	on	what	they	

achieve,	 but	 also	 how	 they	 achieve	 it.	 Recruitment	 is	 linked	 to	 development	 in	 that	 it	
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provides	the	individuals	who	work	with	developing	a	culture	of	inclusion.	In	the	case	of	

CBS,	 it	 is	 evident	 that	 some	 organisational	members	work	 actively	with	 diversity	 and	

inclusion	and	 their	efforts,	for	example	regarding	education	and	 training,	move	 the	or-

ganisation	 towards	 developing	more	 inclusivity.	 To	 create	 a	 culture	 of	 inclusion,	 CBS	

would	 have	 to	 involve	 inclusive	 efforts	 into	 the	 reward	 and	 compensation	 processes,	

which	then	would	affect	the	founding	principles	of	the	organisation	as	well	as	the	prac-

tised	inclusive	behaviours.		

7.5.5 CBS’	Progression	Towards	Inclusion		

To	outline	our	discussions	regarding	a	culture	of	 inclusion,	we	relate	CBS'	progress	 to	

Pless	and	Maak's	(2004)	transformation	phases	for	building	a	culture	of	inclusion.		

	

In	our	discussions	of	the	first	phase	(section	7.5.1),	we	established	how	CBS	uses	social	

discourse	to	raise	awareness	and	create	a	common	understanding.	They	are	perceived	

to	share	a	discourse,	where	they	express	an	acceptance	of	uniqueness.	Also,	using	dis-

courses	to	create	a	more	inclusive	environment	may	to	some	extent	begin	an	on-going	

discursive	 learning	 process,	 which	 aids	 in	transforming	 the	 organisational	 culture	 to-

wards	more	inclusiveness.		

			

Within	 the	 second	phase	 (section	7.5.2),	 it	 became	 evident	 that	 CBS	was	 perceived	 to	

consider	 internal	 diversity	 issues.	 More	 specifically,	 they	 are	 perceived	 to	 inhabit	 a	

somewhat	culture	of	respect,	but	varying	perspectives	are	not	regarded	in	the	decision-

making	process.	They	have	many	channels	for	organisational	member	contributions,	but	

these	 contributions	 are	 not	 noticeably	 valued.	Therefore,	 through	 this	 phase	it	 can	 be	

perceived	that	CBS	in	many	 instances	show	an	appreciation	and	acceptance	of	unique-

ness	but	in	terms	of	displaying	actions	promoting	belongingness	they	fall	short.			

			

Regarding	the	third	phase	(section	7.5.3),	CBS	was	not	perceived	to	have	yet	altered	and	

rethought	much	of	their	key	management	principles	and	concepts,	which	is	a	way	of	in-

tegrating	the	vision	of	inclusion	into	the	organisation’s	way	of	doing	business.	However,	

CBS	was	 experienced	 to	 have	 allocated	 specific	 organisational	members	 to	work	with	

diversity	and	 inclusion,	which	 thereby	 indicates	CBS	working	 towards	 the	vision	of	 in-

clusion.				

			

Lastly,	 in	 relation	 to	 the	 fourth	phase	 (section	7.5.4),	 CBS	has	 to	 some	extent	 adapted	

systems	 and	 processes,	 including	 founding	 principles,	 competencies	 of	 inclusion,	 re-
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cruitment	 and	 development.	 They	 were	 not	 recognised	 to	 have	 considered	 inclusivi-

ty	and	acceptance	of	in	terms	of	performance	evaluation	as	well	as	reward	and	compen-

sation.	 It	 is	also	worth	noting	that	CBS	did	not	appear	to	 involve	all	 the	aspects	within	

founding	principles,	competencies	of	inclusion,	recruitment	and	development.	However,	

CBS	has	 then	 in	some	way	commenced	entering	the	dynamic	process	of	 creating	a	cul-

ture	of	inclusion	in	terms	of	the	above-mentioned	aspects	of	the	model	(figure	9).				

			

Based	upon	this,	we	can	surmise	that	CBS	is	progressing	towards	a	culture	of	inclusion.	

As	 a	 way	 of	 assessing	 the	 inclusive	 environment,	 we	 made	 use	 of	 the	transformative	

phases	towards	a	culture	of	 inclusion.	It	 is	also	important	to	highlight	that	an	environ-

ment	can	be	perceived	as	inclusive	without	inhabiting	all	the	traits	of	a	culture	of	inclu-

sion.	However,	 these	phases	provided	us	with	 the	opportunity	 to	 assess	 the	organisa-

tional	 culture	 from	 an	 inclusive	 transformational	 perspective	 and	 thus	 were	 deemed	

suitable	 to	be	utilised	 to	 investigate	 the	notion	of	an	 inclusive	environment.	Since	CBS	

has	 somewhat	 succeeded	 in	 raising	 awareness	 and	 creating	 understanding,	 they	 pre-

sumably	have	surpassed	the	first	transformation	phase.	Their	current	efforts	in	combat-

ting	diversity	issues	and	developing	a	vision	of	inclusion	indicate	that	at	this	point,	they	

are	within	the	second	transformation	phase.	Whilst	CBS	can	be	seen	to	inhabit	some	as-

pects	of	phase	three	and	four,	they	can	still	be	observed	to	lack	in	some	of	the	traits	that	

make-up	those	phases	and	so	are	yet	to	reach	those	transformative	stages.		

7.6 The	Optimal	Distinctiveness	Theory	Regarding	the	Use	of	Diversity	

Before	concluding	 this	discussion	and	summarising	 this	chapter,	we	 find	 it	 relevant	 to	

discuss	Brewer’s	(1991)	optimal	distinctiveness	theory	(as	explained	in	section	2.2)	 in	

relation	to	CBS’	use	of	diversity	initiatives	to	gain	a	more	in-depth	understanding	of	the	

effectiveness	 of	 undertaking	 them.	Throughout	 this	 chapter,	we	have	made	use	 of	 the	

terms	uniqueness	 and	belongingness	 to	 shed	a	 light	on	 the	way	 in	which	diversity	 ef-

forts	made	by	CBS	relate	to	these	terms.	Hereunder,	the	specific	connection	between	the	

effect	of	diversity	initiatives	on	the	perception	of	an	inclusive	environment	will	be	dis-

cussed	in	relation	to	the	optimal	distinctiveness	theory.		

	

The	first	important	notion	to	Brewer’s	(1991)	optimal	distinctiveness	theory	is	that	it	is	

context	specific.	Thus,	 inclusion	is	principally	based	on	the	individual	perception	of	 in-

clusivity	within	 the	 specific	 context	 that	 is	 referred	 to.	As	per	our	 respondents,	we	do	

see	that	they	connect	diversity	to	inclusion	in	the	context	of	CBS.	Their	perceptions	also	

disclose	how	they	 find	diversity	 initiatives	 to	 increase	or	decrease	 the	 feeling	of	 inclu-
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sion.	According	to	Brewer	(1991),	the	perception	of	inclusion	is	associated	with	the	feel-

ing	of	belongingness	and	the	acceptance	of	uniqueness	within	a	given	context.	Specific	to	

the	context	of	CBS,	the	use	of	diversity	management	and	HR	strategies	such	as	diversity	

sensitivity,	diversity	enlargement	and	cultural	audit	are	efforts	that	affect	the	perception	

of	 an	 inclusive	 environment	 in	 terms	 of	 promoting	 and	 integrating	 the	 acceptance	 of	

uniqueness.	Herein,	the	diversity	approach	undertaken	is	relevant	in	determining	what	

uniqueness	means	in	the	given	context.		

	

To	understand	the	use	of	diversity	initiatives	in	the	context	of	CBS,	we	again	can	refer	to	

the	 paradigm,	 which	 CBS	 appears	 to	 be	 placed	 within	 –	 namely	 the	 learning-and-

effectiveness	paradigm	(as	discussed	in	section	7.2.2).	Here,	the	focus	is	equal	opportu-

nities	oriented	(Hansen	&	Seierstad,	2017).	In	the	case	of	CBS,	they	are	perceived	–	es-

pecially	in	terms	of	gender	equality	–	to	make	efforts	towards	equal	opportunities.	This	

entails	integrating	and	internalising	differences	within	the	organisation.	This	paradigm	

approach	thus	has	a	primary	focus	on	uniqueness.	By	integrating	uniqueness,	the	organ-

isation	 may	 also	 enhance	 the	 feeling	 of	 belongingness,	 because	 if	 a	 culture	 becomes	

more	accepting	and	integrating	of	uniqueness,	they	create	a	space	where	more	organisa-

tional	members	can	feel	that	they	belong.	However,	belongingness	is	not	assumed	to	be	

the	primary	incentive	to	diversity	initiatives.		

	

The	 learning-and-effectiveness	 paradigm	 also	 requires	 the	 recognition	 of	 differences	

that	can	relate	to	Pless	and	Maak’s	(2004)	founding	principle	of	recognition,	which	we	

identified	CBS	to	adhere	to.	Here,	CBS	makes	efforts	to	primarily	recognise	uniqueness,	

but	also	create	somewhat	of	a	common	bond,	and	is	thus	perceived	to	recognise	organi-

sational	members	 to	 the	extent	where	 they	 feel	 some	 inclusion	 in	 terms	of	belonging-

ness	to	the	culture.	

	

Based	on	our	results	of	CBS	as	the	research	context,	we	can	suppose	that	diversity	initia-

tives	affect	the	perception	of	an	inclusive	environment	positively	in	terms	of	the	integra-

tion	and	 internalisation	of	uniqueness.	This	affects	 the	 individual	organisational	mem-

ber’s	perception	of	inclusivity	in	terms	of	feeling	valued	based	on	the	unique	perspective	

that	they	bring	to	the	culture,	a	feeling	of	acceptance,	the	feeling	of	recognition	as	well	as	

perceived	 equal	 opportunities	 despite	 uniqueness.	 Diversity	 initiatives	 can	 also	 affect	

the	perception	of	an	inclusive	environment	in	terms	of	belongingness.	This	is	primarily	

done	through	the	internalising	of	uniqueness,	since	the	creation	of	a	space	that	fosters	

uniqueness	 may	 make	 more	 organisational	 members	 feel	 a	 sense	 of	 belongingness.	
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However,	belongingness	is	not	perceived	to	be	the	primary	intention	for	diversity	initia-

tives	as	they	primarily	are	viewed	to	focus	on	the	diverse	factors.	Also,	the	appreciation	

of	unique	perspectives	and	member	contribution	within	the	context	may	affect	the	feel-

ing	 of	 belongingness	 as	 well,	 which	 in	 the	 end	 affects	 the	 perception	 of	 inclusivity.	

Therefore,	diversity	initiatives	are	not	only	important	in	terms	of	integrating	and	alter-

ing	 structures	 to	 fit	 the	 diversity	 and	 inclusion	 agenda,	 but	 also	 recognising	 these	 as	

ways	for	the	organisation	to	act	inclusively	and	to,	therefore,	be	perceived	as	inhabiting	

an	inclusive	environment.	

	

Yet,	based	on	the	results,	the	lack	or	inefficiency	of	diversity	initiatives	may	lead	to	the	

perception	of	non-inclusion	and	 thus	do	 affect	 the	perception	of	 an	 inclusive	 environ-

ment	negatively.		

7.7 Discussion	of	Results	Summarised		

In	this	section,	our	intention	is	to	consolidate	our	findings	by	looking	at	them	in	relation	

to	answering	our	research	question.	The	research	question	asks:	How	do	diversity	initia-

tives	 affect	 the	 perception	 of	 an	 inclusive	 environment?	In	 order	 to	 sufficiently	 answer	

this	question,	 it	 is	 important	to	consider	the	factors,	we	deem	relevant	to	the	research	

question	 –	 namely	 diversity	 approach,	 diversity	management,	 diversity	 initiatives	 and	

an	inclusive	environment.	In	the	illustration	below	(figure	10),	we	have	adapted	figure	7	

presented	in	the	beginning	of	this	section.	Figure	10	is	adapted	such	that	it	encompasses	

the	most	relevant	aspects	of	the	different	components	to	our	research	question.		
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FIGURE	10	

Working	towards	an	inclusive	environment;	in	the	context	of	CBS	

	
	

The	first	component	of	the	diversity	approach	regards	which	approach	CBS	is	perceived	

to	take.	Here,	it	was	discussed	that	most	respondents	noted	a	broad	category-based	def-

inition	to	describe	the	diversity	within	the	organisation.	The	respondents	also	primarily	

adopted	a	majority-minority	group	view	to	assess	the	environment	of	CBS.	In	their	defi-

nitions,	our	respondents,	to	a	significant	extent,	related	CBS'	diversity	approach	to	one	

that	 should	 mirror	 the	 sentiment	 of	 the	 surrounding	 society.	The	 diversity	 approach	

therefore	determines	what	CBS	perceives	as	being	unique	to	their	culture.		

			

The	 second	 component	 regards	 CBS’	 diversity	management.	 Herein,	 our	 interviewees	

observed	a	focus	on	processes	in	terms	of	cultural	and	structural	change	and	additional	

use	of	statistics	 in	relation	 to	 tracking	 the	diversity	within	 the	organisation.	Moreover,	

CBS’	 leadership’s	 commitment	 to	diversity	management	was	 considerably	 regarded	 in	

the	sense	that	a	top-down	approach	was	visible	in	our	respondents’	perceptions	but	also	

that	there	was	a	perceived	need	for	more	involvement.	These	perceptions	of	CBS’	diver-

sity	management	led	us	to	determine	that	CBS	was	perceived	to	be	within	the	early-to-

middle	stage	of	organisational	development.				

AN INCLUSIVE ENVIRONMENT 
Raising awareness and creating understanding Developing a vision of inclusion 

DIVERSITY INITIATIVES 
Intagible initiatives Tangible initiatives 

DIVERSITY MANAGEMENT 
Focus on processes Leadership commitment 

Early-to-middle stage of 
organisational development 

DIVERSITY APPROACH 
Broad-category-based definition Majority-minority group view 
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Diversity	initiatives	make	up	the	third	component.	Within	this	component,	some	intan-

gible	 and	 tangible	 initiatives	 were	 regarded.	 Intangible	 initiatives	 at	 CBS	 include	 top	

management	taking	a	leading	position,	educating	organisational	members	on	the	diver-

sity	 and	 inclusion	 agenda,	 as	well	 as	 initiatives	 regarding	 career	 trajectories.	Tangible	

initiatives	in	this	context	include	the	installation	of	all-gender	toilets	and	participation	in	

the	 Pride	 parade	 and	Winter	 Pride.	Diversity	management	 can	 therefore	 be	 a	 way	 to	

view	operations	concerning	the	diversity	and	inclusion	agenda	within	the	organisation,	

and	diversity	initiatives	are	the	observable	changes	occurring	based	upon	these	opera-

tions.			

			

Within	the	environment,	Diversity	 initiatives	are	also	used	to	raise	awareness	and	cre-

ate	an	understanding	of	the	diversity	and	inclusion	agenda	within	the	organisation	and	

work	towards	developing	a	clear-cut	vision	of	inclusion	for	the	organisation	and	its	pro-

spective	diversity	efforts.	It	is	still	important	to	note	that	based	upon	the	perceptions	of	

our	interviewees	and	with	the	additional	theoretical	perspectives,	CBS	does	not	yet	pos-

sess	a	full	culture	of	inclusion	as	they	have	not	implemented	inclusivity	into	all	systems	

and	 processes	 as	well	 as	 key	management	 principles.	In	 relation	 to	 how	 inclusive	 the	

organisation	is	perceived	to	be,	an	important	factor	can	also	be	the	transparency	of	the	

inclusive	practises	conducted.	CBS’	culture	of	inclusion	is	therefore	primarily	discussed	

based	on	the	transparent	and	visible	practises	noticed	by	our	interviewees.			

		

We	can	assert	that	CBS	uses	diversity	initiatives	in	efforts	to	showcase	the	acceptance	of	

uniqueness	and	that	they	use	the	diversity	approach	to	determine	what	is	perceived	as	

being	unique.	Diversity	management	can	be	seen	as	the	way	for	the	organisation	to	im-

plement	the	initiatives	to	improve	the	inclusive	environment.	However,	as	inclusion	also	

requires	a	sense	of	belongingness,	it	is	important	to	note	that	CBS	appears	to	put	more	

focus	 towards	 shaping	 a	 discourse	 of	 acceptance	 of	 uniqueness	 rather	

than	emphasising	the	commonality	in	terms	of	belongingness.			

	

Regarding	this	to	the	optimal	distinctiveness	theory,	we	can	thus	deduce	that	diversity	

initiatives	and	their	effect	on	the	inclusive	environment	are	relative	to	the	context	exam-

ined.	Additionally,	based	upon	the	results,	diversity	initiatives	can	affect	the	perception	

of	inclusivity	positively	in	terms	of	appreciation	of	one’s	unique	perspective,	acceptance,	

recognition	and	equal	opportunities.	The	lack	or	insufficiency	of	diversity	may	lead	to	

perceptions	of	non-inclusion	and	thus	detriment	the	inclusivity	of	the	environment.	
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8. FURTHER DISCUSSIONS 

	

In	this	section	of	our	thesis,	the	further	discussions,	we	will	be	considering	the	discussed	

findings	 from	the	previous	chapter	 to	regard	 them	in	a	practical	setting	and	to	review	

the	applicability	of	 this	paper’s	 research.	The	determined	applicability	of	our	 research	

will	thus	allow	us	to	explore	the	opportunities	for	further	research.	Prior	to	doing	so,	we	

find	it	relevant	to	discuss	our	research	approach	and	method	in	relation	to	possible	are-

as	of	concern.			

8.1 Discussion	of	Research	Approach	and	Method			

It	is	 important	 for	us	 in	our	 further	discussions	 to	 also	 consider	 and	be	 critical	 of	 our	

research	approach	and	method	in	order	to	ensure	an	academically	sound	research	pa-

per.	Therefore,	we	have	identified	the	following	areas	in	which	we	could	have	improved.	

	

Firstly,	we	noticed	that	our	 interviewing	abilities	became	significantly	 improved	as	we	

proceeded	through	the	interviews.	This	meant	that	the	probes	and	prompts	we	gave	our	

respondents	also	 improved	over	each	 interview,	which	may	have	 influenced	the	depth	

to	which	our	respondents	disclosed	their	perceptions.	Consequently,	there	is	a	potential	

that	the	interviews	conducted	at	a	later	stage	of	the	interviewing	process	may	have	gen-

erated	more	comprehensive	perceptions,	which	then	might	 influence	the	reflectivity	of	

our	 participant’s	 ontological	 perspectives	in	the	 overall	 conclusions	 of	 our	 re-

search.	However,	as	per	our	IPA	method,	the	use	of	probes	and	prompts	was	somewhat	

deliberately	limited	as	we	aimed	to	encourage	our	interviewees	to	interpret	and	expand	

on	 the	questions	 themselves,	which	was	done	 to	get	as	close	as	possible	 to	what	 their	

perceptions	about	diversity	and	inclusion	within	CBS	were.			

	

Secondly,	one	methodological	consideration	could	have	been	to	only	focus	on	the	work	

carried	out	by	one	of	groupings	working	with	diversity	and	inclusion	at	CBS	i.e.	The	CBS	

Council	for	Diversity	and	Inclusion,	CBS	Diversity	and	Inclusion	Student	Organisation	or	

The	Diversity	and	Difference	Platform,	rather	than	an	overall	view	of	them	all.	Consider-

ing	only	one	of	these	groupings	may	have	given	us	more	in-depth	insight	into	the	diver-

sity	and	inclusion	work	of	one	specific	group.	However,	as	our	research	objective	was	to	

investigate	 the	 inclusive	environment	and	diversity	 initiatives	effect	on	 it,	we	 found	 it	
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relevant	 to	 include	all	groupings,	as	 they	all	do	diversity	work	within	CBS	and	thus	all	

may	affect	the	inclusivity	of	the	environment.			

	

Thirdly,	we	find	it	relevant	to	discuss	the	way	in	which	IPA	requires	much	of	its	conduc-

tion	to	be	done	interpretively,	and	so	not	in	a	manner	than	can	be	explicitly	presented	in	

written	or	 verbal	 form.	Therefore,	 this	 thesis	does	not	 include	 an	 analysis	 section	but	

rather	includes	the	results	from	our	IPA	method	(section	6).	Much	of	the	methodology	in	

IPA	 is	 in	 the	 double	 hermeneutic	 method	 (explained	 in	 section	 5.5.2)	

and	centred	around	the	interpretation	in	the	interview	process	through	coding	and	the	

reading	and	re-reading	of	the	transcribed	interviews.	This	means	that	prior	to	the	writ-

ing	up,	there	is	some	preceding	phases	that	contribute	to	the	overall	results.	Additional-

ly,	as	per	IPA	method,	theoretical	perspectives	are	to	be	included	in	the	discussion	sec-

tion	and	do	therefore	not	affect	the	interpretation	of	the	interviews.	In	the	presentation	

of	the	results,	we	have	accordingly	made	efforts	to	explicitly	present	our	interpretations	

in	a	systematised	manner.			

	

Further	considerations	on	our	approach	and	methodological	considerations,	particularly	

in	terms	of	our	role	as	researchers	and	our	sources	of	error	are	explored	in	our	method	

section	(section	5.5.2	and	5.5.3.1).		

8.2 Research	Applicability		
With	the	intention	of	ensuring	that	the	research	conducted	in	relation	to	this	thesis	has	

academic	purpose,	it	is	essential	to	consider	its	applicability.			

	

Whilst	conducting	our	literature	review,	it	became	apparent	that	the	scope	of	research	

based	around	investigating	the	inclusive	environment	was	narrow.	This	thesis	is	there-

fore	conducted	with	the	intention	of	contributing	the	existing	pool	of	literature	on	inclu-

sive	environments	as	well	as	on	how	inclusivity	can	be	affected	by	the	diversity	efforts	

made.			

	

Also,	our	aim	was	 to	 investigate	 the	 inclusive	environment	 from	a	context	wherein	di-

versity	efforts	are	made	and	there	are	several	organisational	member	groups	that	are	to	

be	 considered.	 Thus,	 in	 examining	 the	 environment	 of	 CBS,	 inclusivity	was	 viewed	on	

different	 levels	within	 the	organisation.	This	 is	 important	 towards	 the	accuracy	of	 this	

paper,	 as	 diversity	 initiatives	made	must	 consider	 all	 organisational	members	 for	 the	

environment	 to	 be	 perceived	 as	 an	 inclusive	 one.	 This	makes	 our	 paper	 applicable	 to	
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organisational	 contexts	 where	 it	 is	 important	 to	 navigate	 across	different	 levels	

of	diverse	organisational	members.			

	

Furthermore,	our	literature	review	showed	a	lack	in	existing	research	that	was	conduct-

ed	using	 interpretive	 phenomenology.	 Thus,	 our	 intention	with	 this	 study	was	 also	 to	

make	it	applicable	to	be	contributed	to	current	literature	by	providing	another	method-

ological	perspective	in	approaching	diversity	and	inclusion	in	organisations.		Having	an	

interpretive	phenomenological	 approach	allows	us	 to	gain	an	 in-depth	 insight	 into	or-

ganisational	member	perceptions,	experiences	and	desires	which	then	can	be	used	as	a	

way	for	the	organisation	to	review	the	success	of	their	diversity	efforts	and	understand	

how	these	efforts	have	an	effect	on	organisational	members’	perceptions	of	an	inclusive	

environment.	As	 IPA	 is	 typically	 used	 in	psychology	 and	health	 research,	 this	 study	 is	

also	applicable	in	the	sense	that	it	contributes	a	unique	perspective	to	existing	research	

by	using	it	to	look	at	an	organisational	context.			

	

Additionally,	this	thesis	may	prove	applicable	in	terms	of	aiding	CBS	as	the	research	case	

in	furthering	their	diversity	and	inclusion	efforts.	Investigating	the	research	question	in	

this	context	allowed	examination	of	the	specific	measures	taken	by	the	organisation	and	

the	 effect	 on	 organisational	member’s	 perceptions.	 Hence,	 this	 study	 can	 be	 useful	 in	

terms	of	recommending	the	proceeding	phases	for	CBS	to	further	their	diversity	efforts	

to	 create	 a	more	 inclusive	 environment.	 Some	 of	 our	 recommendations	 based	 on	 our	

research	are	presented	in	the	section	below	(section	8.3).		

	

The	above-mentioned	intentions	establish	the	foundation	of	our	research	applicability.	

At	this	point,	it	is	important	to	reiterate	and	highlight	that	as	our	research	is	conducted	

based	upon	the	perceptions	of	our	interviewees;	it	cannot	be	used	to	propose	generali-

sations	–	both	in	the	context	of	CBS	and	in	broader	organisational	contexts.	The	useful-

ness	of	this	study	contrarily	 lies	 in	creating	an	understanding	of	the	constituents	of	an	

inclusive	environment.			

8.3 Recommendations	for	CBS’	future	actions		

In	 the	 following	section,	we	present	some	of	our	most	pertinent	recommendations	 for	

CBS	to	consider	in	their	future	diversity	and	inclusion	agenda	in	order	for	them	to	fur-

ther	enhance	the	inclusivity	of	the	environment.		
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Our	 first	 recommendation	entails	 the	organisation	 increasing	 their	 communication	 re-

garding	specific	diversity	and	 inclusion	 initiatives	 that	 they	undertake.	This	will	aid	 in	

enhanced	visibility	of	CBS’	efforts	and	thus	help	organisational	members	to	feel	an	am-

plified	sense	of	 inclusion	 to	 the	organisation.	This	 is	 so,	because	 if	CBS	 is	perceived	 to	

commit	efforts	towards	creating	a	space	where	unique	individuals	are	accepted,	CBS	can	

increase	the	sense	of	belongingness.		

	

Our	second	recommendation	is	that	in	order	for	CBS	to	move	from	their	current	state	of	

a	plural	organisation	to	a	multicultural	organisation	and	thus	an	organisation	complete-

ly	embedded	in	inclusive	practices,	they	need	to	employ	more	diverse	people	within	the	

top	positions	of	the	organisation.	This	will	then	enhance	the	level	of	unique	perspectives	

in	the	primary	decision-making	processes	within	the	organisation,	which	could	possibly	

lead	to	increased	innovation	and	profitability.		

		

Our	 third	 recommendation	 involves	 incorporating	more	 inclusive	practises	within	 the	

organisation	–	e.g.	in	terms	of	education	and	training,	performance	and	evaluation,	and	

rewards	and	compensation.	In	order	to	use	diversity	initiatives	to	further	the	inclusive-

ness	of	the	environment,	CBS	may	need	to	implement	measures	that	affect	all	organisa-

tional	members.	If	they	accordingly	implement	the	inclusive	agenda	in	these	areas,	they	

could	motivate	all	organisational	members	to	actively	work	towards	the	same	ideal	of	a	

more	inclusive	environment.		

8.4 Further	Research	
The	 following	are	 recommendations	 for	 further	 research	based	on	 the	 findings	of	 this	

study:		

a) It	could	be	relevant	to	investigate	the	perception	of	inclusivity	with	a	larger	sample	

to	see	if	the	results	of	this	study	align	with	more	participants.		

b) Further	 research	 could	 be	 done	 in	 the	 same	 context	 regarding	 e.g.	 linguistics	 or	 a	

psychological	perspective	on	the	perceptions	of	an	inclusive	environment.	

c) Further	research	within	the	same	area	could	include	looking	at	specific	communica-

tive	material	produced	by	CBS	about	their	diversity	and	inclusion	agenda	to	further	

investigate	the	organizational	development	in	terms	of	the	different	stages	present-

ed	in	section	4.4.3.	

d) Further	 research	 could	 include	 a	 mixed-method	 strategy	 by	 using	 quantitative	

methods	such	as	for	example	surveys	or	statistics	to	investigate	the	research	area	in	

a	more	measurable	and	broader	manner.		
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9. CONCLUSION 

	

In	this	final	section,	we	aim	to	conclude	our	findings	of	our	research.	As	per	our	abduc-

tive	method,	we	 seek	 to	 find	 the	 best	 possible	 explanation	 for	 our	 research	 question,	

which	is	as	follows:			

	

How	do	diversity	initiatives	affect	the	perception	of	an	inclusive	environment?		
 

To	conclude	on	this	question,	we	find	that	the	most	plausible	explanation	is	that	diversi-

ty	initiatives	affect	the	perception	of	an	inclusive	environment	by	enhancing	uniqueness	

and	belongingness	in	a	given	organisational	context.	More	specifically,	in	the	context	of	

our	research	case	–	that	of	CBS	–	we	see	that	diversity	initiatives	affect	the	perception	of	

an	 inclusive	environment	positively	 in	 terms	of	acceptance	and	recognition	of	unique-

ness,	equal	opportunities	and	appreciation	of	unique	perspectives.	Herein,	we	find	that	

the	diversity	approach,	as	well	as	the	way	in	which	diversity	management	is	conducted,	

are	 important	 as	 these	 determine	 what	 an	 organisation	 perceives	 as	 uniqueness	 and	

how	they	work	with	this	within	their	context.			
 

Explicitly	in	the	case	of	CBS,	the	perception	of	inclusion	is	enhanced	by	the	transparent	

diversity	 initiatives	within	 the	 organisation.	 By	 examining	 the	 perceived	 diversity	 ap-

proach,	we	find	that	there	is	an	attention	to	visible	and	invisible	diversity	traits,	which	

helps	 define	what	 CBS	 credits	 as	 unique	 to	 the	 culture.	 The	 diversity	management	 is	

thereafter	a	way	for	the	organisation	to	work	towards	the	acceptance	of	the	uniqueness	

and	feeling	of	belongingness.		

	

In	conclusion,	our	findings	show	that	within	CBS,	the	way	in	which	diversity	 initiatives	

emphasise	 the	acceptance	of	uniqueness	and	thereby	affect	 the	perception	of	an	 inclu-

sive	 environment	is	 two-fold.	Firstly,	 diversity	 initiatives	 raise	 awareness	 and	 create	

understanding	 towards	 inclusion.	 Secondly,	 they	 provide	 a	 vision	of	inclusion	 for	 the	

organisation	and	 its’	 future	diversity	 initiatives	 to	work	towards.	In	relation	to	 the	no-

tion	of	 the	optimal	distinctiveness	 theory,	 it	 can	 thus	be	presumed	 that	CBS	has	 some	

focus	on	emphasising	commonality	through	belongingness,	but	places	its	primary	focus	

on	internalising	uniqueness	within	the	organisation.	
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APPENDIX 1: LITERATURE REVIEW TABLE 

Year	 Author	 Title	 Aims	 Method	 Conclusion	 Comments	
2017
		

Isota-
ta-
lus	&	Kakkuri
-Knuuttila		
		

Ethics	and	
intercul-
tural	
communi-
cation	in	
diversity	
manage-
ment		

To	demonstrate	that	
creating	shared	mean-
ings	in	dialogical	com-
munication	is	a	"must"	
for	diversity	manage-
ment	if	it	wants	to	fulfil	
the	double	promise	of	
promoting	both	busi-
ness	and	ethical	goals.		

Theoretical	discus-
sion	combining	
ethical	and	inter-
cultural	communi-
cation	perspec-
tives	in	the	context	
of	diversity	man-
agement.	Excerpts	
of	ethnographic	
research	data	were	
also	considered.		

Seamless	and	productive	cooperation	in	
diverse	organizations	requires	decon-
structing	the	value	and	power	hierarchies	
embedded	in	diversity	categorizations,	
which	presupposes	that	people	have	a	
real	opportunity	to	get	to	know	each	oth-
er	as	unique	human	beings.	The	assump-
tion	that	each	person	is	a	unique	mixture	
of	various	cultural	resources	seems	ap-
propriate	for	diversity	management	de-
mands	since	it	implies	that	no	general	
intercultural	knowledge	can	guarantee	
fluent	collaboration.	Therefore,	intercul-
tural	communication	skills	in	becoming	
aware	of	one’s	own	and	the	“other’s”	
cultural	assumptions	and	thus	broadening	
everyone’s	cultural	resources	are	need-
ed.		

In	diversity	manage-
ment,	and	to	foster	a	
need	for	inclusion,	
there	is	a	crucial	need	
for	management	as	
well	as	organisational	
members	to	adopt	
intercultural	commu-
nication	skills.	This	
ensures	a	seamless	
corporation	in	a	di-
verse	environment.				

2016
		

Lee	&	Kra-
mer		

The	role	of	
purposeful	
diversity	
and	inclu-
sion	strat-
egy	(PDIS)	
and	cultur-
al	tight-
ness/loose
ness	in	the	
relation-
ship	be-
tween	
national	
culture	and	
organiza-
tional	cul-
ture		

Bridging	the	gap	be-
tween	the	two	works	of	
literature	and	propose	
that	tighter	cultures	are	
less	likely	than	looser	
cultures	to	tolerate	de-
viance	from	the	national	
culture	surrounding	
them.		
		

Theoretically	
based	upon	insti-
tutional	theory	
scholars	and	or-
ganizational	cul-
ture	scholars.			

At	the	organizational	level,	diversity	strat-
egy	can	vary	dramatically;	organizations	
that	purposefully	use	diversity	strategies	
are	more	likely	to	develop	unique	organi-
zational	cultures.	Further,	the	interplay	
between	national	and	organizational	cul-
tures	result	in	greater	constraining	forces	
of	national	culture	over	organizational	
culture	in	tighter	cultures	than	in	looser	
ones;	however,	diversity	strategies	in	tight	
cultures	are	more	likely	to	foster	distinct	
organizational	cultures	than	those	found	
in	loose	cultures.		

Organizational	diversi-
ty	and	inclusion	strat-
egy	is	an	important	
moderator	of	the	rela-
tionship	between	na-
tional	culture	and	
organizational	culture		
		
Diversity	and	inclusion	
provide	a	competitive	
advantage	for	organi-
zations	that	are	at-
tempting	to	develop	a	
strong	and	distinct	
culture		
		

2014
		

Pan,	Lu	&	
Gupta		

How	het-
erogene-
ous	com-
munity	
engage	
newcom-
ers?	The	
effect	of	
community	
diversity	
on	new-
comers’	
perception	
of	inclu-
sion:	An	
empirical	
study	in	
social	me-
dia	service	
		

To	examines	the	role	of	
community	diversity	in	
influencing	perceived	
inclusion	of	newcomers	
in	the	online	community	
and	the	influence	of	
such	perception	on	
newcomers'	engage-
ment	intention.		
		

Subjects	who	had	
experience	in	using	
social	media	ser-
vice	were	invited	
to	respond	to	the	
questionnaires.	84	
responses	were	
collected	and	
measured	against	
elements	of	the	
optimal	distinc-
tiveness	theory.			

Differentiated	services	should	be	provided	
to	different	gender	groups	of	newcomers	
by	considering	the	different	levels	of	need	
for	uniqueness	and	belongingness.	The	
heterogeneous	community	has	become	a	
ubiquitous	phenomenon.				
		

This	study	indicates	
that	perceived	dissimi-
larity	influences	new-
comers’	perceived	
inclusion	in	the	social	
media	service,	and	
further	influences	
their	engagement	
intention.		
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2013
		

Hays-
Thomas	&	
Bendick	

Profes-
sionalizing	
Diversity	
and	Inclu-
sion	Prac-
tice:	
Should	
Voluntary	
Standards	
Be	the	
Chicken	or	
the	Egg?		

To	discuss	the	best	prac-
tice	of	diversity	initia-
tives		

A	review	of	current	
diversity	and	inclu-
sion	practices.			

Setting	standards	for	D	&	I	practice	at	this	
time	is	premature.	Until	the	field	has	de-
veloped	a	more	extensive,	rigorous	body	
of	knowledge,	promulgating	standards	
might	enshrine	folklore	rather	than	sci-
ence	and	proliferate	rather	than	eliminate	
inefficient,	ineffective,	or	harmful	activi-
ties.	Moreover,	conformity	to	these	
standards	might	discourage	experimenta-
tion	that	could	lead	to	new,	better	prac-
tices		
		

Diversity	and	inclusion	
policies	and	practices	
may	need	more	empir-
ical	evidence	to	be	
determined	as	effec-
tive.			

2011
		

Shore,	Ran-
del,	Chung,	
Dean,	
Ehrhart	&	
Singh		

Inclusion	
and	Diver-
sity	in	Wor
k	Groups:	
A	Review	
and	Mod-
el	for	Futur
e	Research		

To	investigate	the	con-
cept	of	workgroup	inclu-
sion.		

