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Finland, diversity, ethnic difference and work

While writing this book a Country Brand Delegation consisting of a number of eminent personalities strategically planned and constructed what Finland is and should be. The flashy country brand report, published in November 2010, set out a number of missions and tasks for citizens, school pupils, researchers and many others, of developing Finland and showing the rest of the world how great Finns are. A country brand report depicting the future of a country is, just like history writings about a country’s past, tools in constructing the self-images of a people. The focus of this chapter is on the self-images of Finns, and the related images of non-Finns. On this background the look turns to how diversity and ethnic difference today structure Finnish work life and minorities' positions in it. 

Finland constructed

Even if Finland
 as a state has existed for less than 100 years, the sense of Finnishness  can be traced to the 18th century (and even before, check this) (see e.g. Fewster, 2006; Manninen 2000). Finland was a part of Sweden till 1809, and thereafter an autonomous region of Russia till 1917. The first meanings of Finland and the Finnish people grew in these conditions, while under the ruling of Sweden and Russia. There where Sweden, and afterwards Western Europe
 have functioned as the ideals the elite have striven towards, Russia has been the negative side to be rejected from oneself. (Lehtonen, 2004, p.140).

Finland’s national identity has traditionally been constructed around language, geographical location and nature, and ideas of a national character forged in a rude living context. In the 19th century the comparisons were especially made to Swedes, and focused on language differences. In the 20th century the comparison has been made to a larger group, especially to Western Europe, and at the same time the focus from language has been shifted on the specificity of Finnish nature, compared to European urban culture (Peltonen, 1998, p. 28-29). Today expertise in technology and the success of the Finnish educational system as well as the high educational level, are elements of a more positive self-image. (Mission for Finland..., 2010; Lehtonen, 2004, 195).

The discussions around the meanings of Finland and those of being a Finn have been vivid since the 1990’s (see Alasuutari & Ruuska, 1998; Alasuutari & Ruuska, 1999; Gordon et al., 2002; Lehtonen et al., 2004; Kuortti et al., 2007). With the geo-political changes related to the end of the Soviet Union, and Finland’s adhesion to the European Union, the previous kind of Finnishness needed to be dismantled, and a new constructed as old identity categories no longer functioned (Lehtonen, 2004, p. 18, 26). Finland was finally becoming a legitimate part of Western Europe, for which it had till then been an inferior ‘Other’ and in the periphery. The membership in the European Union was seen as Finland opening to the rest of the world (Ruuska 1999, p.71), and as a real relief - “finally we can breathe more freely”
 - commented a politician at the time of the adhesion. European is still today something Finns should try to aim for, something lacking from the self, Europeans are valued against which Finns depict as inferior (Löytty, 2004, p.222-224).

Self-images of Finns: a homogeneous, ordinary and self-depreciating population (?)

Finland has for long been seen as a culturally homogeneous country. This understanding has been explained as stemming from linguistic and/or ethnic similarity, a common national character, or even the fact that Finland and Finns have for long lived in isolation from the rest of the world (Löytty, 2004, p. 46). The strong national unity this construction enabled was needed in the wake of independence, civil war and in the defense in WW II. Internal differences were particularly challenging in the aftermath of the civil war in 1918. The pressure for unity and similarity was strong to the point that a more relaxed approach to differences emerged only in the 1960’s and onwards, when “the nation no longer needed to signify a community of people with same opinions, and one will” (Alapuro, 1999, 101 (107)).


The construction of Finland as a homogeneous country has required that differences are masked or ignored, be it differences within the national population, as well as influences from abroad. It hides the diversity of Finnish people: national minorities, geographical differences, political positions etc. For instance linguistic differences between regions within the Finnish language have been depreciated, and persons speaking dialects have been seen conveying a “comic and stupid image” of themselves (Alasuutari, 1998, p.171).


