Does integration promote diversity and equality by ethnicity in Germany?
Abstract

Drawing on a field study on symbolic violence against people of Turkish ethnicity in Germany, we discuss the lack of diversity and equality by ethnicity. In line with Bourdieu, we define symbolic violence as a partly unconscious instrument of domination, which seeks to secure the social reproduction of relations of such domination by imposing a system of symbolism and meaning upon subordinated groups or classes. As such symbolic violence works to naturalise, and legitimate exclusion and inclusion, rendering them often invisible. Moreover, acts of symbolic violence manifest in daily interactions of individuals as well as in interactions between individuals in institutional settings as part of their shared habitus. We understand diversity management to include diversity and equality for ethnic minorities. Therefore, this article focuses on the subordination of people of Turkish ethnicity in Germany and construction and reproduction of their ethnicity through acts of symbolic violence, which provides a critical lens through which policies on ethnicity and integration are scrutinized in Germany. We provide evidence of two different forms of symbolic violence: linguistic and visual symbolic violence against people of Turkish origin. In the final part of the paper we propose strategies for change and some possible ways to combat these entrenched forms of inequalities. 
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Introduction 

Diversity in the management and organizational field includes diversity and equality for ethnic minorities (Al Ariss and Özbilgin, 2010). Drawing on a qualitative field study on the management of diversity in Germany, this paper examines symbolic violence against Turkish minorities. We utilise Bourdieu’s concepts of symbolic violence and habitus in attempting to explain how order and restraint are established and maintained through indirect cultural mechanisms, as opposed to direct, coercive control (Bourdieu, 1977; Jenkins, 1992). We also interrogate how these cultural mechanisms influence the development of a shared habitus that produces and reproduces inequalities. 

Our paper has three anticipated contributions to the management and organizational literatures on diversity. These are: First, beyond a performative ‘business case’ discussion, we will adopt a critical perspective to questioning the shortcomings and possibilities of the integration system in Germany. Second, by focusing on Turkish minorities in Germany, we offer new insights regarding the context of diversity and equality in countries other than the USA and UK that remain largely the focus of the literature. Finally, our third contribution will be to present five concrete proposals for change possibilities that could lead to a better diversity, equality, and inclusion in Germany.

The concepts of ‘Symbolic violence’ and habitus are key in this paper and therefore need to be defined. ‘Symbolic violence’ is an instrument of power, for example in thought and perception, imposed upon subordinated groups and that leads to a social reproduction of domination (Jenkins, 1992; Bourdieu, 1994). This power is utilised “to conserve or to transform current classifications in matters of gender, nation, religion, age and social status, and this through the words used to designate or to describe individuals, groups or institutions.” (Bourdieu, 1984: 23). Symbolic violence takes place in such a way that exclusion and inclusion become legitimate. This legitimacy shadows the existing power relations, such as discrimination practices, and makes them often unrecognisable to, and invisible to individuals who experience them (Kim, 2004). Such internalised violence manifests within the self-consciousness of individuals in the form of a shared habitus (Jenkins, 1992; Bourdieu, 1994). Habitus is defined as the “product of internalisation of the principles of a cultural arbitrary capable of perpetuating itself” (Bourdieu and Passeron, 1977: 31). It reflects an embodied system of dispositions for individuals which generate and organise their practices (Jenkins, 1992). Hence, habitus disposes individuals to behave, in a particular way (Bourdieu and Wacquant, 1992), often without conscious realisation, which can lead into the reproduction of the structures that might limit them (Hunter, 2004; Bourdieu, 2001). This paper focuses on the domination of ethnic minorities and the construction of ethnicity itself through symbolic violence. We analyze two different forms of symbolic violence against ethnic minorities: linguistic and visual symbolic violence. 


This article starts with a review of the literature on diversity for ethnic minorities. The usefulness and shortcomings of this literature are presented. Next, a brief overview on people of Turkish ethnicity in Germany is presented. This is  followed by a description of the policy context in Germany. This allows to better set the context of this study. We explain the methods of the study in the subsequent section. The findings and analysis section contains two parts. The first part talks about linguistic violence. Linguistic violence starts with the availability of vocabulary to define terms of race related issues. German language is ill equipped to offer a vocabulary of resistance concerning race related issues, we argue. The second part refers to visual forms of symbolic violence. Visual symbolic violence is about the visual representation of ethnic minorities in a way, which undermines diversity of their experiences, agency and humanity (Weber-Menges, 2005). In the conclusion, we summarize the contributions of this paper and offer strategies for change and in order to eliminate different and entrenched forms of symbolic violence. 