The	authors	first	
use	Brewer's	op-
timal	distinctive-
ness	theory	to	
develop	a	defini-
tion	of	employee	
inclusion	in	the	
workgroup	as	in-
volving	the	satis-
faction	of	the	
needs	of	both	be-
longingness	and	
uniqueness.	Build-
ing	on	their	defini-
tion,	the	authors	
then	present	a	
framework	of	in-
clusion.		

Although	the	relevant	diversity	literature	
to	date	has	tended	to	focus	on	exclusion,	
this	does	not	suggest	that	a	stronger	em-
phasis	on	either	belongingness	or	unique-
ness	will	advance	diversity	research	and	
practice.	A	singular	focus	on	belonging-
ness	holds	the	danger	of	encouraging	
individuals	to	suppress	the	backgrounds,	
experiences,	and	opinions	that	make	
them	who	they	are.	In	a	similar	vein,	sole-
ly	highlighting	the	value	of	individuals’	
uniqueness	can	lead	to	interpersonal	in-
teractions	involving	segregation	and	an	
overreliance	on	stereotypes		

Jointly	considering	
both	belongingness	
and	uniqueness	
through	inclusion	
promises	could	ad-
vance	research	and	
practice	in	the	area	of	
diversity.		
		

2011
		

Piller	&	
Takahashi		

Linguistic	
diversity	
and	social	
inclusion		

The	argument	towards	
the	need	for	social	inclu-
sion	policies	to	consider	
the	realities	of	commu-
nication	in	linguistically	
diverse	societies.		

Ethnographical	
case	studies		

The	key	linguistic	challenge	of	the	social	
inclusion	agenda	is	the	promotion	of	in-
clusive	language	ideologies	and	language	
practices	that	value	diversity		

Communication	plays	
a	key	role	in	fostering	
an	inclusive	environ-
ment.			
		
Communication	that	
values	diversity	and	
linguistically	diverse	
societies	is	more	likely	
to	be	successfully	in-
clusive.			

2010
		

Maynard,	
Ferdman	&	
Holmes		

Mobility	
and	Inclu-
sion		

To	examine	factors	that	
affect	the	inclusion	of	
those	who	move	from	
one	part	of	the	world	to	
another,	both	in	terms	
of	the	actions	of	individ-
uals	and	groups	interact-
ing	with	the	new	settler	
and	the	subjective	reali-
ty	of	the	new	settler	
herself.		

A	theoretical	dis-
cussion	of	the	
inclusion	con-
struct		
		

From	the	new	settler's	perspective,	the	
degree	of	inclusion	experienced	will	de-
pend	not	only	on	how	much	the	environ-
ment	and	the	people	around	him	accept	
and	respond	to	his	needs	and	preferences	
but	also	on	how	much	he	adjusts	his	ex-
pectations	and	behaviour	to	the	realities	
of	his	new	social	environment.		
		
Inclusion	occurs	when	all	members	of	a	
social	group	are	allowed	and	encouraged	
to	fully	engage	in	the	life	of	that	social	
group	and	share	their	diverse	talents,	
worldviews,	and	backgrounds.	Indeed,	full	
inclusion	would	mean	that	the	new	settler	
group	is	accepted	and	valued	with	their	
differences,	not	in	spite	of	those	differ-
ences.		

Some	of	the	most	
crucial	factors	that	
affect	a	new	settler’s	
experience	of	inclusion	
(or	lack	thereof)	range	
from	the	personal	
(e.g.,	prior	mobility	
experience)	to	the	
situational	(e.g.,	com-
munity	composition,	
public	opinion	toward	
immigration)	to	the	
interaction	between	
the	two	(e.g.,	cultural	
and	linguistic	similarity	
between	the	new	set-
tler	and	the	host	coun-
try)		
		

2006
		

Roberson		 Disentan-
gling	the	
Meanings	

The	study	comparatively	
investigates	the	mean-
ings	of	diversity	and	

An	e-mail	survey	of	
human	resource	
and	diversity	offic-

The	results	highlight	a	conceptual	distinc-
tion	between	the	concepts	of	diversity	
and	inclusion	as	well	as	the	attributes	that	

From	a	theoretical	
perspective,	this	re-
search	underscores	a	
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of		
Diversity	
and	Inclu-
sion	in	
Organiza-
tions		

inclu-
sion	in	organizations		

ers	in	51	large	
publicly	traded	
organizations.			
A	content	analysis	
followed	by	an	
inductive,	ground-
ed	theory	devel-
opment	process.			

support	each	in	organizations.	However,	
the	results	also	suggest	that	the	manage-
ment	of	diversity	is	more	complex	than	is	
currently	articulated	in	both	practitioner	
and	scholarly	research.	Because	there	is	a	
critical	difference	between	merely	having	
diversity	in	an	organization’s	workforce	
and	developing	the	organizational	capaci-
ty	to	leverage	diversity	as	a	resource.		

need	for	further	re-
search	to	consider	the	
concept	as	well	as	
determinants	and	
outcomes	of	inclusion	
as	an	approach	to	
diversity	manage-
ment.		
		

2004
		

Pless	
&	Maak		

Building	an	
Inclusive	
Diversity	
Culture:	
Principles,	
Processes	
and	Prac-
tice		

Examining	the	challenge	
of	building	an	inclusive	
diversity	culture		

The	creation	of	a	
conceptual	frame-
frame-
work	of	inclusion	
based	on	a	moral	
theory	of	recogni-
tion		

The	realization	of	any	potential	benefit	
inherent	in	a	diverse	workforce	requires	
an	integrative	approach	to	diversity	start-
ing	with	the	definition	of	a	framework	of	
inclusion	built	upon	principles	of	recogni-
tion,	mutual	understanding,	standpoint	
plurality	and	mutual	enabling,	trust	and	
integrity,	that	allows	for	the	integration	of	
different	and	multiple	voices	into	the	
organizational	discourse.		
		
Management	and	personnel	within	an	
organization	play	a	crucial	role	in	setting	
the	stage	for	change	by	recognising	the	
importance	and	value	of	a	culture	of	in-
clusion,	by	facilitating	the	process	of	de-
fining	a	vision	of	inclusion	and	putting	it	
into	action	by	building	awareness,	educat-
ing	and	developing	people,	reformulating	
existing	and	introducing	new	personnel	
processes	and	instruments,	and,	last	but	
not	least,	ensuring	an	integrated	human	
relations-approach	to	management	that	
allows	to	foster	and	reward	inclu-
sive	behavior	systematically	at	all	organi-
zational	levels.		

Building	an	inclusive	
diversity	culture	is	a	
difficult	task	that	re-
quires	a	long-term	
commitment,	as	all	
‘‘cultural	work''	in	
organizations	does.	It	
can	be,	however,	a	
unique	opportunity,	as	
business	globalises	
and	the	world	gets	
more	and	more	con-
nected,	to	create	a	
truly	diverse	organiza-
tional	culture	that	
incorporates	basic	
human	principles	and	
fosters	human	diversi-
ty.		
		

2004
		

Fairhurst	&	
Putnam		

Organiza-
tions	as	
Discursive	
Construc-
tions		

Examining	the	relation-
ship	between	discourse	
and	organization		

Theoretical	discus-
sion	based	on	
schol-
ars	in	organisation
al	science	and	
communication	
literature.		

First,	an	organization	may	be	cast	as	an	
already	formed	object	with	features	and	
outcomes	reflected	in	discourse	(object	
orientation).	Second,	organizations	may	
be	seen	in	a	perpetual	state	of	becoming	
through	the	ways	that	the	properties	of	
discourse	shape	organizing	(becoming	
orientation).	Finally,	organizations	may	be	
grounded	in	action,	anchored	in	social	
practices	and	discursive	forms	(grounded	
in	action	orientation).	Moreover,	each	of	
these	3	orientations	provides	a	different	
cast	to	the	terms	discourse	and	Discours-
es.		
		

The	creation	of	organi-
sational	culture	
through	social	interac-
tion.		
			
Organisations	are	
viewed	as	discursive	
constructions.		
			
Discourses	are	a	me-
dium	of	social	interac-
tion.		

2004
		

Schein		 Organiza-
tional	cul-
ture	and	
leadership	
(3rd	edition
)		

Focuses	on	organiza-
tional	and	occupational	
cultures—how	to	think	
about	them,	how	to	
define	them,	and	how	
to	analyze	them		
		

Theoretical	in-
sights	based	on	
Schein's	clinical	
research		

Culture	is	both	a	dynamic	phenomenon	
that	surrounds	us	at	all	times,	being	con-
stantly	enacted	and	created	by	our	inter-
actions	with	others	and	shaped	by	leader-
ship	behaviour,	and	a	set	of	structures,	
routines,	rules,	and	norms	that	guide	and	
constrain	behaviour.	When	one	brings	
culture	to	the	level	of	the	organization	
and	even	down	to	groups	within	the	or-
ganization,	one	can	see	clearly	how	cul-
ture	is	created,	embedded,	evolved,	and	
ultimately	manipulated,	and,	at	the	same	
time,	how	culture	constraints,	stabilizes	

Culture	is	an	abstrac-
tion,	yet	the	forces	
that	are	created	in	
social	and	organiza-
tional	situations	that	
derive	from	culture	
are	powerful.		
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The	table	contains	excerpts	from	the	texts	referenced.	

and	provides	structure	and	meaning	to	
the	group	members.		

1996
		

Larkey		 Toward	a	
Theory	of	
Communi-
cative	In-
terac-
tions	in	Cul
turally	
Diverse		
Workgroup
s		

This	article	develops	a	
theory	of	communica-
tive	interactions	in	cul-
turally	diverse	
workgroups	as	a	first	
step	to	filling	in	the	
blanks	between	varia-
bles	such	as	workgroup	
demographics	and	
workgroup	outcomes.				

Organizational	
conditions	and	
corresponding	
workgroup	condi-
tions	relative	to	
diversity	are	dis-
cussed.	Next,	how	
those	conditions	
affect	the	percep-
tual	processes	of	
categorization	and	
specification	are	
presented.	Positive	
and	negative	
workgroup	interac-
tions	are	predict-
ed.		

The	specific	relations	between	organiza-
tional	elements	(i.e.,	policies/practices,	
structural	integration,	and	diversity	cli-
mate)	and	corresponding	workgroup	ele-
ments	must	be	tested.				
A	more	detailed	understanding	is	needed	
of	the	conditions	and	cognitive	processes	
that	allow	culture-group	awareness	to	
improve	understanding	and	inform	the	
interpretation	of	behaviour				
		

Factors	Predicting	
Interactions	in	Cultur-
ally	Diverse	
Workgroups	aid	in	the	
categorisation	of	spe-
cific	interactions.		

1996
		

Thomas	&	
Ely		

Making	
Differences	
Matter:	A	
New	Para-
digm	for	M
anaging	
Diversi	
(Thomas	&	
Ely,	1996)	
(Thomas	&	
Ely,	
1996)ty		

To	offer	an	explanation	
for	why	diversity	efforts	
are	not	fulfilling	their	
promise	and	present	a	
new	paradigm	for	un-
derstanding—and	lever-
aging—diversity.		

To	develop	a	theo-
ry	based	on	quali-
tative	research	of	
three	diverse	or-
ganisations		

Thomas	and	Ely	identified	three	different	
perspectives	on	workforce	diversity:	the	
integration-and-learning	perspective,	the	
access-and-legitimacy	perspective,	and	
the	discrimination-and-fairness	perspec-
tive.	The	perspective	on	diversity	a	
workgroup	held	influenced	how	people	
expressed	and	managed	tensions	related	
to	diversity.	These,	in	turn,	had	implica-
tions	for	how	well	the	workgroup	and	its	
members	functioned.	All	three	perspec-
tives	on	diversity	had	been	successful	in	
motivating	managers	to	diversify	their	
staffs,	but	only	the	integration-and-
learning	perspective	provided	the	ra-
tionale	and	guidance	needed	to	achieve	
sustained	benefits	from	diversity.		

Diversity	should	be	
understood	as	the	
varied	perspectives	
and	approaches	to	
work	that	members	of	
different	identity	
groups	bring.		

1991
		

Brewer		 The	Social	
Self:	On	
Being	the	
Same	and	
Different	
at	the	
Same	
Time		

Looking	at	the	im-
portance	of	group	
member-
ship	to	individual	cogni-
tive	and	emotional	func-
tioning.			

Theoretical	discus-
sion	based	off	
of	Tajfel	and	
Turner	(1986)’s	
concept	of	social	
identity		

Depersonalization	and	group	size	interact	
as	determinants	of	the	strength	of	social	
identification.		

There	is	a	tension	
between	human	needs	
for	validation	and	
similarity	to	others	on	
the	one	hand,	and	a	
counter-need	for	indi-
vidualism	and	unique-
ness	on	the	other.			

1982
		

Pacanowsky	
&	O’Donnell-
Trujillo	

Communi-
cation	and	
Organiza-
tional	Cul-
tures		
		

To	discuss	the	notion	of	
organisational	culture	
and	approaches		
		

Presenting	an	al-
ternative	approach	
for	doing	organiza-
tional	communica-
tion	research	that	
begins	with	a	dif-
ferent	set	of	pre-
suppositions	about	
organizations		
		

The	web	is	a	well-considered	metaphor	
for	culture.	Webs	are	confining.		
Culture	is	not	so	much	to	be	studied	as	a	
system	of	kins,	or	a	collection	of	artefacts,	
or	as	a	corpus	of	myths,	but	as	sense-
making,	as	a	reality	constructed	and	dis-
played	by	those	whose	existence	is	em-
bedded	in	a	particular	set	of	webs.	But	
the	web	not	only	exists,	but	it	is	also	
spun.		
Culture	and	spider	webs	are	"contexts."		

The	result	of	using	the	
organizational	culture	
approach	ought	to	be	
a	non-managerially	
oriented	account	of	
sense-making	in	a	
particular	organisa-
tion.		
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APPENDIX 2: THE RESEARCH METHOD DECISION TREE 

	

The	diagram	is	an	excerpt	from	Wergin	(2018)	in	Booysen,	Bendl	and	Pringle,	p.	42.		
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APPENDIX 3: CODEBOOK 

	

Diversity-Focused	Interviews	

The	Diverse	Environment	at	CBS	

D2	 “So,	if	we	look	at	business	schools	generally,	then	we	are	in	a	very	diverse	business	

school	at	least	in	terms	of	some	of	the	key	potential	features	of	diversity	that	will	

be	gender,	ethnicity	and	nationality.”	

D7	 Considers	CBS	“not	very	diverse	to	be	honest.	It	depends	on	how	you	look	at	it,	at	

which	level.”	

D4	 “I	will	consider	CBS	a	diverse	organization	[…]	but	I	will	say	that	I	would	not	con-

sider	 this	 department	 to	 be	 very	 diverse.	 Not	 especially,	 no,	 but	 I	 think	 but	 of	

course	it	has	some	international	diversity	and	some	gender	diversity.”	

D3	 “If	you	look	at	 it	based	on	the	numbers,	we	are	pretty	diverse	[…]	But	then	when	

you	start	scratching	the	surface	you	see	that	CBS	is	still	locked	into	some	fairly	ste-

reotypical	gender	norms.	For	example,	with	management,	we	have	never	had	a	fe-

male	 Dean	 as	 President.	 […]	 If	 you	 look	 at	 the	 heads	 of	 departments,	 there	 are	

about	as	many	heads	of	department	called	Carsten	as	there	are	female.”		

	

Gender	Diversity	

D3	 “My	focus	at	the	CBS	Diversity	and	Inclusion	Council	is	now	on	gender.”	

D2	 “We	do	need	to	change	our	learning	environments	or	working	environments.	They	

should	become	less	gendered.	There	is	nothing	wrong	with	gender,	but	when	one	

gender	pushes	out	the	other,	there	is	a	problem.	So,	we	need	to	work	with	that	in	

order	to	get	a	better	overall	balance.”	

D1	 “So	that's	one	of	the	problems	-	that	you	cannot	say,	for	example,	we	want	to	have	

more	women.	Because	they	have	to	have	certain	skills.”	

D2	 “There	 is	 systemic	 under-representation	 in	 all	 cases.	 You	 see	 fewer	women	 than	

there	should	be	there	relative	to	the	base”	

D2	 “The	intake	of	students	has	for	more	than	10	years	been	roughly	50/50	male	and	

female	students.”	

D4	 “The	gender	issue	is	huge”		

D4	 “We're	really	failing	on	the	gender	gap	for	academic	progression.”	

D1	 “When	you	look	upon	people	coming	from	abroad,	I	 think	there	is	a	very	tolerant	
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mindset	that's	more	tolerant	than	the	rest	of	society”	

D4	 “It	is	super	hard	for	women	to	move	up	career-wise."	

D2	 “Internally	 in	 the	business	school	 there	 is	still	a	split	–	both	 in	 terms	of	area,	but	

also	if	we	look	beyond	at	the	career	trajectories.	One	of	my	jobs	is	to	look	at	these	

internal	structures	that	are	gendered.	[…]	And	do	we	accept	that	even	in	this	organ-

isation,	men	 are	more	 likely	 to	proceed	 into	managerial	 positions?	Do	we	 accept	

that?	That	is	the	journey	that	we	embarked	upon.”		

D2	 “And	 as	 you	 can	 see	 from	 the	 statistics,	 the	 professors	 tend	 to	 be	 male,	 which	

means	that	males	set	that	power	and	discourse.”	

D4	 “We	also	have	a	 lot	of	 junior	women	academics	 in	environments	where	 it	 is	very	

heavily	dominated	with	senior	men	and	it	just	creates	a	distortion	of	its	own.”	

	

Ethical	Diversity	

D1	 “I	 mean	 a	 few	 years	 ago	 there	 was	 a	 vision	 to	 have	 CBS	 as	 a	 part	 of	 the	 whole	

world.	 The	 vision	 was	 to	 be	 international.	 And	 we	 see	 the	 fruits	 of	 that	 now	

through	our	large	number	of	students	and	staff	that	come	from	abroad.”	

D7	 “If	 I	 consider	only	my	study	course	–	diversity	and	change	management	–	 it	 feels	

super	diverse	regarding	gender	maybe	a	little	bit.	I	mean	there's	a	lot	more	women	

than	there	are	men,	but	nationality-wise	it	was	also	restricted	to	Europe	–	actually,	

there	were	really	like	two	to	three	outside	from	Europe.”	

D7	 “But	I	think	if	you	consider	more	in	terms	of	the	bachelor	level,	I	think	it's	way	less	

International	because	there's	also	a	lot	more	programs	only	in	Danish.”	

D4	 “International	diversity	has	 impacted	 tremendously	 this	organisation	because	we	

compete	 internationally.	We	are	ranked	 internationally.	We	have	been	promoting	

international	students.	We	also	do	international	recruitment.	So,	the	international	

dimension	 I	would	 say	 is	 really	major.	But	 again,	 it's	 also	very	Western	 so	 it	 is	 a	

type	of	internationalization.	It	is	also	Anglo-Saxon.	It	is	not	very	Eastern	Europe,	so	

it	is	an	internationalization	that	is	more	narrow	than	what	it	looks	like.”		

D3	 “Perhaps	when	you	have	cultural	differences	 in	a	group,	different	 issues	come	up	

which	otherwise	might	not	have,	and	it	is	important	to	have	those	conversations.”	

	

Working	with	Diversity	at	CBS	

D2	 “We	don't	know,	and	we're	not	supposed	to	know	things	like	sexual	and	religious	

orientation.	[…]	We	don't	have	systematic	tracking	of	that.	So,	we	don't	know,	but	

my	impression	is	that	it	is	relatively	diverse.”	
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D5	 “You	can	also	see	diversity	as	a	part	of	your	personality	because	everyone	has	dif-

ferent	 personality	 traits	 and	 different	 identity	 parts	 which	 makes	 a	 person	 di-

verse.”	

D2	 "So	as	an	equal	opportunities	officer,	 I	can	either	work	through	CDI	or	work	with	

the	President	[…]	I	have	a	Hands-On	role	in	the	day-to-day	operations.	I	also	have	a	

strategic	role	in	trying	to	work	with	diversity	as	part	of	an	overall	strategy	at	CBS."	

D5	 “I	think	I	take	an	intersectional	approach	to	that.	So	I	try	to	look	at	different	forms	

of	oppression	systems	and	how	they	intersect	with	each	other.”	

D5	 “My	ideal	would	be	that	it	is	improving	the	learning	environment	for	students	and	

the	work	environment	for	staff.	That's	my	ideology.”	

D4	 “Diversity	is	just	something	you	have	to	do.	And	then	you	can	evaluate	afterwards	

how	it	went,	but	you	have	to	do	it.	Of	course,	there	will	be	issues,	but	it	is	better	to	

try	and	fail.”		

D4	 “So	if	you	learn	diversity	management,	you	alter	the	way	of	looking	at	people.	It	is	

demanding,	but	everybody	can	win	from	this.”		

D1	 “So,	 I’m	 actually	 trying	 to	 figure	 out	what	 is	 preventing	 the	women	 of	 CBS	 from	

moving	up	in	the	ranks,	in	terms	of	employees.”	

D4	 “So,	I	think	we	came	a	little	bit	late	to	the	party,	you	know	in	the	sense	that	Copen-

hagen	 University	 has	 been	 doing	 actually	 quite	 many	 things	 related	 to	 gender	

equality.	And	our	 first	 initiatives	on	diversity	and	 inclusion	were	very	 focused	on	

gender	equality,	we	had	other	 issues,	 but	 this	was	a	priority.	But	 I	 think	 that	we	

managed	to	come	up	to	speed,	you	know.	So	 in	a	 few	years,	we	were	actually	de-

veloping	many	initiatives.”			

D6	 “For	 example,	 CBS’	 participation	 in	 the	 Pride	 parade,	 or	 having	 diversity	 day,	 or	

even	the	toilet	signs	which	changed	last	year.	They	are	not	major	gestures,	but	they	

are	one	step	forward	in	the	right	direction.”	

D5	 “But	mostly	 I	 would	 say	 it's	 about	 language	 and	 communication;	 trying	 to	 com-

municate	that	everyone	has	something	to	say.	And	can	say	what	they	want	to	say.	I	

think	that's	very	important.”	

D2	 “My	agenda	would	be	trying	to	open	up	the	structures	and	open	up	the	privileges	

because	 the	 privileges	 will	 always	 be	 there.	 So	 we	 need	 to	 have	 access	 to	 open	

those	 privileges	 and	 we	 need	 to	 have	 a	mindset,	 where	 we	 give	much	more	 to-

wards	 diversity	 by	 actually	 praising	 the	 benefits	 of	 having	 that	 diversity	 rather	

than	 doing	 the	 opposite.	 So	 for	 me,	 it's	 very	 much	 a	 matter	 of	 opening	 up	 and	

changing	mindsets	more	 towards	accepting	 the	values	of	diversity	 in	all	 its	many	
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different	manifestations."		

D2	 “So	all	heads	of	departments	know	that	 there	 is	some	 focus	on	 this	 [inclusion]	 in	

key	areas,	such	as	scouting,	attracting	talent,	retaining	talent,	promoting	etc.	So	at	

that	level,	everyone	knows	that	it's	there	-	in	a	very	tangible	way.”	

D2	 “So	as	an	Equal	Opportunities	Officer,	I	can	either	work	through	CDI	or	work	with	

the	President	and	that	means	I	also	have	a	role	to	play	in	the	overall	strategy	of	CBS	

in	developing	the	diversity	and	inclusion	area.”	

D2	 “Most	 of	 the	 other	 employees	 in	 the	 departments	were	 present	 at	 the	 roadshow	

when	we	talk	about	diversity	and	inclusion	and	had	an	opportunity	to	voice	their	

opinion	and	get	into	a	dialogue,	and	I	think	that	a	lot	of	people	out	there	will	know	

that	I'm	here	for	instance.	So,	everyone	knows	something	is	going	on.”	

D2	 “Once	you	embark	on	 this	 journey,	you	will	begin	 to	 implement	measures	within	

middle	management	and	faculty	that	will	agenda	our	position.”	

D2	 “I	use	discourse.	I	use	dialogue.	Whenever	I	have	the	opportunity	with	other	organ-

isational	members,	I	try	to	focus	on:	Where	is	it	we	can	see	symptoms	of	something	

which	is	not	right”	

D4	 “So	for	example,	I	coordinate	an	International	Conference	coming	up	in	June.	So	I'm	

very	interested	in	being	able	to	include,	to	make	this	conference	very	inclusive	for	

parents,	 specifically	 single	 parents,	 that	 cannot	 leave	 the	 child	 behind	 and	 that	

have	no	childcare	possibilities.”	

	

Improvements	

D6	 “There	 is	 a	 lack	of	 female	 teachers,	which	of	 course	 affects	 the	 corporate	 culture	

because	you	have	a	lack	of	thoughts	coming	from	a	certain	demographic.”	

D2	 “So	social	stratification	is	one	issue.	So	we	tend	to	get	students	from	well-off	fami-

lies	and	those	families	tend	to	be	situated	graphically	in	Copenhagen	and	the	north	

of	Copenhagen.	So	we	have	a	disproportionate	number	of	students	actually	derived	

from	those	areas	and	that	the	social	strata.”	

D2	 “We	need	to	reflect	the	diversity	of	perspectives	on	things	to	do	with	organization-

al	life.	I	think	in	that	sense	it's	important	in	terms	of	being	a	better	workplace	basi-

cally	where	there's	room	for	more	than	one	type	of	individual.”	

D3	 “I	think	the	communication	is	just	a	bit	unfocused.	I	think	that	we	are	talking	about	

the	right	things,	we	just	have	a	way	to	go	with	communicating	the	action	of	these.	

D5	 “There's	no	communication	to	students	themselves.	So	I	think	in	order	to	improve	

the	situation	and	to	kind	of	get	a	mindful	communication	of	inclusion,	you	need	to	
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know	you	need	 to	 talk	 to	 the	 students	when	 it	 comes	 to	 student	environment	or	

talk	to	the	staff	and	you	want	to	attract	more	researchers	from	outside.”	

D3	 Regarding	decision-making	in	CDI,	“it’s	not	very	inclusive”	

D3	 “So	that	says	something	about	how	not	so	inclusive	it	[CDI]	is	after	all.”	

D4	 “There	is	no	enough	political	debate.	We	don't	have	a	culture	for	that.”	

D4	 “But	 I	experience	 implicit	bias,	but	 it's	 like	you	are	walking	around	like	you	were	

completely	tattooed.	You	enter	the	room	and	you	enter	the	first	conversation	and	

you	are	already	tattooed.	And	especially,	I	would	say,	the	gender	issue	is	huge.”	

	

Resistance	

D1	 “There	is	some	kind	of	discourse	saying	that	it’s	actually	not	a	good	idea	to	be	that	

diverse	because	that	would	be	threatening	to	the	Danish	culture	and	so	on”	

D2	 “There's	one	frontline	pushing	an	agenda	against	privileges	and	against	some	tradi-

tional	structures	that	we	want	to	change	and	then	there's	a	counter	push	from	the	

other	side.”			

D1	 “I	 think	most	of	 the	people	 in	CBS	have	a	very	broad-minded	and	a	 tolerant	way	

approaching	diversity.	Actually,	not	quite,	I	think	you	can	some	older	faculty	mem-

bers	that	have	another	opinion	about	women	in	science.”	

D2	 “Employees	tend	to	say	‘but	what's	this	CDI	doing,	I	mean	isn't	something	happen-

ing?’	 There	 are	 two	 answers	 to	 that.	 It	 takes	 a	 lot	 of	 time	 –	 it	 is	 damn	 com-

plex	[…]	and	it	takes	time	because	the	turnover	of	positions	and	people	is	relatively	

slow	in	an	organization	like	this.”	

D4	 “I	am	ready	to	meet	people	with	reluctance	because	I	really	think	we	need	to	move	

and	do	better."		

D3	 “And	then	there	might	be	others	who	really	think	of	it	as	“oh	this	is	to	hurt	all	the	

men”	 and	 that	 I	 just	 don’t	 agree	 with.	 One	 example	 is	 that	 when	 the	 CDI	 went	

around	to	different	departments	promoting	their	agenda,	one	guy	asked,	“Will	this	

mean	that	if	you	get	your	way,	it	will	be	harder	for	me	as	a	man	to	become	a	pro-

fessor?”	And	 they	actually	 said	yes,	 it	does	mean	 it	will	become	harder,	but	 right	

now	 it	 is	 also	 way	 easier	 for	 you	 and	 that’s	 not	 something	 that	 is	 being	 talked	

about.”	

	

Cultural	and	Structural	Aspects	

D2	 "How	do	we	work	with	a	big	organization	like	this	to	make	a	change,	which	is	not	

just	a	cosmetic	change,	but	at	the	end	of	the	day	aiming	for	a	changed	mindset	to	
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change	the	culture?	You	are	probably	aware	of	the	dictum	that	culture	eats	strategy	

for	 breakfast	 and	 that's	 certainly	 one	 instance	 where	 you	 can	 follow	 that	 very	

closely.”	

D1	 	“So,	it’s	a	balance	trying	to	be	inclusive	but	also	doing	what	is	best	practice”	

D4	 “There	is	a	major	difference	[..]	if	we	look	back	to	before	the	creation	of	the	[diver-

sity	and	inclusion]	council	and	the	[diversity	and	difference]	platform	to	now”	

D2	 “I	think	it's	incredibly	important	that	the	signals	that	come	from	top	management	

will	affect	 the	way	everyone	 in	 the	organization	orient	 themselves.	 It	will	also	af-

fect	what	 they	 talk	about.	So	 if	 top	management	put	 it	on	 the	agenda	and	get	 the	

middle	management	on	board	then	it	will	be	something	that	everyone	talks	about	

and	by	merely	getting	 that	discussion	going	 it	will	make	everyone	 focus	on	those	

key	areas	where	this	is	crucial.”	

D2	 “So	 top	management	 constantly	 talking	about	 this,	 taking	 it	 into	performance	 re-

views	 etc.	 And	 then,	 if	 all	 employees	 start	 thinking	 about	 this	 and	 talking	 about	

this,	it	will	generate	that	cultural	change	that	we're	looking	for,	because	you	can	get	

only	so	far,	by	just	relying	on	executive	powers.”	 	

D5	 “I’m	not	sure	it	would	be	the	right	approach	to	implement	a	policy.	And	if	it	is	im-

plemented,	 then	 it	 is	 very	 important	how	 it	 is	 communicated	and	set	up	because	

policies	shouldn’t	show	that	it	is	restricting	or	limiting	behaviour.”	

D2	 “I	think	it's	becoming	more	mindful	and	I	think	we	all	pause	and	think	"what	am	I	

writing	now?"	And	I	think	that's	part	of	that	cultural	change	that	we	need	until	we	

get	to	a	point	where	we	no	longer	need	to	think	about	it	and	just	do	it."	

D2	 “There	are	a	 lot	of	places,	where	recommendations	and	changes	have	been	made.	

Everyone	who's	in	middle	management	and	top	management	knows	them.”	

D2	 “You	primarily	use	discourse	–	that’s	how	you	change	an	organisation.”	

D2	 “Talking	time	in	meetings	is	taken	up	by	a	certain	profile	that	will	then	be	slugging	

it	 out	 across	 the	 table,	whereas	 there	 are	people	 at	 the	 table	who	don't	 get	 very	

much	time	to	talk,	who’s	competencies	may	not	be	taken	very	seriously	compared	

with	the	certain	profile.”	

	

Inclusivity	at	CBS	

D1	 “Most	of	the	people	in	CBS	are	very	broad	minded	and	have	a	tolerant	way	of	ap-

proaching	diversity.”	

D2	 “On	the	surface,	I	think	we	are	actually	quite	inclusive,	but	it's	all	the	unconscious	

things	that	we	don't	recognize.	[…]	Perhaps	we’re	not	as	inclusive	as	we	think.”		
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D7	 	“It	could	be	more	inclusive”	

D1	 “You	still	hear	stories	about	non-inclusion"	

D2	 “I	still	do	see	things	also	in	this	department,	which	I	would	say,	hmm,	maybe	that's	

not	so	inclusive.”	

D4	 	“I	 think	 that	CBS	 is	much	more	 inclusive.	 I	mean	 it	 somehow	has	a	kind	of	more	

inclusive	 discourse	 than	 the	 general	 discourse	 in	 Denmark	 and	 the	 one	 that	 has	

been	quite	present	in	Denmark	for	over	a	decade	per	se.	I	don't	see	CBS	imitating	

or	being	equal	to	the	discourse.”	

D4	 “I	don't	 think	we	are	 inclusive	enough	 in	 relation	 to	 career	development	 for	aca-

demics	here.	We're	really	failing	on	the	gender	gap	for	academic	progression.”	

D5	 “You	don't	 find	anything	on	 the	website	and	stuff	but	 there	are	some	 initiatives	 I	

really	appreciate	for	example	the	all-genders	toilet.”	

D6	 “The	approach	should	not	be	 to	be	discriminating	against	people	who	are	not	di-

verse.	 It	 should	be	 to	 be	 including	of	them	 so	 that	 they	 can	help	 support	 a	 cause	

that	they	are	probably	interested	in	but	just	not	invested	in.”		

D4	 “Everybody's	different,	you	know,	at	 the	end	of	 the	day	an	 inclusive	environment	

affects	everybody	for	the	better.”	

D3	 “We	do	still	have	cases	where	people	feel	that	CBS	is	not	as	inclusive	as	we	would	

like	it	to	be.”	

D5	 “In	order	to	 improve	the	situation	and	to	kind	of	get	a	mindful	communication	of	

inclusion,	you	need	to	talk	to	the	students	when	it	comes	to	student	environment”	

D1	 “It’s	a	balance	trying	to	be	inclusive	but	also	doing	what	is	best	practice.”	

D2	 “Diversity	only	makes	sense,	if	you	also	have	inclusion”	

D7	 “Super	inclusive.	Mostly	we	agree,	but	if	not,	everybody	has	like	the	same	right	to	

say	anything	and	 then	 it	doesn't	matter	 if	 it's	 the	President	or	somebody	else”	 in	

terms	of	the	decision-making	process	in	CBS	Diversity	and	Inclusion	Student	Socie-

ty	

D3	 “If	you	want	 to	 find	the	steps	that	CBS	 is	 taking	towards	being	 inclusive,	you	will	

find	them	because	they	are	doing	a	 lot.	But	 if	you’re	not	 looking	 for	 them,	 I	 think	

that	you	could	miss	them	very	easily,	because	it	is	not	that	integrated	into	our	gen-

eral	communication	at	CBS.”	
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Non-Diversity-Focused	Interviews	

The	Diverse	Environment	at	CBS	

N2	 “I	actually	find	it	quite	diverse”	

N1	 “Also,	in	terms	of	faculty	and	administrative	workers,	I	find	it	quite	diverse.”	

N4	 “I	think	based	on	what	I	have	experienced	back	in	Hungary,	this	is	the	most	diverse	

environment	I've	ever	been	in”		

N3	 “There	is	definitely	a	specific	type	of	people	who	are	the	mass	majority	of	the	stu-

dents	at	CBS.”	

N3	 “Generally,	you	need	quite	a	high	GPA	to	get	into	CBS.	There	are	different	parts	of	

the	society	that	value	going	to	a	business	school	higher	than	others.	[…]	There	are	

21,000	students	so	there	is	a	big	group	of	other	people	as	well.	But	I	think	80%	of	

students	are	probably	kind	of	the	same	type."		

N5	 “The	pool	of	students	is	diverse,	but	the	way	they	form	groups	is	not	diverse	and	I	

think	CBS	does	not	do	enough	to	put	this	issue	into	focus.”		

N2	 “CBS	 has	 participated	 in	 Pride	 for	 two	 years	 now	 and	 going	 to	 do	 it	 this	 year	 as	

well.	So,	it's	becoming	more	and	more	diverse	on	that	front	as	well”	

N2	 “It’s	 [inclusivity]	promoted	over	all	of	CBS	basically	 that	 this	 is	 something	 that	 is	

supported	by	senior	management	here	at	CBS	as	well.	[…]	They	have	to	show	that	

they	support	this	in	order	for	it	to	actually	be	effective	in	my	opinion.”	

N5	 “Like	maybe	we	have	like	the	transgender	toilets.	And	like	one	day	a	year	we	have	

like	a	Pride	truck,	which	is	also	nice	but	in	everyday	life	there's	nothing.”	