The construction of Finland as a homogeneous entity, also implicitly has presented  multiculturalism as a new phenomenon, a non-Finnish feature. Despite its national ethnic minorities, Finland has been portrayed as a country which does not have experiences of coexistence between different ethnic minorities (Forsander & Ekholm, 2001, p.84). The common way of presenting is to say that multiculturalism arrived with the increased immigration in the 1990’s. This leads to think that multiculturalism is something new Finland has to learn to grapple with. Finland thus is different from countries that have experience of immigration, and just has to mature in its multiculturalism to eventually become like other multicultural societies (Huttunen, Löytty & Rastas, 2005, p. 22) It is true that the immigration rate to Finland was very low between 1945 and 1990. However, Finland has always been multicultural, and immigration between the World Wars was extensive, especially after the Soviet Revolution. In this period up to 100 000 persons from Russia immigrated to Finland, to stay or as a location of transition (Forsander 2002, 23). Both the homogeneosity of the Finnish population, as well as the scant immigration before the 1990’s are national myths (see for instance Lepola 2000, p. 1999; Leitzinger 2008). Finland has always had national minorities, people have both immigrated to and emigrated from Finland. Also, regional differences exist, and the increased internal migration of the 1960’s made people from different parts of the country live and work together in urbanising centers.


The common culture construct has wiped out all these differences. The pressure for similarity has been seen as so strong, that not everyone living in Finland or even all Finns can become part of the national identity. It has also made becoming a Finn when having foreign origins very difficult if not impossible (Lepola, 2000). Even the mere discussion and reflection over multiculturalism has been perceived as difficult
 (Huttunen et al. 2005). 


One way to uphold the image of a homogeneous people is to stress being just ordinary. Ordinary has been said to be an important part of the national project, and to function as a quality control mechanism (Löytty, 2004, p. 52). It can be seen as a strategic construct: being ordinary is not standing out, masking differences, fitting into the homogeneous. The consequence of the requirement of being ordinary is a weak tolerance for differences. In a study on teenagers’ ways of making sense of themselves, normality and ordinary were indeed central (Tolonen, 2002) Is this a common way to be for teenagers? Check.


In addition to being a homogeneous ordinary people Finns have been constructed in a self-depreciating way. In the comparisons to Swedes and Europeans Finns have got the self-image of a lacking forestry peasant people, uncivilised and undeveloped. The collective understanding also involves ideas of Finns as incapable of conversing, without any social skills. The reasons for these images have been seen as stemming from language, biology and cultural heritage (Apo, 1998, p.85-86).


The elites that defined the people were themselves different from the people and this may be one cause for the depreciation. The nation-constructing elite saw that they had to form the ordinary Finns. The depreciating self-image may tell about the elites understanding, and the uneasy relation between the rulers and the people (Apo, 1998, p.86; Alasuutari, 1998, p.165.).


Another, long lived belief has been that Finnish language inevitably constructs a poor, intellectually undeveloped people. It has been seriously claimed that Finnish language is characterised by a “poor semiosphere” (Tarastila), and as other Nordic countries Finland has a low-context culture ”where messages do not need to be interpreted in depth” (Anttila 1993, cited in Löytty, 2004, p. 112). In addition to the role of language in these claims, language has been problematic in other ways. Firstly, national identity was primarily constructed around language, but many important texts for the nationalistic project, such as the national hymn, were initially written in Swedish. Also, due to the difference in language compared to many other Indo-European languages, Finns were perceived as belonging to another race, “Mongols in a wrong place”, which were labeled as inferior to Europeans both by their mental abilities as well as their physical appearance (Ruuska, 2004, 209-211)    


In parallel to the negative talk Finns uphold about themselves, there are other more positive discourses (Alasuutari, 1998, p. 164). The high level of education has been drawn on for a more positive image, and has lately been strengthened by the positive results in the PISA surveys. The great successes in the PISA surveys have been approached with proud, not corresponding to the stereotypical picture of Finns, and there have been plans of ‘productifing’ the Finnish school system: starting selling and exporting it to other countries. In the 1980’s, side by side with the negative self-understanding a common saying was that “To be born in Finland is like to win in the Lottery”. However, despite these positive discourses, the presenting of Finnish culture in a negative manner still lives on strong (Ruuska, 2004, p.218).


Thus being a Finn can be described as being ordinary and modest. A Finn should not be proud of oneself, or bolster with achievements. Rather one should minimise oneself, and exaggerate one’s negative sides. Exaggerating negative sides is perceived as more honest and truthful, than telling about positive sides. (Keltikangas-Järvinen 1996 219, cited on page 138 in Lehtonen 2004: suomi toistettua maata). Differences should if not masked, at least not be put forward.

The relationship of Finns' to racism conditioned by this history and self-image – no experience of multiculturalism and differences = no experience of racism. Lentin A (2004) (Racism and anto racism in Europe)  has shown how this is equally the case of Ireland, seen as a homogeneous country, dominated by the Great Britain. In Norway, the “innocent self-image” has also been seen making itdifficult to treat racism (Gullestad Marianne 2004: Blind slaves of our Prejudices: Debating Culture and Race in Norway, Ethnos, 69(2), pp.177-203. 