The management of diversity and equality for ethnic minorities 


The term ‘diversity’ is largely used in the management literatures in the context of a workplace where different people interact (Chanlat and Dameron, 2009). For example, people could differ in non-visible attributes such as education and professional experience and in visible attributes like gender and ethnicity (Pelled, 1996; Al Ariss, 2010). In this paper, we understand diversity management as inclusive of diversity and equality for ethnic minorities. We read ethnicity as socially constructed and including characteristics such as language, history, religion, and styles of wear (Giddens, 2001). Hunter (2009) calls for a de-normalisations of the complex, contradictory and conflicting articulations of inequalities. In line with Hunter (2009), we propose to disrupt a reproduction of inequalities by questioning symbolic violence against Turksih minorities in Germany. We now turn to the literature on diversity that is useful for this purpose. We highlight two gaps in this literature and attempt to fill them in our study. These are: First, the diversity management literature focuses on performative ‘business case’ discussions; alternatively, using the concept of ‘symbolic violence’, we adopt a more critical perspective to studying diversity for ethnic minorities in this paper. Second, ethnic minorities in countries other than the USA and UK remain under-researched; accordingly we focus on the German context. 
Diversity has been increasingly propounded with the globalisation of organisations leading to an increased interest in women as well as minorities in the workforce (Jehn and Bezrukova, 2004). For example, since the year 1990, diversity has been brought forward in the management literatures as beneficial to organisational performance under the term ‘business case’ (Ozbilgin, 2000; Pringle, 2009). Business case proponents, often concerned with the skilled workforce, suggest that recognising and valuing differences among employees enhance creativity in terms of problem solving and decision making in organisations (Pelled et al., 1999). Moreover, including a diverse workforce is presented as being useful in increasing market reach, that is, new customers coming from diverse social segments may tend to buy from organisations supporting diversity (Hicks-Clarke and Iles, 2004). While useful, this literature is criticized for not critically questioning a taken-for-granted inequalities (Jones and Stablein, 2006). Therefore, our argument is that there is a need to question how inequalities and exclusion practices are produced and maintained in society, including the workplace. 


While the diversity management literature is useful in understanding how inclusion and equality can be beneficial to organizations (Dameron and Joffre, 2007), little interest has been made so far on ethnic minorities in non-USA/UK contexts. Ethnic minorities constitute a pool of human resources for organizations in European countries  (Al Ariss and Syed, 2010). Therefore, it is important to understand their integration in terms of equality and diversity in the different national contexts. There are studies that attempt to understand such issues.  For example, based on four life stories, Essers, Benshop and Doorewaard (2010) elaborate on the concept of female ethnicity in order to understand the meanings of femininity for Muslim immigrant businesswomen the Netherland. These authors distinguish two manifestations of female ethnicity for these women: either ‘restricted’ by having an inferior power status than men; or being ‘autonomous’ with a clear agentic power. While this study is useful, it suggests a dualism in the representation of ethnic minority women, overlooking therefore  resistance and emphasizing determinism. Other studies offer a more balanced individual-structural account. For instance, based on a qualitative study from a technical drawing company and a hospital in Belgium, Zanoni and Janssens (2007) analyze how minority employees engage with control in organizations. Rather than focusing on how minority employees are discursively controlled, these authors approached the management of diversity in organizations by assuming that the agency of minority members can actively resist and/or comply with control. Participants’ engagement with organizational control is found to have constraints and possibilities of micro-individual emancipation. In a qualitative study on skilled Lebanese minorities, Al Ariss and Özbilgin (2010) explain how ethnic minorities remain invisible in France. Their findings illustrate how discussions of ethnicity are presented as incompatible with the values of equality in the French Republic. Such studies on ethnic minorities remain very few in Europe as most of the managerial and organizational diversity research on ethnic minorities focuses on the British context.