N5	 “I	would	say	CBS	is	very	good	at	like	the	whole	marketing	thing	with	Pride	and	the	

transgender	toilets,	which	are	also	great	 initiatives,	but	I	 think	those	are	also	 like	

the	lowest	hanging	fruits.”	

N5	 “I	know	 that	 they’ve	been	 talking	 for	years	about	 implementing	something	about	

diversity	in	at	least	one	topic	at	one	point	in	time	at	each	study	program,	and	I	just	

think	it	is	ridiculous	that	they	didn’t	do	anything	about	that	yet.”	

N4	 “I	remember	one	of	my	friends	did	a	study	on	CBS	and	they	had	this	problem	about	

only	 reading	white	male	authors	 in	 their	 curriculum.	And	 then	all	 the	knowledge	

was	the	same.”	

N3	 “But	 if	you	 take	 too	many	 initiatives,	you	also	separate	 the	group	somehow	 from	

the	other	people,	putting	a	 focus	on	 the	 fact	 that	 these	people	are	more	different	

than	the	other	ones	over	here.	And	so	I	think	you	can	have	an	advantage	in	higher	

inclusion	but	the	disadvantage	is	that	can	you	can	actually	end	up	alienating	some	

people	 more	 because	 you	 focus	 so	 much	 on	 them	 being	 different	 from	 the	 rest	
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somehow.”	

N5	 “But	also	I	think	that	in	this	specific	area,	it’s	not	the	responsibility	of	the	students	

to	make	sure	that	diversity	and	inclusion	is	a	thing.	It	has	to	be	like	a	top-down	ap-

proach,	so	it’s	the	responsibility	of	the	leadership	at	CBS,	and	they	don’t	lift	the	re-

sponsibility.”		

N2	 “The	world	 is	diverse	outside	 these	buildings	and	we,	of	course,	have	 to	adapt	 to	

that"	

N4	 “Diversity	would	bring	a	great	deal	of	different	thinking	to	the	academics.”	

N3	 “There	are	the	Pride	events	that	started	two	years	ago,	and	that	was	a	big	change	

because	 I've	 never	 seen	 anything	 like	 that	 from	 CBS,	 or	 CBS	 putting	 that	 much	

money	or	time	into	creating	something	like	that.”	

N3	 “I	think	CBS	in	general	is	pretty	inclusive	in	the	sense	that,	I	think	people	are	aware	

that	 there	 are	 people	 from	 all	 over	 the	 world	 here	 and	 people	 are	 pretty	 well-

educated	and	understand	 the	concept	of	being	different,	but	on	 the	other	hand,	 I	

think	there's	also	a	certain	way	that	within	the	different	study	lines	and	within	the	

school	generally,	where	people	are	expected	to	behave	in	a	specific	manner	and	if	

you	step	outside	of	that	norm	it	might	be	harder	to	be	included	because	there	may-

be	is	one	preferred	way	of	being	a	CBS	student	and	not	maybe	as	many	options	as	

they	could	be.”		

	

Gender	Diversity	

N4	 “In	terms	of	gender...I	don’t	think	it’s	that	outstandingly	diverse	in	CBS”	

N1	 “When	you	look	at	diversity	at	CBS,	it's	interesting	to	look	at	how	many	professors	

are	men,	how	many	are	women,	how	many	in	the	administration	are	women	and	

how	many	are	men,	because	I	think	it's	quite	the	opposite”.	

N5	 “We	see	that	a	lot	of	the	very	for	example	math	heavy,	quantitative	study	programs	

are	 heavily	 dominated	 by	males,	which	 could	 be	 a	 problem	 because	we	 also	 see	

that	the	leaders	of	tomorrow	tend	to	come	from	those	study	programs”	

	

International	Diversity	

N1	 Considers	CBS	“very	diverse,	but	that’s	based	on	the	international	aspect.	We	have	

students	coming	in	for	exchange	from	all	over	the	world,	basically,	and	there	are	all	

types	 of	 nationalities,	colours,	 languages	 and	 that	in	 itself	 fosters	a	 diverse	 envi-

ronment.”	

N2	 “Because	we,	of	course,	are	very	diverse	and	accepting	of	all	people	coming	in	from	
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all	over	the	world,	which	of	course	has	an	effect	on	my	opinion	about	CBS	in	gen-

eral	but	when	I	go	outside	the	International	Office,	I	find	that	CBS	in	general	also	is	

very	diverse."	

N3	 “We	have	a	big	group	of	exchange	students	coming	to	us	from	all	over	the	world.	So	

just	by	nationality	and	where	they	are	from,	they	create	diversity,	but	we	still	have	

a	lot	of	the	very	traditional	business	students	as	the	biggest	group”.	

N3	 “We	always	speak	in	English	because	we	have	the	only	non-Danish	speaker	at	the	

office	 in	 our	 team.	We	 always	 communicate	 everything	 in	 English	 amongst	 our-

selves.”	

N1	 “We	have	an	office	full	of	nationals	but	also	internationals,	so	I	think	that	we're	in-

clusive	to	everybody.”	

	

The	Inclusive	Environment	at	CBS	

N1	 “There	is	space	for	anybody	who	feels	like	they	want	to	study	here	and	work	here	

as	well”	

N3	 "CBS,	in	general,	is	pretty	inclusive	in	the	sense	that,	I	think	people	are	aware	that	

there	are	people	from	all	over	the	world	here	and	people	are	pretty	well-educated	

and	understand	the	concept	of	being	different".	

N3	 “There’s	 also	 a	 certain	 way	 that	 within	 the	 different	 study	 lines	 and	 within	 the	

school	generally,	where	people	are	expected	to	behave	in	a	specific	manner	and	if	

you	 step	 outside	 of	 that	 norm,	 it	 might	 be	 harder	 to	 be	 included	 because	 there	

maybe	is	one	preferred	way	of	being	a	CBS	student”	

N4	 “Of	course,	we	have	some	basic	examples	with	the	toilets	in	general,	but	I	think	just	

events	at	CBS	is	directed	to	the	greater	audience.		But	that	would	be	a	small	part	of	

it.	A	major	part	 is	 still	 the	CBS	business	 type	guys	 that	 really	populate	CBS,	but	 I	

think	it's	getting	more	and	more	inclusive	with	time.”	

N1	 “CBS	is	more	inclusive	now	than	they	have	been	before.”	

N5	 “I	think	if	you	just	look	at	on	paper,	I	think	CBS	is	very	inclusive	and	I	think	they	say	

all	 the	 right	 things	 and	 all	 kind	 of	 the	 intentions	 are	 there,	 but	 I	 just	 don't	 think	

they'd	do	anything	to	actually	follow	through	with	the	intentions.”		

N4	 “But	 I	also	think	 it	 is	worth	noting	that	 I	don't	 think	CBS	 is	 inclusive	 in	 the	sense	

that	there	is	this	high	CBS	nationalism,	one	that	everyone	feels	that	they	belong	to.		

So	I	am	actually	not	sure	if	CBS	is	the	one	who	understands	the	importance	of	hav-

ing	an	inclusive	environment	or	the	people	themselves	at	CBS	who	do.”		

N1	 “Both	 management	 and	 the	 union	 representatives	 are	 doing	 a	 lot	 to	 make	 CBS	
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more	inclusive.”	

N4	 	“Also,	 our	 audience	has	 changed.	 It	 used	 to	 be	primarily	 contributed	by	 the	CBS	

type	guy.	And	now	it	is	very	diverse	compared	to	what	we	used	to	have.	So,	I'm	not	

sure	 if	 something	 changed	around	CBS	or	around	Denmark	or	around	 the	world.	

Perhaps	the	idea	of	inclusion	has	just	picked	up	more.”	

N3	 “I've	been	here	for	six,	seven	years	now	and	there	have	been	changes	over	the	last	

couple	of	years	regarding	how	much	focus	is	put	on	it."	Regarding	the	promotion	of	

inclusivity	

N5	 “I	do	see	the	inclusion	initiatives	but	it's	also	the	very	very	easy	ones.”	

N5	 “When	we	worked	with	the	elected	board	of	CBS,	 for	example,	 I	 think	there	were	

some	 old	 males	 who	 didn't	 really	 care,	 and	 who	 definitely	 stop	 it	 because	 they	

don't	give	money	towards	it	and	stuff.	So	I	think	in	that	sense,	the	leadership	of	CBS	

is	not	at	all	involved	with	this	agenda	and	I	think	it's	tragic,	to	be	honest.”	

N5	 “I	think	again	that	on	paper	CBS	is	really	good	at	listening	and	I	think	that	there	are	

a	lot	of	channels	where	students	can	be	heard.”	

N3	 “I	think	our	focus	is	really	creating	a	safe	space,	where	it's	okay	to	be	different	-	it's	

okay	to	be	exactly	how	you	are.”	

N3	 “The	advantages	of	having	a	higher	focus	on	diversity	has	 increased	the	inclusion	

for	all	the	students.”	

N3	 “The	advantages	of	having	a	higher	focus	on	diversity	has	 increased	the	inclusion	

for	all	the	students,	especially	as	we	have	a	group	that	is	very	much	alike	and	then	

you	have	 a	minority	 group	 that	 is	 very	diverse.	 They	might	 feel	more	 left	 out	 or	

something	 like	 that.	 So	 the	more	you	 focus	on	 it,	 the	more	 included	 they	have	at	

least	a	chance	to	be.”	

N5	 “I	think	it's	important	both	because	we	teach	students	how	to	behave	when	they	go	

out	 into	 the	real	world,	but	also	 just	 for	 forming	relationships	because	otherwise	

we	end	up	in	a	situation	where	even	though	the	pool	of	students	is	diverse,	a	lot	of	

students	will	have	never	actually	been	in	touch	with,	you	know,	students	who	are	

different	from	themselves.”	

N1	 “I've	been	a	union	representative,	and	there	there's	a	lot	of	talk	about	being	inclu-

sive	and	I	think	both	management	and	the	union	representatives	are	doing	a	lot	to	

make	CBS	more	inclusive”	

N3	 “There's	a	lot	of	student	involvement	at	CBS	and	there's	also	a	lot	of	employee	in-

volvement	at	CBS.”	

N2	 “I	do	feel	that	it	[everyone’s	opinion	is	valued]	is	but	to	a	certain	point.”		
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N3	 “We're	doing	an	organizational	change	right	now	and	there's	a	lot	of	trying	to	fig-

ure	out	how	different	teams	support	each	other	and	the	part	that	people	really	like	

to	show	is	solidarity	with	each	other.”	

	

Non-Inclusion	

N5	 “Like	 in	 terms	 of	 the	 students	who	 are	 accepted,	which	 is	 very	 nice.	 But	 then	 of	

course	if	we	take	a	closer	look	at	like	who	studies	different	things,	I	think	there	are	

still	problems.”	

N5	 “Like	if	we	look	at	the	different	diversity	initiatives	there	are	among	the	students,	it	

will	be	 like	the	girls	promoting	the	feminist	society	and	the	Asian	people	running	

the	Asian	stuff,	and	we	just	need	the	white	old	males	with	the	power	to	be	the	fore-

front.”	

N4	 “I've	never	ever	seen	something	changing	based	on	that	

N5	 “I	mean	you	can	do	a	course	evaluation,	but	I've	never	ever	seen	something	chang-

ing	based	on	that.”	

N5	 “We	were	sitting	around	in	a	circle	with	a	lot	of	people	who	agreed	with	each	other	

that	we	should	have	diversity	and	 inclusion	at	CBS	but	we	had	no	money	and	no	

power,	so	essentially	nothing	would	change.”	

N5	 “I	 found	 that	 there	were	definitely	some	people	who	had	a	 lot	of	 spirit	 regarding	

the	topic	but	when	we	worked	with	the	elected	board	of	CBS,	for	example,	I	think	

there	were	 some	old	males	who	didn’t	 really	 care,	 and	who	definitely	 stop	 it	 be-

cause	they	don’t	give	money	towards	it	and	stuff.”			

N1	 “In	some	courses,	 they	have	groups	 formed	 for	 them	and	 in	some,	 they're	not,	 so	

they	have	 to	 form	them	themselves.	 I	 think	 in	 that	 instance,	 it	becomes	more	ap-

parent	whether	 there's	 inclusiveness	 or	 not	 because	 I	 think	 students	 tend	 to	 gel	

together.	 Then	 there	 are	 groups	 of	 exchange	 students	 and	 groups	 of	 Danish	 stu-

dents,	so	that's	not	very	inclusive."	

N5	 "I	think	there	were	some	old	males	who	didn't	really	care,	and	who	definitely	stop	

it	because	they	don't	give	money	towards	it	and	stuff.	So,	I	think	in	that	sense,	the	

leadership	of	CBS	is	not	at	all	involved	with	this	agenda	and	I	think	it's	tragic,	to	be	

honest."	

	

Cultural	and	Structural	Aspects	

N5	 ”So	I	think	everyone	kind	of	says	the	right	things	because	I	think	we	also	live	in	a	

time	where	we	all	know	to	be	aware	of	what	we	say	and	I	 think	now,	even	more	
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than	ever,	with	like	the	whole	#metoo	wave	and	all	of	these	things	you	have	to	be	

careful	about	what	to	say.		And	that’s	also	why	I	think	it	is	so	difficult	to	pinpoint	all	

the	flaws	at	CBS	because	on	paper	they	are	doing	the	right	thing	but	 its	when	we	

look	at	the	actual	things	they	implement	and	the	things	they	don’t	implement	and	

don’t	talk	about..”	

N5	 ”Because	I	think	a	lot	of	people	might	think	that	now	diversity	and	inclusion	is	not	

a	problem,	but	it’s	actually	a	huge	problem.”	

N2	 “The	world	 is	diverse	outside	 these	buildings	and	we,	of	course,	have	 to	adapt	 to	

that."	

N2	 “The	Dean	 of	 education	 and	 the	University	Director	 both	 attended	 the	 Pride	 last	

year.	And	 this	 year	 at	 the	Winter	Pride,	 the	Dean	was	 there	 as	well.	 So	 yeah,	 it’s	

very	supported	and	very	noticeable.”			

N4	 “CBS	 is	 built	 around	working	whilst	 you	 study,	 so	 this	 creates	 a	 certain	 division	

that	isn’t	inclusive”	

N5	 “So	I	think	yes,	I	do	see	the	inclusion	initiatives	but	it's	also	the	very	very	easy	ones.	

They	don’t	tackle	the	hard	problems.	And	the	few	people	that	actually	try	to	do	it	in	

the	diversity	and	inclusion	council,	they	don’t	really	have	any	power	at	all	because	

that’s	not	given	to	them.	That’s	my	impression	after	having	worked	with	them.”			

N3	 “Also	in	relation	to	the	management,	no	matter	what	department,	they	will	always	

tour	around	 the	 school	every	 time	 there's	a	new	 initiative	or	 something	 like	 that	

and	then	people	get	to	come	with	their	input	to	it”		

N5	 “It’s	not	the	responsibility	of	the	students	to	make	sure	that	diversity	and	inclusion	

is	 a	 thing.	 It	 has	 to	 be	 like	 a	 top-down	 approach,	 so	 it’s	 the	 responsibility	 of	 the	

leadership	at	CBS,	and	they	don’t	lift	the	responsibility.”	

N1	 “In	 terms	 of	 respect,	 I	 think	 there's	 respect	 everywhere.	 That's	 what	 I	 think.	 At	

least	we're	 trying	 to	deal	with	our	 students	and	our	partner	universities	and	 the	

remaining	administration	with	respect	because	we	know	that	they	have	a	hard	job	

and	they	have	a	difficult	time	coming	in	here.”	

N3	 “There	 is	 one	 [culture	 of	 fairness	 and	 equality]	 but	 I	 think	 that's	 because	 it's	 a	

school.”	

N3	 “We	 are	 working	 in	 three-ish	 teams	 and	 amongst	 those	 teams	 and	 amongst	 the	

people	in	the	teams,	it’s	quite	a	flat	structure	basically.”	

N1	 “I	think	that	if	I	were	to	send	an	email	to	the	President	of	CBS	with	a	good	idea	or	

with	an	opinion	of	something	that	really	doesn't	work	or	with	something	we	could	

do	much	differently,	it	would	be	valued	and	hopefully	taking	care	of	or	like	at	least	
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considered.”	

N3	 "CBS	promotes	teamwork	a	lot	[…]	I	think	we	work	in	teams	at	CBS	because	it's	a	

good	way	of	practising	working	in	teams	as	there	are	very	few	jobs	where	you	are	

going	to	work	by	yourself	"	

N2	 “Well	here	in	our	office,	it’s	[teamwork]	essential.	Teamwork	is	basically	essential	

because	we	couldn't	do	what	we	do	alone”.	
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APPENDIX 4: INTERVIEW INFORMATION FOR DIVERSITY-

FOCUSED INTERVIEWEE GROUP 

	

We	 are	 very	much	 appreciative	 of	 the	 fact	 that	 you	 have	 agreed	 to	 contribute	 to	 our	

master	thesis	and	thereby	support	our	research.	To	reiterate,	this	is	the	concluding	the-

sis	of	our	master’s	degree	in	MA	International	Business	Communication	at	Copenhagen	

Business	School.	In	that	light,	our	purpose	with	this	thesis	is	to	understand	perceptions	

of	diversity	and	inclusion	at	CBS	in	order	to	investigate	whether	the	diversity	initiatives	

undertaken	can	create	a	more	inclusive	environment.			

	

Our	intention	is	to,	through	our	questions,	cover	the	following	themes:			

• Approaching	Diversity		

• Managing	Diversity		

• Approaching	Inclusion		

• Organisational	Culture			

• Communicative	Approach		

• General	Inquiries		

	

All	of	the	audio	during	our	interviews	will	be	recorded	and	later	transcribed	as	a	refer-

ence	point	for	analysis.		Our	research	will	be	conducted	under	the	interpretive	paradigm	

and	only	the	recorded	verbal	language	will	be	used	for	analysis	i.e.	non-verbal	gestures	

will	not	be	considered	in	our	analysis.				

	

The	method	of	data	collection	that	we	intend	to	make	use	of	is	semi-structured	qualita-

tive	interviews.	In	other	words,	the	interviews	will	be	conducted	using	a	more	conversa-

tional	 style	 yet	 still	 following	 a	 sequence	 of	 predetermined	 questions	 followed	 using	

probes	as	appropriate.		We	estimate	the	duration	of	the	interview	(from	start	to	finish	of	

the	audio	recording)	to	be	approximately	30	minutes.				

	

Our	expectation	of	you	as	a	respondent	is	that	you	answer	to	the	best	of	your	abilities,	

using	 your	 own	 experiences	 and	 opinions.	 This	 is	 because	 our	 research	 is	 focused	 on	

your	and	other	respondents’	perceptions,	rather	than	general	organisational	knowledge	
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on	the	topics	of	diversity	and	inclusion.		We	also	encourage	you	to	ask	for	further	elabo-

ration	if	you	are	unsure	of	what	the	questions	entail,	or	if	you	have	any	other	concerns.			

	

Attached	alongside	this	document	is	a	consent	form.	This	form	is	important	documenta-

tion	for	ensuring	that	we	have	your	consent	to	use	your	interview	responses	as	part	of	

our	research.	We	will	provide	printed	copies	of	the	consent	form	along	with	this	docu-

ment	at	the	interview	as	well.			

	

Thank	you	again	for	your	support	of	our	research.	It	is	highly	appreciated.		

	

Best	wishes,			

Emma	and	Mihika			
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APPENDIX 5: INTERVIEW INFORMATION FOR NON-

DIVERSITY-FOCUSED INTERVIEWEE GROUP 

	

We	 are	 very	much	 appreciative	 of	 the	 fact	 that	 you	 have	 agreed	 to	 contribute	 to	 our	

master	thesis	and	thereby	support	our	research.	To	reiterate,	this	is	the	concluding	the-

sis	of	our	master’s	degree	in	MA	International	Business	Communication	at	Copenhagen	

Business	School.	In	that	light,	our	purpose	with	this	thesis	is	to	understand	perceptions	

of	diversity	and	inclusion	at	CBS	in	order	to	investigate	whether	the	diversity	initiatives	

undertaken	can	create	a	more	inclusive	environment.			

	

Our	intention	is	to,	through	our	questions,	cover	the	following	themes:			

• Diversity	

• Inclusion	

• Inclusive	behaviour	

• General		

	

All	of	the	audio	during	our	interviews	will	be	recorded	and	later	transcribed	as	a	refer-

ence	point	for	analysis.		Our	research	will	be	conducted	under	the	interpretive	paradigm	

and	only	the	recorded	verbal	language	will	be	used	for	analysis	i.e.	non-verbal	gestures	

will	not	be	considered	in	our	analysis.				

	

The	method	of	data	collection	that	we	intend	to	make	use	of	is	semi-structured	qualita-

tive	interviews.	In	other	words,	the	interviews	will	be	conducted	using	a	more	conversa-

tional	 style	 yet	 still	 following	 a	 sequence	 of	 predetermined	 questions	 followed	 using	

probes	as	appropriate.		We	estimate	the	duration	of	the	interview	(from	start	to	finish	of	

the	audio	recording)	to	be	approximately	30	minutes.				

	

Our	expectation	of	you	as	a	respondent	is	that	you	answer	to	the	best	of	your	abilities,	

using	 your	 own	 experiences	 and	 opinions.	 This	 is	 because	 our	 research	 is	 focused	 on	

your	and	other	respondents’	perceptions,	rather	than	general	organisational	knowledge	

on	the	topics	of	diversity	and	inclusion.		We	also	encourage	you	to	ask	for	further	elabo-

ration	if	you	are	unsure	of	what	the	questions	entail,	or	if	you	have	any	other	concerns.			
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Attached	alongside	this	document	is	a	consent	form.	This	form	is	important	documenta-

tion	for	ensuring	that	we	have	your	consent	to	use	your	interview	responses	as	part	of	

our	research.	We	will	provide	printed	copies	of	the	consent	form	along	with	this	docu-

ment	at	the	interview	as	well.			

	

Thank	you	again	for	your	support	of	our	research.	It	is	highly	appreciated.		

	

Best	wishes,			

Emma	and	Mihika			



Deb	&	Øyås	 	 May	15th,	2019	

	 148	

APPENDIX 6: CONSENT FORM 

	

Dear	[name]	

	

As	a	concluding	project	to	our	master's	degree	in	MA	International	Business	Communi-

cation	at	Copenhagen	Business	School,	we	 -	Emma	Øyås	and	Mihika	Deb	are	writing	a	

master's	thesis	on	how	a	focus	on	diversity	initiatives	affect	perceptions	of	inclusion.	To	

exemplify	this	in	a	real-world	situation,	we	will	be	gearing	our	focus	towards	the	diver-

sity	 initiatives	and	the	perceptions	of	 inclusion	of	those	 linked	to	the	 institution	of	Co-

penhagen	Business	School	(CBS).	

	

As	you	are	currently	linked	with	CBS,	either	as	a	student,	staff,	alumni,	or	a	part	of	the	

university’s	administration,	we	would	like	to	use	you	as	a	respondent	for	our	research	

and	use	your	work	experiences	and	knowledge	for	our	research.	

	

We	would	like	for	you	to	participate	in	a	face-to-face	verbal	interview	that	will	be	con-

ducted	 in	English	and	answer	a	series	of	questions	 to	 the	best	of	your	ability.	 It	 is	 im-

portant	to	note	that	all	of	your	individual	details	will	be	kept	anonymous	out	of	consid-

eration	towards	respecting	your	privacy.	The	only	material	that	will	be	used	for	analysis	

is	what	is	explicitly	stated	as	part	of	the	answers	in	the	interview.	We	do	not	anticipate	

that	there	are	any	risks	associated	with	your	participation,	and	should	you	agree	to	par-

ticipate,	you	have	the	right	to	withdraw	from	the	research	at	any	time.		

	

Ethical	procedures	for	academic	research	require	interviewees	to	explicitly	agree	to	par-

ticipate	 in	 the	 interview	 and	 how	 the	 information	 contained	 in	 the	 interview	will	 be	

used.	Therefore,	this	consent	form	is	necessary	for	us	to	have,	to	ensure	that	you	have	

fully	understood	 the	purpose	of	your	 involvement	and	agree	 to	 the	conditions	of	your	

participation.		Should	you	agree	to	participate,	we	would	kindly	ask	you	to	carefully	read	

through	the	following	informational	points	and	sign	the	form	by	printing	your	name	and	

the	date	on	the	dotted	line	below.		

	

If	you	have	any	further	questions	or	concerns,	please	do	not	hesitate	to	contact	us	using	

the	contact	information	at	the	bottom	of	this	document.		
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By	signing	this	consent	form	I	agree	that:	

	

• I	volunteer	to	participate	in	a	research	project	conducted	by	Emma	Øyås	and	
Mihika	Deb.		I	understand	that	the	project	is	for	the	concluding	thesis	of	their	
master’s	degree	in	MA.	International	Business	Communication	at	Copenhagen	
Business	School.		

• My	participation	in	this	project	is	voluntary.	I	understand	that	I	will	not	be	paid	
for	my	participation.	I	may	withdraw	or	discontinue	participation	at	any	time	
without	penalty.	If	I	decline	to	participate	or	withdraw	from	the	study,	this	will	
not	in	any	way	affect	my	personal	or	professional	relationships.	

• I	understand	that	most	interviewees	will	find	the	discussion	interesting	and	
thought-provoking.	If,	however,	I	feel	uncomfortable	in	any	way	with	answering	
the	questions,	I	have	the	right	to	decline	to	answer	any	question	or	to	end	the	in-
terview.	

• The	interview	will	be	conducted	verbally,	wherein	the	interview	will	be	record-
ed	on	an	audio	device	and	thereafter	transcribed	by	the	researcher.		

• I	understand	that	the	researcher	will	not	identify	me	by	name	in	any	reports	us-
ing	information	obtained	from	this	interview	and	that	my	confidentiality	as	a	
participant	in	this	study	will	remain	secure.	

• I	will	be	provided	with	a	copy	of	this	consent	form	if	I	ask	for	it.	
• I	have	read	and	understood	the	explanation	provided	to	me.	I	have	had	all	my	

questions	answered	to	my	satisfaction,	and	I	voluntarily	agree	to	participate	in	
this	study.	
	

	

___________________________________	Signature	of	Respondent	_____________Date		

	

	

	

___________________________________	Signature	of	Researchers	_____________Date		

	

	

For	further	information,	please	contact:		

	

Emma	Øyås	

Email:	emoe14ac@student.cbs.dk	

	

Mihika	Deb	

Email:	mide24ac@student.cbs.dk	
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APPENDIX 7: INTERVIEW QUESTIONS FOR DIVERSITY-

FOCUSED INTERVIEWEE GROUP 

	

Approaching	diversity		
1.	 How	diverse	do	you	consider	your	workplace?		
2.	 How	would	you	describe	your	approach	to	diversity?		
3.	 What	is	your	perception	of	the	diversity	discourse	in	society?		
4.	 What	is	your	perception	of	the	diversity	discourse	in	your	organisation?		
5.	 How	do	you	find	the	focus	on	diversity	in	at	CBS	compares	to	that	of	other	Dan-

ish	universities?		
	
Managing	diversity	
6.	 How	do	you	 imagine	 that	managing	a	diverse	organisation	 can	affect	 the	envi-

ronment	in	general	at	CBS?		
7.	 How	do	you	work	with	diversity	and	inclusion	in	your	position?	Do	you	use	any	

specific	strategies?	
	
Approaching	inclusion		
8.	 How	inclusive	do	you	consider	your	workplace?		
9.	 In	your	opinion,	what	characteristics	define	an	inclusive	workplace?		
10.	 How	do	you	think	the	agenda	of	inclusion	is	highlighted	through	organisational	

practices	and	policies	at	CBS?		
	
Organisational	culture		
11.	 How	inclusive	do	you	find	the	decision-making	process	in	your	workplace?		
12.	 In	 a	meeting	 scenario,	 how	 significant	 are	 the	 counterpart’s	 demographic	 and	

cultural	characteristics	towards	the	decision-making	process?		
13.	 In	what	ways,	if	any,	do	you	find	diversity	to	impact	your	corporate	culture?		
	
Communicative	approach	
14.	 How	do	you	find	the	general	communication	at	CBS	to	be	mindful	of	inclusion?		
15.	 What	steps,	if	any,	do	you	take	to	be	mindful	of	being	inclusive	in	your	communi-

cation?		
	
General	inquiries		
16.	 What	is	your	title?		
17.	 How	long	have	you	actively	been	working	with	diversity	and	inclusion	at	CBS?		
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APPENDIX 8: INTERVIEW QUESTIONS FOR NON-DIVERSITY-

FOCUSED INTERVIEWEE GROUP 

	

Diversity		
1.	 In	general,	how	diverse	do	you	find	CBS?		
2.	 In	your	opinion,	what	advantages/disadvantages	could	a	focus	on	diversity	bring	

to	the	environment	at	CBS?		
	
Inclusion		
3.	 In	general,	how	inclusive	do	you	find	CBS?		
4.	 How	important	do	you	think	it	is	to	have	an	inclusive	environment?			
5.	 Do	you	notice	any	 initiatives	made	to	promote	 inclusivity	at	CBS?	 If	yes,	which	

ones?			
6.	 How	do	you	find	that	there	is	a	culture	of	respect,	fairness	and	equality	at	CBS,	if	

at	all?		
	
Inclusive	Behaviour		
7.	 At	CBS,	how	do	you	find,	if	at	all,	that	the	notion	of	teamwork	is	promoted?			
8.	 In	which	ways,	if	any,	do	you	feel	like	everyone’s	opinion	is	valued	at	CBS?			
9.	 Do	you	make	any	effort	to	practice	inclusive	behaviour?	If	yes,	how?			
	
General		
10.	 What	is	your	connection	to	CBS?		
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APPENDIX 9: D1 TRANSCRIPT 

	

Interviewer:	All	right,	so	just	jumping	straight	into	it;	how	diverse	to	consider	CBS?	

Respondent:	On	a	scale	or?	

	

Interviewer:	However,	you	would	like	to	define	it		

Respondent:	Compared	to	where	I	have	been	before	it's	very	diverse.	There	is	a	lot	of	

foreign	people,	people	with	different	ethnic	background.	And	yeah.	

	

Interviewer:	In	terms	of	just	your	team	or	the	whole	of	CBS?	

Respondent:	Not	my	team	that's	not	very	diverse.	But	when	I	look	at	CBS	it	is	very	di-

verse.		

	

Interviewer:	Great.	And	your	approach	to	diversity	-	How	would	you	describe	your	ap-

proach	to	diversity?	

Respondent:	I	actually	have	two	approaches.	The	one	is	that	I	think	it's	a	good	idea.	If	

you	want	to	develop	a	culture	that's	diverse,	then	I	think	we	have	to	be	more	demanding	

or	whatever.	I	see	the	approach	as	it's	a	management	challenge.	Because	the	way	you're	

managing	a	faculty	is	a	little	bit	different	from	the	way	you	could	manage,	for	example,	

my	part	of	the	organisation.	Because	there's	this	distance	and	you	cannot	be	so	directive	

in	what	you	want	to	do	with	the	staff	because	people	have	certain	skills	and	it's	actually	

not	 only	 you	 as	 the	 management	 here	 that	 is	 actually	 running	 the	 business.	

So	that's	one	of	the	problems	-	that	you	cannot	say,	for	example,	we	want	to	have	more	

women.	Because	they	have	to	have	certain	skills	and	are	rated	by	other	peers	who	are	

biased	and	so	on.	So,	we	have	to	do	a	lot	of	grooming	and	a	lot	of	nursing	maybe	earlier	

and	that's	actually	a	management	decision	to	do	that.		

	

Interviewer:	Yes,	and	I	wonder	then	what	is	your	perception	of	the	diversity	discourse	

in	society?		

Respondent:	In	society,	there	are	two	movements.	I	think	this	gender	diversity,	I	think	

we	all	agree	about	that,	also	in	society.	But	in	terms	of	you	know	diversity	in	Denmark	if	

that	is	the	society	we	are	talking	about.	There	is	some	kind	of	discourse	saying	that	it’s	

actually	not	a	good	idea	to	be	that	diverse	because	that	would	be	threatening	to	the	Dan-

ish	culture	and	so	on.	So,	we	have	gender	diversity	and	I	think	we	all	agree	about	that	
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and	also	work	towards	that.	But	this	diversity	including	different	ethnical	backgrounds	

and	stuff	 like	that	 -	 I	 think	we	are	 in	a	 limbo	in	a	way	in	Denmark.	Which	I	personally	

don't	like	because	I	think	it's	a	very	good	idea	to	be	diverse.		

	

Interviewer:	And	so,	what	is	your	perception	of	the	diversity	discourse	at	CBS?	

Respondent:	I	think	most	of	the	people	in	CBS	have	a	very	broad-minded	and	a	tolerant	

way	approaching	diversity.	Actually,	not	quite,	I	think	you	can	some	older	faculty	mem-

bers	that	have	another	opinion	about	women	in	science.	But	when	you	look	upon	people	

coming	 from	abroad,	 I	 think	there	 is	a	very	tolerant	mindset	 that's	more	tolerant	 than	

the	rest	of	society,	I'm	sure	about	that.		

	

Interviewer:	How	do	you	find	the	 focus	on	diversity	at	CBS	compares	to	that	of	other	

Danish	universities?		

Respondent:	Hmm.	I	work	together	with	the	other	HR	managers	at	the	other	universi-

ties,	but	I	haven't	asked	them	that	question.	So,	I	don't	really	know	for	sure,	but	I	think	

it's	a	part	of	the	sector	I'm	not	sure	that	we	are	more	or	less.	I	think	everybody	is	actual-

ly	more	than	the	rest	of	society.	I	mean	SDU	-	The	Southern	Danish	University	-	they	ac-

tually	have	a	couple	of	people	in	the	HR	department	working	on	diversity	challenges.		

	

Interviewer:	Also,	we	have	a	council.	I	don't	know	if	other	universities	have	something	

similar.	

Respondent:	I	know	that	they	have	a	couple	of	persons	in	the	HR	or	some	kind	of	pro-

ject	related	to	that	is	focused	on	diversity,	especially	on	gender.		

	

Interviewer:	Okay,	 so	 if	we	move	on	 to	managing	diversity,	how	do	you	 imagine	 that	

managing	a	diverse	organisation	can	affect	the	environment	in	general	at	CBS?		

	Respondent:	I	think	that	like	with	other	focuses	as	well	if	you	have	a	management	fo-

cus	on	it	will	spread	to	the	culture	as	well.		I	mean	a	few	years	ago	there	was	a	vision	to	

have	CBS	as	a	part	of	the	whole	world.	The	vision	was	to	be	 international.	And	we	see	

the	 fruits	of	 that	now	 through	our	 large	number	of	 students	 and	 staff	 that	 come	 from	

abroad.		

	

	

Interviewer:	When	you	work	with	diversity	and	inclusion	in	your	position,	how	do	you	

do	it?	Do	you	use	any	specific	strategies?	
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Respondent:	 In	 my	 department	 actually,	 it’s	 totally	 female.	 It's	 only	 female.	 But	 I've	

been	asking	this	to	the	people	in	my	department.	Why	is	it	a	problem?	Why	is	it	so	diffi-

cult	to	get	males	in	this	department?	And	apparently,	 it's	a	female	business	working	in	

the	 public	 sector	 with	 administration.	 So,	 we	 don't	 get	 that	 many	 applications	 from	

males.		

	

Interviewer:	Yeah.	Okay.	So,	 if	we	go	on	 to	approaching	 inclusion;	Before	 I	asked	you	

how	diverse	to	consider	your	organization,	now	I	asked	you	how	inclusive	do	you	con-

sider	it?	

Respondent:	 That's	 a	 good	 question.	 It's	 a	 very	 good	 question.	 I	 mean,	 you	 can	 ap-

proach	this	question	one	way	around	and	make	the	observation	that	 there's	actually	a	

lot	 of	 people	with	 diverse	 backgrounds.	 So	 that	 could	 indicate	 some	 kind	 of	 inclusion	

potential.		But	there	are	also	stories	about	non-inclusion.	So,	if	I	should	compare	diversi-

ty	and	inclusion,	I	would	say	that	it's	probably	more	diverse	than	it's	actually	inclusive.	

But	that’s	my	opinion,	it’s	not	fact-based.			