Images of 'Others'

Finland is not a colonial or previously colonial country, but had during the colonial era only rare direct connections to colonised parts of the world. The most important encounters were undertaken by religious missionaries, whose missionary work took them principally to Africa. Their writings, in newspapers and memoires, provided an important source of knowledge about the Africans for the Finnish population. Kaartinen (2004) and Löytty (2006) have studied these materials and have found that the material both reproduced the dominant Western European colonial understanding of Africans, but that it also differed from the colonisers descriptions. Löytty describes that missionaries also had a loving and admiring approach to the populations they were devoted to. However, these positive descriptions were constructed against the general negative understanding s of Africans.


Some of the ‘Others’ Finns have constructed their sense of self were thus not physically present but represented in textual and visual materials, such as newspapers, school books and commercials. In these, Western colonial knowledge about the ‘Others’ were current, and are still today reproduced. For instance Rossi (2009) has studied Finnish TV commercials and has shown how the Blacks are exoticized, described as primitive against a modern picture of the technologically competent Finn. Even though some products have had to change name or labels as perceived as racist
, other commercial messages still continue to reproduce unequal power relations through colonial images and understandings of the ‘Others’.


School books and educational material is in a particularly influential position in the creation of collective understandings, even though today, commercial communication and popular media can have an at least as influential position as educational material. Paasi (1998), studying geography manuals used in schools in Finland,  concluded that until the 1960’s, the world was in these horizontally divided and value-laded. The Western Europeans were represented as intelligent, hardworking and clean, whereas Easter and Southern Europe, as well as areas outside Europe were negatively labeled. Especially Blacks were negatively described with reference to their different race as a particularly childish and undeveloped population (Paasi, 1998, p. 237, 229). As these representations were uncritically thought to entire generations of school pupils until the 1960’s, a large part of today’s Finns have grown up in a context where differences in behaviour and capability were explicitly constructed around race. This was equally the case in many other European countries, some of which still were colonial rulers.

Minorities and Finland in statistics

Finland has several by the state recognised minorities: the Swedish speaking Finns, the Sami, the Roma, Jews, and Tatars. Persons belonging to these minorities most often have Finnish nationality, but especially the Roma and Sami people have been used as an ‘Other’ Finns have constructed their own image upon (see. e.g. Kuokkanen, 2007; Pietikäinen & Leppänen, 2007, Nordberg, 2010). The most protected and established minority is constituted by the Swedish speaking Finns. At the end of 2008 5.44% of the population were registered as having Swedish as their mother tongue
. Even though the majority of Swedish speaking Finns never have, and do not today, belong to an upper class
, Swedish speaking Finns are still today considered as doing so (Forsander & Ekholm, 2001, p.89). 


The immigrant population has steadily grown since the beginning of the 1990’s. For long Finland was a rather closed country for immigration and in the 1960's and 1970's emigration from Finland exceeded immigration. The first refugees after the WW II arrived from Chile in 1973 and were 180 in number. It was not until 1986 that a regular admittance of refugees was initiated as Finland committed to receive UNHCR quota refugees on humanitarian bases. In the beginning the number was 100, today 750 per year. Repeatedly there are discussions on whether Finland should increase, or even decrease this number. In practice the number of 750 refugees per year is not always fulfilled
. 


At the end of year 2008 (to be updated with new data in March 2011)  there were 143 256 foreign nationals living in Finland, which represent 2.7% of the total population. The largest immigrant groups came from the neighbouring countries: Russia, Estonia and Sweden. Thereafter the biggest groups consisted of Somali, Chinese and Thai nationals - immigrants of “visible minorities”. 