In Germany, statements such as “A large number of Arabs and Turks in this city, who have increased in number as a result of wrong policies, have no productive function other than the fruit and vegetable trade" can be found, among other disparaging remarks related to ethnic minorities, in the October 2009 (p.198) issue of the German cultural magazine Lettre International. There are diversity scholars who attempt to critically interrogate such discourses in Europe. For instance, Modood (2010) problematises the contemporary political discourse against minorities in Western Europe as a domination tool. This same author gives examples of how political discourse on ‘clash of civilizations’, and regarding the presence of ‘too many Muslims among migrants’ is presented as a problem for democracy. In the same vein, Cheong et al. (2007: 35) explain that ethnic minorities are often perceived as “ominous and invading others, threatening social norms and violating economic principles”. Such discourses require that cultural differences for ethnic minorities such as language, rituals, communication styles are surrendered in return for inclusion and acceptance in the broader society and organization (Prasad et al., 2006: 4). 

Our review of the diversity literature, in particular on ethnic minorities, suggests that a critical analysis of the reproduction of inequalities can be helpful in de-normalising exclusionary practices.   However, our review revealed two major gaps in this literature: First, it focuses on performative ‘business case’ discussions; Second, we still know little regarding the integration, diversity and equality issues that ethnic minorities encounter in the various European countries. In an attempt to fill these two gaps, our paper offers a critical analysis on the symbolic violence in the case of Turkish minorities in Germany. The next section sets the context of this study by presenting an understanding of the socio-economic situation of Turks in Germany.Understanding the socio-economic situation of Turks in Germany


People of Turkish ethnicity emigrated to Germany as early as 1961, upon the signature  of the guest worker recruitment agreement between the Turkish and German governments. This agreement, was similar to others signed with countries such as Italy, Spain, Greece, Morocco, Tunis and former Yugoslavia. These were set out in order to meet the then urgent demand for workers in post-war Germany (Bundeszentrale für politische Bildung, 1984: 5). Thereby, the term guest worker reflects the approach towards rotation of recruited workers, which would not allow them to settle down on permanent basis in Germany. Despite several attempts at rotation of guest workers and further attempts at reducing inflows of guest workers, the numbers of guest workers increased steadily (Meier-Braun 2002). Consequently,  “Germany has received, after the United States, the largest inflows of immigrants in the OECD area over the past 15 years” (Liebig, 2007: 8) and became unintentionally an immigration country. Today, nearly 20 per cent (15,3 million) of the residents in Germany have a so-called migration background. 


People of Turkish ethnicity represent with 2.8 million people (3,4 per cent of the population) the second largest ethnic minority group in Germany. Half of the people of Turkish ethnicity are born in Germany (Statistisches Bundesamt 2005). Although people of Turkish ethnicity are factually not the largest ethnic minority group, they appear to be the most problematised. In particular, an endless stream of references are made to their unwillingness to integrate into the German society (see for example Neumeyer, 2009), even though the homogeneity and cohesion of German society remains unquestioned. According to a recent study from the Berlin Institute (2009)., people of Turkish ethnicity are showing the lowest tendency to assimilate, are the least integrated ethnic minority group in Germany. Supposedly, they also prefer to isolate themselves to their ‘own’ community. The reasons for that are seen in weaknesses of the immigrants such as an insufficient educational performance and qualifications, weakly developed language skills of the local language, poorly educated parents and cultural and ethnic differences. Such reasons attempt to explain why post-war labour migrants have been over-represented in unemployment, in unskilled, lowly paid, insecure and in general undesirable work over a long time now (Wrench, 2001).


Although it remains sorely understated, race discrimination, which is not highlighted by the Berlin Institute report, plays a role in failure regarding earlier raised problems, starting with educational institutions. For example, the gap in educational attainment between immigrants and natives is intensely evident in Germany (Liebig, 2007). Accordingly, several studies name institutional discrimination as one reason for the ‘educational failure’ of ethnic minorities and in particular Turks (Gomolla and Radtke, 2002; Boos-Nünning, 2003; Haas and Damelang, 2007). Furthermore, the dominant discourse regarding ethnicity in Germany, somehow ignores the key role of highly skilled ethnic minority members (Müller, 2005). By ignoring this group, this drums up support for the stereotypical ideas regarding ethnic minorities. 