But	I'm	actually	more	concerned	about	that	we	don't	have	women,	for	example,	coming	

up	in	the	grades	and	becoming	professors.		So,	whilst	it	is	nice	we	have	non-gender	toi-

lets	and	stuff,	I	think	we	should	focus	more	on	the	career	aspect	of	it.			

	

Interviewer:	In	your	opinion	what	characteristics	define	an	inclusive	workplace?	

Respondent:	 	 It's	 a	 culture	 where	 you	 have	 conflicts,	 but	 they	 are	 always	 solved	

through	dialogue.	And	you	meet	the	other	opinion	or	the	other	person	with	an	‘Okay,	I’m	

curious	about	that.	Why	do	you	think	this?	‘.		So,	it’s	about	the	way	you	handle	conflict.	

	

Interviewer:	How	do	you	think	the	agenda	of	inclusion	is	highlighted	through	organiza-

tional	practices	and	policies	at	CBS?			

Respondent:	Through	the	toilet	signs.	That's	one	of	them.	But	in	terms	of	talent,	I’m	not	

sure	how	much	we	do.	So,	I’m	actually	trying	to	figure	out	what	is	preventing	the	women	

of	CBS	from	moving	up	in	the	ranks,	in	terms	of	employees.	I	know	that	we	have	made	a	

lot	of	analysis	about	this,	but	there	is	no	set	structure,	I	think.	That’s	why	I	want	to	try	

and	 change	 the	 grooming	 process	 a	 little.	 But	 right	 now,	 I’m	 not	 sure	 how	much	 it	 is	

highlighted	through	organizational	practices.		

	

Interviewer:	So,	if	we	move	on	to	the	organizational	culture;	How	inclusive	do	you	find	

the	decision-making	process	in	your	workplace?	



Deb	&	Øyås	 	 May	15th,	2019	

	 155	

Respondent:	Well	here	I	have	to	look	into	myself	a	little.	I’m	not	sure	that	I’m	actually	

always	inclusive.	 	 	But	I	 think	as	head	of	the	department,	 I	 try	to	be	curious,	but	I	also	

have	to	take	some	decisions	on	performance	and	attitude.	So,	it’s	a	balance	trying	to	be	

inclusive	but	also	doing	what	is	best	practice.		

	

Interviewer:	 Yeah,	 that	 makes	 sense.	 In	 a	 meeting	 scenario;	 How	 significant	 do	 you	

consider	 the	 counterparts	 demographic	 and	 cultural	 characteristics	 towards	 the	 deci-

sion-making	process?	Do	you	notice	it?		

Respondent:	Actually,	 at	 the	CDI,	we	had	a	discussion	about	alcohol	 in	Denmark,	and	

there	was	an	Italian	woman,	and	she	said	that	‘in	Italy,	it's	just	prohibited	so	why	don't	

we	do	that	at	CBS?'	And	in	Denmark,	you	can't	do	that.	So,	I	found	myself	just	trying	to	

convince	her	of	that	rather	than	listening.	

	

Interviewer:	 In	what	ways,	 if	any,	do	you	 find	diversity	 to	 impact	your	corporate	cul-

ture?	We	have	touched	upon	that	in	some	of	the	other	questions	so	it's	only	if	you	have	

anything	to	add	

Respondent:	Nothing	really	more	to	add.	It’s	just	that	it’s	important	to	remember	that	

we	are	a	business	school	and	that	affects	us	in	a	way.	Yes,	we	have	diversity	at	CBS,	but	

our	culture	is	also	affected	by	the	fact	that	we	are	a	business	school.		

	

Interviewer:	Yes,	and	then	moving	on	to	the	communicative	approach.	How	do	you	find	

the	general	communication	at	CBS	to	be	mindful	of	inclusion?			

Respondent:	At	the	lowest	level	it's	about	communicating	in	a	language	that	everybody	

speaks,	so	in	this	case	English.		But	in	my	department	for	example	that	can	actually	be	a	

challenge	 because	 some	 of	 the	 work	 we	 do	 is	 linked	 to	 Danish	 laws	 and	 they	 are	 of	

course	not	formulated	in	English.		So,	it	can	mean	that	we	are	not,	in	general,	communi-

cating	 in	English.	So,	you	could	say	we	have	to	be	mindful	and	always	communicate	 in	

Danish,	but	it's	not	always	the	case	that	it	is	feasible.			

	

	

Interviewer:	To	sum	up	and	round	off;	What	is	your	title?	

Respondent:	Head	of	HR		

	

Interviewer:	And	how	long	have	you	actively	been	working	with	diversity	and	inclusion	

at	CBS?	

Respondent:		Approximately	one	and	a	half	years	ago.			
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APPENDIX 10: D2 TRANSCRIPT 

	

Interviewer:	How	diverse	do	you	consider	CBS?		

Respondent:	Well,	of	course,	diversity	may	be	approached	from	many	different	angles.	

So	depending	on	how	you	count	diversity	in	a	sense,	what	features	you're	looking	for.	I	

would	 say	 compared	with	 other	 business	 schools,	 CBS	 is	 diverse,	 but	 the	 standard	 of	

comparison,	of	course,	is	very	important.	But	let's	take	that	as	a	point	of	departure.	So	if	

we	look	at	Business	Schools,	generally	then	we	are	in	a	very	diverse	business	school	at	

least	in	terms	of	some	of	the	key	potential	features	of	diversity	that	will	be	gender,	eth-

nicity	and	nationality	-	at	least	the	things	that	we	are	capable	of	tracking.	

	

And	of	course,	it	also	depends	very	much	on	whether	your	question	pertains	to	CBS	as	

an	institution	for	faculty,	administrative	staff	and	all	our	students.	So	in	relation	to	the	

entire	organization	and	all	who	 inhabit	 the	organization,	 I	would	say	 that	we	are	very	

diverse	 relative	 to	 Business	 Schools	 generally.	 Looking	 at	 for	 instance	 a	 dimension	 of	

gender,	then	the	intake	of	students	has	for	more	than	10	years	been	roughly	50/50	male	

and	female	students.	And	that	may	be	changing	a	little	bit.	The	scales	have	been	tipping	

towards	more	female	students,	but	since	we're	closing	down	programs,	which	tended	to	

attract	 a	 lot	 of	 female	 students,	 it's	 going	 to	 be	 skewed	 probably	more	 towards	male	

students.	We're	still	within	a	reasonable	50/50	split;	maybe	40/60	will	be	the	ultimate	

skewing	that	we	will	get.	So	in	that	sense,	we	are	diverse.	Then,	of	course,	there	are	oth-

er	dimensions	where	I	cannot	answer.	We	don't	know	and	we're	not	supposed	to	know	

things	like	sexual	and	religious	orientation.	We	don't	know.	What	we	do	know	is	based	

on	anecdotes	and	relatively	few	research	projects	that	have	been	made	looking	into	our	

student	 population	 and	 our	 faculty	 for	 instance;	we	 don't	 have	 systematic	 tracking	 of	

that.	So	we	don't	know,	but	my	impression	is	that	it	is	relatively	diverse.			

	

One	area	where	we	do	know	 that	we're	not	diverse	enough	 is	 in	 terms	of	 the	 recruit-

ment	of	 students.	 So	 social	 stratification	 is	one	 issue.	 So	we	 tend	 to	get	 students	 from	

well-off	 families	and	 those	 families	 tend	 to	be	 situated	graphically	 in	Copenhagen	and	

the	 north	 of	 Copenhagen.	 So	we	 have	 a	 disproportionate	 number	 of	 students	 actually	

derived	from	those	areas	and	that	the	social	strata.		
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Interviewer:	So,	how	would	you	describe	your	approach	to	diversity?		

Respondent:	My	approach	comes	from	a	number	of	different	things.	One	is	that	I	have	a	

history	 at	 CBS	 as	 a	 head	 of	 a	 department.	 So	 I	 ran	 an	 academic	 department	 for	more	

than	10	years,	so	I	know	a	lot	about	the	recruitment	procedures,	the	talent	scouting	and	

talent	retention.	As	we	emerged	a	couple	of	departments,	I	became	redundant	as	a	head	

of	department,	but	given	my	knowledge	of	the	field,	it	made	sense	for	me	to	accept	the	

possibility	of	continuing	as	an	Equal	Opportunities	Officer	at	CBS.	So	I	did	that	which	is	

one	of	my	capacities,	 in	which	 I	work	as	a	watchdog	 for	 the	organization	–	essentially	

catering	only	for	faculty.	So	it's	not	students,	just	faculty.	But	being	the	Equal	Opportuni-

ties	Officer	of	CBS,	I'm	also	at	the	same	time	a	born	member	of	our	Council	for	diversity	

and	 inclusion.	So	 I'm	very	much	also	 following	what's	going	on	there	and	contributing	

myself.	

	

The	final	thing	that	you	may	want	to	know	is	that	organizationally	I	refer	directly	to	the	

President.	So	as	an	Equal	Opportunities	Officer,	I	am	also	semi-independent	in	a	sense.	I	

have	to	be	able	to	work	confidentially	with	the	faculty	outside	the	line	of	management	in	

a	sense.	So	in	that	sense,	I'm	semi-independent	and	people	who	turn	to	me	will	be	treat-

ed	confidentially	unless	they	want	to	press	a	case	somewhere;	then	I'll	help	them	press	

that	case.	But	apart	from	that,	I	operate	with	colleagues	would	turn	to	me	in	a	confiden-

tial	manner.	But	the	things	that	come	up	I	can	take	straight	to	the	President	also	CDI.	So	

as	an	Equal	Opportunities	Officer,	I	can	either	work	through	CDI	or	work	with	the	Presi-

dent	and	that	means	I	also	have	a	role	to	play	in	the	overall	strategy	of	CBS	in	developing	

the	diversity	and	inclusion	area.	So	for	me.	I	have	a	Hands-On	role	in	the	day-to-day	op-

erations.	I	also	have	a	strategic	role	in	trying	to	work	with	diversity	as	part	of	an	overall	

strategy	at	CBS.			

	

Interviewer:	What	is	your	general	perception	of	the	diversity	discourse	in	society?		

Respondent:	Well,	 it's	an	 interesting	question	at	 the	moment,	because	that	has	a	 lot	of	

debate	going	on	recently.	We've	had	the	story	about	the	Danish	song	they	sang	at	one	of	

our	 federal	 departments	 and	 similar	 stories	 coming	 up,	where	 someone	 felt	 offended	

about	something	or	where	no	one	bothered	to	find	out	whether	anyone	was	actually	tru-

ly	offended	by	anything.	I	think	there's	a	lot	of	discourse	like	that	going	on,	where	you	

have	 front	 lines	pushing	different	agendas.	So	 there's	one	 frontline	pushing	an	agenda	

against	privileges	and	against	 some	 traditional	 structures	 that	we	want	 to	change	and	

then	there's	a	counter	push	from	the	other	side	basically	saying	that	it	isn't	reasonable.	
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That	 fails	 to	 capture	what	 for	me	 are	 the	 essential	 things	 -	 namely	 opening	up	 rather	

than	shutting	down	because	they're	trying	to	shut	each	other	down.	

	

Basically,	my	agenda	would	be	trying	to	open	up	the	structures	and	open	up	the	privi-

leges,	because	the	privileges	will	always	be	there.	So	we	need	to	have	access	and	open	to	

those	privileges	and	we	need	to	have	a	mindset,	which	gives	much	more	towards	diver-

sity	actually	praising	the	benefits	of	having	that	diversity	rather	than	doing	the	opposite.	

So	for	me,	it's	very	much	a	matter	of	opening	up	and	changing	mindsets	more	towards	

accepting	the	values	of	diversity	in	all	its	many	different	manifestations.		

	

Interviewer:	What	is	your	perception	then	of	the	diversity	discourse	here	at	CBS?		

Respondent:	We	have	many	competing	discourses	here.	So	originally	CBS	was	founded	

for	 young	businessmen,	 as	 you	 know.	Women	 at	 the	 time	 simply	 could	not	 cope	with	

doing	business,	so	that	was	only	conceived	as	something	men	did	and	most	of	the	early	

students	 enrolling	 from	1917	 and	 the	 next	 ten	 years	were	men.	 Very	 few	women	 en-

rolled	but	then	luckily	someone	understood	that	in	fact	there	are	women	in	business	as	

well	–	they	are	secretaries.		

	

So	they	opened	a	school	next	to	the	real	school,	which	dealt	with	skills	secretarial	skills	

and	languages	and	such	stuff.	So	women	began	enrolling	there	and	then	gradually	it	spilt	

over	and	more	women	enrol	 in	doing	 the	 regular	business	 stuff	as	well.	But	 it	was	al-

ways	such	that	if	you	track	the	history,	then	this	language	bit	has	always	been	the	little	

sister.	So	they	were	always	debating:	Do	we	really	need	that?	This	is	a	business	school,	

isn't	 it?	And	 three	years	ago	 they	said:	Let's	 close	 that	down,	we	don't	need	 it.	And	 in	

that	sort	of	baked	in	the	whole	trajectory	of	the	gender	issue	in	Business	Schools	and	at	

CBS	from	the	origins	of	CBS	until	today.	Internally	in	the	business	school,	there	is	still	a	

split	–	both	in	terms	of	area,	but	also	if	we	look	beyond	at	the	career	trajectories.	One	of	

my	jobs	is	to	look	at	these	internal	structures	that	are	gendered.	Do	we	as	an	organiza-

tion	accept	the	skewed	internal	portfolio	of	programs?	Do	we	as	an	organisation	accept	

faculty	skewed	internally	across	departments?	And	do	we	accept	that	even	in	this	organ-

isation,	men	are	more	 likely	 to	proceed	 into	managerial	positions?	Do	we	accept	 that?	

That	is	the	journey	that	we	embarked	upon.	Once	you	embark	on	this	journey,	you	will	

begin	 to	 implement	measures	within	middle	management	and	 faculty	 that	will	agenda	

our	 position.	 We	 do	 need	 to	 change	 our	 learning	 environments	 or	 working	 environ-

ments.	 They	 should	 become	 less	 gendered.	 There	 is	 nothing	 wrong	 with	 gender,	 but	

when	one	gender	pushes	out	the	other,	there	is	a	problem.	So	we	need	to	work	with	that	
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in	 order	 to	 get	 a	 better	 overall	 balance.	 And	 that's	 some	 of	 the	 things	 that	 we	 were	

struggling	with	that	in	a	sense	from	a	managerial	strategic	perspective.	How	do	we	work	

with	a	big	organization	like	this	to	make	a	change,	which	is	not	just	a	cosmetic	change,	

but	at	the	end	of	the	day	aiming	for	a	changed	mindset	to	change	the	culture?	You	are	

probably	aware	of	the	dictum	that	culture	eats	strategy	for	breakfast	and	that's	certainly	

one	 instance	where	you	can	 follow	that	very	closely	and	see	what's	going	on.	Some	of	

our	 subcultures	 are	 bound	 up	with	 the	 academic	 departments,	 of	 course,	 and	 there's	

bound	to	be	a	different	culture.			

	

Interviewer:	How	do	you	imagine	that	managing	a	diverse	organisation	can	affect	 the	

environment	in	general	at	CBS?		

Respondent:	I	think	it's	incredibly	important	that	the	signals	that	come	from	top	man-

agement	will	affect	the	way	everyone	in	the	organization	orient	themselves.	It	will	also	

affect	what	they	talk	about.	So	if	top	management	put	it	on	the	agenda	and	get	the	mid-

dle	management	on	board	 then	 it	will	be	 something	 that	 everyone	 talks	about	and	by	

merely	 getting	 that	 discussion	 going	 it	 will	 make	 everyone	 focus	 on	 those	 key	 areas	

where	this	is	crucial.	And	if	we	can	get	everyone	on	board,	then	it	will	be	a	conversation	

going	 on	 at	 local	 levels	 as	well.	 In	 other	words,	 then	 regular	 employees	will	 ask	 their	

head	of	Department	 “why	 are	we	doing	 this	 rather	 than	 that”	 so	 there	will	 be.	 So	 top	

management	constantly	talking	about	this,	 taking	 it	 into	performance	reviews	etc.	And	

then,	 if	 all	 employees	 start	 thinking	 about	 this	 and	 talking	 about	 this,	 it	will	 generate	

that	cultural	change	that	we're	looking	for,	because	you	can	get	only	so	far,	by	just	rely-

ing	on	executive	powers.	You	do	need	for	us	to	work	with	mindset	and	culture	to	make	

real	change	and	it's	something	that	you	have	to	do	as	early	as	possible.	It's	a	way	of	see-

ing	the	world.	You	primarily	use	discourse	–	that’s	how	you	change	an	organization.		

	

Interviewer:	And	you	personally	in	your	position,	how	do	you	work	with	diversity	and	

inclusion?	Do	you	use	any	specific	strategies?	

Respondent:	I	use	discourse.	I	use	dialogue.	Whenever	I	have	the	opportunity	with	oth-

er	organisational	members,	I	try	to	focus	on:	Where	is	it	we	can	see	symptoms	of	some-

thing,	which	is	not	right.	And	then	we	have	events	all	the	time.	So	International	women's	

day	is	one.	So	I'm	in	charge	for	instance	of	the	diversity	day	in	autumn.	Well,	I'm	plan-

ning	now.	What	do	we	want	 to	do?	How	do	we	get	 focus	on	diversity	and	 inclusion?	 I	

think	in	autumn,	what	we	want	to	do	is	take	a	positive	spin	on	diversity.	Why	is	diversity	

important?	Can	 it	do	 for	us	and	what	has	 it	done	 for	concrete	 instances	and	organiza-

tions	and	for	people?	
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Interviewer:	 Before	 I	 asked	 you	how	diverse	 you	 consider	CBS,	 but	 now	 I	 am	asking	

you	how	inclusive	you	consider	CBS?		

Respondent:	I	think	depends	on	how	you	look	at	this	and	where	you	are	by	the	way.	On	

the	surface,	I	think	we	are	actually	quite	inclusive,	but	it's	all	the	unconscious	things	that	

we	don't	 recognize.	Well,	perhaps	we’re	not	as	 inclusive	as	we	 think.	Our	cultures	are	

quite	 different	within	 the	 different	 departments.	 So	we	 are	 one	 of	 the,	 technically,	 in	

what	we	can	measure,	quite	diverse	departments,	and	we	have	developed	alongside	that	

a	culture	which	is	very	inclusive	-	I	think.	But	that's	what	I	think.	So	I	still	do	see	things	

also	 in	 this	department,	which	 I	would	say,	hmm,	maybe	 that's	not	so	 inclusive.	There	

are	departments	that	are	definitely	not	as	diverse	as	we	are,	where	there's	 little	doubt	

that	the	conversations	going	on	over	lunch	will	be	different	from	the	conversations	go-

ing	on	here.	It	is	difficult	to	measure	but	I	would	say	by	large,	I	think	the	general	senti-

ment	is	that	we	would	like	to	be	but	there	are	still	challenges.	

	

Interviewer:	In	your	opinion,	what	characteristics	define	an	inclusive	workplace?		

Respondent:	Hmm.	I	think	there's	a	sort	of	social	inclusion	and	professional	inclusion.	

Professionally	 it's	collaboration	to	further	everyone	equally,	so	getting	everyone	into	a	

network	 of	 professional	 collaboration	 to	 the	 extent	 that	 they	want	 to	 become	 part	 of	

that	Network	–	not	pushing	people	into	it,	but	inviting	people	into	it.	This	is	this	social	

thing,	where	we're	making	sure	that	everyone	feels	at	ease	and	welcome	in	all	social	sit-

uations	as	well.	That's	actually	the	more	tricky	part.	I	think	in	particular	Danes	and	so-

cial	 inclusion	 -	we	 are	 famous	 for	not	 being	 very	 good	 at	 that.	 It	 is	 difficult	 to	build	 a	

good	social	network	in	Denmark	if	you	arrive	from	the	outside,	and	that's	definitely	true.	

I	mean,	that's	how	I	see	differences	compared	to	the	time	I've	spent	in	other	universities	

abroad	–	that	is	quite	crucial	to	long-term	integration.		

	

Interviewer:	How	do	you	think	the	agenda	of	inclusion	is	highlighted	through	organisa-

tional	practices	and	policies	at	CBS?		

Respondent:	There	are	a	lot	of	places,	where	recommendations	and	changes	have	been	

made.	Everyone	who's	in	middle	management	and	top	management	knows	them.	So	all	

heads	of	department	know	that	there	is	some	focus	on	this	in	key	areas,	such	as	scout-

ing,	 attracting	 talent,	 retaining	 talent,	 promoting	 etc.	 So	 at	 that	 level,	 everyone	knows	

that	 it's	 there	 -	 in	 a	 very	 tangible	way.	 It	 is	 part	 of	 the	 package	 that	 they	 go	 through	

learning	about	what	it	means	to	be	a	department.	They	do	get	instructions	to	diversity	

and	 inclusion.	 	 Most	 of	 the	 other	 employees	 in	 the	 departments	 were	 present	 at	 the	
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roadshow	when	we	talk	about	diversity	and	inclusion	and	had	an	opportunity	to	voice	

their	opinion	and	get	into	a	dialogue,	and	I	think	that	a	lot	of	people	out	there	will	know	

that	 I'm	here	 for	 instance.	 So,	 everyone	knows	 something	 is	 going	on.	The	 interesting	

thing	 is	 that	 although	 we	 have	 made	 many	 recommendations	 that	 have	 been	 imple-

mented	in	various	ways	across	the	organization.		Employees	tend	to	say	“but	what's	this	

CDI	doing,	I	mean	isn't	something	happening.”	There	are	two	answers	to	that.	It	takes	a	

lot	of	time	–	it	is	damn	complex.	Is	that	an	excuse?	No,	it	is	damn	complex.	And	it	takes	

time	because	of	the	turnover	of	positions	and	people	is	relatively	slow	an	organization	

like	 this.	 So	 the	 turnover	 rate	 is	 slow	which	makes	 change	difficult.	 So	 that's	one	way	

that	the	concrete	evidence	takes	time.	And	then	there’s	a	branding	thing.	How	much	ef-

fort	do	we	put	into	telling	everyone	that	we're	here	and	what	we're	doing?	Maybe	more	

would	be	a	good	thing	because	it's	always	a	matter	of	organizational	legitimacy	and	hav-

ing	 access	 to	 setting	 a	 discourse	 if	 you're	 visible.	 If	 everyone	 knows	 you're	 there	 and	

you're	 making	 a	 difference	 then	 it's	 easier	 next	 time	 that	 we	 want	 to	 put	 something	

through.	So	maybe	we	want	to	step	up	our	effort	and	show	that	we're	actually	here	and	

getting	more	into	a	dialogue	and	setting	the	discourse.		

	

Interviewer:	 If	we	look	at	 it	more	from	an	organizational	culture	perspective,	how	in-

clusive	do	you	find	the	decision-making	process	at	CBS?		

Respondent:	We	actually	have	some	evidence	for	that.	Some	kind	of	statistical	evidence,	

because	what	 tends	 to	happen	 if	we	 leave	 the	 culture	 alone	 is	 that	 you	have	 sort	 of	 a	

dominant	majority	which	tends	to	come	from	professors	and	middle	management.	And	

as	 you	 can	 see	 from	 the	 statistics,	 the	 professors	 tend	 to	 be	male,	 which	means	 that	

males	set	that	power	and	discourse.	That	will	affect	 inclusiveness	just	through	the	dis-

course	but	also	through	concrete	choices	the	professors	have	known	as	power	in	terms	

of	who	gets	introduced	to	what	network,	who	gets	promoted,	who	gets	invited	to	write	

in	the	next	journal.	So	there's	a	lot	of	power	there	-	tacit	power	-	in	a	sense.	It's	difficult	

to	get	at,	where	unconscious	bias	again	has	free	range.	Diversity	only	makes	sense,	if	you	

also	have	inclusion,	so	let's	look	at	the	inclusion.	The	most	obvious	place	to	look	for	in-

clusion	is	positions	of	power,	right?	So	we	looked	at	the	distribution	across	those	units,	

which	is	also,	of	course,	an	interesting	thing	there	because	what	shines	through	is	that	

we	did	not	have	a	very	marked	underrepresentation	–	except	for	with	internationals.	In	

terms	of	gender	distribution,	the	one	that	stands	out	is	the	full	professors,	but	the	rest	is	

sort	of	close	 to	balance.	But	 there	 is	systemic	under-representation	 is	 in	all	cases.	You	

see	 fewer	women	than	 there	should	be	 there	relative	 to	 the	base.	We	 look	at	 the	base	
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and	say	“what's	the	population”	and	“what's	the	diversity	of	the	population.”	Does	that	

shine	through	in	positions	of	power?	No,	not	fully.	

	

Interviewer:	In	a	meeting	scenario,	how	significant	are	the	counterpart’s	demographic	

and	cultural	characteristics	towards	the	decision-making	process?		

Respondent:	Talking	time	in	meetings	is	taken	up	by	a	certain	profile	that	will	then	be	

slugging	it	out	across	the	table,	whereas	there	are	people	at	the	table	who	don't	get	very	

much	time	to	talk,	who’s	competencies	may	not	be	taken	very	seriously	compared	with	

the	certain	profile.	So	there	is	a	tendency	there.	And	one	thing	that	we	also	see	is	a	sort	

of	reversal	of	roles	because	we	have	a	lot	of	native	speakers	of	American,	British,	South	

African	and	Australian.	They	will	take	over	meetings	very	easily	because	everyone	else	

has	a	very	difficult	 time	getting	 into	 the	conversation	and	getting	out	of	 the	conversa-

tion.	And	once	they	find	out	what	they	want	to	say,	the	conversation	will	have	moved	on.	

	

Interviewer:	 In	what	ways,	 if	any,	do	you	 find	diversity	 to	 impact	your	corporate	cul-

ture?		

Respondent:	I	think	it's	actually	extremely	important	in	terms	of	generating	a	more	di-

verse	 and	 innovative	 research	 agenda.	 With	 more	 perspectives	 on	 the	 things	 we	 re-

search.	 That’s	 one	 thing.	 The	 other	 thing	 is	 setting	 role	models	 and	 setting	 a	 diverse	

agenda	in	the	classroom	is	extremely	important.	So	if	you	join	our	master's	programs	in	

finance,	the	chances	of	you	meeting	a	female	professor	of	finance	as	a	female	student	are	

practically	none	existent.	We	need	 to	 reflect	 the	diversity	of	our	 students.	We	need	 to	

reflect	the	diversity	of	the	workplace.	We	need	to	reflect	the	diversity	of	perspectives	on	

things	to	do	with	organizational	life.	I	think	in	that	sense	it's	important	in	terms	of	being	

a	better	workplace	basically	where	there's	room	for	more	than	one	type	of	individual.	In	

the	 diverse	 environment,	 there's	 room	 for	more	 people	more	 perspectives	 and	more	

ideas	and	that	will	enrich	everyone.		

	

Interviewer:	How	do	you	find	the	general	communication	at	CBS	to	be	mindful	of	inclu-

sion?		

Respondent:	 I	 think	 it's	 becoming	more	mindful	 and	 I	 think	 we	 all	 pause	 and	 think	

“what	am	 I	writing	now?”	And	 I	 think	 that's	part	of	 that	 cultural	 change	 that	we	need	

until	we	get	to	a	point	where	we	no	 longer	need	to	think	about	 it	and	 just	do	 it.	But	 it	

will	 take	 time,	where	we'll	have	 to	stop	and	 think.	Let	me	give	you	an	example.	WIRE	

contacted	me	because	they	wanted	to	get	input	to	what	kind	of	qualifications	do	we	ex-

pect	 the	new	chairman	of	 the	board	to	have.	 	 I	came	up	with	some	suggestions.	But	 in	
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what	I	wrote	back	to	WIRE	–	in	my	input	to	the	article	-	I	constantly	wrote	she	or	he.	And	

then	when	they	edited	the	input	and	they	had	deleted	the	she	or	he,	which	meant	that	

my	input	had	been	reduced	to	three	or	four	types	of	insights	that	that	person	needs	to	

have.	Not	including	that	political	message	that	was	embedded	in	it.	So	I	had	to	get	back	

to	 the	 journalists	 and	 say,	 “maybe	 you	want	 to	 rethink	what	 you've	done.	 Can	we	 get	

that	 aspect	 back	 into	 the	 text?”	 But	 of	 course,	 they	 just	 had	 not	 thought	 about	 it	 that	

way.	And	I	think	more	and	more	people	become	aware	that	that's	something	you	need	

to	think	about.	Hopefully,	it's	spreading.	I	would	like	to	push	it	a	lot	by	having	that	con-

versation	with	 heads	 of	 study	 boards	 and	with	 teachers.	 So	 very	 simple.	 	Make	 them	

think	about	the	literature	-	what	do	they	choose?	Maybe	there	are	good	female	Scholars.	

Make	sure	you	get	that	balanced.	It's	not	that	difficult.	Yeah.	It's	very	simple.	It's	the	sum	

total	of	all	these	small	things	and	it	is	becoming	more	mindful.		

	

	

Interviewer:	We	have	touched	upon	this	in	some	of	the	other	questions,	but	if	you	have	

anything	to	add,	then	what	steps,	if	any,	do	you	take	to	be	mindful	of	being	inclusive	in	

your	communication?		

Respondent:	That's	roughly	what	we've	talked	about.	But	again,	I'm	doing	my	best.	It	is	

subconscious,	so	how	do	you	actually	work	with	that.	I	am	also	caught	myself	occasion-

ally.	“Why	did	I	say	that?”	In	a	comfortable	environment,	it's	not	a	problem.	It	is	if	an	en-

vironment	 is	 not	 comfortable	 or	 there	 is	 a	 skewed	balance	 then	becomes	 serious,	 but	

not	in	an	environment	which	is	diverse	and	inclusive.	There,	it	just	becomes	something	

that	can	laugh	at.	It	can	sometimes	act	as	a	barrier	to	free	communication	when	you’re	

always	 trying	 to	politically	 correct.	But	most	of	 the	 things	 that	we	need	 to	 say	 can	be	

said	in	a	respectful	way	so	I	don't	think	so.	

	

Interviewer:	Just	to	round	off,	what	is	your	title?		

Respondent:	Equal	Opportunities	Officer	–	EOO	

	

Interviewer:	How	long	have	you	actively	been	working	with	diversity	and	inclusion	at	

CBS?		

Respondent:	Well	 you	 can	 say	 that	 I	 started	working	with	 diversity	 as	 a	 head	 of	 de-

partment	 back	 in	 2006.	 I	was	 the	 head	 of	 department	 for	 10	 years.	 So	 I	worked	with	

things	like	recruitment,	promotion,	etc.	And	then	we	merged	two	departments	into	this	

one	that	I'm	in	now,	so	I	was	left	over.	I	had	a	conversation	with	the	President.	I	knew	

the	 previous	 EOO.	 But	 she	was	 retiring,	 so	 the	 President	 then	 turned	 to	me	 and	 said,	
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"you	have	been	head	of	department	for	10	years	–	you	know	CBS	inside	out.	So	would	

you	consider	being	the	new	EOO?"	And	I	thought	that	I	do	see	the	issues	so	count	me	in.	

For	me,	it	makes	a	lot	of	sense.	But	I	also	thought,	"why	would	you	want	me,	a	middle-

aged,	heterosexual	privileged	and	old	man?"	But	of	course,	I	fit	 into	that	role	because	I	

have	no	axe	to	grind.	
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APPENDIX 11: D3 TRANSCRIPT 

	

Interviewer:	In	general,	how	diverse	do	you	find	CBS?		 	

Respondent:	Well,	I	think	we	are	on	some	parameters	ok	diverse.	I	think	when	I	am	dis-

cussing	diversity,	you	always	start	with	the	sort	of	classic	gender-binary	understanding,	

then	that's	easy,	we	have	numbers	of	gender	diversity.	But	it	can	flow	on	to	nationality,	

ethnicity,	sexuality,	and	other	parameters	that	we	should	look	into	and	we	can't	meas-

ure	a	 lot	of	 those	things,	so	 it	has	been	very	centred	on	nationality	and	gender	at	CBS.		

And	I	think	that	on	nationality	we	are	very	diverse,	in	terms	of	at	least	Danes	and	non-

Danes	we	are	doing	ok.	And	then	depending	on	where	you	are	looking,	I	think	if	you	look	

at	it	based	on	the	numbers,	we	are	pretty	diverse	in	that	regard.	It	is	about	50/50	with	

regard	to	students.	But	 then	when	you	start	scratching	the	surface	you	see	that	CBS	 is	

still	locked	into	some	fairly	stereotypical	gender	norms.	For	example,	with	management,	

we	have	never	had	a	female	Dean	as	President.	We	have	our	first	female	university	di-

rector	now.	If	you	 look	at	the	heads	of	departments,	 there	are	about	as	many	heads	of	

department	called	Carsten	as	there	are	female,	which	is	a	pretty	good	signal	in	that	re-

gard.	And	then,	of	course,	some	of	 the	diversity	parameters	merge	as	well	so	 it	 is	nor-

mally	male	and	Danish	at	the	top,	and	probably	male	and	heterosexual	at	the	top,	with	

one	exception	being	the	Dean	of	Education	right	now,	who	is	there	right	now	and	is	al-

most	like	an	exception	to	refute	the	rule.		So,	in	that	regard,	I	think	we	are	doing	ok.	But	

depending	on	where	you	look	you	could	say	that	in	some	areas	CBS	is	lacking	in	diversi-

ty.		

	

Interviewer:	How	would	you	describe	your	approach	to	diversity?		 	

Respondent:	 I	 think	 it	 is	 good	sometimes	 to	have	 this	more	 intersectional	view	on	 it.	

You	could	say	that	some	diversity	parameters	go	along	with	each	other.	For	example,	if	

we	are	to	get	a	lot	more	females	at	the	top	level	of	management,	they	will	likely	still	be	

from	a	majority	within	another	diversity	parameter	–	like	they	will	probably	still	be	het-

erosexual,	or	white.	They’ll	likely	not	just	be	white	but	even	Danish.	So	sometimes	I	feel	

that	it	a	good	idea	to	have	a	bit	more	of	a	holistic	view	like	that	when	approaching	diver-

sity.	My	focus	at	the	CBS	Diversity	and	Inclusion	Council	now	are	on	gender.	I	work	on	

several	different	projects	at	the	council	where	gender	is	the	diversity	parameter.	It	can	

get	 incredibly	hard	to	work	with	it	because	we	don’t	always	have	the	numbers	to	sup-

port	it,	and	then	you	have	to	work	on	a	more	high-level	strategic	platform.	I	notice	that	
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today	 there	 is	 a	 trend	 of	 a	 catch-all	 approach.	 So	 if	we	 say	we	want	 gender	 diversity,	

someone	else	will	say	what	about	the	other	kinds?	So	I	think	that	sometimes	people	may	

be	trying	to	hijack	the	diversity	agenda	by	making	it	a	catch-all	definition.	And	when	it	is	

that	approach,	it	is	nothing.	

	

Interviewer:	Good.	So,	what	is	your	perception	of	the	diversity	discourse	in	society?		

Respondent:	 I	 think	it	 is	becoming	a	hot	topic.	People	are	talking	about	 it,	you	can	al-

ways	find	it.	But	then	you	also	have	the	debate	that	I	mentioned	before	of	the	definition	

getting	hijacked,	and	we	have	a	 lot	of	 ‘what	about?’,	so	 if	we	say	gender	diversity	then	

someone	says	‘what	about	something	else?’	And	it	comes	down	to	even	though	you	want	

to	have	a	lot	of	different	agendas,	it	is	about	doing	completely	right	by	one,	rather	than	

half	with	many.	We	 also	 see	 that	we	have	 a	 society	 that	 is	 based	on	meritocracy,	 and	

there	is	an	argument	of	if	we	encourage	diversity,	we	go	against	this	system	of	meritoc-

racy	and	the	best	going	to	the	top.	So,	in	some	ways,	these	are	conflicting	agendas	we're	

pushing.			

	

Interviewer:	What	is	your	perception	of	the	diversity	discourse	at	CBS?	 	

Respondent:	 Externally	 CBS	 is	 really	 trying	 to	 communicate	 that	we	have	 a	 diversity	

agenda	and	 that	we	have	various	 initiatives	 in	 light	of	 that	–	8th	March,	diversity	plat-

form	etc.		And	that’s	good.	That’s	the	first	step	in	committing	yourself	as	an	organisation	

–	 saying	 something	 that	 people	 can	 then	 hold	 you	 up	 against.	 And	 then	 internally	 is	

where	it	gets	a	little	difficult.	Because	this	is	where	we	have	to	have	the	hard	discussions	

about	the	systems	in	place.	We	need	to	ask	what	can	we	systemically	change	to	make	a	

difference.	So	I	would	say	that	all	the	right	things	are	being	said,	some	of	the	right	things	

are	being	done.	But	we	are	at	least	moving	in	the	right	direction.		