	Country of citizenship
	Number of persons

	Russia
	26909

	Estonia
	22604

	Sweden
	8439

	Somalia
	4919

	China
	4620

	Thailand
	3932

	Germany
	3502

	Turkey
	3429

	Iraq
	3238

	United Kingdom
	3213

	India
	2736

	Former Serbia and Montenegro
	2637

	Iran
	2508

	United Sates
	2282

	Viet Nam
	2270

	Afghanistan
	2189

	Poland
	1888

	Ukraine
	1798

	Bosnia and Herzegovina
	1723

	France
	1490

	Others
	36930

	Total
	143256


Foreign nationals living in Finland in 2008, 

Source: Statistics Finland, Demographic statistics

Diversity and Ethnic difference in work life

The ethnic composition of the Finnish workforce has undergone, and is undergoing, important changes. In the years 2010 the amount of people retiring from the workforce is double compared to the years 2000, and for instance the health and service sector will lose up to half of its workforce by the year 2025. The situation is even harsher in agriculture, where up to 60% of the work force will retire by the same year. (Ministry of Employment and the Economy, 62/2009). Recruiting foreign workforce has been suggested as a potential solution to the situation, and in 2006 the Finnish Goverment Migration Policy Programme lifted up the promotion of work-related migration as a central objective. Active recruitment of employees from abroad to most touched sectors have been undertaken by private employment agencies and for instance the recruitment of Filippino nurses has attracted both media and research attention (see Simola, 2008; Clealand, 2010)


Even more than active attraction of work related immigration, increased immigration on a variety of immigration grounds has resulted in the population of Finland becoming increasingly multicultural. Immigration has increased considerably from the 1990's onwards, and in 2009 there were 155 705 foreign nationals living in Finland, compared to 26300 in 1990. Between 1990 and 2009 61 523 foreign nationals have also been granted Finnish nationality
. (Statistics Finland, 2010). For long the primary motive for immigration was related to family reasons, but job-related immigration is expected to rise and even exceed family-related immigration (Arajärvi, 2009). Also the amount of foreigners studying in Finland has increased, which that also has been a governmental objective (Söderqvist, 2005). In 2009, 1 100 university degrees were obtained by foreigners in Finland, which is more than 4 % of all university degrees obtained that year (Statistics Finland, 2010). 


Finnish work life has in consequence become more heterogenic in terms of nationalities and cultures, and the diversity of the workforce is expected to further increase (Moisio & Martikainen, 2006). This increased diversity, even though seen as a positive trend by most employers, also brings about challenges. For instance the labour market has become more differentiated along identity lines, and work life inequality has increased (Wrede et al. 2010). Foreigners already in the country face challenges in building up careers and advancing in the Finnish society, despite the official plans to promote foreigners employment and business organisations' positive approach to diversity.


In this context, diversity management as an organisational initiative addressing questions of difference and inclusion has arisen as a topical and important issue (Ministry of Employment and the Economy, 2011). The literature on diversity and its management in the Finnish labour market however is contradictory in the evaluation of current diversity interest. Practitioner aimed literature promotes diversity management and presents projects, best practices and rationales for organisations to invest in diversity management. Academic researchers studying diversity management in Finnish organisations however conclude that diversity management still is not an issue in Finland, often seen as a consequence of the national context and the country's historical background.  

Diversity management in Finland

Many researchers commenting on diversity management in Finland have concluded that diversity management is not a suitable approach in the Finnish context (Trux, 2010) or is only taking its first steps in Finland (Meriläinen et al. 2009; Sippola 2007a). However, at the same time several collaborative projects between business organisations, trade unions and public authorities have been run where the aim has been to promote multicultural work communities and good practices in these (for an overview of projects see: Vänskä-Rajala, 2007; Ruhanen & Martikainen, 2006). Also, several studies have looked at multicultural work communities, and how to best manage them. Some of these studies use the terminology of diversity management (Savileppä, 2007), others use such terms as multicultural or intercultural organisations (Vartia et al, 2007; Pitkänen 2005). But as the central question has been how to manage a multicultural workforce in a way of fostering good relationships between organisational members, these studies do tangle upon diversity management. Considering the extent of this type of research conducted in Finland, both academic and practitioner focused, diversity management can be said to be in the air du temps. Nonacademic research on the topic is influential in the constructing of diversity management as a social phenomena (Bairoh & Trux, 2010, p. 197) and should therefore also be considered when evaluating the relevance of the topic in Finnish work life. Diversity management has also entered the curricula of universities (see Vänskä-Rajala, 2007). 

Diversity dimensions

Finland has been rather active in promoting gender equality, and compared to most other European countries has attained good levels of gender equality in some areas of societal life. This focus on gender equality was found by Meriläinen et al. (2009), studying corporate communication materials, as one reason for diversity management not to be more widespread. They suggest that the equality discourse, found in many organisations, silenced questions of race and ethnicity. In a similar line, shifting attention to diversity management has been seen as a way to not paying attention to gender, and a threat to gender equality (Meriläinen & Tienari, 2007). Hearn et al. (2009) indeed have found that some companies shift from gender equality policies to diversity management policies, at a stage where gender equality policies still are not well developed. 