Research shows that education is a key to successful integration of ethnic minorities (Al Ariss and Özbilgin, 2010; Syed, 2008; Zikic, Bonache and Cerdin, 2010). Nevertheless, skilled Turkish minorities seems to face various challenges in the German job market. For instance, these are more likely to be unemployed than native-born Germans (Steinhardt, 2006). For example, the unemployment rate among ethnic minority academics was 12,5 percent in 2005 compared to 4,4 percent among the native born academics (OECD, 2007). Discrimination, stereotypes, prejudices and negative attitudes are some reasons among others, which prevent members of ethnic minorities from fully participating in the labour market (EU, 2007). From a human resource management perspective, the potential of ethnic minorities remain unused in German organizations (Sieben and Ortlieb, 2008). 


Our analysis of the socio-economic situation of Turks in Germany gives an idea of the extent to which symbolic violence could be manifested in the internalised assumptions of the majority group. How this habitus manifests and of what it contains will be examined in the analysis section of this paper. This will be done by examining the integration polices of ethnic minorities in Germany.
Integracism: racist undertones of integration policies in Germany

The literature on diversity in the organization and management research emphasises very little the role of context (Syed & Özbilgin, 2009). In order to understand the context and nature of symbolic violence in this study, there is a need to apprehend the role of integration policies in Germany. This allows a better comprehension of the possibilities and barriers for ethnic minorities in the German context. Although integration is one of the over-used terms of policy making, there has been little rigorous theoretical or empirical work on this topic. Integration has remained as an under-defined ideal which started featuring in order to justify a range of practices and discourses of immigration management. We introduce the term, integracism, in order to denote the implicitly racist nature of discourses and practices of integration which are predicated on mythical notions of an ideal state of social reality, which ethnic minorities may be encouraged to emulate. Although, the concept of integration is underpinned by an assumption of permanent settlement and acceptance of the idea of ethnic minorities, including migrants, in many countries (Favell, 2001), the contrary has been the case in Germany until recently. Despite the fact that Germany received, after the USA, the largest inflow of immigrants in the OECD area over the past 15 years (Liebig, 2007) the German government took a defensive position which suggested that Germany is not a immigration country, until recently. 
Thereby, integration in Germany meant that institutions such as the labour market, education and housing were opened up to migrants through allowing them access to the general welfare state and the social policy system. As the citizenship laws restricted access to immigrants and the implication of this restriction militated against true legal integration of migrants, placing them in an ambivalent position in the German social policy context (Borkert and Bosswick et al., 2007). However, the approach towards the integration of immigrants changed only in 1998 with the public acknowledgment of being an immigration country by the SPD/Green government. “Only the new government coalition accepted the new social reality of immigration and introduced a new era in migration policy” (Will and Rühl, 2004: 14). This development meant a turn away from the mainly restrictive direction of migration policies from the previous conservative governments. Clearly, the acknowledgement, by the red-green coalition, of the social reality that Germany is an immigration country, introduced an historic “paradigm shift” in the immigration debate. The first result of this paradigm shift was the reform of the citizenship law introducing the concept of naturalisation as an important step in bringing the integration process into official policy. 

However, in 2000 the new law on citizenship, including the ius soli concept for children of foreigners born in Germany, was introduced. Further steps included the establishment of an independent commission on immigration (Süssmuth Commission) and Green Card Regulations for non-German specialists in the year 2000. In particular the third section of the 2001 report on immigration from the Süssmuth Commission (Bericht der unabhängigen Kommission Zuwanderung, 2001), which focussed on integration, has been another important step towards the change of integration policies in Germany. The commission recommended individual integration contracts, obliging the state to offer integration courses to new immigrants, and obliging migrants to participate in these courses as well as pay part of the expenses(Borkert and Bosswick et. al., 2007). This report led then to the long overdue new Immigration Law (Zuwanderungsgesetz) in 2002. This new law includes regulations that simplify and structure the various legal residence and immigration titles (Hönekopp, Will and Rühl, 2002). However this law remained ineffective until January 2005, because it was declared invalid for formal reasons, by the Federal Constitutional court, in the same year (Meier- Braun, 2002: 105-139). After all it then came into force with the Act for Controlling and Limiting Immigration of 2005 (Gesetz zur Steuerung und Begrenzung der Zuwanderung). According to Hönekopp, Will and Rühl (2002:3):

Additionally, driven by the EU, Germany introduced different diversity initiatives, for example the campaign “Diversity as chance” (Vielfalt als Chance) and the Diversity Charta 2006 (Charta der Vielfalt), promoting the organisational integration of ethnic minority workers. The diversity management concept is seen by some as a useful tool to aid the better integration of ethnic minorities. Lastly, a further step regarding integration polices is the National Integration Plan (Nationaler Integrationsplan) introduced by Böhmer and Merkel in 2006, declaring the integration of ethnic minorities as a key issue for the government.