	

Interviewer:	And	only	if	you	have	any	information	on	this,	how	do	you	find	the	focus	on	

diversity	at	CBS	compares	to	that	of	other	universities?	 	

Respondent:	I	don’t	really	have	much	knowledge,	but	my	impression	is	that	we	are	the	

only	one	with	a	diversity	and	inclusion	council,	and	that	gives	us	a	mandate	that	is	given	

from	our	President.	Something	I	don’t	think	the	other	Danish	universities	have.	

	

Interviewer:	How	do	you	imagine	that	managing	a	diverse	organisation	can	affect	 the	

environment	in	general	at	CBS?	 	

Respondent:	I’m	a	student	so	I	have	no	management	position	and	can't	tell	you	exactly	

the	effect	 it	would	have.	But	I	have	my	opinions	that	of	course,	 it	 is	good	that	you	talk	
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about	it,	that	you	focus	on	it.	I	am	in	a	lucky	position	in	the	sense	that	I	tick	all	the	boxes	

on	the	list	of	non-discrimination	–	I	am	white,	I	am	male,	I	am	heterosexual.	So,	I	don’t	

see	the	issues	that	much.	But	I	do	have	people	who	come	and	tell	me	they	aren’t	so	com-

fortable	at	CBS.	One	 research	professor	 told	me	she	would	never	bring	her	wife	 to	an	

official	 CBS	 event	 because	 she	was	 afraid	 of	 the	 connotations	 having	 a	 label	 like	 that	

could	have	on	her.	So	for	some	people,	I	think	that	managing	a	diverse	environment	at	

CBS	can	have	a	big	effect	on	it	generally.	And	for	others,	it's	a	zero-sum	game.	The	more	

initiative	we	put	in,	the	further	we	get	from	equilibrium.	And	I	think	that's	just	stupid.	I	

just	simply	cannot	wrap	my	head	around	how	having	the	non-gender	toilets	could	hurt	

someone.	I	mean	we	still	have	the	toilets	for	specific	genders	around	campus,	so	what	is	

the	problem	with	having	some	that	are	open	to	all.	And	then	there	might	be	others	who	

really	think	of	it	as	"oh	this	is	to	hurt	all	the	men"	and	that	I	just	don't	agree	with.	One	

example	 is	 that	when	 the	 CDI	went	 around	 to	 different	 departments	 promoting	 their	

agenda,	one	guy	asked,	“Will	this	mean	that	if	you	get	your	way,	it	will	be	harder	for	me	

as	a	man	to	become	a	professor?”	And	they	actually	said	yes,	it	does	mean	it	will	become	

harder,	but	right	now	it	is	also	way	easier	for	you	and	that’s	not	something	that	is	being	

talked	 about.	And	 then	 there	 is	 the	question	of	 resources,	 how	much	of	 the	 resources	

will	go	towards	managing	diversity,	as	opposed	to	other	parts?	And	I	think	that	is	a	fair	

question	to	ask,	and	something	that	the	management	has	to	think	about	when	approach-

ing	diversity,	to	still	have	an	important	balance	with	all	the	other	factors	that	make	up	

the	general	background.	

	

Interviewer:	And	if	we	were	to	look	at	your	position	at	the	CDI;	How	do	you	work	with	

diversity	and	inclusion	in	your	position	there?	 	

Respondent:	I'm	representative	of	the	students,	so	I,	of	course,	talk	to	other	students	to	

see	if	there	are	any	topics	I	should	bring	up.	That	is	sort	of	my	rule.	So	I	bring	up	things	

that	others	want	me	to	represent	for	them	at	the	council.		

	

Interviewer:	Thank	you.	So,	before	 I	asked	you	how	diverse	you	consider	your	work-

place,	now	I	ask	how	inclusive	do	you	consider	CBS?	 	

Respondent:	I	think	that’s	a	lot	harder.	I	think	that’s	a	place	where	you	have	a	lot	more	

personal	responsibility.		I	would	say	I	am	sometimes	not	very	inclusive	–	I	am	loud,	I	am	

outspoken,	 I	 am	physically	 very	big,	 so	 that	might	 be	 excluding	 in	 a	way	 to	 others.	 In	

general,	it’s	really	hard	to	say.	I	think	that	we	are	doing	quite	well,	but	we	do	still	have	

cases	where	people	 feel	 that	CBS	 is	not	as	 inclusive	as	we	would	 like	 it	 to	be.	You	can	
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always	ask,	how	much	is	CBS	being	inclusive,	and	how	much	is	it	actually	just	putting	in	

a	no-discrimination	tolerance	policy?	

	

Interviewer:	In	your	opinion,	what	characteristics	define	an	inclusive	workplace?	 	

Respondent:	 I	 guess	 it's	 basically	 a	 place	where	people	 feel	 secure	 and	 can	be	 them-

selves.	And	where	there	is	a	system	in	place	for	them	to	speak	out	when	they	don't	feel	

that	they	are	safe	or	included.	I	also	think	that	it	is	a	definition	that	is	hard	to	work	with,	

and	hard	 to	agree	on,	which	 is	 sometimes	why	we	at	 the	CDI	also	can't	move	 forward	

because	we	all	have	different	definitions	of	it	ourselves.		

	

Interviewer:	How	do	you	think	the	agenda	of	inclusion	is	highlighted	through	organiza-

tional	practices	and	policies	at	CBS?	 	

Respondent:	I	think	of	policy	more	than	practices.	I	think	that	on	the	student	side	there	

are	a	lot	of	efforts	to	implement	policies	on	inclusive	behaviour.	For	example,	on	some	

intro	 programs,	we	might	 initiate	 a	 policy	 to	 get	 people	 to	 drink	 a	 little	 less	 because	

some	might	not	find	the	heavy	drinking	culture	at	the	intro	weeks	so	inclusive,	especial-

ly	if	they	themselves	are	not	used	to	heavy	drinking.	 	With	policy	its	also	a	bit	difficult,	

because	with	 staff	 you	 actually	 have	 a	 contractual	 agreement	with	 them,	 and	 you	 can	

almost	force	them	to	go	on	initiatives	that	are	more	inclusive,	or	at	 least	develop	their	

mindsets	to	be	so,	but	it’s	a	bit	harder	to	do	with	students	because	you	can’t	 just	force	

them	to	do	it.		

	

Interviewer:	 So	 if	we	 look	 at	 the	 organizational	 culture	 at	 CDI,	 how	 inclusive	 do	 you	

find	the	decision-making	process?		 	

Respondent:	 It’s	 not	 very	 inclusive.	 Top	management	 plays	 a	 big	 role.	 It’s	 also	 really	

hard.	 I	 feel	 that	before	you	 could	argue	 that	 it	was	a	bit	more	open	and	 inclusive,	 be-

cause	people	could	be	elected	for	these	positions,	but	now	everyone	who	isn’t	a	student	

representative	is	selected	by	the	President	to	be	on	the	council.	 	And	if	you	look	at	the	

members	as	well.	The	two	Deans,	the	President,	the	Equal	Opportunities	Officer	are	all	

men.	So	that	says	something	about	how	not	so	inclusive	it	is	after	all.		

	

Interviewer:	And	at	one	of	those	meetings	at	CDI;	How	significant	are	the	counterpart’s	

demographic	and	cultural	characteristics	towards	the	decision-making	process?		 	

Respondent:	 It	definitely	 is	 relevant.	 	 Some	of	 the	diversity	and	 inclusion	aspects	are	

also	contextualised.	 I	would	regard	their	cultural	context	when	I	am	in	a	meeting	with	
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them.	Perhaps	when	you	have	cultural	differences	in	a	group,	different	issues	come	up	

which	otherwise	might	not	have,	and	it	is	important	to	have	those	conversations.		

	

Interviewer:	How	do	you	find	the	general	communication	at	CBS	to	be	mindful	of	inclu-

sion?	 	

Respondent:	 It	 is	something	we	have	been	working	on	 for	some	time.	 It	 is	something	

we	are	very	aware	of.	I	think	the	communication	is	just	a	bit	unfocused.	I	think	that	we	

are	talking	about	the	right	things;	we	just	have	a	way	to	go	with	communicating	the	ac-

tion	of	these.		

	

Interviewer:	What	steps,	if	any,	do	you	think	we	can	take	to	be	mindful	towards	being	

inclusive	at	CBS?	 	

Respondent:	 I	think	that	some	of	the	things	I	am	working	with	in	terms	of	the	project	

with	CBS	Pride	are	towards	getting	people	to	commit	to	communicating	more	mindfully.	

Everyone	 from	 the	 top	 of	 the	 organisation	 down	 is	 going	 to	 be	 included	 in	 that.	 I	 do	

think	that	the	top	of	the	organisation	needs	to	be	the	first	mover,	and	then	say	that	they	

want	 the	 communication	 to	 be	more	 inclusive,	 and	 through	 their	 direction,	 it	will	 be-

come	more	so	 in	 the	general	communication.	 I	 think	 that	 if	you	want	 to	 find	 the	steps	

that	CBS	is	taking	towards	being	inclusive,	you	will	find	them	because	they	are	doing	a	

lot.	But	if	you're	not	 looking	for	them	I	think	that	you	could	miss	them	very	easily,	be-

cause	it	is	not	that	integrated	into	our	general	communication	at	CBS.		

	

Interviewer:	What	is	your	title?	 	

Respondent:	 Student	member	of	 the	board	of	CBS,	and	student	 representative	at	CBS	

Diversity	and	Inclusion	Council	

	

Interviewer:	How	long	have	you	actively	been	working	with	diversity	and	inclusion	at	

CBS?	 	

Respondent:	A	little	over	a	year	
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APPENDIX 12: D4 TRANSCRIPT 

	

Interviewer:	So	just	in	general,	how	diverse	do	you	consider	your	workplace	here?		

Respondent:	My	previous	department	was	more	diverse	 than	 this	one.	 It	was	 the	de-

partment	 of	 international	 economics.	 But	 after	 the	 merger,	 my	 research	 centre	 was	

moved	here.	And	this	department	is	less	diverse.	So	CBS,	as	an	organization	is	quite	di-

verse	when	I	think	about	it	in	general	compared	to	other	universities,	have	been	work-

ing	in.	So	I	will	consider	CBS	a	diverse	organization,	but	I	also	think	that	it	makes	a	dif-

ference	 -	your	daily	 life.	You	know,	whom	do	you	meet	 in	your	daily	 life	environment.	

How	does	your	daily	life	unfold	and	which	kind	of	diversity	you	meet	in	that	daily	life?	

So	there	is	a	problem	a	little	bit,	just	to	look	at	the	microdata	because	this	can	you	have	

pockets	of	concentration	of	diversity.	But	precisely	on	my	floor,	you	know,	when	I	have	

lunch,	I	don't	see	that	diversity.	So	but	I	will	say	that	I	would	not	consider	this	depart-

ment	to	be	very	diverse.	Not	especially,	no,	but	I	think	but	of	course	it	has	some	Interna-

tional	diversity	and	some	gender	diversity.		But	not	very	high	levels	of	either.		

	

Interviewer:	So	how	would	you	describe	your	approach	to	diversity?		

Respondent:	So	I	have	a	profound	approach,	I	think,	because	it's	both	my	research	ex-

pertise,	because	I'm	also	a	person	that	is	an	immigrant	in	Denmark,	so	I	have	some	de-

grees	of	diversity	 in	me	you	could	call	 it,	you	know.	There	are	different	 levels	of	 inter-

sectionality,	of	course,	and	then	I'm	also	an	activist.	So	I've	been	working	for	many	years	

internationally	in	networks	and	creating	groups	and	being	very	active	and	I	was	also	a	

founding	member	of	the	diversity	council	here.	I	was	there	for	four	years	and	also	was	

the	union	representative	for	my	department	where	I	was	also	looking	at	these	issues.	So	

I	would	say	that	it	is	a	very	core	issue	for	me.		

	

Interviewer:	So	what	is	your	perception	of	the	diversity	discourse	in	society?		

Respondent:	 I	 think	 that	 the	 diversity	 discourse	 is	 very	 polarized.	 People	 do	 not	 use	

very	much	diversity	as	the	word	is	used	at	corporate	levels	quite	a	lot,	but	I	don't	think	

at	the	political	level,	it	dominates	the	general	discourse	in	Denmark.	I	think	in	Denmark	

the	discourse	of	diversity	is	very	much	defined	by	immigration	and	by	racism,	actually.	I	

think	that	the	worst	problems	in	terms	of	diversity	even	though	we	are	also	doing	quite	

badly	in	relation	to	gender	equality	in	the	numbers.	But	I	will	say	that	what	I	experience	

is	the	worse	is	in	relation	to	ethnicity	to	non-western	immigrants	and	racism	in	relation	
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also	to	religion	especially	to	muslims.	And	I	think	that	this	is	the	kind	of	core	problemat-

ic,	but	they	don't	frame	it	as	diversity,	they	frame	it	as	immigration	and	as	“the	other.”	

You	know,	as	a	discourse	of	“the	other,”	thus	of	the	different.		And	if	I	look	at	that,	I	think	

it’s	very	dominant.	Yeah,	I	mean,	it's	really	Core	in	the	elections,	it’s	core	in	the	newspa-

pers,	it	is	core	in	the	news	and	in	the	public	opinion.		

	

Interviewer:	So	is	that	similar	to	the	diversity	discourse	here	at	CBS?		

Respondent:	No,	I	think	it's	different.	I	think	that	CBS	is	much	more	inclusive.	I	mean	it	

somehow	has	a	kind	of	more	inclusive	discourse	than	the	general	discourse	in	Denmark	

and	the	one	that	has	been	quite	present	in	Denmark	for	over	a	decade	per	se.	I	don't	see	

CBS	imitating	or	being	equal	to	the	discourse.		

	

Interviewer:	How	do	you	 find	 the	 focus	on	diversity	here	at	CBS	 compares	 to	 that	of	

other	Danish	universities?		

Respondent:	So,	I	think	we	came	a	little	bit	late	to	the	party,	you	know	in	the	sense	that	

Copenhagen	 University	 has	 been	 doing	 actually	 quite	 many	 things	 related	 to	 gender	

equality.	And	our	first	initiatives	on	diversity	and	inclusion	were	very	focused	on	gender	

equality,	we	had	other	 issues,	 but	 this	was	 a	priority.	But	 I	 think	 that	we	managed	 to	

come	up	to	speed,	you	know.	So	in	a	few	years,	we	were	actually	developing	many	initia-

tives.	 	 I	also	think	it	makes	a	difference	now	that	there	is	a	recognition	of	the	research	

that	is	being	done	in	this	institution	on	diversity	and	difference,	while	before	it	was	scat-

tered	all	over	the	place,	the	issue	now	has	got	a	strategic	research	platform	and	that	was	

from	 a	 very	 strong	 institutional	 recognition	 that	 this	 research	 was	 core	 to	 what	 CBS	

could	do	for	the	business	in	society.	I	think	it's	a	reflection	of	that	and	it's	a	reflection	of	

a	shift.	So	I	will	say	that	in	five	years,	there	is	a	major	difference,	I	would	say	if	we	look	

back	to	before	the	creation	of	the	council	and	the	platform	to	now.	So	I	will	see	a	shift.		

	

Interviewer:	Yeah,	but	 if	we	move	on	to	another	theme	of	ours	which	is	managing	di-

versity	or	the	whole	idea	of	diversity	management,	how	do	you	imagine	that	managing	a	

diverse	organization	can	affect	the	general	environment	at	CBS?			

Respondent:	Tremendously.	So	everybody's	different,	you	know,	at	the	end	of	the	day	

an	inclusive	environment	affects	everybody	for	the	better.	That's	because	it's	only	with	

the	axis	of	difference,	you're	looking	at,	you	know,	but	the	management	of	diversity	or	

the	management	 of	 difference	 is	 the	understanding	 of	 trying	 to	 look	 at	 the	 other	 as	 a	

human	 in	all	 this	 complexity	and	also	 to	put	a	question	mark	 to	 taken-for-granted	as-

sumptions.	And	these	can	go	to	many	levels,	right?	It	could	be	things	 like	when	we	for	
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example	order	food,	we	have	always	had	the	traditional	way	of	ordering	food.	Yeah.		But	

now	we	could	maybe	question	what	 for	 the	climate	will	be	better	and	 that	 the	default	

could	be	better.	You	know,	instead	of	the	default	always	being	meat-eaters	and	the	vege-

tarians	being	the	odd	ones	out	having	to	speak	up,	we	could	shift	it.	So	maybe,	you	are	

the	one	that	has	to	mark	that	you	want	meat	for	a	while.	And	then	vegetarian	food	could	

be	 the	 thing	 that	 becomes	 the	norm	 for	 a	while.	When	you	do	 this,	 I	 think	 everybody	

wins	because	the	person	that	has	to	mark	realizes	how	easy	it	was	for	me	not	to	have	to	

mark.	 Suddenly	 I	was	not	 the	one	 that	had	 to	 say	 something	 to	 the	waiter,	when	 that	

person	asks,	“who	eats	meat?”	I	think	that	this	makes	you	also	realize	precisely	your	po-

sition	of	privilege.	It's	actually	a	gift,	you	know,	I	don't	think	that	the	realization	of	a	po-

sition	of	privilege	is	a	problem	is	actually	an	amazing	gift	that	makes	you	grateful.	You	

can	always	look	at	one	of	the	axis	in	a	different	way.	You	are	the	other	one.	For	example,	

well,	you	can	be	the	one	that	has	many	children	when	others	haven't.	And	you	can	be	the	

religious	one	in	the	group.	In	this	culture,	we	always	celebrate	with	alcohol,	but	we	may	

have	friends	that	for	religious	reasons	or	for	health	reasons	or	because	they	are	alcohol-

ic	and	they	are	recovering	or	they	don't	want	to	have	alcohol.	So	how	do	we	incorporate	

celebrations	 that	 also	 have	 a	 joyful	 element	without	 the	 alcohol	 to	 show	 that	 there	 is	

another	option?	So	 if	you	 learn	diversity	management,	you	alter	 the	way	of	 looking	at	

people.	It	is	demanding,	but	everybody	can	win	from	this.		

	

Interviewer:	And	how	do	you	if	you	look	at	your	own	position,	how	do	you	work	with	

diversity	and	inclusion?	Do	you	have	any	specific	strategies	that	you	use	when	you	ap-

proach?		

Respondent:	I	think	I'm	going	to	give	you	some	examples	because	this	is	also	going	to	

be	easier.	Yeah.	So	for	example,	 I	coordinate	an	International	Conference	coming	up	in	

June.	So	I'm	very	interested	in	being	able	to	include,	to	make	this	conference	very	inclu-

sive	for	parents,	specifically	single	parents,	that	cannot	leave	the	child	behind	and	that	

have	 no	 childcare	 possibilities.	 So	what	 I've	 done,	 because	 for	me	 in	my	 head,	we	 all	

benefit	that	these	parents	can	come.	So	this	is	not	an	expense	that	should	be	carried	only	

by	the	parents	because	there	is	a	benefit	for	all	of	us	that	you	are	in	the	conversation.	So	

when	you	can	come	to	 this	conversation,	 I	benefit,	 so	 I	have	 included	 that	 this	confer-

ence	provides	babysitting	during	all	the	sessions	from	eight	in	the	morning	until	the	last	

session	and	then	all	children	are	welcome	in	the	dinners.	So	this	is	included	in	the	regis-

tration	fee,	but	also	that	children	are	welcome	in	the	sessions	where	we	will	reserve	ta-

bles	and	chairs	close	to	the	doors.	So	the	parents	can	bring	the	children	if	they	think	that	

the	children	shouldn't	be	taken	care	of	for	so	long.		
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Because	 it	makes	a	whole	difference	 in	 the	 life	of	 a	person	when	you	are	a	 scholar	or	

someone	 academic	 has	 the	 possibility	 of	 joining	 an	 International	 Conference	 where	

things	 happen	 and	where	 there	 are	 the	 possibilities	 for	 you	 of	 publishing	 and	 of	 net-

working	whether	you	are	a	single	mom	or	divorced.	Diversity	is	just	something	you	have	

to	 do.	 And	 then	 you	 can	 evaluate	 afterwards	 how	 it	 went,	 but	 you	 have	 to	 do	 it.	 Of	

course,	there	will	be	issues,	but	it	is	better	to	try	and	fail.	I	am	ready	to	meet	people	with	

reluctance	because	I	really	think	we	need	to	move	and	do	better.	And	then	I	also	work	

with	diversity	and	inclusion	through	research	and	networks.			

	

Interviewer:	Before	I	asked	you	how	diverse	you	consider	CBS,	so	now	I'm	asking	you	

how	inclusive	you	consider	CBS?	

Respondent:	I	also	think	it	depends	on	the	axis	of	difference	–	which	kind	of	diversity,	

we	 consider	here.	 I	don't	 think	we	are	 inclusive	enough	 in	 relation	 to	 career	develop-

ment	 for	academics	here.	We're	really	 failing	on	the	gender	gap	 for	academic	progres-

sion.	We	have	all	 this	data	about	 the	scissors.	 It	 is	super	hard	 for	women	to	move	up-

wards	 career-wise.	 We	 also	 have	 a	 lot	 of	 junior	 women	 academics	 in	 environments	

where	it	is	very	heavily	dominated	with	senior	men	and	it	just	creates	a	distortion	of	its	

own.	Yeah,	and	of	course	this	also	relates	to	issues	of	parental	 leave	and	also	of	family	

relationships,	which	has	to	do	a	lot	with	stereotyping	and	both	internal	stereotyping	in	

how	you	see	your	roles	and	how	society	sees	it.			

	

Interviewer:	 So	 that	 leads	me	 to	 the	 next	 question,	which	 is;	what	 characteristics	 do	

you	think	define	an	inclusive	workplace?	

Respondent:	So	an	inclusive	workplace	is	a	place	that	questions	taken-for-granted	as-

sumptions	about	how	things	should	be	and	does	that	as	part	of	the	culture	and	does	that	

regularly.	This	questioning	is	an	inclusive	questioning.	So	people	are	allowed	to	ask	the	

questions.	 It	doesn't	matter	where	you	are	 in	 the	hierarchy,	but	people	are	allowed	to	

ask	the	question	and	these	questions	are	taken	seriously.	 It	means	that	you	don't	con-

tinue	 as	 you	 always	have	done,	 but	 just	 the	possibility	 of	 asking	 the	question	 and	 the	

people	feel	they	can	ask	the	question	and	that	this	can	be	taken	as	part	of	a	dialogue,	I	

think	that	is	very	important.	So	this	will	be	one	of	the	characteristics	of	inclusivity.	An-

other	characteristic,	I	think,	is	being	able	to	see	yourself.	Find	others	like	you	personally	

and	career-wise.	See	someone	you	aspire	to	be	and	see	the	possibility	 for	 it.	Whom	do	

we	sign	as	role	models	for	this?	Where	is	the	diversity	in	the	role	models?	How	do	we	do	

that	in	our	curriculum?	How	do	we	do	that	in	the	people	we	invite?	and	do	we	celebrate	

it?	What	is	not	the	normal	thing?	Do	we	have	an	inclusive	understanding	or	what	does	it	
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mean	 to	 be	 excellent?	 You	 know,	what	 is	 an	 achievement?	What	 is	 success?	 You	may	

know	that	your	career	may	take	much	longer	maybe	because	you	are	being	the	primary	

caretaker,	but	that's	a	sign	of	success	–	not	a	sign	of	being	slow.	You	are	still	here	and	

you	are	doing	fantastic.		

	

Interviewer:	 Yes,	 and	 how	 do	 you	 think	 that	 the	 agenda	 of	 inclusion	 is	 highlighted	

through	the	organizational	practices	and	policies	here	at	CBS,	if	at	all?	

Respondent:	I	think	it's	interesting	the	word	highlighting	because	I	don't	think	it's	high-

lighted.	I	think	it’s	present	very	much	at	the	top	level	like	in	the	organization	of	making	

documents	 and	making	new	policies	 and	now	 it	 is.	 It	wasn't	but	now	 it	 is	present	be-

cause	 it	 becomes.	 The	 council	 gets	more	 and	more	 invited	 to	 comment	 on	 things.	 So	

there	is	a	case	you	could	call	it	a	glaze	that	wasn't	there	before	and	that	I	asked	people	to	

relate	to	this	issue.	I	do	not	see	it	so	much	on	the	ground.	I	think	that	we	need	to	work	

very	much	on	the	daily	practices	on	what	it	means	for	the	daily	life	and	also	in	our	cur-

riculums.	 I	 think	 really	we	 need	 to	work	more	 throughout.	What	 does	 it	mean	 in	 the	

classroom?	You	know,	what	does	it	mean	to	be	inclusive	in	class?	What	does	it	mean	to	

have	a	curriculum	that	is	diverse	and	of	cultural	experiences?	That	includes	a	person’s	

role	models	shown	through	cases	and	literature.	We	really	need	a	little	work.		

	

Interviewer:	And	so	moving	on	from	there,	how	inclusive	do	you	find	the	whole	deci-

sion-making	process	that	goes	on	at	your	workplace?	

Respondent:	There	is	not	enough	political	debate.	We	don't	have	a	culture	for	that.	It's	

not	politicized,	but	it	can	also	create	conflict.	You	have	to	make	a	killjoy.	I	think	that	we	

have	a	system	of	democratic	representation,	which	you	go	through	the	Academic	Coun-

cil,	but	this	can	be	really	dynamic.	It's	much	more	and	in	the	departments,	the	heads	of	

departments	are	elected	top	down.	Right?	So	even	that	 there	 is	 it	 is	 the	same	with	the	

board.	So,	these	are	not	democratically	elected,	which	is	how	universities	function.	Well,	

I	mean	 this	 is	 functionally	well,	 but	 in	 relation	 to	 the	 inclusion	 of	 the	 other	workers,	

there's	not	much.		

	

Interviewer:	 In	 a	 meeting	 scenario	 how	 significant	 are	 your	 counterpart’s	 cultural	

characteristics	or	demographics	to	the	whole	decision-making	process?		

Respondent:	I	feel	I’m	the	weird	one.	Very	often.	Yeah,	very	often.	I	mean	even	since	I'm	

very	lucky	in	the	cultural	environment	because	I'm	western	and	I'm	European,	but	there	

is	a	major	difference	because	I’m	not	Danish,	me	being	a	woman	and	being	a	mother.	All	

these	are	axes	of	difference.	I	do	not	want	to	diminish	that	all	these	axes	are	maybe	not	
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the	most	 dangerous	 ones.	 But	 I	 experience	 implicit	 bias,	 but	 it's	 like	 you	 are	walking	

around	 like	you	were	completely	 tattooed.	You	enter	 the	room	and	you	enter	 the	 first	

conversation	and	you	are	already	tattooed.	And	especially,	I	would	say,	the	gender	issue	

is	huge.	I	have	what	I	created	a	handbook	called	the	beauty	and	the	abused	that	has	12	

different	vignettes	of	stories	and	dilemmas	specifically	in	relation	to	gender	and	sexuali-

ty.	These	are	real	stories	and	as	a	way	of	expressing	the	biographical	moments	and	what	

it	means.		

	

Interviewer:	In	what	ways	if	any	do	you	find	that	diversity	impacts	your	corporate	cul-

ture?			

Respondent:	 I	 think	 international	diversity	has	 impacted	 tremendously	 this	organisa-

tion	because	we	compete	internationally.	We	are	ranked	internationally.	We	have	been	

promoting	International	students.	We	also	do	International	recruitment.	So	the	interna-

tional	Dimension	I	would	say	is	really	major.	But	again,	it's	also	very	Western	so	it	is	a	

type	of	internationalization.	It	is	also	Anglo-Saxon.	It	is	not	very	Eastern	Europe,	so	it	is	

an	internationalization	that	is	more	narrow	than	what	it	looks	like.	I	will	say	that	it	defi-

nitely	has	had	a	major,	major	impact.		

	

Interviewer:	 So	how	do	you	 find	 the	general	communication	at	CBS	 to	be	mindful	 to-

wards	inclusion	if	at	all?		

Respondent:	I	don't	think	he	has	been	thought	through	really	as	it's	one	of	the	core	is-

sues	of	communication.	I	mean	recently	there	have	been	some	efforts	like	for	example,	

the	 School	 of	 Entrepreneurship	has	 started	 to	make	 an	 effort	 -	 they	have	now	a	 cam-

paign	going	on	with	it.	You	know	to	show	more	women	in	their	advertisement	and	so	on	

and	CBS	has	started	also	working	with	this	a	few	years	back	in	relation	to	the	promotion	

of	programs	and	so	on,	but	I	still	think	we	have	a	lot	to	do.	But	I	think	that	some	of	the	

initiatives	like	Pride	-	I	love	the	initiative	of	Pride.	I	think	it's	extremely	important.	I	can't	

emphasise	it	enough.		I	think	that	diversity	is	extremely	important.	I	also	think	there	re-

ally	should	be	thought	about	disability.	We	are	way,	way	behind.		We	need	a	basic	course	

on	learning	to	teach	people	that	have	disabilities	like	for	example	of	visual	impairment.	

We	have	no	clue.	We	prepare	a	powerpoints	and	all	our	material	without	any	considera-

tion.	We	prepare	workshops	and	activities	without	any	consideration	 for	 it.	 I	 think	we	

are	really	blind	to	it	because	we	don't	have	that	problem	-	any	of	the	teachers	don't	have	

that	problem.	So	 this	 is	not	made	 for	anyone.	 It	 just	almost	 like	 leaves	you	speechless	

and	like;	how	has	this	not	been	considered?		
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Interviewer:	So	what	steps	if	any	do	you	take	to	be	mindful	in	your	communication	of	

inclusion?	

Respondent:	So	the	pronouns	are	very	in	for	me.	So	when	you	don't	know	the	gender	

be	careful	about	what	you	say.	Just	as	an	example.	I	realized	that	when	I	was	using	sur-

name	 surnames	of	 authors	 like	Butler	my	 students	will	 assume	 that	was	 a	man	every	

time.	 So	 I	 started	putting	photography,	 you	know,	 I	was	 started	putting	photos	 of	 the	

author.	 I	was	using	 it	 to	 show	who	 is	 Judith	Butler	and	she	 looked	 like	 this.	Because	 I	

realized	the	default	 is	made	so	I	need	to	break	the	default.	 I	have	really	been	changing	

and	I'm	purpose	using	the	‘she’	much	more	just	to	counteract	the	thousands	of	articles	

that	 come	 every	 day	 out	with	 the	 ‘he’.	 So	 and	 also,	 of	 course,	 I	 am	 trying	 to	 use	 non-

gender	language.	I	have	also	tried	including	issues	of	diversity	and	inclusion	in	my	cur-

riculum	 in	my	 classes	 about	 tourism	 services.	 Also	 some	 cases	 on	 disability,	 so	 really	

embedded	in	the	curriculum	like	as	part	of	one	of	the	things	that	naturally	should	come	

to	 you	 like	 looking	 at	 it.	 Of	 course,	 we	 should	 include	 this.	 Looking	 at	 this	 as	 an	 ‘of	

course’	this.	

	

Interviewer:	What	exactly	is	your	title?		

Respondent:	So	 I'm	an	associate	professor	 in	 the	department	of	management,	politics	

and	philosophy.	I'm	also	the	director	of	a	centre,	of	a	research	centre,	which	is	called	the	

centre	for	leisure	and	culture	services.		

	

Interviewer:	How	long	have	you	actively	been	working	with	diversity	and	inclusion?	

Respondent:	I	will	say	that	at	a	started	working	on	diversity	and	inclusion	around	nine	

years	 ago	 in	 my	 International	 research	 network.	 And	 then	 at	 CBS,	 it	 is	 probably	 five	

years	or	six	years.	That's	a	bit	longer	in	my	international	network.	
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APPENDIX 13: D5 TRANSCRIPT 

	

Interviewer:	How	diverse	do	you	consider	CBS?		

Respondent:	 That’s	 a	 difficult	 question.	 That	 depends,	 what	 is	 diverse	 and	 in	 what	

sense?	A	general	perception	about	that	I	feel	that	it	is	relatively	diverse.	In	our	student	

organization,	when	we	talk	about	gender	diversity,	I’d	say	maybe	a	ration	of	30/70,	with	

70%	male.	So,	two-thirds	male	and	one-third	female.	

	

Interviewer:	And	have	you	noticed	a	change	in	the	level	of	diversity	in	the	organisation	

through	the	time	you	have	been	a	part	of	it?	

Respondent:	 In	 our	 organisation	 actually,	 there	 was	 a	 decline	 in	 diversity,	 after	 last	

year.	But	now	it	is	changing	again.	Now	I	feel	like	it	is	getting	more	diverse	again.	

	

Interviewer:	How	would	you	describe	your	approach	to	diversity?		

Respondent:	I	think	I	take	an	intersectional	approach	to	that.	So	I	try	to	look	at	different	

forms	of	oppression	systems	and	how	they	intersect	with	each	other.	But	with	regard	to	

people	in	my	organization	-	I	really	have	to	think	about	it	actually.	

	

Interviewer:	Do	you	do	find	diversity	a	necessity?	

Respondent:	Yes,	especially	because	our	name	is	CBS	Diversity	and	Inclusion.	So	kind	of	

what	we	are	doing	has	to	be	mirrored	in	our	organization	and	the	people	who	engage	in	

our	organization.	And	yes,	of	course	when	I	would	think	about	it,	CBS	Diversity	and	In-

clusion,	or	 just	when	 it	 comes	 to	an	organization	with	which	deals	with	diversity,	you	

expect	a	lot	of	people	there	to	be	of	a	different	gender,	different	ethnicity,	different	race,	

different	religion,	you	know,	all	this	mixed	crowd	kind	of	thing.	

But	 it's	 very	 difficult	 because	 then	 you	 say	 basically	 everyone	 who's	 just	 white	 and	

Western	is	kind	of	not	diverse	any	longer.	And	this	is	what	I	try	not	to	do.	Because	you	

can	also	see	diversity	as	a	part	of	your	personality	because	everyone	has	different	per-

sonality	traits	and	different	identity	parts	which	makes	a	person	diverse.		

But	 I	 also	 sometimes	 have	 the	 feeling,	 that	 the	 visual	 perception	 of	 a	 person	when	 it	

comes	 to	 diversity	 has	 a	 lot	 to	 do	 them.	 For	 example	 “oh,	 only	white.	We	 need	 some	

more	skin	colour	then,	right?”	or	“only	straight	people,	that's	not	very	diverse”…	because	

these	are	only	things	which	you	kind	of	can	visually	portrays	or	express	in	certain	ways.	

Whereas	your	personality	and	identity	traits	are	always	kind	of	visible,	but	you	don't	see	



Deb	&	Øyås	 	 May	15th,	2019	

	 178	

them	as	diverse	because	your	presumption	is	that	everyone	is	different	in	kind	of	way.	

And	it's	super	difficult,	of	course,	but	that’s	not	what	we	do.	Because	that's	not	good	and	

that's	not	what	we	can	do	because	we're	happy	about	everyone	who	joins	the	organiza-

tion	to	work	with	us.	

So	I	tried	to	be	aware	of	how	we	portray	and	how	we	protect	the	diversity	in	our	group.	

But	also	how	I	deal	with	the	personalities	in	there	because	it	is	not	only	about	express-

ing	diversity.	It	is	more	about	getting	together	and	working	together.		

	

Interviewer:	What	is	your	perception	of	the	diversity	discourse	in	society?		

Respondent:	I	think	I	already	touched	upon	it	with	this.	You	know,	you're	supposed	to	

visualize	and	express	your	diversity	in	a	group	by	looking	at	different	diversity	dimen-

sions	as	I	mentioned	earlier.	When	everyone	tries	to	be	diverse,	I	think	they	try	to	go	the	

wrong	way	with	looking	at	systems	of	oppression	and	being	like	let's	get	the	most	dis-

criminated	people	so	that	we	are	more	diverse.	This	is	happening	a	lot	of	times	and	it's	

not	good	because	that's	positive	discrimination	and	that's	an	issue.	I	think	it's	not	good	

to	recruit	people	because	you	know	that	you	want	to	have	someone	who's	not	straight	

to	show	off	that	you	are	a	diverse	group	because	that's	not	what	it's	supposed	to	be.	So	

yeah	the	discourse	about	diversity	in	society,	it	really	depends	whom	you're	talking	to.	If	

it's	corporate,	I	think	there's	a	strong	pressure	in	marketing	the	diversity	as	a	unit	in	the	

organization.	Whereas	activism	has	a	different	approach	in	that	sense.	So	there	are	dif-

ferent	facets	and	I	feel	like	you	can	easily	get	on	that	train	without	knowing	really	what	

is	going	on	and	why	diversity	in	the	workplace	is	important.	