These studies show how gender and diversity are seen as both related and as separate issues in the Finnish context. Gender equality work has a longer tradition, and a separate legislation exists for gender equality and equality on other grounds, such as ethnicity. The Act on Equality between Men and Women
 came into force in 1987, and requires since 1995 that companies employing more than 30 persons have an equality plan, a plan of active measures in guaranteeing and furthering equality between men and women. The Non-Discrimination Act
 concerning age, racial or ethnic origin, citizenship, language, religion or belief, conviction, opinion, state of health, disability, sexual orientation or other personal characteristics, came into force in 2004, and requires a similar plan on promoting equality between persons with different ethnic backgrounds. This requirement however only concerns public administrations, not the private sector. Gender equality work in work organisations was thus developed since several years at the time when diversity management became an issue in Finnish work organisations in the early 2000. The first collaborative project on multiculturalism in work organisations, called Käytössä koko paletti, was set off in 1999, and followed by ETMO in 2001 (Vänskä-Rjala, 2007). 


Diversity management has in consequence most often been related to multiculturalism, ethnic diversity and immigration. Immigration and the increasing cultural diversity in work organisations has been seen as a new phenomenon managers have to take into account and learn to manage. Monimuotoisuus, the Finnish term for diversity, has primarily been attached to these dimensions, even though the vision of diversity as encompassing all the ways people are different in, also is common and defended. In a study surveying the importance given to different dimension of diversity and their effect on workplace practices, age, gender, mother tongue and ethnicity were all perceived as important constituents of an organisation's diversity, but ethnicity was by far the most important when looking at diversity in relation to organisational activities. Sexual orientation and religion were by the same study shown to be given little importance in organisations today, and their importance was not estimated to increase in the future (Haapanen, 2007). 

Diversity and organisational practices

Even if diversity among the workforce is seen as both a positive and challenging question, organisations have not been found to be ready to change with diversity (Sippola 2007b; Haapanen, 2007; Söderqvist 2005). Studying ten organisations in Finland, Sippola and Leponiemi (2007) concluded that diversity management induced little or no changes to HRM practices. Söderqvist (2005) came to the similar result that the diversification of employees is very seldom taken into account in HRM practices, and that very few organisations had strategic HRM. Managers believed that entering a Finnish work organisation as a foreigner was without problems, and that there is enough induction provided. However, induction mostly did not take foreigners' special needs into account. Managers did though identify new challenges touching their own work, and experienced that when a foreigner is recruited it has effects on the communication within the organisation. They reported about a need for more communication and leadership (Söderqvist, 2005). The assumption seems to be that while among Finns many things are self-evident and tacit, they have to be spelled out when someone not sharing the Finnish background is included.  


Of the rare practices that are modified to better accommodate diverse employee needs, training and induction are among the most often cited. (Sippola & Leponiemi, 2007; Sippola 2007b; Savileppä, 2007; Juuti, 2005; ETNO). Training and induction address both minority employees and the majority population. Minority employees are provided with information about Finnish work life norms and organisations may draft common rules of conduct. Induction programs are seen as needing increasing attention, and the induction of immigrants as especially important. Finnish colleagues however both found that immigrant employees should receive more induction than was the case, and that induction currently took too much resources (Juuti, 2005) This same situation where DM practices portary the immigrant as lacking has been found in Denmark, , where diversity management practices position the ethnic minority as a weak group and in ned of development in order to be able to integrate the Danish work life (Kamp & Hagedorn-Rasmussen, 2008). Finns again are seen as needing more information about different cultures and cross cultural matters. Managers are not knowledgeable enough about different cultures which may lead to ignoring foreign competencies and skills both in recruitment and in work (Söderqvist, 2005). Civil service providers have been found to feel that they would need more intercultural competence and language skills in order to be able to perform their work well (Sippola & Hammar-Suutari, 2006)


There is very little information on the type of training companies provide their employees on multiculturalism. Salo and Poutiainen (2010a, 2010b) are the first to have  studied induction material including information on multiculturalism. They show how manuals aiming to foster positive multicultural working communities construct stereotyped understandings of Finns and immigrants, and rather than challenging the division into us Finns and the immigrants, the manuals construct differences between the groups. Induction manuals, as well as diversity promoting reports from the EU and state authorities, serve as a site where norms and expected behavior are presented. Immigrants are assumed to comply with these norms, and Finns' suspicions towards difference can be legitimised. In a report published by the Ministry of Labour and Economic Affairs cultural difference is presented as unwanted in the sphere of work: “practicing religion during a work day, a regime diverging from Finnish traditions or different clothing rules, may bewilder Finnish co-workers and employers” (Ministry of Employment and the Economy, 2009, p. 22). In this manner immigrants are given hints of accommodating to the Finnish ways of behaviour, and Finns are encouraged in their potential prejudices against religious and culinary differences. 