One more important aspect of integration policy is the role of welfare agencies, which are relevant political players as they are for instance closely linked to the churches. Three out of six welfare agencies are religious welfare agencies. The six welfare agencies are the Catholic Caritas, Protestant Diakonie, Jewish ZWST, the labour movement’s AWO, the non-partisan umbrella organisation, DPWV, and the German Red Cross. However, in Germany public responsibilities are commissioned to non-statutory welfare agencies, which receive public funds on the national, state, district and local level, as well as EU funds. Welfare agencies organize the vast majority of services of integration measures. Such measures are aiming for instance the structural integration of the ethnic minorities at the workplace (Borkert and Bosswick et al., 2007). Turks as a predominantly Muslim ethnic group fall largely outside the remit of the provision of this limited religious welfare system.  

Our brief review of social policy context illustrates that social problems of immigrants are silenced, rendered invisible, and even ignored in Germany. Our search gives indications that specific requirements to move Turkish minorities out of poverty and low levels of education to skilled work and better education are missing in Germany. Instead, we found integracism: the agency of immigrants are disregarded, particularly through acts of symbolic violence, leading to the corrosion of the notion of integration with racial bias against ethnic minorities. As such exploring the interplay of symbolic violence and integration policies in Germany may help us to provide visibility to these subtle instruments of racial violence and ultimately to challenge their legitimacy. 

Methodology 

This article draws on data generated from a larger study, which attempts at understanding the organisational habitus of ethnic diversity at work in Germany. The research philosophy of this study is informed by critical realism and is based upon a multilevel and multilayered analysis of reality (Bordieu, 1992; Layder, 1993). The study employs multiple sources of data: secondary data in the form of scholarly and practitioner literature overview, semi-structured interviews with stakeholders, and a single company case study. Thirty semi-structured interviews with German stakeholders have been carried out. The thirty participants equality and diversity actors coming from different sub-fields of the diversity management field in Germany. Ten out of the fifteen minority ethnic participants are people of Turkish ethnicity. The other fifteen are native-born Germans. This provides an ethnic minority perspective, which certainly is not frequently considered in German equality and diversity research and which is of particular interest when looking at symbolic violence in relation to people of Turkish ethnicity in Germany. To achieve deeper insights on the organisational level the main study contains a single case study. A research diary is kept to aid the reflexivity in the research process. 

Findings and analysis

Understanding linguistic and visual symbolic violence requires us to attend to relations of power. Bourdieu describes power in terms of 'symbolic capital', which comes with social position. For instance, the production mode of what is articulated in the dominant discourse is controlled by what we might call the “symbolic elites,” such as journalists, writers, directors, academics, politicians and other groups exercising power (Bourdieu, 1977; Bourdieu and Passeron, 1977). Thereby ethnic minorities clearly do not present a group that exercises power in Germany. Drawing on a qualitative field study, below we present our findings and analysis of symbolic violence against Turkish minorities in Germany. 
Linguistic violence: If we do not talk about it, we are not doing it.
This section examines linguistic violence in two interwoven aspects. First, we draw attention to the absence of suitable terms concerning race related issues. The second aspect refers to the finding that in Germany, race discrimination is marked by a collective silence, which prevents the development of an emancipator linguistic repertoire. The vocabulary pertaining to race equality is lacking, which makes it difficult to deal with racism. For instance, the term race is declared taboo and terms such as racism are only used in relation to violent racism by Neo-Nazis or about racism abroad, but not for example regarding every day experiences of discrimination or racial discrimination at work. Terms such as ‘resentment’, ‘xenophobia’ or ‘discrimination’ are used instead (Van Dyk, 1995). Additionally terms such as racism are believed to overstress ‘moderate’ or ‘modern’ forms of today’s racism (Dovidio and Gaertner, 1986). The absence of suitable terms shows that there is a resistance regarding race related issues in Germany. In this regard, one could argue that the understanding of racism in Germany does not go beyond the Holocaust (Alibhai-Brown 1999). One participant of Turkish ethnicity (male, head of a research institute and lawyer) elaborated how this works:

People only talk about racism if ethnic minorities are physically attacked in particular if these people are Jews. This is a big sensation and then they are very sensitive. But for example race discrimination at work is never mentioned. 