	

Interviewer:	What	is	your	perception	of	the	diversity	discourse	at	CBS?		

Respondent:	 The	diversity	discourse	 in	 our	 student	 organisation	 is	 different,	 I	would	

say.	Because	we	don’t	work	with	this	kind	of	“we	need	to	express	and	visualise	the	di-

versity	 in	our	group”.	That	 is	not	 the	case.	We	come	together	because	we	have	certain	

values,	which	we	share	with	each	other.	And	it’s	not	about	us	wanting	to	put	something	

out	there.		

	

Interviewer:	How	do	you	find	the	focus	on	diversity	in	at	CBS	compares	to	that	of	other	

Danish	universities?		

Respondent:	I	have	never	studied	at	any	other	Danish	university,	so	I	have	no	idea	how	

KU	focuses	on	diversity.	But	what	I	can	say	is	how	CBS	focuses	on	diversity.	I	think	CBS	

has	different	initiatives.		Research-based	would	be	the	diversity	and	difference	platform	

where	they	also	do	public	relations	in	the	sense	that	they	put	up	workshops	where	you	
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can	participate,	even	students	can.	You	have	the	Diversity	and	Inclusion	Council	at	CBS.	I	

don't	know	what	they're	doing,	can't	say	much	about	it.	Then	there's	our	student	organ-

ization,	CBS	Diversity	and	Inclusion,	who	has	the	focus	on	the	student	environment	ra-

ther	than	on	research.	And	then	I	know	of	a	person	who	is	in	charge	of	diversity	among	

employees,	 but	 I	 think	 that	 person	 is	 in	 charge	 of	 ensuring	 there's	 no	 discrimination	

happening,	no	harassment…	so	this	is	related	to	staff	and	employees	at	CBS.			

	

Interviewer:	How	do	you	imagine	that	managing	a	diverse	organisation	can	affect	 the	

environment	in	general	at	CBS?		

Respondent:	My	ideal	would	be	that	 it	 is	 improving	the	learning	environment	for	stu-

dents	and	the	work	environment	for	staff.	That's	my	ideology.	But	that’s	also	because	it	

is	based	on	a	lot	of	research	that	says	diversity	among	the	workplace	enhances	a	lot	of	

processes,	and	there	are	improvements.		

	

Interviewer:	How	do	you	work	with	diversity	 and	 inclusion	 in	 your	position?	Do	you	

use	any	specific	strategies?	

Respondent:	I	don't	have	a	specific	strategy.	What	I	try	to	do	is	that	at	the	meetings	we	

have,	 I	 try	to	hold	back	a	 little	to	 let	other	people	speak	and	voice	their	opinions.	 I	 try	

that.	So	that	everyone	has	something	to	say	at	some	point,	without	you	know,	pushing	

someone	 to	 say	 something	 of	 course.	 But	 before	 I	 voice	my	opinion	 and	how	 I	would	

proceed	with	the	given	issue	we're	talking	about,	I	try	to	ensure	that	the	others	first	talk.	

And	if	I	see	someone	is	not	engaging	that	much,	I	go	to	that	person	afterwards	and	ask	if	

everything	is	all	right,	you	know	just	checking	in.	But	mostly	I	would	say	it's	about	lan-

guage	and	communication;	trying	to	communicate	that	everyone	has	something	to	say.	

And	can	say	what	they	want	to	say.	I	think	that's	very	important.		

	

Interviewer:	How	inclusive	do	you	consider	CBS?		

Respondent:	Of	course,	 in	 terms	of	our	student	organisation	I	would	say	 it’s	perfectly	

inclusive.	Haha.	But	it	is	most	probably	not.	It’s	a	lot	about	mutual	perceptions.	My	ap-

proach	to	inclusivity	has	to	be	shared	by	the	other	members	as	well	to	be	inclusive.	Also,	

the	physical	 space.	 Is	 the	physical	 space	 inclusive	or	not?	 I	 always	 try	 to	 find	 a	 room,	

which	 is	 kind	of	 “hygge”,	 cosy,	which	 is	 easy	 to	drop	by,	which	 is	 not	 too	big,	 not	 too	

small.	So	I	try	to	look	at	that	as	well.		

	

Interviewer:	In	your	opinion,	what	characteristics	define	an	inclusive	workplace?		



Deb	&	Øyås	 	 May	15th,	2019	

	 180	

Respondent:	The	main	time	we	see	each	other	is	during	our	meetings.	And	I	feel	like	if	

you're	sitting	on	a	table	with	10	people	having	an	inclusive	workplace,	there	is	a	situa-

tion	to	talk	and	to	be	able	to	talk	and	not	being	afraid	and	holding	back.	But	also	to	not	

feel	like	you	are	forced	to	do	that.	So	to	not	feel	like	you	have	to	participate	in	a	meeting	

actively.	It’s	more	about	that	the	person	sitting	in	the	meeting	has	the	feeling	of	‘	you	can	

talk,	 you	 can	 participate,	 but	 you	 don’t	 have	 to’.	 	 But	 it	 is	 super	 important	 to	 see	 if	 it	

comes	from	internal	needs,	in	terms	of	participation	and	non-participation,	or	if	it’s	ex-

ternal	 forces	pushing	people	 to	 either	 keep	quiet	 or	 speak	up.	 	 So	 this	 is	why	 I	 try	 to	

have	personal	talks	to	the	people	to	find	out	if	the	engagement	of	the	person	is	related	to	

the	 culture	 in	 the	 organisation	 or	 the	 environment	 when	 we	 have	 meetings,	 or	 if	 its	

something	personal	–	just	a	one	time	occasion	thing.	Just	to	find	out	the	reason	for	the	

behaviour.	So	I	 think	that	makes	 it	an	 inclusive	workplace,	giving	people	the	feeling	of	

belonging	and	community.		

	

Interviewer:	How	do	you	think	the	agenda	of	inclusion	is	highlighted	through	organisa-

tional	practices	and	policies	at	CBS?		

Respondent:	 Are	 there	 any	policies	when	 it	 comes	 to	 inclusive	 environments?	Not	 to	

my	knowledge	I	would	say.		Though	I	have	seen	that	campaign,	I	guess	it	was	last	semes-

ter.	There	were	colourful	signs	with	mixed	words.	There	was	 this	one	with	something	

with	belonging	without	belonging.	They	made	up	a	word,	which	I	could	totally	relate	to	

in	the	beginning	when	you	have	a	lot	of	new	people	surrounding	you	but	you	don’t	real-

ly	feel	connected	with	them	at	the	first	instance.		But	so	I	would	say	that	is	not	a	policy	

per	se,	but	more	of	a	marketing	campaign.		A	policy?	No,	I	don't	think	there	is.	 	I'm	not	

sure	it	would	be	the	right	approach	to	implement	a	policy.	And	if	it	is	implemented,	then	

it	is	very	important	how	it	is	communicated	and	set	up	because	policies	shouldn't	show	

that	 it	 is	restricting	or	 limiting	behaviour.	 It	should	be	formulated	 in	a	positive	way	to	

empower	the	behaviour	we	want	at	the	university.	Which	is,	for	example,	no	discrimina-

tion.			

	

Interviewer:	 How	 inclusive	 do	 you	 find	 the	 decision-making	 process	 in	 your	 work-

place?		

Respondent:	Well	that	really	depends.	So	yeah	we	start	off	with,	as	I	said,	discussing	a	

topic	and	getting	people	to	talk	about	it,	getting	ideas	and	so	on.	And	then	as	President,	I	

try	 to	 get	 people	 in	 consent	 rather	 than	 pushing	 them	 towards	my	 opinion.	 Although	

this	definitely	happens	as	well	if	I	am	completely	honest.	So	usually,	my	first	approach	is	

to	get	people	on	to	a	solution	or	a	decision,	before	I	take	on	a	decision.	And	when	I	see	
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that	no	division	is	gonna	be	made	in	time,	because	there	is	a	time	factor	as	well,	then	I	

make	that	decision.	But	not	 in	a	pushy	way.	Not	 in	that	sense	that	 I	say	we	have	to	do	

this	now	and	that's	it.	But	I	give	my	input	as	well	because	I	am	responsible	for	the	organ-

isation	and	if	something	goes	wrong,	I	am	the	first	one	who's	head	is	going	to	roll	for	it.	

Yeah,	so	 there's	a	 lot	of	self-interest	as	well	because	 I	don't	want	 to	have	 the	negative	

consequences	come	upon	me.	But	I	would	say	it	 is	super	mutual,	and	it	doesn’t	matter	

what	role	someone	has,	their	opinion	matters	to	the	discussion.	And	very	rarely,	but	it	

can	happen	that	sometimes	I	have	to	take	an	executive	decision	and	say	we	cannot	do	

that.		

	

Interviewer:	Can	you	give	an	example?	

Respondent:	An	example,	let	me	see.	For	example,	we	had	a	marketing	meeting	where	

we	were	 discussing	marketing	 strategies	 in	 general	 and	 I	 said	we	 need	 guidelines	 on	

what	you	put	out	there	because	there	was	kind	of	a	backlash	in	December.	So	I	decided	

that	we	 really	 needed	 to	 go	 through	 it	 and	decide	what	we	 can	 post	 and	 cannot.	 And	

someone	at	 that	meeting	really	wanted	to	have	pictures	all	 the	 time	with	social	media	

posts.	And	 I	 said,	 ‘yeah	but	we	 really	need	 to	be	 careful	with	pictures'.	 For	example,	 I	

once	had	to	say	that	a	post	couldn't	go	out	because	it	was	talking	about	rainbow	fami-

lies,	 and	 you	 can't	 talk	 about	 diversity	 in	 families	 and	 not	 have	 a	 picture	 of	 a	 diverse	

family	and	such.	 	So	this	where	I	was	kind	of	strong	in	the	decision-making	and	where	

had	to	say	something.		

	

Interviewer:	In	a	meeting	scenario,	how	significant	are	the	counterpart’s	demographic	

and	cultural	characteristics	towards	the	decision-making	process?		

Respondent:	Of	 course	 I	would	say	 the	 first	place	 that	 it	doesn’t	play	any	role.	But	of	

course,	it	does.	But	I	would	say	rarely.	I	try	to	not	draw	those	connections.	

	

Interviewer:	How	do	you	find	the	general	communication	at	CBS	to	be	mindful	of	inclu-

sion?		

Respondent:	I	don't	think	I	see	it's	accessible	for	people	necessarily.	You	don't	find	any-

thing	on	the	website	and	stuff	but	there	are	some	initiatives	I	really	appreciate	 for	ex-

ample	the	all-genders	toilet.	And	that’s	something	that	doesn’t	have	a	big	 fuss	about	 it	

really;	 it's	 just	 there.	And	 I	 think	 that's	 super	 convenient	 because	 it	 is	 not	 necessarily	

used	as	a	marketing	strategy.		

And	 I'm	pretty	sure	 that	a	 lot	of	people	are	 just	not	aware	of	what	 it	means	 to	be	dis-

criminated.	Really	what	social	structures	are	at	play?	I	 think	there's	education	missing	
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but	because	I	know	that	I	feel	like	it	is	not	in	a	good	moral	way	to	do	that	kind	of	com-

munication	strategy.	So	either	I	know	too	much.	But	I	think	the	easiest	part	to	answer	is	

to	ask	the	people	whom	it’s	attracting	in	the	end.	There's	no	communication	to	students	

themselves.	 So	 I	 think	 in	 order	 to	 improve	 the	 situation	 and	 to	 kind	 of	 get	 a	mindful	

communication	of	inclusion,	you	need	to	know	you	need	to	talk	to	the	students	when	it	

comes	 to	 student	 environment	 or	 talk	 to	 the	 staff	 and	 you	 want	 to	 attract	 more	 re-

searchers	from	outside.	I	would	say	that	like	two	different	divisions	either	staff	or	stu-

dents.	

We	had	a	kickoff	meeting	two	weeks	ago	for	new	students.	And	I	remember	there	was	

this	one	girl	and	she	was	like,	“so	yeah	I	arrived	but	I	didn't	feel	welcomed	at	CBS	at	all.	I	

didn't	know	if	I	could	fit	in”	and	I	was	like,	“yeah,	this	is	a	total	issue”.	You're	at	a	busi-

ness	school	and	you	think	you're	not	going	to	fit	 in	because	you	don't	necessarily	por-

tray	 that	 stereotype	 of	 CBS.	 So	 that	 actually	 is	 connected	 to	 you	 know,	 stereotypes	 of	

CBS	and	CBS	tries	to	so	much	to	get	rid	of	that	stereotype	or	to	kind	of	make	fun	of	it.	

And	I	think	they're	doing	it	really	well.	Actually,	I	think	kind	of	joking	around	with	a	ste-

reotype	about	CBS	to	news	doesn't	make	it	more	inclusive.		Its	a	question	depending	on	

which	side	you're	talking	exactly.		

	

Interviewer:	What	 steps,	 if	 any,	 do	 you	 take	 to	 be	mindful	 of	 being	 inclusive	 in	 your	

communication?		

Respondent:	 Yeah,	 of	 course,	 you	 could	 say	 let's	 try	 to	 communicate.	 And	 of	 course,	

that's	what	CBS	 tries	 to	do	because	 they	are	 trying	 to	attract	new	students.	 So	 in	 that	

communication,	you	would	have	to	display	students.	Now	do	you	go	and	look	to	see	that	

you	have	a	group	of	people	displaying	different	parts	of	identity	structures,	for	example,	

do	you	go	for	ethnicity	or	race,	that's	always	what	people	 like	to	do	because	then	they	

think	their	numbers	go	up.	Or	with	religion,	perhaps?	So	with	that,	you	are	portraying	a	

group	that	is	diverse.	But	is	it	creating	an	inclusive	environment,	I’m	not	sure.	I	hope	so	

because	a	lot	of	people	are	doing	that.	But	it	 is	not	something	I	 like	to	think	about,	be-

cause	I	think	in	that	way	I’m	positively	discriminating	people	if	I	try	to	create	an	inclu-

sive	environment	…	

Because	of	course	all	these	systems	have	oppression	systems	and	by	portraying	a	bunch	

of	group	in	that	sense	diverse	visually	diverse.	Is	it	creating	an	inclusive	environment?	I	

don't	know.	I	hope	so.	Because	I	think	I'm	positive	discriminating	people	because	I	think	

I	want	to	create	an	inclusive	environment	by	showing	those	people	off	in	that	way	and	

this	is	such	a	tough	issue	because.	Do	I	have	to	kind	of	sacrifice	my	own	kind	of	morals	
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because	 it	 feels	 like	 it's	dehumanizing?	Definitely.	 It	 is	 something,	which	my	moral	 In-

stinct	says	-	don't	do	that.	But	also	I	think	I	think	that	because	I	am	aware	of	it.	

	

Interviewer:	What	is	your	title?		

Respondent:	President	of	CBS	Diversity	and	Inclusion	

	

Interviewer:	How	long	have	you	actively	been	working	with	diversity	and	inclusion	at	

CBS?		

Respondent:	I'd	say	actively	almost	one	and	a	half	years.	
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APPENDIX 14: D6 TRANSCRIPT 

	

Interviewer:	In	general,	how	diverse	do	you	find	CBS?		 	

Respondent:	Well,	it's	obviously	very	diverse.	Yeah,	there	are	people	of	all	nationalities	

and	 genders.	 And	what	 people	 study	 is	 also	 very	 diverse.	 There	 are	 a	 lot	 of	 different	

things	that	people	study.	But	most	of	them	are	related	to	either	communication	or	some-

thing	to	do	with	cultural	understanding	 in	some	way	shape	or	 form	like	for	example,	 I	

study	sociology	and	business	administration.	

	

Interviewer:	How	would	you	describe	your	approach	to	diversity?	 	

Respondent:	My	approach	to	diversity	is	to	be	as	open	as	possible	because	just	as	a	side	

note,	I	think	I'm	the	only	straight	member	of	CBS	Diversity	and	Inclusion.	And	one	of	the	

reasons	why	I	wanted	to	join	CBS	Diversity	and	Inclusion	was	because	it's	a	cause	that	I	

wanted	to	support.	And	one	thing	that	we	to	some	extent	have	to	realize	is	that	we	need	

the	support	of	everybody	including	straight	white	males.	So,	I	think	the	approach	should	

not	be	to	be	discriminating	against	people	who	are	not	diverse.	It	should	be	to	be	includ-

ing	of	 them	so	 that	 they	can	help	support	a	cause	 that	 they	are	probably	 interested	 in	

but	just	not	invested	him.	So,	it's	really	just	to	be….	I	mean,	it	sounds	silly	but	to	be	in-

clusive.		

	

Interviewer:	What	is	your	perception	of	the	diversity	discourse	in	society?	 	

Respondent:	When	you	talk	about	society,	are	you	referring	to	the	Danish	society	or?	

	

Interviewer:	Yeah,	or	whichever	you	choose	to	interpret	it	as.		 	

Respondent:	Okay	so	one	of	the	reasons	that	I	am	part	of	CBS	Diversity	and	Inclusion	is	

because	I	 lived	six	years	in	Indonesia	during	my	teenage	years.	And	it’s	obviously	very	

different	as	you	can	imagine.	There's	a	lot	of	homophobia,	a	lot	of	sexism	and	xenopho-

bia	as	well.	For	example,	having	queer	friends,	it's	not	very	nice	for	them	to	not	be	able	

to	open	up	as	to	who	they	really	are,	which	I	know	is	much	easier	in	Denmark	compared	

to	 Indonesia	of	obvious	reasons,	but	 it's	 just	 that	hatred	 -	 it's	 still	out	 there.	 It's	 still	 a	

thing	as	and	it's	still	also	in	Denmark	and	Copenhagen,	though	not	to	the	same	extent.		

	

Interviewer:	So,	do	you	find	there’s	a	specific	way	of	speaking	about	diversity	in	Den-

mark?	 	
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Respondent:	 	Yes,	they	are	more	politically	correct	in	comparison	to	Indonesia.	That's	

my	way	of	 looking	at	 it.	Which	is	very	nice	in	a	 lot	of	ways.	So,	there's	a	 lot	of	 jokes	in	

Indonesia	like	in	public	national	widespread	TV	shows	that	are	like	not	cool.	That	is	like	

really	not	cool.	In	Denmark,	I	think	it's	good	in	the	way	that	it's	discussed.	The	fact	that	it	

is	discussed.	Because	I	remember	of	the	beginning	of	my	studies	here	at	CBS	like	a	year	

and	a	half	ago,	the	people	whom	I	hung	out	with	were	different	from	the	people	I	hang	

out	with	today.	The	people	I	hung	out	with	back	then	were	very	afraid	of	PC	[Politically	

Correct]	 culture.	 And	 that	 was	 a	 bit	 eye-opening	 for	 me	 because	 I	 was	 in	 Indonesia	

where	 I	 lived	with	right	before	 that,	 and	here	 in	Denmark,	 they	are	actually	willing	 to	

take	up	a	discussion	on	it.		

	

Interviewer:	What	 is	your	perception	of	 the	diversity	discourse	 in	your	organisation?		

Respondent:	In	classrooms,	it	is	actually	very	supportive.	I	think	because	I	go	to	an	in-

ternational	study	program	where	I	think	it's	only	40	per	cent	are	Danish,	it's	very	open.	

There's	a	lot	of	focus	on	diversity	and	people	all	support	it.	For	example,	we	had	a	sub-

ject	where	we	had	the	option	to	research	about	diversity	or	two	other	topics.	And	70%	

of	 the	 class	 chose	diversity	because	 it	 is	 just	 the	most	 interesting	one.	And	 I	 think	 it's	

because	a	 lot	of	people	 support	 the	notion.	 	Especially	 if	 you’re	not	 from	Copenhagen,	

then	you	don’t	feel	local.	Then	you	likely	want	a	more	diverse	society	yourself.		That’s	at	

least	 in	my	study	program.	And	at	CBS	Diversity	and	Inclusion,	that’s	amplified	by	one	

hundred!	Because	it’s	people	who	actually	take	an	active	force	and	actually	work	within	

the	subject	or	study	something	related	to	it.	So	those	are	the	people	who	are	going	the	

extra	mile,	the	extra	step,	which	I	find	really	cool	and	it's	one	of	the	reasons	I	joined	the	

organization	because	 I	 find	 it	very	enlightening.	 I	 feel	 like	 I	 can	 learn	a	 lot	 from	 those	

people	who	know	so	much	more	about	diversity	and	the	reasons	behind	it.		

	

Interviewer:	 	 I	am	not	sure	how	much	you	know	regarding	the	next	question,	but	just	

answer	if	you	have	anything	on	it	–	How	do	you	find	the	focus	on	diversity	at	CBS	com-

pares	to	that	of	other	Daish	universities?		 	

Respondent:	 I	 don’t	 think	 I	 know	 enough	 about	 the	 other	 Danish	 universities	 to	 say	

much.	

	

Interviewer:	No	worries!	So,	how	do	you	imagine	that	managing	a	diverse	organisation	

can	affect	the	environment	in	general	at	CBS?	 	

Respondent:	Some	of	the	reasons	that	I	think	diversity	is	so	important	for	a	foreign	en-

vironment	 is	because	 it	brings	different	perceptions	 into	 the	picture,	different	ways	of	
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thinking.	 I	mean	 it's	 an	 obvious	 logic	 that	 different	 brains	 give	 different	 thoughts.	 So,	

having	more	diversity	will	 obviously	give	more	approaches	 to	 certain	workplaces	and	

when	you	have	that,	I	can	imagine	that	the	work	environment	would	be	more	support-

ive.		

	

Interviewer:	How	do	you	work	with	diversity	and	 inclusion	 in	your	position?	Do	you	

use	any	specific	strategies?	 	

Respondent:	I	don't	particularly	think	I	would	manage	my	position	differently	if	it	was	

another	organization	that	I	was	part	of.	One	that	didn’t	focus	on	diversity	and	inclusion.		

		

Interviewer:	How	inclusive	do	you	consider	your	workplace?	 	

Respondent:	It	is	very	very	inclusive.		One	thing	that	was	interesting	was	that	we	once	

had	an	open	meeting	about	CBS	Diversity	and	Inclusion	and	I	had	a	friend	who	joined	us	

for	it,	and	one	thing	that	apparently	came	across	to	her	was	that	CBS	Diversity	and	In-

clusion	was	 not	 a	 place	 for	 straight	 people.	 That	was	 a	misconstruction,	 but	 that	was	

how	she	took	it,	because	in	our	presentations	we	had	too	much	focus	on	inclusion,	like	

‘everybody	 is	 included,	 especially	minorities	 of	 any	 kind',	 that	 type	 of	 thing.	 	 And	 be-

cause	of	the	way	we	construed	it	that	was	the	way	she	perceived	the	organisation.	But	

that’s	not	quite	right.	It’s	a	place	where	we	encourage	diversity,	specifically	within	CBS.	

So,	I	hope	it	to	be	very	inclusive.	But	sometimes	I	guess	too	much	focus	on	it	might	back-

fire,	as	was	the	case	with	my	friend.	Also,	when	I	first	joined	CBS	Diversity	and	Inclusion,	

some	of	my	friends	might	have	been	a	little	bit	like	“wait.	Are	you	gay?”.	Because	I	joined	

an	organisation	 that	had	 something	 to	do	with	LGBT,	 the	 sentiment	was	 a	bit	 like	 ‘oh	

maybe	he’s	gay’	and	that’s	 just	not	the	case.	So,	I	think	it	 is	very	inclusive,	but	that	can	

also	be	misconstrued	to	an	extent.		

	

Interviewer:	In	your	opinion,	what	characteristics	define	an	inclusive	workplace?	 	

Respondent:	 Interesting,	 something	 I	 haven’t	 given	 much	 thought	 to,	 which	 I	 really	

should	have.	 I	 think	the	obvious	definition	 is	 just	where	everybody	feels	welcome.	But	

what	makes	everybody	feel	welcome?	That’s	a	different	question.		

	

Interviewer:	How	do	you	think	the	agenda	of	inclusion	is	highlighted	through	organisa-

tional	practices	and	policies	at	CBS?	 	

Respondent:	So,	one	thing	about	me	at	CBS	is	that	I’m	not	that	often	at	classes,	as	I	pre-

fer	to	read	at	home.	That	also	means	that	I	don’t	always	get	to	experience	CBS	in	the	way	

somebody	who	is	here	every	day	would.	But	there	are	a	few	things	I	have	noticed.	For	
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example,	CBS’	participation	in	the	Pride	parade,	or	having	diversity	day,	or	even	the	toi-

let	 signs	which	 changed	 last	 year.	 They	 are	 not	major	 gestures,	 but	 they	 are	 one	 step	

forward	in	the	right	direction.	CBS	also	takes	an	active	participatory	role,	 for	example,	

the	 CBS	 School	 of	 Entrepreneurship,	where	 CBS	 encouraged	 them	 to	 have	 a	 diversity	

start-up	 day.	 CBS	 School	 of	 Entrepreneurship	 was	 encouraged	 by	 CBS	 to	 include	 the	

agenda	of	inclusion,	or	at	least	the	agenda	of	diversity	within	their	specifically	highlight-

ed	days.	And	that’s	a	good	example	of	them	taking	an	active	role	to	highlight	inclusion.		

	

Interviewer:	So,	moving	on	to	organisational	culture,	how	inclusive	do	you	find	the	de-

cision-making	process	in	your	workplace?	 	

Respondent:	 Oh,	 I	 actually	 find	 it	 to	 be	 nicely	 inclusive.	 I	 think	 it’s	 good	 because	we	

don’t	have	a	structural	organisation.	Yes,	I	am	the	head	of	community	development,	but	

that’s	more	of	a	title.	Anyone	is	welcome	to	voice	their	opinion	on	that.	The	President	of	

CBS	Diversity	 and	 Inclusion	was	 very	 specific	 in	 saying	 that	 yes	 there	 are	 these	 over-

arching	 roles	 that	 you	 can	be	 a	part	 of,	 but	 anyone	 is	 free	 to	 volunteer,	 part-take	 and	

suggest	things.	 	A	good	example	of	 this	 is	when	last	month,	one	of	our	volunteers	sug-

gested	a	collaboration	with	the	Danish	B	society	after	they	saw	an	ad	on	Facebook.	And	

it	was	brought	up	 in	 the	meeting	as	a	dimension	of	diversity	we	hadn't	yet	explored	–	

the	notion	of	how	society	 is	better	suited	to	Type	A	people,	early	risers	and	such	than	

type	B	people.	So,	after	that	suggestion,	we	reached	out	to	the	Danish	B	society,	and	then	

a	month	later	we	had	a	collaborative	event	with	them.	So	also	based	on	this,	I	would	say	

that	 the	 decision-making	 process	 at	 CBS	 Diversity	 and	 Inclusion	 is	 quite	 inclusive.	 Of	

course,	we	have	a	board	of	directors	who	need	 to	make	 some	of	 the	bigger	decisions;	

perhaps	 about	money	 or	 something	 about	 the	 organizational	 structure,	 everyone	 still	

has	a	chance	to	voice	their	opinion.		

	

Interviewer:	 And	 if	 you	 envision	 a	 meeting	 room	 scenario,	 how	 significant	 are	 the	

counterpart’s	 demographic	 and	 cultural	 characteristics	 towards	 the	 decision-making	

process?	

Respondent:	I	think	it	is	significant	in	the	fact	that	I	do	notice	it.	It	more	plays	a	role	in	

the	way	 I	 present	 and	 express	myself	 though.	 So,	 for	 example	 in	 an	 informal	meeting	

with	my	old	guy	friends	from	my	Danish	elementary	school,	I	would	present	myself	and	

behave	differently	than	if	I	was	at	a	formal	meeting	with	CBS	Diversity	and	Inclusion.		I	

actually	would	behave	more	formally	with	my	elementary	school	friends,	than	with	the	

CBS	Diversity	and	Inclusion	meetings,	which	is	ironic,	because	the	first	is	in	an	informal	

setting	and	the	other	in	a	formal	one!	But	just	because	of	the	fact	that	there	is	increased	
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cultural	diversity,	 I	can	feel	 freer	to	express	whom	I	am	without	being	 judged	as	hard.	

For	example,	with	my	elementary	school	friends,	I	could	come	up	with	a	more	abnormal	

thought	and	 it	would	automatically	be	deemed	“oh	that’s	weird,	you’re	kind	of	weird”.	

But	with	my	 friends	at	CBS	Diversity	and	 Inclusion,	 the	same	 thought	would	receive	a	

reaction	like	“Oh	that’s	interesting,	and	can	you	expand	on	it?”	I	find	that	people	who	to	

a	 greater	 extent	 support	 diversity	 and	 inclusion	 are	 also	 to	 a	 greater	 extent	 open	 to	

more	ideas	and	characteristics	that	are	different	to	the	norm	and	outside	of	the	box	in	

some	ways.	So,	to	me,	it	is	quite	significant.		

	

Interviewer:	And	in	what	ways,	 if	any,	do	you	find	diversity	to	 impact	your	corporate	

culture?	

Respondent:	 I’m	not	 sure	how	greatly	 I	 can	answer	 this	question,	 as	 I	mentioned	be-

fore,	I’m	not	at	CBS	that	often.			

	

Interviewer:	That’s	all	right.	We	can	just	move	on	to	the	next	bit	then.		 	

Respondent:	But	I	think	based	on	what	I	have	heard	from	my	friends,	there	is	a	lack	of	

female	teachers,	which	of	course	affects	the	corporate	culture	because	you	have	a	lack	of	

thoughts	 coming	 from	a	 certain	demographic.	 I	 actually	don’t	 think	 the	 corporate	 cul-

ture	 is	 that	diverse	actually.	Like	most	of	 the	 teachers	 I	have	experienced,	 they	are	all	

straight,	usually	Danish	and	between	40-50	years	old.		

	

Interviewer:	All	right	and	moving	into	the	communicative	approach;	How	do	you	find	

the	general	communication	at	CBS	to	be	mindful	of	inclusion?		

Respondent:	 I	mean	as	 I	said	before,	 taking	steps	 forward	 for	example	with	 the	 toilet	

signs	is	an	obvious	example-	Also	some	of	the	posters	that	they	have	on	the	CBS	walls.	I	

know	it's	not	CBS	directly,	but	it's	part	of	the	CBS	discourse	when	it	is	put	on	the	walls	at	

CBS.	And	I	think	those	to	be	mindful	of	inclusion	because	a	lot	of	them	are	talking	about	

"hey	Danish	speaking	courses,	but	also,	French-speaking	courses!"	So	yeah	that's	diver-

sity	that	is	being	communicated	at	CBS.		 	

	

Interviewer:	What	 steps,	 if	 any,	 do	 you	 take	 to	 be	mindful	 of	 being	 inclusive	 in	 your	

communication?		 	

Respondent:	I	do	take	steps	to	be	mindful,	definitely!	And	it	has	only	increased	since	I	

was	younger.	As	you	grow	you	become	a	lot	more	mindful	of	what	language	you	use	and	

what	 connotations	 it	 has.	 As	 you	 grow	older,	 you	 learn	more	 about	 different	 types	 of	

people	in	the	world	and	of	course,	that	is	mirrored	in	your	language	and	actions	because	
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you	try	to	be	more	mindful,	so	I	definitely	see	that	in	me,	that	I	am	taking	more	steps	to	

be	mindful	now	than	back	then.	For	example,	the	way	I	communicate	with	my	old	Dan-

ish	friends	is	increasingly	mindful.	It’s	not	as	much	with	rough	or	edgy	jokes	because	we	

all	know	that	it’s	not	right	to	say	that.	And	in	terms	of	CBS	Diversity	and	Inclusion,	it	just	

comes	very	natural	to	me.	I	pay	attention	to	the	fact	that	I	should	be	inclusive	of	every-

body,	especially	when	I’m	writing	a	post	on	behalf	of	CBS	Diversity	and	Inclusion.	

	

Interviewer:	Just	a	few	general	inquiries	to	round	off;	What	is	your	title?	 	

Respondent:	Head	of	community	development	at	CBS	Diversity	and	Inclusion	

	

Interviewer:	And	how	long	have	you	actively	been	working	with	diversity	and	inclusion	

at	CBS?		

Respondent:	I	started	a	year	and	two	months	ago.		
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APPENDIX 15: D7 TRANSCRIPT 

	

Interviewer:	 So	 if	 we	 start	with	 approaching	 diversity,	 how	 diverse	 do	 you	 consider	

CBS?	

Respondent:	 	Not	 very	diverse	 to	be	honest.	No,	 it	 depends	on	how	you	 look	at	 it,	 at	

which	level.	If	I	consider	only	my	study	course	–	diversity	and	change	management	–	it	

feels	super	diverse	regarding	gender	maybe	a	little	bit.	I	mean	there's	a	lot	more	women	

than	there	are	men,	but	nationality-wise	it	was	also	restricted	to	Europe	–	actually,	there	

were	really	 like	 two	to	 three	outside	 from	Europe.	And	a	 lot	 from	the	same	age,	but	 it	

still	felt	kind	of	diverse.	But	I	think	if	you	consider	more	in	terms	of	the	bachelor	level,	I	

think	it's	way	less	International	because	there's	also	a	lot	more	programs	only	in	Danish.	

So	that	might	restrict	some	and	then	also	I	think	if	you	if	you	look	at	the	whole	picture,	

that	I	think	sometimes	comes	out.	If	there's	the	semester	opening	party	for	example,	or	

they	are	all	 the	nexus	parties	sometimes,	 if	you	go	on	 the	career	 fair,	you	see	 like	 this	

prototype	standard	version	of	a	CBS	person	a	lot.	I	don't	know	if	people	feel	like	being	

like	this	or	they	start	to	dress	the	same	way	and	act	the	same	way	in	order	to	fit	in.		

	

Interviewer:	How	would	you	describe	your	approach	to	diversity?	It	can	be	both	now	

or	it	can	also	be	during	your	time	at	CBS.	How	would	you	approach	diversity?	

Respondent:	 So	 I	 think	 I	 first	got	confronted	with	 the	cultural	part	of	diversity	and	 it	

was	when	I	had	my	Gap	year	after	high	school.	I	went	to	the	US	and	I	studied	for	a	se-

mester	and	there	I	was	confronted	for	the	first	time	with	different	opinions	on	the	same	

topic.	I	really	miss	that.	Like	from	that	perspective	and	then	later	I	did	an	internship	at	

an	intercultural	consultancy	where	they	basically	focus	only	on	how	do	teams	work	to-

gether	if	they	spread	all	over	the	globe,	or	if	an	expat	goes	abroad	how	do	they	prepare	

them?	And	then	I	think	I	became	interested	in	this	diversity	topic	that	I	came	to	study	at	

CBS	and	only	then	it	kind	of	opened	my	mind	also	for	religious	diversity,	gender	diversi-

ty,	age	diversity	like	all	that	kind	of	stuff.	Of	course,	it	was	always	in	the	back	of	my	head	

but	never	so	explicit	as	I	was	confronted	with	it	during	my	studies.		

	

Interviewer:	What's	 your	perception	of	 the	diversity	discourse	 that	 there	 is	 a	 society	

today?	What	do	you	think	about	that?	