In addition to training and induction, recruitment practices are sometimes modified (Sippola & Leponiemi, 2007). Recruitment practices are mainly changed in terms of the recruitment channels used. New recruitment channels are sought, or ethnic minorities are recruited through existing employees' contacts. Also special recruitment events for immigrants have been organised, and job advertisements designed to especially attract immigrant job candidates (Alepa recruitment ads - ).

Ethnic difference in work 

Compared to the majority population, ethnic minorities are in many regards in a weaker labour market position. They are more often unemployed, have more short term contracts, and are less paid than Finns (Alho, 2010; Forsander, 2002; Forsander & Alitolppa-Niitamo, 2000). It is also not uncommon for immigrants to work in positions not corresponding to their educational background (Rintala-Rasmus & Giorgiani, 2007). Also the positions between different immigrant groups vary considerably. There where 12 % of Finns have a temporary work contract, 17 % of all immigrants, and 29 % of immigrants from sub-saharan Africa and the African horn work on temporary contracts (Vartia et al, 2007). 


These unequal positions and the difficulties of immigrants to enter the labour market altogether, have been explained in two principal ways: by human capital theories and by focusing on majority attitudes.


The general assumption in human capital explanations has been that immigrants have lacking language and professional skill, and learning Finnish has been shown to be a way to improve the chances of succeeding and advancing in work (Tiilikainen, 2008; Forsander, 2001). The motivations for employers to requiring Finnish skills are related to clients' needs, colleagues' weak language skills, avoiding accidents and as a proof of the applicant's intent to stay in Finland (Söderqvist, 2005). Language skills needed to perform the job are reasonable to be required, but Finnish employers also demand Finnish language skills even in situations where the work task is performed in English (Vehaskari 2010). While requiring Finnish skills as a proof for the intent to stay in Finland it is both unreasonable and discriminatory. The poor Finnish language skills of immigrants has also been contested  by Holm et al. (2008), who found 70% of immigrants to have good enough Finnish skills for employment. 


Consequently, a lot of public sector effort has been put on providing Finnish language training, and professional courses. There are a number of problems with human capital explanations. Even though recently migrated persons may benefit from language and professional training, lacking skills cannot solely stand for the marginalisation of foreign employees. Human capital theories also leave the receiving society, and the structures of the labour market without attention (Wrede et al., 2010). And finally, portraying the immigrant as lacking, the responsibility of the situation falls on his/her shoulders. 


Ethnic minority employees have sensed the frame of lack they are evaluated through in their work. Studying foreign nurses, Nieminen (2010) has shown how ethnic minority employees feel their professionalism is questioned, their work controlled and that they are given the least demanding work tasks. Ethnic minority workers have repeatedly reported about a need to show their worth, and to overperform (Nieminen, 2010; Silfver, 2010; Juuti, 2005). This can be seen as a way ethnic minority workers try to detach from the stereotyped way of seeing immigrants in Finnish society. 


Finns' attitudes is another way of making sense of ethnic minorities positions in work life, and has been found by several studies to be a major hurdle in ethnic minorities full labour market participation. Prejudice and discrimination against ethnic minorities both in work and in society at large are extensive, ethnic discrimination being the most prevalent form of discrimination in Finland (Eurobarometer, 2009). For several years Finns' attitudes towards increasing immigration became more positive, but since 2009 attitudes are becoming harsher. In 2009 up to 49 % of Finns did not support the idea of facilitating increasing immigration in face of future labour force needs (Haavisto & Kiljunen, 2009). In March 2010 60 % of participants of a survey ordered by the biggest daily newspaper Helsingin Sanomat stated that they would not increase immigration (Helsingin Sanomat, 15.03.2010). This same trend, of harsher attitudes towards foreigners and immigration in an economic downturn was visible in the recession of the 1990’s (Jaakkola, 1999, 13, 23-36; Jaakkola, M. 2000, 45).Openly racist attitudes are also not uncommon. In 1998 42 % of respondents were of the opinion that ”persons belonging to some races are simply not fit to living in a modern society”, and 34 % agreed that ”the fact has to be admitted, that some people (nation) are more intelligent than others” (Jaakkola, 1999). Racist attitudes are often legitimised, and explained as not being about racism. 59 % of Finns explained in 2009 that Finns' hesitant attitudes towards foreigners is intelligent cautiousness, not racism or ignorance (Haavisto & Kiljunen, 2009). 