Adding to this a native-born German expert (female, associate of a trade union) explained:

There are these racists, these bad Nazis, yes and that is then immensely present in media. One is talking about that. But there are also other forms of discrimination. For example in education and in the labour market and such things and I believe that is a big difference. So, if one hears that skinheads are demonstrating on the street, that is horrible and should not happen, also because the whole world can see that. But this subtle discrimination yes, so subtle racism, I think for that there exists no awareness. So if it is about racism, the Nazis are discriminating and not us.

However, what these words show is that there is no understanding regarding current race discrimination in German society or workplaces. A further good example of resistance towards race related issues is the case study company of this study. The case study company is a communication-service company that conducts operations in more than 150 markets and employs 32,000 employees, all over the world with five plants in Germany. The company does have a comprehensive global diversity management policy. However, on the national level race related issues are absent and not part of the diversity management approach.  Interviews revealed that questioning race related issues in this company was almost impossible, as participants demonstrated strong forms of resistance to against the use of this term. This rigid stance against the use of the term ‘race’ was defended in different ways; for example it was simply made ridiculous and sometimes there was even an increased tone of aggression in the interviews. Discussing race related issues generated an immense reaction by participants in this organisation. 
According to an expert interview participants, the absence of viable terms and the treatment of race related issues could partly be explained with the German Nazi-past and the difficulty of handling this past. One native-born German female academic explained it in this way: “The debate is difficult because of the Nazi past. One is not talking about racism or discrimination or the whole topic and the whole topic gets also not connected with the Third Reich”. Safran (2000) argues that the national guilt has deeply affected the collective memory and even now guilt plays a key role in many facets of contemporary German social and political life. Certain studies and incidents have revealed an astonishing ignorance about the Nazi-past (Fulbrook, 2007) and this ignorance seems to be also transferred to current race discrimination issues. It is not only that terms are taboo, there is an obvious avoidance of most issues related to current forms of racial discrimination. According to Alibhai-Brown (1999), “Germany has not really understood racism beyond the Holocaust”. Clearly the memory and legacy of the Nazi-past has special implications in Germany (Fullbrook, 1989; 1999; Rosenthal, 1998). 

In not providing suitable terms regarding race related issues, the topic gets silenced in Germany. This has a double effect: On the one hand, it secures that for native-born Germans topics such as race discrimination generates feelings of ambivalence, which invoke unpleasant memories of the Nazi-past. Thereby, racism should be avoided and ignored. Nevertheless, on the other hand, this reaction can also be understood as a mechanism to dilute current attempts at combating race discrimination, as: if they do not talk about it, they cannot be doing it. It is interesting to note that the dominant group has the main symbolic power to construct and reproduce the social reality of ethnicity, and to provide and produce its terms (Bourdieu, 1977; Jenkins, 1992; Bourdieu, 2001). Failing provide suitable terms and silencing race related issues ensures the reproduction of established hierarchies and shapes the agency of members of ethnic minorities, which helps to ensure that one group dominates another and in so doing violates the subordinate group 

A second aspect of the agency of members of ethnic minorities is their voice. Hirschman (1970: 30) defines voice as “any attempt to change, rather than to escape from, an objectionable state of affairs, whether through individual or collective petition to the management directly in charge, through appeal to a higher authority with the intention of forcing a change in management, or through various types of actions and protests, including those that are meant to mobilize public opinion”. In fact, ethnic minority’s voice is silenced, concerning race related issues and in particular race discrimination. The head of an integration advisory board (male and of Turkish ethnicity) said the following “we do not mention race discrimination. There is resistance that you can feel. We cannot reach them if we address the problem in such a way.” A more detailed description of this phenomenon comes from an expert of Turkish ethnicity (male, head of a research institute), which carried out a research project concerned with highly skilled ethnic minorities in Germany. In an attempt to explain the absence of terms such as race discrimination and racism in the published research report, he said: 

It was on purpose that we didn’t use those terms. These terms are perceived as negative in public. These terms are causing a reflex in the wider public, which leads, and this is my personal observation and experience, to the fact that my conversational partner draws back from the conversation. But I need the dialog, if we want to find a solution for this problem (he is talking about race discrimination at work). This means that if we want to find a solution for this problem we have to distance us from these as negative perceived terms and we have to find other neutral terms, which do not say you are discriminating, you are hostile against foreigners or you are a racist. 