Respondent:	Okay,	so	wrote	my	topic	about	gender	diversity.	So	what	comes	first	to	my	

mind	would	be	 the	gender	diversity	 topic.	All	discussions	about	a	gender	pay	gap	and	
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men	going	on	parental	leave.	Is	it	fair,	is	it	not?		So	these	questions	are	on	top	of	my	head	

now	and	I	must	say	 that	 I	 like	 that	 the	discussion	 is	going	on;	 that	people	are	actually	

thinking	 and	 confronted	 by	 it.	 I	 don't	 want	 to	 generalize,	 but	 very	 often	 it's	 like	 this	

when	somebody	speaks	up	for	their	rights	like	another	person	thinks	they	are	attacked	

and	they	fight	back.	So	women's	day	for	example,	when	the	men	suddenly	think	about:	

When	is	it	men's	day	and	you	can	actually	see	it	on	the	Google	searches	that	never	dur-

ing	the	year	there	is	a	search	for	man's	day.	Mostly	only	on	March	8th	people	start	goog-

ling	 for	men's	day.	And	 I	 think	 it's	 a	 shame	because	men	are	also	discriminated	on	so	

many	different	levels,	but	they	only	start	thinking	about	it	then	suddenly	when	women	

speak	up.	So	yeah,	and	 then	also	 I	 think	religious	diversity	also.	 I'm	 from	Germany,	 so	

there's	also	a	lot	of	big	discussion	going	on	right	now	about	religious	diversity.	So	with	

more	immigrants	moving	to	the	country,	of	course,	a	lot	about	emotions	and	fear,	espe-

cially	how	it	is	approached	especially	from	the	media.	So	I'm	happy	that	it	is	in	the	focus	

and	that	it's	talked	about	in	the	media,	but	I	don't	like	the	style.		

	

Interviewer:	So	then	the	same	thing	in	terms	of	CBS	like	the	diversity	of	discourse	that	

there	is	at	CBS.	What’s	your	perception	on	that?	

Respondent:	I	like	it.	It's	cool	that	we're	doing	it	also	with	this	platform	that	opens	the	

diversity	and	different	platform,	super	cool	also	that	the	rector	is	behind	it.	I	think	that	

usually	sends	a	big	sign	also	within	companies	like	no	strategies	are	going	to	work	if	the	

top	manager	is	not	behind	the	idea.	So	that's	really	cool	that	they	sending	signals	that	is	

important	but	also	 I	was	at	 the	opening	of	 the	diversity	 in	different	platform	and	they	

invited	this	guy	from	DSV,	who's	the	CEO.	He	was	supposed	to	hold	a	speech	about	di-

versity	 and	 DSV.	 It's	 an	 all-male	 board	 and	 he	was	 actually	 commenting	 on	 it.	 ‘And	 I	

know	it's	all	men	and	they	all	at	the	same	age	like	him	and	they	actually	also	have	a	simi-

lar	house’.		The	best	part	was	his	comment	when	he	said	yeah,	but	it's	probably	the	best	

person	 that	we	 could	 find	 and	 I	was	 like,	 oh,	 that's	 a	 typical	 comment.	 Yeah,	 so	 and	 I	

think	 that's	 also	 very	 dangerous	 because	 the	 guy	 actually	 thinks	 that	 his	 company	 is	

very	diverse	and	he	 is	bias-free	and	everybody	gets	the	same	treatment.	 I	 think	biases	

also	work	best	if	you	think	you	don't	have	any.	It's	important	to	act	against	them	that	so	

this	guy	was	the	prime	example	of	how	to	not	sure	it's	definitely	yeah,	but	it's	still	cool	

that	 companies	 included	of	 course	and	because	otherwise,	 I	 think,	very	often	also	as	 I	

said	last	Friday	on	women's	day,	also	posted	online.	Sometimes	it	feels	like	a	bubble.	Of	

course.	You	cannot	 force	people	to	go	there.	So	people	really	 just	 to	 like	taking	part	 in	

diversity	initiatives	go	there	and	everybody	else	is	like,	yeah,	what	is	this.	
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Interviewer:	How	do	you	find	the	focus	on	diversity	at	CBS	compares	to	other	universi-

ties?	

Respondent:	I	have	no	idea.	I	know	that	because	diversity	and	inclusion	were	also	col-

laborating	with	DTU,	they	also	have	a	group.	I	don't	remember	their	names	but	they	also	

are	for	LGBT,	for	the	LGBT	community,	and	they	always	do	with	us	a	corporation	for	the	

pub	crawls.	Okay,	so	that's	because	that	was	also	interesting	when	we	arrived	here	and	

we	were	 like	what	do	you	mean	there's	no	student	society	 for	diversity.	 I	mean	 it	was	

the	 feminist	 society	 and	we	were	 like	what	 about	 everybody	 else.	 So	we	 just	 founded	

one	and	I	don't	know	about	the	other	universities.	

	

Interviewer:	 So	 I	 think	 if	we	move	on	 to	 the	 topic	of	managing	diversity,	how	do	you	

imagine	that	managing	a	diverse	organization	can	affect	the	environment	at	CBS?	

Respondent:	And	with	diverse	organisation,	you	mean	the	student	Society?	

	

Interviewer:	No,	just	managing,	well,	implementing	more	diverse	factors	and	initiatives	

into	 the	 organization.	 So	 I	 guess	 that	 also	 does	 include	 having	 a	 student	 organization	

that	focuses	on	

Respondent:	 	Yeah.	Hmm,	it	could	go	in	two	directions.	Of	course.	My	decider	actually	

would	be	like	with	more	diversity	and	initiatives	that	people	get	more	sensitized	to	the	

topic	and	but	on	the	other	hand,	this	could	also	have	the	effect	that	everybody	gets	of-

fended	and	in	the	end,	nobody	wants	to	do	it	anymore,	which	I	don't	hope	it	is.	I	mean	

everybody,	 in	 the	end,	would	profit	 from	diversity	 initiatives	because	 just	have	 to	 like	

listen	to	maybe	once	or	twice	and	realize	that	it's	actually	not	only	good	for	other	people	

but	also	for	themselves.	So	yeah,	I	hope	it	could	improve	also	now	with	the	diversity	and	

difference	platform.	It's	cool	that	they	collaborate	with	other	departments	that	it’s	cross-

functional.	But	I	still	think	the	connection	to	the	outside	world	like	two	companies,	 for	

example,	is	lacking	because	they're	doing	so	much	good	work	in	so	much	good	research,	

but	in	the	end,	nothing	is	really	implemented.	Yeah,	example	with	the	DSV	guy.	I	mean	

he	was	a	speaker,	but	I	don't	know.	And	I	think	that's	like	a	general	a	gap	between	aca-

demic	life	and	realize	but	yeah,	so	I	would	like	to.		have	yeah	if	these	diversity	initiatives	

have	an	impact	on	different	layers	like	already	on	the	students,	but	also	staff	and	admin-

istration.		

	

Interviewer:	 In	 CBS	 diversity	 inclusion	 in	 your	 organization,	 how	did	 you	work	with	

diversity	and	inclusion	there?	Did	you	have	any	specific	strategies	or	anything?	
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Respondent:	We	 actively	 try	 to	 promote	 it	 that	 really	 literally	 everybody's	welcome,	

whatever	they	want	to	do,	whatever	project	they	want	to	do	they	are	all	welcome	to	do	

it	with	us	and	then	it	can	be	anything	also	if	they	just	want	to	help	out.	I	know	other	stu-

dents	organization	they	conduct	interviews,	but	we	don't	do	it.	If	you	want	to	come	you	

can	come.		

	

Interviewer:	Okay	before	I	asked	you	how	diverse	to	consider	CBS	and	you	said	not	too	

much.	Does	that	translate	also	to	how	inclusive	CBS	is,	do	you	think	it's	the	same?	

Respondent:	Definitely.	I	just	heard	it	from	the	news	that	CBS	had	to	change	the	regula-

tions	 for	 the	Master's	 course	 according	 to	 the	new	 laws.	 So	what	 I	 heard	 that	 a	 lot	 of	

Master	courses	 that	are	held	 in	English	suddenly	require	Danish	which	discriminatory	

like	 there’s	 not	 a	 single	 course	held	 in	Danish.	 It's	 basically	 just	 to	 exclude	people.	 So	

then	 I	 think	 where	 CBS	 is	 actively	 restricting	 people	 is	 of	 course	 from	 the	 entry	 re-

quirements,	but	I	think	CBS	is	also	sometimes	passive	if	you	can	say	that.	It	makes	peo-

ple	not	want	to	apply	for	CBS.	I	would	say	I	applied	for	CBS	I	didn't	know	what	it	was.	I	

didn't	know	the	stereotype.	Otherwise,	that	would	have	been	like	maybe	oh,	what	am	I	

doing	at	a	business	school?	So	maybe	I	was	happy	or	lucky	that	I	didn’t	know	about	it.		

	

Interviewer:	If	you	were	to	think	of	some	characteristics	that	defined	an	organization,	

for	example,	CBS	as	a	workplace	to	be	inclusive	what	sort	of	characteristics	would	you	

put	on	it?	

Respondent:	 Just	 in	general.	First	of	all,	no	restriction	or	discrimination	towards	any-

thing	in	the	recruiting	process	but	also	later	in	the	promotion	processes.	Then	of	course	

also	towards	physical	ability	like	the	accessibility	of	rooms	or	working	places.	

	

Interviewer:	Can	you	say	something	more	about	that?	

Respondent:	 Yeah,	 for	 example,	 I	mean	 if	 people	 can't	walk	 for	 example	 or	 if	 people	

can’t	see	it	whatever	abilities	or	disabilities	they	may	have	that	everybody	has	the	same	

access.	That’s	when	I	sometimes	think,	I	never	saw	a	person	in	a	wheelchair	actually	at	

CBS	just	talking	about	diversity,	but	you	know,	I	think	in	the	in	the	lecture	rooms	on	the	

ground	floor	people	in	a	wheelchair	could	actually	just	sit	on	the	very	top	level	a	super	

far	 away	where	 you	 can’t	 see	maybe	 can't	 even	 hear.	 I	 don't	 know	 so	 that	 would	 be	

maybe	a	thing	where	CBS	could.	But	for	the	staff,	 I	also	had	one	time	a	teacher	he	was	

English	but	with	Indian	background	and	he	said	in	academia,	there's	a	lot	of	discrimina-

tion	culture	wise	as	well.	And	I	think	you	also	can	see	it.	If	you	look	at	your	own	reading	

list	like	we	had	the	same	authors	you	probably	had	like	50	years	ago.		
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Interviewer:	 How	 do	 you	 think	 the	 whole	 agenda	 of	 inclusion	 is	 highlighted	 at	 CBS	

through	practices,	policies?	Do	you	think	it	even	is?		

Respondent:	No,	hmm	it	depends.	I	mean	I	cannot	see	how	they	choose	new	students.		I	

hope	 it's	 very	 objectively	 chosen	 according	 to	 skills	 or	 experience	 or	whatever,	 but	 I	

think	 sometime,	 okay	maybe	CBS	 is	not	 responsible	 for	 that,	 but	 again	 at	 the	opening	

parties,	 like	 people	 pressure	 people	 into	 doing	 stuff.	We	 didn't	 have	 a	 cabin	 trip,	 but	

someone	told	me	 for	example	 that	 they	had	 this	 trip	and	they	are	divided	 in	 into	men	

and	women	where	women	do,	I	don't	know	like	girl	stuff	and	guys	had	to	go	play	soccer	

and	stuff	like	smoke.	Yeah,	I	think	and	of	course,	this	is	organized	by	the	study	courses	

and	not	by	CBS	itself.	But	of	course,	I	don't	know.	I	mean	I	am	in	this	diversity	and	inclu-

sion	 team.	So	whenever	 there's	a	diversity	 initiative	coming	up	 I'll	hear	about	 it,	but	 I	

don't	know	if	other	people	would	hear	about	it.	Yeah,	if	you	don't	actively	search	for	it,	I	

don't	know	how	well	it’s	advertised.		

	

Interviewer:	 If	we	move	on	 to	 talk	about	 the	organizational	 culture	how	 inclusive	do	

find	the	decision-making	process	being	in	the	CBS	diversity	and	inclusion	society?	

Respondent:	Super	inclusive.	Mostly	we	agree,	but	if	not,	everybody	has	like	the	same	

right	to	say	anything	and	then	it	doesn't	matter	if	it's	the	President	or	somebody	else.	I	

also	feel	like	everybody	would	speak	up	if	they	want	to	speak	up	about	it.	But	it's	more,	

decisions	are	usually	made	in	a	conversation	during	a	conversation	like	everybody	says	

what	they	think	of	it.			

	

Interviewer:	So	in	a	meeting	scenario	how	significant	are	the	counterpart’s	demograph-

ic	and	cultural	characteristics	towards	the	decision-making	process.		

Respondent:	 I	don't	know	if	 it's	according	to	cultural	or	 it’s	 just	according	to	the	per-

sonality	but	some	people	tend	to	interrupt	other	people	while	some	people	trying	to	like	

let	people	talk	until	the	end	time.	I	don't	think	it's	due	to	demographic	or	cultural	char-

acteristic.	It's	very	structured,	our	approach	to	decisions.		

	

Interviewer:	If	we	look	at	the	more	communicative	aspect	of	it.	Do	you	find	the	general	

communication	or	how	do	you	find	the	general	communication	at	CBS	to	be	mindful	of	

inclusion?	Is	it	at	all?	

Respondent:	It	could	be	more	inclusive,	I	think	in	general	like	gender	inclusive,	now	I’m	

talking	about	gender	again	because	its	on	top	of	my	head.	For	example,	I	mean	in	English	

it’s	already	a	 lot	easier	 than	 in	other	 languages	where	you	have	two	words	 for	 if	 it's	a	
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male	or	female	teacher.	So	there	is	no	discussion	around	that	at	least	also	when	I	don't	

know	when	you	talk	to	other	students	and	instead	of,	saying	how	is	your	girlfriend	doing	

or	how	is	your	boyfriend	doing	without	even	knowing	what	kind	of	gender	their	partner	

actually	has,	so	they	could	be	a	bit	more	inclusive.		

	

Interviewer:	What	steps	would	you	take	in	your	communication	to	be	mindful	of	being	

inclusive?		

Respondent:		What	I	usually	do	in	my	everyday	life	is	when	I	have	a	very	strong	opinion	

about	 it	 not	 like	 but	 first	 ask	 questions	 to	my	 conversation	 partner	 to	 find	 out	 about	

their	opinion,	so	I	wouldn’t	intimidate	them	with	my	opinion	already	too	much.	Like	in	

general	 when	 we	 have	 any	 kind	 of	 conversation	 or	 thought	 processes	 where	 it's	 im-

portant	to	come	up	with	new	ideas	like	not	get	rid	of	my	ideas	as	fast	as	they	can	but	ra-

ther	make	everybody	else	think	as	well.	So	we	have	a	bigger	pool	of	ideas	in	the	end.	Al-

so,	try	to	be	aware	of	how	the	person	feels	in	the	conversation.			

	

Interviewer:	So	now	it's	just	what's	your	title	in	CBS’s	diversity	inclusion	Society?	

Respondent:		I'm	just	another	member.	Yeah.	I	don't	have	any	special	position	anymore.		

	

Interviewer:	Did	you	have	a	special	position	when	you	founded	it’?	

Respondent:	 In	 the	very	beginning	when	we	 founded	 it,	 I	was	actually	 signed	as	Vice	

President.	For	a	while,	I	was	a	community	development	manager.		

	

Interviewer:	And	how	long	have	you	actually	actively	been	working	with	diversity	and	

inclusion?	

Respondent:	Since	April	2017	or	February	2017.	But	I	had	this	break	when	I	was	on	an	

exchange	for	half	a	year.		
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APPENDIX 16: N1 TRANSCRIPT 

	

Interviewer:	How	diverse	do	you	consider	CBS?	

Respondent:	I	consider	it	very	diverse,	but	that’s	based	on	the	international	aspect.	We	

have	students	coming	in	for	exchange	from	all	over	the	world,	basically,	and	there	are	all	

types	of	nationalities,	colours,	languages	and	that	in	itself	fosters	a	diverse	environment.	

Because	you	have	 to	 figure	out	 “how	am	 I	 going	 to	work	 together	with	 this	person	 in	

group	work	and	 stuff	 like	 that.”	 I	 think	 there	 is	 space	 for	 anybody	who	 feels	 like	 they	

want	to	study	here	and	work	here	as	well.	Also,	 in	terms	of	 faculty	and	administrative	

workers,	I	find	it	quite	diverse.		

	

Interviewer:	 So	 in	 your	 opinion,	what	 advantages	 or	 disadvantages	 could	 a	 focus	 on	

diversity	bring	to	the	organization?		

Respondent:	I	think	diversity	is	a	good	thing	unless	it	goes	overboard	-	you	can	focus	so	

much	on	diversity	that	the	focus	is	on	only	being	diverse.	That's	not	always	inclusive.	So	

it	can	go	both	ways,	I	think.	But	when	you	look	at	diversity	at	CBS,	it's	interesting	to	look	

at	how	many	professors	are	men,	how	many	are	women,	how	many	in	the	administra-

tion	are	women	and	how	many	are	men,	because	I	think	it's	quite	the	opposite.	I	think	

that's	interesting.	But	other	than	that,	I	think	it's	quite	inclusive.		

	

Interviewer:	Well,	actually	that	just	brings	us	back	into	the	to	the	next	question	which	

is;	how	inclusive	do	you	find	CBS?		

Respondent:	I	think	it	translates	from	the	diversity.	I've	been	union	representative,	and	

there	 there's	 a	 lot	 of	 talk	 about	being	 inclusive	 and	 I	 think	both	management	 and	 the	

union	representatives	are	doing	a	lot	to	make	CBS	more	inclusive	if	they	aren't	already	

in	some	places	where	it	is	a	cause	of	concern	if	there	are	any.		

	

Interviewer:	How	important	do	you	think	it	is	to	have	an	inclusive	environment?		

Respondent:	 Very	 important.	 People	 have	 to	 be	 able	 to	 feel	 at	 home	 either	 if	 it's	 a	

workplace	or	if	it's	a	place	of	study.		

	

Interviewer:	And	do	you	think	that	you've	noticed	any	initiatives	that	have	happened	at	

CBS	to	promote	the	inclusivity?	
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Respondent:	Oh	Goodness	-	that	I	remember	-	no,	I	don't	think	so.	In	terms	of	interna-

tionalisation,	I	think	it's	always	difficult	to	get	to	a	new	university	and	being	there	for	a	

short	period	of	time.	I	don't	know	if	you've	tried	it	yourself,	I	have,	and	it	is	difficult	be-

cause	everybody	you	meet	has	their	own	set	ways	and	their	daily	schedule	filled	up	so	

you	come	in	as	an	outsider.	So	just	breaking	through	that	is	difficult.	So	in	terms	of	how	

inclusive	 the	 students	 have	 to	 be	 in	 order	 for	 the	 international	 students	 to	 feel	 like	

they're	being	accepted	or	a	part	of	everything.	I	think	that'll	be	very	difficult.	I	think	the	

students	that	are	here	for	a	year	have	much	more	chance	to	be	included	than	those	only	

five	months.	I	would	like	it	to	be	different,	but	I	also	know	how	difficult	it.	But	as	long	as	

they	feel	welcome,	I	think	I'm	sort	of	content	with	that.		

	

Interviewer:	How	do	you	find	that	there	is	a	culture	of	respect,	fairness	and	equality	at	

CBS	if	at	all	you	think	there	is?	

Respondent:	I	think	there	is	from	the	administration	point	of	view.	All	students	must	be	

dealt	 with	 equally	 so	 nobody	 gets	 an	 advantage	 over	 someone	 else.	 So	 in	 that	 sense,	

there's	 the	equality	and	the	 fairness.	 In	terms	of	respect,	 I	 think	there's	respect	every-

where.	That's	what	I	think.	At	least	we're	trying	to	deal	with	our	students	and	our	part-

ner	universities	and	 the	remaining	administration	with	 respect	because	we	know	that	

they	have	a	hard	job	and	they	have	a	difficult	time	coming	in	here.	So,	if	someone	comes	

in	with	a	problem,	we	can't	just	dismiss	it	and	say	that’s	noting.	So	we	try	to	help	every-

body	as	much	as	we	can	from	our	point	of	view	and	we	are	trying	to	get	them	through	

that	jungle	that	CBS	is	for	them.		

	

Interviewer:	And	then	if	we	talk	about	more	inclusive	Behavior,	how	do	you	think	that	

at	CBS	you	find	that	the	notion	of	teamwork	is	promoted?	

Respondent:	I'm	an	advisor	for	the	students	regarding	the	courses	that	they're	taking.	I	

haven't	 taken	 all	 of	 those	 courses	 in	 person.	 But	 what	 I	 sense	 is	 that	 there's	 a	 lot	 of	

group	work	in	most	of	the	classes.	In	some	courses,	they	have	groups	formed	for	them	

and	in	some,	they're	not,	so	they	have	to	form	them	themselves.	I	think	in	that	instance,	

it	becomes	more	apparent	whether	there's	inclusiveness	or	not	because	I	think	students	

tend	to	gel	together.	Then	there	are	groups	of	exchange	students	and	groups	of	Danish	

students,	so	that's	not	very	inclusive.		

	

Interviewer:	What	 about	 as	 an	 administrative	 worker?	 Are	 you	 encouraged	 to	 work	

together	with	other	departments?		
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Respondent:	We	have	to	of	course.	 In	our	department,	we	are	divided	 into	 teams.	My	

team	takes	care	of	the	incoming	exchange	students,	we	have	another	team	taking	care	of	

the	students	travelling	abroad,	we	have	the	summer	University	and	housing	for	the	in-

coming	 students	 and	we	 have	 the	 double	 degree.	 So	we	 have	 all	 these	 teams	 and	we	

need	to	knowledge	share	a	lot.	So	within	the	unit,	we	work	a	lot	together.	Having	to	take	

care	of	the	incoming	students,	I	also	have	to	work	together	a	lot	with	different	adminis-

trative	departments	at	CBS	like	the	student	affairs,	who’s	is	in	charge	of	how	many	stu-

dents	can	be	in	each	course	and	stuff	like	that,	and	we	put	the	students	into	the	courses,	

so	of	course,	we	have	a	lot	of	work	with	that.	We	work	together	with	the	room	admin-

istration	and	the	exam	administration	and	stuff	like	that.	And	also	trying	to	advance	the	

exchange	student’s	point	of	view.	So	they	have	an	easy	time	getting	to	what	they	need	

when	they	arrive,	so	they	don't	have	to	view	CBS	as	a	jungle,	but	so	it's	easier.	So	in	that	

sense,	we're	trying	to	make	it	easier	to	navigate,	easier	to	understand	what	they	need	to	

do.	But	still,	they	have	to	go	through	all	the	steps.	Working	together	with	all	of	the	other	

teams,	we	see	an	understanding	more	now	than	previously,	that	students	coming	in	for	

a	short	period	of	time	have	other	needs	than	the	regular	CBS	student.	So	there's	also	the	

respect	 for	what	we	do.	And	that	 is	contrary	to	what	we	were	trying	to	do	for	the	stu-

dents	in	the	past.	Some	years	back,	there	was	more	an	idea	that	all	students	needed	the	

same,	but	an	international	degree	student	might	not	need	what	a	Danish	student	needs,	

because	the	Danish	student	understands	the	whole	concept	of	Denmark	and	the	interna-

tional	student	probably	doesn't.	So	in	that	sense,	CBS	is	being	more	inclusive	now	than	

they	have	been	before,	I	think.		

	

Interviewer:	In	which	ways,	if	any,	do	you	feel	like	everyone's	opinion	is	valued	here	at	

CBS?	

Respondent:	Highly,	 I	 think.	 I	 think	that	 if	 I	were	to	send	an	email	 to	the	President	of	

CBS	with	a	good	idea	or	with	an	opinion	of	something	that	really	doesn't	work	or	with	

something	we	could	do	much	differently,	it	would	be	valued	and	hopefully	taking	care	of	

or	like	at	least	considered.	But	in	the	smallest	scale,	you	have	the	labour	market	of	Den-

mark,	where	you	have	your	union	Representatives,	your	boss	and	 the	HR	department,	

where	you	can	you	follow	the	hierarchical	steps,	but	you	can	also	go	around.		

	

Interviewer:	Do	you	make	any	effort	to	practice	inclusive	behaviour?	

Respondent:	 I	think	so.	We	have	an	office	full	of	nationals	but	also	internationals,	so	I	

think	 that	we're	 inclusive	 to	 everybody.	 I	 don't	 see	many	 of	my	 colleagues	 outside	 of	

work	-	 that	 that	goes	 for	both	nationals	and	 internationals.	But	being	at	work	I	 talk	 to	
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everybody	and	if	I	were	to	invite	someone	to	something	I	would	invite	my	whole	team	

or	something	like	that.		

	

Interviewer:	 And	 if	 you're	 working	 in	 a	 group	 and	 there's	 a	 lot	 of	 Danes	 and	 then	

there's	one	international,	are	you	then	conscious	of	speaking	English	in	front	of	them?		

Respondent:	 I'm	 actually	 conscious	 that	 I'm	 speaking	Danish	 because	we	 do	 have	 an	

international	in	our	team	and	she's	practising	Danish.	So	she's	really	good	at	Danish	and	

she	wants	to	be	better.	So	I	also	push	her	to	write	in	Danish.	We	always	speak	in	Danish,	

but	if	there's	something	she	doesn't	understand	we,	of	course,	speak	English.	And	now	

that	you	say	that,	I'm	embarrassed	to	say	that	in	the	exchange	crew,	one	of	the	coordina-

tors	is	international	and	I	always	speak	Danish	to	him	and	I’m	not	sure	if	he	does	under-

stand.	I	know	he	understands	a	bit,	but	it's	not	very	inclusive.		

	

Interviewer:	What	is	your	connection	to	CBS?		

Respondent:	Actually,	my	 title	 is	senior	advisor.	But	my	history	with	CBS	 is	 long:	 I've	

been	a	student	here.	 I	was	on	the	exchange	crew	for	years	-	 from	my	second	semester	

until	I	was	almost	finished.	I've	been	on	Exchange	through	CBS.	I've	been	a	buddy.	I	was	

a	 student	 assistant,	 both	 in	 the	 reception	 and	with	 the	 exchange	 crew	and	 then	 I	was	

hired	here.		
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APPENDIX 17: N2 TRANSCRIPT 

	

Interviewer:	In	general,	how	diverse	do	you	find	CBS?		 	

Respondent:	 I	 actually	 find	 it	 quite	 diverse.	 I	 also	 have	 a	 certain	 perspective,	 sitting	

here	at	the	international	office.	Because	we,	of	course,	are	very	diverse	and	accepting	of	

all	people	coming	in	from	all	over	the	world,	which	of	course	has	an	effect	on	my	opinion	

about	CBS	 in	general	but	when	 I	 go	outside	 the	 International	Office,	 I	 find	 that	CBS	 in	

general	also	is	very	diverse.	 	

	

Interviewer:	Both	in	terms	of	students	and	staff?	 	

Respondent:	Yes,	definitely.	Especially	since	CBS	has	participated	in	Pride	for	two	years	

now	and	going	to	do	it	this	year	as	well.	So,	it's	becoming	more	and	more	diverse	on	that	

front	as	well.		

	

Interviewer:	In	your	opinion,	what	advantages/disadvantages	could	a	focus	on	diversi-

ty	bring	to	the	environment	at	CBS?		 	

Respondent:	I	think	it	has	a	very	good	advantage,	especially	when	our	strategy	here	or	

our	vision	here	at	CBS	is	to	be	a	business	school	in	the	society.	So,	of	course,	we	have	to	

take	 that	 into	account	because	 the	world	 is	diverse	outside	 these	buildings	and	we,	of	

course,	have	to	adapt	to	that.		 	

	

Interviewer:	And	do	you	think	there	are	any	disadvantages?		

Respondent:	Actually	no,	because	it’s	only	going	to	be	better	for	us	all	if	we’re	accepting	

of	all	people	no	matter	their	gender,	sexuality	etc.				

	

Interviewer:	In	general,	how	inclusive	do	you	find	CBS?		 	

Respondent:		I	find	CBS	very	inclusive	in	what	they	do.	Again	with	the	Pride,	they	want	

everyone	to	join	in	no	matter	if	they	are	LGBTQ+	or	whatever.	But	also	on	other	fronts,	

CBS	is	trying	to	be	very	inclusive.		

	

Interviewer:	And	how	important	do	you	think	it	is	to	have	an	inclusive	environment?			

Respondent:	Again	I	think	it	is	very	important,	because	if	we’re	not	then	we’re	not	go-

ing	to	reach	the	goal	we	want	to	reach,	and	be	a	business	school	 in	 the	society	and	all	

that.	So	again,	it	is	very	important	that	we	are	inclusive	here	at	CBS.		
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Interviewer:	 Do	 you	 notice	 any	 initiatives	made	to	 promote	 inclusivity	 at	 CBS?	If	 yes,	

which	ones?			 	

Respondent:	Yes,	definitely.	I	can	go	back	to	Pride	again.	It's	promoted	over	all	of	CBS	

basically	that	this	is	something	that	is	supported	by	senior	management	here	at	CBS	as	

well.	 	 The	Dean	of	Education	and	 the	University	Director	both	 attended	 the	Pride	 last	

year.	And	 this	 year	 at	 the	Winter	Pride,	 the	Dean	was	 there	 as	well.	 So	yeah,	 it's	 very	

supported	and	very	noticeable.		 	

	

Interviewer:	And	do	you	think	it	is	important	for	top	management	to	also	be	supportive	

of	it?	 	

Respondent:	Of	course	because	in	the	end,	they	are	the	employer	of	everyone.	They	are	

in	charge	of	all	the	students.	They	have	to	show	that	they	support	this	in	order	for	it	to	

actually	be	effective	in	my	opinion.			

	

Interviewer:	Great.	So,	how	do	you	find	that	there	 is	a	culture	of	respect,	 fairness	and	

equality	at	CBS,	if	at	all?		 	

Respondent:	Well,	I	think	there	are	some.	We	just	got	this	on	a	written	communication	

course,	but	it	actually	touches	upon	the	respect	fairness	and	everything	when	you	write	

to	people	both	 internally	and	externally.	So,	 this	was	 just	handed	out	 last	month	to	all	

employees	and	it	is	available	online	as	well.	So	that’s	just	one	aspect	of	it.		 	

	

Interviewer:	 If	we	 look	a	 little	 into	 the	 aspect	of	 inclusive	behaviour,	 at	CBS,	how	do	

you	find,	if	at	all,	that	the	notion	of	teamwork	is	promoted?	 	

Respondent:	Well	here	 in	our	office,	 it's	essential.	Teamwork	is	basically	essential	be-

cause	we	couldn't	do	what	we	do	alone.	I	have	to	talk	to	my	colleagues	all	the	time	about	

different	 aspects	 of	my	 job	because	 I'm	 covering	one	part	 of	 the	world	 in	my	 job,	 but	

there	are	interactions	across	that	as	well	and	we	select	students	to	go	abroad	together.	

It's	not	just	that	I'm	sitting	looking	at	my	countries	for	students	to	go	abroad	to,	no,	we	

do	it	together.	When	we	adopt	new	exchange	policies	and	such,	we,	of	course,	have	to	do	

it	together.	And	we	try	very	hard	to	get	this	team	to	work	as	a	team	and	not	as	individu-

als.	

	

Interviewer:	And	in	which	ways,	if	any,	do	you	feel	like	everyone’s	opinion	is	valued	at	

CBS?	

Respondent:	 I	do	 feel	 that	 it	 is	but	 to	a	 certain	point.	Because	 there's	 somebody	who	
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needs	to	make	the	decisions	in	the	end,	but	yeah	opinions	are	valuable	to	people	here.	

And	I	know	from	my	colleagues	that	when	they	have	meetings,	their	opinions	are	heard.	

	

Interviewer:	 Do	 you	 make	 any	 effort	 to	 practice	 inclusive	behaviour?	If	 yes,	 how?			

Respondent:	I	think	I	do	but	I	do	it	unconsciously.	I	don't	look	at	the	people	coming	into	

my	office	as	who	they	specifically	are.	I	look	at	them	as	a	student	and	focus	on	that	and	

thereby	attend	to	their	situation	if	they	have	specific	needs	or	whatever.	I	respect	their	

decision	 to	be	whoever	 they	are,	but	 I	don't	practice	 inclusion	explicitly.	Like	 it's	 sub-

conscious	for	me	all	the	time	because	it's	just	part	of	my	job.	Yeah,	and	who	I	am.	

	

Interviewer:	And	finally,	to	round	off;	what	is	your	connection	to	CBS?	

Respondent:	I	am	an	international	programs	manager	at	CBS	International	Office.		
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APPENDIX 18: N3 TRANSCRIPT 

	

Interviewer:	In	general,	how	diverse	to	find	CBS	to	be?		

Respondent:	Not	 very.	 There	 is	 definitely	 a	 specific	 type	of	 people	who	 are	 the	mass	

majority	of	the	students	at	CBS.	

	

Interviewer:		What	type	of	people	is	that?	

Respondent:	Generally	you	need	quite	a	high	GPA	to	get	 into	CBS.	There	are	different	

parts	of	the	society	that	values	going	to	a	business	school	higher	than	others.	So	I	think	a	

lot	of	the	people	who	are	here	are	the	same	type	of	people.	There	are	21,000	students	so	

there	 is	a	big	group	of	other	people	as	well.	But	 I	 think	80%	of	 students	are	probably	

kind	of	the	same	type.	

	

Interviewer:	In	your	opinion	what	advantages	or	disadvantages	are	there	with	having	a	

focus	on	diversity	at	CBS?	

Respondent:	The	advantages	of	having	a	higher	 focus	on	diversity	have	 increased	the	

inclusion	for	all	the	students,	especially	as	we	have	a	group	that	is	very	much	alike	and	

then	you	have	 a	minority	 group	 that	 is	 very	diverse.	 They	might	 feel	more	 left	 out	 or	

something	like	that.	So	the	more	you	focus	on	it,	the	more	included	they	have	at	least	a	

chance	 to	 be.	 This	 is	my	 perception	 of	 it	 at	 least,	 but	 you	 can	 also,	 I	 think,	 overdo	 it	

somehow	because	we've	had	talks	about	this	in	the	office	as	well.	We	have	a	big	group	of	

exchange	 students	 coming	 to	 us	 from	 all	 over	 the	 world.	 So	 just	 by	 nationality	 and	

where	they	are	from,	they	create	diversity	but	we	still	have	a	lot	of	the	very	traditional	

business	students	as	the	biggest	group	and	then	like;	how	do	we	include	everyone	into	

this.	I	think	one	way	of	doing	this	is	putting	a	very	high	focus	on	it.	But	if	you	take	too	

many	initiatives,	you	also	separate	the	group	somehow	from	the	other	people,	putting	a	

focus	on	the	fact	that	these	people	are	more	different	than	the	other	ones	over	here.	And	

so	I	think	you	can	have	an	advantage	in	higher	inclusion	but	the	disadvantage	is	that	can	

you	 can	 actually	 end	 up	 alienating	 some	 people	more	 because	 you	 focus	 so	much	 on	

them	being	different	from	the	rest	somehow.	

	

Interviewer:	Before	we	asked	you	how	diverse	you	consider	CBS,	so	now	we're	asking	

you	how	inclusive	you	consider	CBS?	
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Respondent:	 I	think	CBS	in	general	 is	pretty	inclusive	in	the	sense	that,	I	think	people	

are	aware	that	there	are	people	from	all	over	the	world	here	and	people	are	pretty	well-

educated	and	understand	the	concept	of	being	different,	but	on	the	other	hand,	I	 think	

there's	 also	 a	 certain	way	 that	 within	 the	 different	 study	 lines	 and	within	 the	 school	

generally,	where	people	are	expected	to	behave	in	a	specific	manner	and	if	you	step	out-

side	 of	 that	 norm	 it	might	 be	 harder	 to	 be	 included	 because	 there	maybe	 is	 one	 pre-

ferred	way	of	being	a	CBS	student	and	not	maybe	as	many	options	as	they	could	be.			

	

Interviewer:	And	how	important	do	you	think	it	is	to	have	an	inclusive	environment	in	

general?	

Respondent:	At	least	for	my	position	as	working	at	the	international	office	with	incom-

ing	students,	 that	 is	a	big	part	of	what	we	try	 to	do.	We	really	want	 to	make	sure	that	

everybody	 feels	 included	 and	has	 a	 chance	 to	meet	 other	 people	 and	 to	 feel	welcome	

because	most	of	our	students	have	no	network	when	they	arrive	in	Copenhagen.	So	that	

is	a	really	big	part;	that	they	feel	included	and	this	is	then	not	just	about	our	exchange	

group,	but	also	in	trying	to	include	them	in	what	we	do	at	CBS	Students	and	what	we	do	

within	CBS	as	an	organisation.		

	

Interviewer:		How	do	you	do	that?		