Employers have also been found to be hesitant in face of foreign workforce. There is  prejudice, suspicious attitudes, and foreign work experience is seldom valued (Ahmad, 2010; Söderqvist, 2005; Jaakkola, T., 2000; Raunio, 2003). Once employed, ethnic minority employees have reported feeling untrusted, not valued, and that Finns are preferred in promotions (Rintala-Rasmus & Giorgiani, 2007; Raunio, 2003). In the beginning of the years 2000, not talking to minority workers
, or even staring at them, were also not uncommon (Jaakkola, T. 2000). Quantitative studies have shown the prevalence of discrimination experiences at different stages of an employment, and how discrimination experiences differ between different immigrant groups. Somali minority employees are more often discriminated and harassed than Estonians or Russians (Pohjanpää, 2003, see also Jasinskaja-Lahti et al. 2002). It has also been shown that with minorities' increased labour market participation discrimination in the sphere of work has increased, while discrimination in the surrounding society has decreased (Jasinskaja-Lahti et al. 2002) .


The non-attention to ethnic minorities’ special needs which has been found to be prevalent in Finnish organisations, can also be seen as one form of racism even when presented as equal treatment (Verlot 2002, cited in Laurén & Wrede, 2010 p.175). Foreigners and ethnic minorities are recruited as if they were Finns, and their cultural specific knowledge and skills are seldom drawn on in work (Söderqvist, 2005). Finnish companies are losing talents, because of incapability to identify non-Finnish competences and experiences, perhaps due to managers own insecurity in face of difference. Even though foreign experience and diplomas are seldom recognised as valuable in Finnish organisations, the importance of studies undertaken in Finland also remain unclear. The chances to gain an employment after studies in Finland have been found to increase (Forsander & Alitolppa-Niitamo, 2000; Jaakkola, T. 2000), but employers have also been found to attach little importance to Finnish diplomas (Söderqvist, 2005). In Söderqvist's study employers claimed that what makes the recruitment decision is the overall evaluation of the person, his or her skills and attitude. To have the right attitude is  seen as important, and in Finland it is about having an attitude in line with Finnish norms. Forsander and Alitolppa-Niitamo (2000) found that the informal competence of an applicant is of special importance for gaining an employment: the social, attitudinal, and cultural competence required in the Finnish labour market. 

The figure of the ethnic minority employee

The media picture of the immigrant, which also frames the ways ethnic minorities are seen in recruitment and employment, has changed from being a passive unemployed person without an important occupation, to that of an employee. In the early years of 2000, ethnic minority members were portrayed through the frames of unemployment and difficulties in relation to work, but today the proportion of articles focusing on immigrants as individual employees are among the most frequent (Simola, 2008). In the media ethnic minority employees are portrayed as ordinary employees. Their integration to Finland and their role in their work is described in positive terms. Most of these articles describe European and North-American immigrants. Their position as good employees seems to be commonly accepted, while the same does not go for immigrants from other parts of the world. When an African immigrant was interviewed about his work, the image of him as a good employee had to come from his Finnish boss (Simola, 2008). 


Finnish managers employing ethnic minorities present them in positive, albeit stereotypical ways. Ethnic minority workers are seen to have a good attitude towards work and clients, to be committed and loyal (Juuti, 2005). In the health and social service occupations ethnic minorities are seen as more socially oriented and more human than Finns (Rintala-Rasmus & Giorgiani, 2007). In Juuti's study (2005) Finnish co-workers of ethnic minorities however seemed to perceive minorities quite differently, and through two frames: as totally ordinary co-workers, ignoring differences, or through racism and negative prejudice. 


Ethnic minorities themselves see their ethnicity as both a burden and a strength. They are well aware of the prejudices they face, but at the same time portray themselves as very motivated and determined, and believe employers see and value these characteristics. Ethnic minorities aspire to be seen as individuals, professionals, outside from the narrowing immigrant figure. Achieving a job has been reported to be very important for this (Rintala-Rasmus &Giorgiani, 2007). The distancing from the stereotypical immigrant figure is however difficult to achieve totally, and the need to overperform remains, and is renewed with each new encounter (Nieminen, 2010; Liebkind et al, 2004). In the case of ethnic entrepreneurs however, overperforming can lead to marginalisation. Becoming an entrepreneur is a way to achieve a social status and even though in economic terms not profitable, provides ethnic minority entrepreneurs a positive sense of self. However, Wahlbeck (2010) has shown that if the entrepreneur manages to build up a successful, profitable business, the majority population becomes hostile and starts marginalising the minority. 


There are no studies looking at ethnic minority managers in Finland. Nieminen (2010) has shown how the advancement of ethnic minority colleagues to managerial positions can lead to particularly concrete othering. An ethnic minority manager challenges the socio-cultural understandings related to immigrants, and produces resistance. In an attitude survey immigrants were indeed preferably seen as friends, coworkers or cleaners, rather than in leadership positions, as medical doctors or teachers (Jaakkola, 1999). 

Conclusion

The knowledges about Finland, Finns and immigrants are social constructions, providing different positions to different people. These knowledges can function as barriers, keeping newcomers outside. It is not the immigrants that are inherently different, but they are made different by the treatment of them as such. This Othering is a cultural practice that distances them, makes them vulnerable and keep them in subordinate positions. 


There is no research having been conducted on the differences constructed and the positions diversity management discourses in Finnish companies produce. Diversity Management discourses could be sites where these dominant knowledges about Finns and Others are challenged, and provide new understandings of minorities and the majority, enhancing inclusion and equality. 


How do diversity management discourses construct differences and position ethnic minorities? Are dominant knowledges about ethnic minorities and Finns reproduced, or challenged? This is the focus of the next chapter. 
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�	Finland is a republic located in northern Europe and shares borders with Sweden, Norway and Russia. In 2009 Finland had a population of 5 326 314 persons.


�	Terminology defining geo-political and cultural areas are not neutral or objective. The term Western Europe, predominantly used today, is a product of the Cold War era. It has been preceded by the terms Europe and Latin Christianitas. (Jordan, 2002)


�	Pertti Salolainen, cited in Olli Löytty (2004), p. 118


�	Change in the way multiculturalism is discussed about in Finland, with critical voices being louder, the support for the anti-immigration party, True Finns, has gained steady support increase. Has created more polarisedf discussions – immigrations critics and kukkahatutäti. Reference Keskinen et al. 2009 En ole rasisti mutta...


�	Brunberg's 'Neekerinsuukko' (Negros Kiss) chocolate was renamed as 'Suukko', (Kiss) in 2001. Fazer's licorice bars wrappers were redesigned, and the caricatural picture of a black boy was removed in 2007. 


�	Statistics Finland, http://www.stat.fi/tup/suoluk/suoluk_vaesto.html


�	Compared to for instance the UK or France class differences have been perceiveced to be small in Finland, to the point that Finland has been described as being ”one big middle class” (Tolonen, 2008).


�	    http://www.migri.fi/netcomm/content.asp?article=3269


�


	http://www.stat.fi/tup/suoluk/suoluk_vaesto_en.html#Foreigners


�	Since 1st of June 2003 Finland recognises dual citizenships, thus foreigners obtaining Finnish citizenship no longer need to renounce their former citizenships. In 2009 more than 50 000 persons had dual citizenship, whereof Finno-Russians constituted the biggest group. (� HYPERLINK "http://www.stat.fi/til/vaerak/2009/01/vaerak_2009_01_2010-09-30_kat_001_fi.html"��http://www.stat.fi/til/vaerak/2009/01/vaerak_2009_01_2010-09-30_kat_001_fi.html�; HS: Kahden passin kansalaisuudet kovassa kasvussa, 24.10.2010) 


�	Act on Equality between Men and Women, 609/86: http://www.tasa-arvo.fi/en/publications/act2005


�	Non-Discrimination Act, 21/2004: http://www.finlex.fi/en/laki/kaannokset/2004/en20040021


�	Not talking to collegues one does not know may be a typical Finnish habit, part of a Finns' self-image. Even thoguh the intention behind the untalkativeness is not necessarily discriminatory or racist,  it is experienced as racism. In Finland the definition of racism has been dominantly focusing on motives, while the focus should be on meanings and consequences – what does it mean not to talk to a colluage and what is the consequence? (Rastas, 2009)
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