Respondent:	Very	good	question.	For	us,	it’s	doing	a	variety	of	different	stuff.	It's	trying	

to	do	stuff	that	maybe	plays	out	to	some	personality	types	and	also	some	other	stuff	to	

other	types.		I	think	our	focus	is	really	creating	a	safe	space,	where	it's	okay	to	be	differ-

ent	-	it's	okay	to	be	exactly	how	you	are.	I	think	that	is	at	least	our	approach	to	it	because	

we	have	so	many	different	people	to	manage.	So	tailoring	it	to	every	single	person	can	

be	very	difficult.	But	at	 least	trying	to	create	a	safe	space	and	create	an	understanding	

amongst	the	whole	group	that	it's	okay	to	be	who	you	are	and	where	you're	from	and	so	

on	because	we	are	all	different	and	you	know	people	are	pretty	much	all	different.	

	

Interviewer:	Do	you	notice	any	initiatives	made	to	promote	inclusivity	here	at	CBS?		

Respondent:	I've	been	here	for	six,	seven	years	now	and	there	have	been	changes	over	

the	 last	 couple	 of	 years	 regarding	 how	 much	 focus	 is	 put	 on	 it.	 There	 are	 the	 Pride	

events	that	started	two	years	ago,	and	that	was	a	big	change	because	I've	never	seen	an-

ything	like	that	from	CBS,	or	CBS	putting	that	much	money	or	time	into	creating	some-

thing	like	that.	And	then	you	also	have	the	Winter	Pride	this	year.	There's	also	what	is	

the	 called	 diversity	 and	 inclusion	 student	 group	 that	 has	 been	 created	 and	 one	 of	my	
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colleagues	 is	 a	 part	 of	 it.	 So	 in	 that	 sense,	 it's	 been	much	more	 visible	 in	 the	 last	 few	

years	than	it's	been	before.		

	

Interviewer:	How	do	you	 find	 that	 there	 is	 a	 culture	of	 respect,	 fairness	 and	equality	

here	at	CBS	if	there	is	one	at	all?	

Respondent:	I	think	there	is	one	but	I	think	that's	because	it's	a	school.	I	think	that	kind	

of	changes	it	a	little	bit	because	we	are	all	studying	the	same	and	if	you	perform	well	in	

your	studies	that	kind	of	levels	the	playing	ground	at	least	in	my	opinion.	Everybody	has	

a	chance	to	perform	well	as	a	student	at	CBS	if	they	choose	to	study	or	they	choose	to	do	

whatever	they	want,	but	on	the	other	hand,	I	think	that	some	people	are	maybe	standing	

out	a	bit	more	if	they're	not	classic	CBS	types.	So	it's	more	visible	from	physical	appear-

ances	than	I	think	from	a	study	perspective	at	least	at	CBS.	As	for	most	professors,	we're	

basically	going	 to	be	 just	 a	number	or	 just	 a	name,	because	we	have	big	 classes.	They	

wouldn't	really	know	who	we	are	anyways	in	a	lot	of	classes.	I	think	the	study	culture	is	

really	fair.	Also,	I	think	it	really	depends	on	what	study	programme	you	are	at	because	I	

think	there's	a	very	big	difference	whether	you	study	IB,	where	there	is	a	very	specific	

culture	to	fit	 into	and	it	is	quite	competitive	because	it's	really	difficult	to	get	into.	You	

have	a	lot	of	students	who	are	very	high	performing	and	then	you	have	some	study	pro-

grammes	where	it	is	probably	a	bit	more	relaxed	and	people	are	maybe	more	culturally	

focused.	 I	 don't	 think	 it	 necessarily	 has	 a	 lot	 to	 do	with	 inclusion	 or	 diversity	 in	 that	

sense.	Not	in	the	traditional	sense	at	least.			

	

Interviewer:	What	about	at	the	office?	Do	you	feel	like	there's	a	culture	of	fairness	and	

equality?		

Respondent:	 I	 think	 especially	 over	 at	 our	office	 there	 is	 because	most	people	 at	 our	

offices	 are	 all	 academics	 and	 they're	 all	 very	 diverse.	We	 are	what	 32	 people	 and	we	

have	14	different	nationalities,	 so	 it’s	very	respectful	and	very	 fair	and	has	equality	 in	

the	way	that	things	are.	We're	doing	an	organizational	change	right	now	and	there's	a	lot	

of	trying	to	figure	out	how	different	teams	support	each	other	and	the	part	that	people	

really	like	to	show	is	solidarity	with	each	other.		We	are	working	in	three-ish	teams	and	

amongst	those	teams	and	amongst	the	people	in	the	teams,	it’s	quite	a	flat	structure	ba-

sically.		

	

Interviewer:	So	when	you	guys	in	your	team	have	your	internal	meetings,	it’s	in	English	

or	in	Danish?	
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Respondent:	We	always	speak	in	English	because	we	have	the	only	non-Danish	speaker	

at	 the	office	 in	our	 team.	We	always	communicate	everything	 in	English	amongst	our-

selves.		

	

Interviewer:	If	we	then	look	upon	inclusive	behaviour	at	CBS;	how	do	you	find,	if	at	all,	

that	teamwork	is	promoted?	

Respondent:	CBS	promotes	teamwork	a	lot.	We	can	talk	about	why	they	do	that	as	well.	

But	I	think	they	do	it	a	lot	since	you	basically	were	taught	to	work	in	teams	from	when	

you	start	at	CBS,	at	least	when	I	started	here.	You	are	put	into	groups	and	you	need	to	

figure	out	how	to	work	with	these	groups.		Some	groups	stick	together	and	some	groups	

get	dismantled	and	so	on.	Also	in	a	lot	of	classes,	you	do	group	exams	and	you	just	focus	

a	lot	on	it,	and	in	the	beginning,	we	talked	a	lot	about	how	to	work	in	groups.	But	after	

that	first	half	a	year,	I	think	that	was	kind	of	over	and	people	had	the	idea	of	the	value	

and	advantages	of	working	with	a	group	and	also	the	disadvantages.	

	

Interviewer:	And	why	do	you	think	we	work	in	teams	at	CBS?	

Respondent:	Firstly,	I	think	we	work	in	teams	at	CBS	because	it's	a	good	way	of	prac-

tising	working	in	teams	as	there	are	very	few	jobs	where	you	are	going	to	work	by	your-

self	anyways,	and	secondly,	 it	 is	also	a	 lot	cheaper	 for	 the	school	 to	have	group	exams	

than	to	have	individual	exams.		

	

Interviewer:	Well	then,	in	which	ways,	if	any,	do	feel	like	everyone's	opinion	is	valued	

at	CBS?	

Respondent:	There's	a	 lot	of	student	 involvement	at	CBS	and	there's	also	a	 lot	of	em-

ployee	 involvement	at	CBS.	You	have	the	diversity	and	 inclusion	student	group,	where	

there's	 a	 lot	 of	 opportunities	 to	 engage	 yourself	 in	what	 this	 school	 should	 be	 like	 or	

what	your	profile	as	a	student	of	the	school	should	be	like	in	terms	of	student	politics	or	

one	of	the	student	organizations,	we	have	here.	As	an	employee,	there	are	also	many	op-

portunities	to	do	stuff	that	is	extracurricular	to	just	going	to	work.	So	in	that	sense	I	feel	

like	it's	 is	very	valued	and	also	in	relation	to	the	management,	no	matter	what	depart-

ment,	 they	 will	 always	 tour	 around	 the	 school	 every	 time	 there's	 a	 new	 initiative	 or	

something	like	that	and	then	people	get	to	come	with	their	input	to	it.		

	

Interviewer:	 And	 in	 terms	 of	 where	 you	 work,	 the	 international	 office,	 then	 do	 you	

think	people's	opinions	are	valued	and	have	a	way	for	them	to	express	their	opinion?		
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Respondent:	We	have	office	meetings	every	week	or	almost	every	week,	where	we	ba-

sically	can	bring	anything	up.	You	can	also	bring	up	something	in	the	office	and	then	we	

also	have	a	discussion.	Also,	all	our	students	get	to	fill	out	surveys,	so	every	time	we've	

done	anything,	we	get	 evaluated,	 and	 if	 they	have	any	 complaints	 they	know	 they	are	

always	welcome	 to	email	us.	 If	 they	have	any	complaints	or	 concerns	 they	can	always	

take	that	up	with	us	and	other	employees	of	the	international	office.	

	

Interviewer:	If	you	look	into	yourself	a	little	bit,	do	you	make	any	efforts	to	practice	in-

clusive	behaviour	and	if	yes,	how?	

Respondent:	I	don't	think	I	do	anything	very	actively,	to	be	honest.		

	

Interviewer:	That's	all	right	

Respondent:	But	 I	 think	 I	meet	most	people	with	an	open	mind.	 It's	very	easy	 to	say,	

but	I	don't	think	I	do	anything	like	specifically	inclusive.	I	just	I	think	I	try	to	meet	every-

one	else	as	they	are	and	then	we'll	see	what	happens.	Also	because	I've	worked	with	In-

ternational	students	for	five-six	years	now,	it’s	people	from	all	over	the	world	and	you	

really	have	no	 idea	who	these	people	are	before	you	start	 talking	to	 them.	Anyway,	so	

talking	to	anybody	who	wants	to	talk	to	me	or	that	I	randomly	end	up	chatting	to,	I	think	

that's	basically	the	most	I	do.	If	some	of	our	students	want	to	know	where	there's	a	gay	

bar	then	we	are	taking	them	there,	showing	them	where	it	is	or	telling	them	where	they	

can	find	more	information	about	whatever	they	need.	We	do	that	for	all	of	our	students.		

So	that	is	not	necessarily	a	focus	on	inclusion	that	that's	just	a	focus	on	us	trying	to	make	

sure	that	they	have	the	best	time	as	possible	in	Copenhagen.		

	

Interviewer:	So	it's	not	something	you're	particularly	aware	of	because	you're	standing	

on	stage	in	front	of	them?	

Respondent:	I'm	very	aware	when	I'm	standing	on	stage	and	doing	it,	but	I	don't	think	I	

it's	that	much	out	of	my	character	to	do	it,	since	we	talk	quite	a	bit	about	it	at	our	office	

as	well	and	I	think	it's	just	a	part	of	the	job	as	well.	But	also	if	you	just	look	at	my	life	and	

in	terms	of	whom	I	have	as	friends,	where	I	go	and	what	type	of	people	I	hang	around	

with,	it's	in	some	ways	very	diverse.	But	on	the	other	hand,	about	95%	of	my	friends	are	

also	academics,	so	in	that	sense,	it's	also	not	very	diverse	So	within	the	group	of	academ-

ics,	I	have	a	pretty	diverse	friend	group,	but	they	are	so	also	basically	all	the	same.			

	

Interviewer:	And	then	it's	just	to	round	off,	what	is	your	connection	to	CBS?	
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Respondent:	 	 I	have	studied	here	for	many	years.	And	now	I	work	at	the	CBS	Interna-

tional	office	as	a	student	assistant,	where	I've	worked	for	five-six	years	now.		
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Interviewer:	In	general,	how	diverse	do	you	find	CBS?		 	

Respondent:	I	think	based	on	what	I	have	experienced	back	in	Hungary,	this	is	the	most	

diverse	environment	I've	ever	been	in	and	I	do	not	have	any	comparison	to	other	than	

schools	or	institutions.		

	

Interviewer:	And	how	do	you	find	it	diverse?		In	terms	of	nationalities,	genders,	or?		

Respondent:	I	think	in	terms	of	nationality,	definitely.		In	terms	of	gender…I	don't	think	

it's	that	outstandingly	diverse	in	CBS.	But	nationality	definitely.	And	maybe	in	terms	of	

diversity,	there	is	not	just	European	nationalities	but	also	some	people	outside	Europe.		

That	is	quite	unusual	or	unprecedented	for	me.	

	

Interviewer:	In	your	opinion,	what	advantages/disadvantages	could	a	focus	on	diversi-

ty	bring	to	the	environment	at	CBS?	 		

Respondent:	Can	environment	be	social	or	academic?	 	

	

Interviewer:	It	can	be	both	or	any.		 	

Respondent:	To	begin	with,	I	think	diversity	would	bring	a	great	deal	of	different	think-

ing	 to	 academics.	 That's	 just	 purely	 in	 the	 academic	 side.	 And	 also	 on	 the	 social	 side,	

having	participated	in	the	International	Exchange	Crew	and	having	some	events	togeth-

er	with	people	from	the	US	or	people	from	Australia	or	Asia,	has	meant	that	there	are	so	

many	different	perceptions	and	ideas.	They	are	very	different	people	and	just	the	events	

are	a	lot	more	"wider"	if	you	can	say	that	because	there	are	so	many	more	nationalities.	I	

would	just	say	that	having	nationality	diversity	brings	so	much	more	to	the	social	aspect	

that	it	just	gets	more	interesting	than	being	with	the	same	people	you	usually	hang	out	

or	study	with.	I	remember	one	of	my	friends	did	a	study	on	CBS	and	they	had	this	prob-

lem	 about	 only	 reading	 white	 male	 authors	 in	 their	 curriculum.	 	 And	 then	 all	 the	

knowledge	was	the	same.	All	the	classes	were	about	the	same	thing	and	I	had	four	dif-

ferent	classes,	with	 four	different	names	where	there	were	actually	 the	same	articles	I	

read	multiple	times	just	during	my	bachelors.	They	were	all	from	the	same	authors.			

	

Interviewer:	What	about	diversity	in	terms	of	your	teachers?	 	

Respondent:	 About	 90%	of	 them	were	Danish	 usually	 in	 their	mid-years.	 Sometimes	
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they	were	not	Danish	but	living	in	Denmark	for	about	10	years,	moved	here	with	their	

wives	and	now	teaching	but	still	have	their	backgrounds.	So,	they	were	not	that	diverse	

but	had	a	bit	of	diversity,	I	would	say.	 	

	

Interviewer:	And	how	about	some	disadvantages?	Do	you	think	there	could	be	any?		

Respondent:	 One	 of	 the	 disadvantages	we	 experience	 is	 that	 like	 some	of	my	Danish	

classmates	are	quite	exclusive,	and	one	of	the	teachers	were	not	quite	proficient	in	Eng-

lish,	and	my	classmates	were	like	“I	don’t	really	want	to	pay	attention	because	they	are	

not	 perfect	 in	 English”	 –	 so	 they	 weren’t	 looking	 at	 their	 experience	 but	 were	 being	

blocked	by	the	language	barrier.		So,	a	disadvantage	could	be	a	barrier	of	language.	Also,	

a	disadvantage	could	be	 in	 terms	of	what	 they	 teach,	 if	 they	were	very	biased	 in	 their	

own	work	and	they	reject	other	research	and	only	focus	on	their	own.	For	example,	we	

had	one	guy	teaching	politics	from	the	UK	and	he	was	very	anti	Brexit	and	it	was	really	

hard	 to	 relate	 to	 other	 courses	 because	 he	 was	 just	 really	 pushing	 his	 agenda.	

But	I	don't	see	any	disadvantage	in	terms	of	having	diversity	because	that's	something	

that		you	should	handle	and	I	think	that	there	is	a	disadvantage	when	there	is	no	diversi-

ty	and	you	only	get	to	one	angle	and	then	you	go	out	to	the	real	world	and	just	see	com-

pletely	different	perspective	that	you're	not	ready	for.	

	

Interviewer:	In	terms	of	inclusion,	how	inclusive	do	you	find	CBS?	 	

Respondent:	 I	 think	 it's	 very	 inclusive	 in	 terms	 of	 gender	 and	 gender	 expressions.	 I	

have	a	lot	of	friends	who	were	battling	with	that	the	first	year	I	was	here,	and	then	af-

terwards	become	more	and	more	open	with	that.	Of	course,	we	have	some	basic	exam-

ples	with	the	toilets	 in	general,	but	I	 think	just	events	at	CBS	is	directed	to	the	greater	

audience.		But	that	would	be	a	small	part	of	it.	A	major	part	is	still	the	CBS	business	type	

guys	that	really	populate	CBS,	but	I	think	it's	getting	more	and	more	inclusive	with	time.	

Definitely	more	 inclusive	 since	 I	 started.	 In	 terms	 of	 nationalities,	 I	 see	 some	division	

with	people	who	actually	get	to	work	on	the	side	of	the	studying	and	those	who	are	le-

gally	not	allowed.	CBS	is	built	around	working	whilst	you	study,	so	this	creates	a	certain	

division	that	isn’t	inclusive.		

	

Interviewer:	 How	 important	 do	you	 think	 it	 is	to	 have	 an	 inclusive	 environment?			

Respondent:	I	think	that	it	is	definitely	extremely	important.	Especially	when	CBS	pro-

motes	 itself	 as	 being	 an	 international	 business	 school.	 So,	 the	more	 nationalities	 they	

have,	 the	better	 profile	 they	have.	Generally,	 I	would	believe	 that	with	 all	 the	 student	

organisations	we	have	at	CBS,	it	is	quite	inclusive.	And	if	you	don’t	find	it	to	be,	you	can	
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just	 start	 your	 own	 organisation	 and	 build	 a	 community	 around	 it.	 	 So	 that	 is	 an	 im-

portant	step.	But	I	also	think	it	is	worth	noting	that	I	don't	think	CBS	is	inclusive	in	the	

sense	that	there	is	this	high	CBS	nationalism,	one	that	everyone	feels	that	they	belong	to.		

So	I	am	actually	not	sure	if	CBS	is	the	one	who	understands	the	importance	of	having	an	

inclusive	environment	or	the	people	themselves	at	CBS	who	do.			

	

Interviewer:	 Do	 you	 notice	 any	 initiatives	made	to	 promote	 inclusivity	 at	 CBS?	If	 yes,	

which	ones?			 	

Respondent:	I	think	for	example	the	CBS	Pride.	I	think	it's	a	really	great	initiative	that	is	

really	promoted	as	it	not	being	about	how	you	identify	yourself	but	come	have	a	party,	

have	fun,	take	as	much	part	as	you	feel	comfortable	with,	and	I	think	that's	a	great	way	

to	try	to	onboard	people	who	might	have	felt	a	little	more	distant	initially	to	that	whole	

initiative.		

	

Interviewer:	And	how	do	you	find	that	there	is	a	culture	of	respect,	fairness	and	equali-

ty	at	CBS,	if	at	all?		 	

Respondent:	 I	 haven't	 seen	 any	wrongdoing	 in	 terms	of	 that.	 I	 haven't	 seen	 anybody	

actively	being	discriminated	or	not	respected	and	since	I'm	not	that	active	day	to	day	at	

CBS,	it's	a	bit	hard	for	me	to	say	if	there	is	a	culture	or	not.	Personally,	I	feel	included	and	

respected	generally.	One	thing	that	comes	to	my	mind	is	when	I	was	involved	with	CBS	

talks,	where	we	invite	people	for	different	events,	I	had	at	least	a	few	people	coming	up	

to	me	saying	how	sexist	we	are	because	we	have	no	 female	speakers	and	we	 just	said	

that	it's	extremely	hard	to	get	them	because	even	though	we	reach	out,	we	usually	get	a	

negative	answer	but	a	year	or	two	ago	it	started	picking	up	and	I	think	that	in	the	past	

year	and	a	half	we	had	equal	amounts	of	male	and	female	speakers,	if	not	more,	just	be-

cause	they	are	more	respondent.	Also,	our	audience	has	changed.	It	used	to	be	primarily	

contributed	by	the	CBS	type	guy.	And	now	it	is	very	diverse	compared	to	what	we	used	

to	 have.	 So,	 I’m	 not	 sure	 if	 something	 changed	 around	 CBS	 or	 around	 Denmark	 or	

around	the	world.	Perhaps	the	idea	of	inclusion	has	just	picked	up	more.			

	

Interviewer:		Looking	at	inclusive	behaviour;	At	CBS,	how	do	you	find,	if	at	all,	that	the	

notion	of	teamwork	is	promoted?			 	

Respondent:	 It	definitely	 is.	 	 Just	 the	 fact	 that	you	cannot	write	your	 thesis	alone	and	

almost	 every	master	 and	 bachelor	 thesis	 or	 second-year	 or	 business	 project	must	 be	

done	in	teams.	And	then	there's	a	lot	of	casework	where	you	have	buzzing	sessions	and	

sit	 together	 after	 class	 to	work	 on	 it,	 and	 I	 think	 that's	 just	 great.	However,	 I	 actually	



Deb	&	Øyås	 	 May	15th,	2019	

	 212	

think	 that	 the	 fact	 that	 you	have	 to	work	as	 a	 team	 is	 a	 little	 exclusive,	 because	 some	

people	just	function	better	alone,	so	they	shouldn’t	feel	hindered	by	it.	It’s	important	to	

work	 in	teams	but	maybe	your	 final	exam	shouldn’t	really	rely	on	that.	But	 in	general,	

just	 the	 fact	 that	multiple	case	competitions	allow	you	to	sign	up	by	yourself	and	then	

they	match	you	to	a	team,	I	think	that’s	really	nice.	

	

Interviewer:	Do	you	 think	 that	 they	 try	 to	promote	a	diverse	group	of	people	 in	 that	

way?	

Respondent:	 Yes,	 I	 think	 so.	 Because	 I	 see	 that	 these	 events	 include	 other	 schools	 as	

well.	 So,	 it’s	 no	 longer	 about	 CBS	 doing	 in-house	 competitions,	 it’s	 about	 getting	 the	

leading	schools	together	to	try	and	mix	a	team.	For	example,	180degree	consulting,	they	

work	with	 only	 sustainability	 startups,	 and	 their	 reach	 is	 to	KU	 and	RUC	 as	well,	 and	

when	they	put	the	teams	together,	they	really	focus	on	how	different	people	with	differ-

ent	 backgrounds	 can	 work	 together.	 	 So	 how	 your	 skill	 matches	 with	 another’s.	 And	

when	I	had	a	team	there,	we	were	a	team	of	people	from	four	different	schools,	different	

backgrounds,	 different	 ethnicities,	 and	 it	was	 crazy	 good.	 The	 level	 of	 discussion	 that	

was	sparked	was	just	beyond	that	what	we	have	in	teamwork	with	just	CBS	students.		

	

Interviewer:	Do	you	feel	like	you	worked	better	together	because	of	your	diverse	back-

grounds?	

Respondent:	 I	 think	 yes	 because	 everybody	 felt	 like	 they	 have	 something	 unique	 o	

bring.	It	wasn't	competing	on	the	same	skills	or	competing	on	the	same	edge	and	it	was	

just	 extremely	 inclusive	 from	 the	 first	 second.	 It	was	 just	 adding	 the	best	 features	 to-

gether.		

	

Interviewer:	In	which	ways,	if	any,	do	you	feel	like	everyone’s	opinion	is	valued	at	CBS?	

Respondent:	The	short	answer	is,	it's	not.	You	have	representatives	of	your	courses	and	

you	can	go	to	them	and	they	bring	up	the	concerns	to	the	management.	So,	in	that	sense,	

you	could,	but	I	don't	necessarily	think	that	it	is	that	valued.	I	mean	you	can	do	a	course	

evaluation,	but	I've	never	ever	seen	something	changing	based	on	that.	Not	even	half	of	

the	people	fill	out	those	evaluations.	Generally,	I	don’t	see	that	there	is	much	open	dis-

cussion.	 If	 there	 is	 a	 group	 of	 people	 pushing	 for	 one	 thing,	 then	 I	 think	 it	might	 get	

heard	but	I	think	it	takes	some	effort	and	time.		

	

Interviewer:		Do	you	make	any	effort	to	practice	inclusive	behaviour?	If	yes,	how?			
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Respondent:	That's	a	hard	one.	Yeah,	I	think	on	the	general	level,	being	part	of	the	ex-

change	crew,	having	a	buddy	and	just	generally	trying	to	engage	in	a	more	International	

life	at	CBS	is	already	an	effort	towards	more	inclusive	behaviour.	 	But	if	you	talk	about	

like	going	the	extra	mile,	no,	honestly,	I	don't	think	I	do.			

	

Interviewer:	To	conclude,	what	is	your	connection	to	CBS?		 	

Respondent:	 I	am	an	International	student	 from	Hungary	and	also	 involved	 in	the	ex-

change	crew	and	student	organisations.		
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Interviewer:	In	general,	how	diverse	do	you	find	CBS?		 	

Respondent:	 I	 think	 in	 terms	of	 the	 students	 it's	 very	diverse.	Both	 in	 terms	of	when	

looking	at	gender	and	looking	at	nationalities.	Like	in	terms	of	the	students	who	are	ac-

cepted,	which	is	very	nice.	But	then	of	course	if	we	take	a	closer	look	at	like	who	studies	

different	things,	I	think	there	are	still	problems.		Like	we	see	that	a	lot	of	the	very	for	ex-

ample	math	heavy,	quantitative	study	programs	are	heavily	dominated	by	males,	which	

could	be	a	problem	because	we	also	see	that	the	leaders	of	tomorrow	tend	to	come	from	

those	study	programs.	So,	 I	 think	that	 is	a	problem	and	I	think	CBS	should	really	work	

with	that.	And	then	also	when	we	see	how	the	students	group.	I	think	it	could	be	more	

diverse	when	we	see	student	societies,	for	example,	FinanceLab	where	it	is	very	heavily	

male-dominated.	Yeah,	so	I	think	the	pool	of	students	is	diverse,	but	the	way	they	form	

groups	is	not	diverse	and	I	think	CBS	doesn't	do	enough	to	put	this	issue	into	focus.			

	

Interviewer:	In	your	opinion,	what	advantages/disadvantages	could	a	focus	on	diversi-

ty	bring	to	the	environment	at	CBS?		

Respondent:	I	think	that	there	wouldn't	be	a	single	disadvantage,	to	be	honest.	I	think	

that	there	would	only	be	advantages	and	I	think	it's	actually	also	the	responsibility	of	a	

CBS	especially	if	it	is	where,	as	I	said,	the	leaders	of	Tomorrow	are	educated.	I	think	they	

need	to	put	a	 focus	on	 it.	We	know	it's	a	major	 issue	 in	society	and	 it's	not	something	

that's	up	 for	discussion.	 It's	 like	every	single	 statistic	we	 look	at	 tells	us	 that	 it's	a	big	

problem	and	therefore	I	also	think	it's	mind-blowing	that	there	is	no	focus	on	that	today	

at	all.	And	I	think	it	doesn't	count.	Like	maybe	we	have	like	the	transgender	toilets.	And	

like	 one	day	 a	 year	we	have	 like	 a	 pride	 truck,	which	 is	 also	nice	but	 in	 everyday	 life	

there's	nothing.	And	I	think	that	 it	 is	really	 important	because	the	students	at	CBS	will	

shape	basically	the	government	and	the	organization's	the	future.	

	

Interviewer:	In	general,	how	inclusive	do	you	find	CBS?		

Respondent:	I	think	if	you	just	look	at	on	paper,	I	think	CBS	is	very	inclusive	and	I	think	

they	say	all	the	right	things	and	all	kind	of	the	intentions	are	there,	but	I	just	don't	think	

they'd	do	anything	to	actually	follow	through	with	the	intentions.	For	example,	I	used	to	

be	the	President	for	the	CBS	feminist	society	and	so	I	had	some	meetings	with	the	peo-

ple	who	actually	work	with	diversity	and	inclusion	at	CBS	and	I	 found	that	there	were	
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definitely	some	people	who	had	a	lot	of	spirit	regarding	the	topic	but	when	we	worked	

with	 the	 elected	 board	 of	 CBS,	 for	 example,	 I	 think	 there	 were	 some	 old	 males	 who	

didn’t	really	care,	and	who	definitely	stop	 it	because	they	don’t	give	money	towards	 it	

and	stuff.	So	I	 think	 in	that	sense,	 the	 leadership	of	CBS	 is	not	at	all	 involved	with	this	

agenda	and	I	think	it's	tragic,	to	be	honest.	

	

Interviewer:	How	important	do	you	think	it	is	to	have	an	inclusive	environment?			 	

Respondent:	 I	 think	 it's	 very	 important.	 And	 I	 think	 it's	 important	 both	 because	 we	

teach	 students	 how	 to	 behave	when	 they	 go	 out	 into	 the	 real	world,	 but	 also	 just	 for	

forming	 relationships	because	otherwise	we	 end	up	 in	 a	 situation	where	 even	 though	

the	pool	of	students	 is	diverse,	a	 lot	of	students	will	have	never	actually	been	in	touch	

with,	you	know,	students	who	are	different	 from	themselves.	 	So	 they	would	have	 just	

talked	to	students	primarily	of	their	own	gender	and	own	study	program.	

	

Interviewer:	 Do	 you	 notice	 any	 initiatives	made	to	 promote	 inclusivity	 at	 CBS?	If	 yes,	

which	ones?			 	

Respondent:	No.	 I	would	say	CBS	 is	very	good	at	 like	 the	whole	marketing	thing	with	

Pride	and	the	transgender	toilets,	which	are	also	great	initiatives,	but	I	think	those	are	

also	like	the	lowest	hanging	fruits.	I	know	that	they’ve	been	talking	for	years	about	im-

plementing	something	about	diversity	in	at	least	one	topic	at	one	point	in	time	at	each	

study	program,	and	 I	 just	 think	 it	 is	 ridiculous	 that	 they	didn’t	do	anything	about	 that	

yet.	And	 the	 same	 thing	about	 sustainability.	Because	as	an	educational	 institution	 it’s	

their	responsibility.	So	I	think	yes,	I	do	see	the	inclusion	initiatives	but	it's	also	the	very	

very	easy	ones.	They	don’t	 tackle	 the	hard	problems.	And	 the	 few	people	 that	actually	

try	to	do	it	in	the	diversity	and	inclusion	council,	they	don’t	really	have	any	power	at	all	

because	that’s	not	given	to	them.	That’s	my	impression	after	having	worked	with	them.			

	

Interviewer:	How	do	you	find	that	there	is	a	culture	of	respect,	fairness	and	equality	at	

CBS,	if	at	all?		 	

Respondent:	So	I	 think	everyone	kind	of	says	the	right	things	because	I	 think	we	also	

live	in	a	time	where	we	all	know	to	be	aware	of	what	we	say	and	I	think	now,	even	more	

than	ever,	with	like	the	whole	#metoo	wave	and	all	of	these	things	you	have	to	be	care-

ful	about	what	to	say.		And	that’s	also	why	I	think	it	is	so	difficult	to	pinpoint	all	the	flaws	

at	CBS	because	on	paper	they	are	doing	the	right	thing	but	its	when	we	look	at	the	actual	

things	they	implement	and	the	things	they	don’t	implement	and	don’t	talk	about,	then	no	

would	be	the	short	answer.	It’s	not	enough	that	they	make	one	survey	a	year	and	make	
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some	toilets	but	 it's	not	enough	and	I	don’t	 think	they	follow	through	with	a	 lot	of	 the	

things	they	say.	So	no	there	is	not	a	culture	of	these	things.		

	

Interviewer:	At	CBS,	how	do	you	find,	 if	at	all,	that	the	notion	of	teamwork	is	promot-

ed?			

Respondent:	 I	 think	that's	actually	 like	promoted	quite	well	around	all	 the	study	pro-

grams,	which	is	nice.	Yeah,	like	for	exams	and	stuff.		

	

Interviewer:	And	do	you	think	that	promotes	a	form	of	diversity?	 	

Respondent:	No,	not	really	because	we	can	often	choose	our	own	groups.	And	I	 think	

also	it	wouldn't	be	enough.	CBS	could	assign	us	partners	to	work	with	on	projects,	but	I	

think	it	wouldn't	be	enough.	Group	work	is	not	enough	to	solve	it.	They	have	to	teach	it	

to	us	and	also	teach	it	 in	a	scientific	way	because	right	now	I	think	what	they	do,	 they	

have	like	International	women's	day	where	someone	gives	an	inspirational	speech,	and	

that's	great,	but	I	think	we	need	to	sit	down	and	look	at	the	numbers.	Because	I	think	a	

lot	of	people	might	think	that	now	diversity	and	inclusion	is	not	a	problem,	but	it's	actu-

ally	a	huge	problem.	And	if	you	look	at	the	facts,	as	anyone	in	their	right	mind	would	be	

able	 to	see	 that	 it's	a	problem	but	we	are	 just	never	presented	as	students	with	 those	

facts	or	numbers.	And	 I	 think	 that's	very	 important.	And	also,	 I	don’t	 think	 its	enough	

just	to	have	teamwork	in	hopes	of	promoting	diversity,	then	they	have	to	tell	us	why	at	

least	if	the	purpose	for	us	is	to	interact	with	people	we	don’t	usually	interact	with.		

	

Interviewer:	 In	 which	 ways,	 if	 any,	 do	 you	 feel	 like	 everyone’s	 opinion	 is	 valued	 at	

CBS?			

Respondent:	I	think	again	that	on	paper	CBS	is	really	good	at	listening	and	I	think	that	

there	are	a	 lot	of	channels	where	students	can	be	heard.	So	I	 think	that	as	a	student	 if	

you	want	to	and	have	the	occasion	to	it	is	easy	to	be	heard.	But	also	I	think	that	in	this	

specific	area,	 it's	not	the	responsibility	of	 the	students	to	make	sure	that	diversity	and	

inclusion	is	a	thing.	It	has	to	be	like	a	top-down	approach,	so	it's	the	responsibility	of	the	

leadership	at	CBS,	and	they	don't	lift	the	responsibility.	Because	I	think	that	we	do	have	

student	organisations	such	as	the	feminist	society	and	Female	Invest	who	try	to	lift	the	

responsibility,	 but	 it	 actually	 shouldn’t	 be	 their	 task,	 it	 should	 be	 the	management	 at	

CBS.	

	

Interviewer:	Just	out	of	interest,	do	you	feel	that	having	a	feminist	society,	are	you	be-

ing	heard	by	the	other	societies	and	the	university?	 	
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Respondent:	 Yeah	 definitely.	 And	 a	 compliment	 to	 CBS	 is	 that	 they	 really	wanted	 to	

work	with	us.	We	were	invited	for	quite	a	few	workshops	and	that	was	really	great	but	

there	were	two	problems	with	that.	First,	they	put	too	much	work	on	us,	which	is	great,	

but	also	we're	just	students,	it's	not	our	job.	There	shouldn't	even	be	a	need	for	a	femi-

nist	society	at	CBS	because	CBS	should	be	like	the	equality-promoting	organisation.	And	

the	second	problem	was	that	we	could	change	anything.	We	were	sitting	around	in	a	cir-

cle	with	a	 lot	of	people	who	agreed	with	each	other	that	we	should	have	diversity	and	

inclusion	 at	 CBS	 but	 we	 had	 no	 money	 and	 no	 power,	 so	 essentially	 nothing	 would	

change.			

	

Interviewer:	Do	you	make	any	effort	to	practice	inclusive	behaviour?	If	yes,	how?			 	

Respondent:	Yes	like	through	the	feminist	society	I	was	a	part	of	and	also	female	invest.		

	

Interviewer:	I	was	also	thinking	that	when	I	first	interviewed	you,	you	were	saying	that	

Female	Invest	is	open	to	all.	And	perhaps	that’s	a	strategy	or	a	decision	you	made.	Does	

that	come	from	a	place	of	wanting	inclusion	or?	 	

Respondent:	Both	at	the	feminist	society	and	at	Female	Invest	it	is	open	to	all,	but	those	

two	are	also	different	because	at	Female	Invest	the	way	we	talk	to	people,	and	in	the	so-

cial	settings	and	all	we	target	women,	but	anyone	could	join.	And	at	the	feminist	society	

we	 actually	 actively	 tried	 to	 get	more	males.	 And	 I	 think	 because	 at	 CBS	we	 also	 fall	

short.	Like	if	we	look	at	the	different	diversity	initiatives	there	are	among	the	students,	

it	will	be	like	the	girls	promoting	the	feminist	society	and	the	Asian	people	running	the	

Asian	stuff,	and	we	just	need	the	white	old	males	with	the	power	to	be	the	forefront.	So	I	

am	very	eager	to	see	how	the	new	President	does.	I	already	read	one	interview	with	him	

on	CBS	Wire	where	it	was	a	lot	about	football	and	I	was	just	like	ugh.		

	

Interviewer:	And	to	round	off,	what	is	your	connection	to	CBS?	 	

Respondent:	I'm	a	master's	student	and	then	I	have	been	an	active	part	of	the	student	

environment	as	well.	

	

Interviewer:	And	how	long	have	you	been	at	CBS?	 	

Respondent:	Four	years	

	

	