An even stronger example displays how the power of the dominant group silences ethnic minority members in Germany. A Turkish member of a governmental department stated “ you know, if you are in a good position, if you have a good job, you will not stand up, you do not want to risk your status. You will not talk about race discrimination”. This is not surprising, as people often prefer to keep silent rather than to have a word. Remaining silent appears safer, compared with voice, which is perceived as risky (Morrison and Milliken, 2000), especially for groups which have achieved success in careers as pioneers. 

These insights show us the power and effects of linguistic symbolic violence. By not providing suitable terms concerning race discrimination and by silencing race related issues the established hierarchy remains untouched and members of ethnic minorities are silenced. Only those in power are in a position to break this cycle. Therefore we argue that the subject of race discrimination has to be articulated and brought into the dominant discourse and we also argue that members of ethnic minorities should be provided with voice, which has to include power and influence, in order to articulate their legitimate demands for equality and inclusion. 

Visual violence

Visual symbolic violence is about the visual representation of ethnic minorities in a way, which undermines the diversity of their experiences, agency and humanity. Visual symbolic violence can be transported through different channels, for example through print media as well as audio-visual media. This includes for example daily and weekly newspapers, as well as TV newscasts or material available in the Internet. 

The agency of minority ethnic citizens remains ignored and their self-descriptions are often dismissed. Additionally, positive reporting is nearly absent; for example reporting is never about successful members of ethnic minorities (Ruhrmann and Nieland, 2001; Müller, 2005). The contrary is the case. For instance, a native-born German expert (female, academic and diversity trainer) explained:

I think there is a relative high presence of ethnic minorities by now. It became quite natural. There is still a discussion regarding the educational system and the deviant behaviour of people with migration background (this term is often used in the German context when referring to ethnic minorities), so therefore it is about deviance. People with migration background are perceived as deviant. However, what is missing, which I think is dramatic, are the success stories and this connection the question how does successful integration happen.

Several studies, looking at print and audio-visual media, revealed that ethnic minority members are more frequently associated with crime, in particular with violent crime and are frequently named in relation to costs and as foreign bodies, which impair and effect negatively the German way of life when compared to native-born Germans. Further reports are concerned with high numbers of ethnic minorities in schools and kinder gardens, language problems of ethnic minorities, unemployed members of ethnic minorities which fleece the state, oppressed woman with head scarves (Pinn, 1997; Neumann, 2002; Geißler and Pöttker, 2005; Ruhrmann and Sommer, 2005; Spetsmann-Kunkel, 2007; Senol, 2009). 

Moreover we have to pay attention to visual symbolic violence in form of pictures or film, which are utilised to emphasise the negative representation of ethnic minorities. In particular, experts of Turkish ethnicity have picked up these visual forms of symbolic violence during their interviews. One expert of Turkish ethnicity (male, politician and academic), said the following:

 The debate is poorly, suboptimal, deficit oriented, (after a longer pause he continues with an upset tone of voice). When it is about integration or the Islam, it is always negative: terrorism and woman with headscarf. The Tagesschau (newscast at ARD, a TV channel governed by public law) is a good example for that, were you can see that always. Whenever referring to the topic of integration you see in the background always a trailer, where a woman with headscarf is passing by, holding an ALDI plastic bag in her hand. Yes, yes that’s how it goes here in Germany.

For example Koydl (1999) a reporter for the German Daily Süddeutsche Zeitung in Istanbul until 2000, described that when the western press is working with clichés regarding Islam, there is a particular fascination with the headscarf of “the” Turkish woman in the visual media. 

However, Sonja Weber-Menges (2005) argues that those largely negative deformed presentation of ethnic minorities are merely supporting the readily available ethnocentric views and stereotypes and are constructing negative images of ethnic minorities, encouraging discrimination as well as hostile behaviours towards ethnic minorities. Similarly, most expert interviews with native-born participants, even when engaging with diversity management or anti-discrimination topics, have described ethnic minorities in deficit terminology. The situation was the same in the case study organisation. A female member of the human resources unit explained: “we do not have Turks here, because they do not have the qualifications that we need”. A manager explained further:  “ I cannot send a Turkish woman with headscarf to a client”. It is obvious that the mainly negative representation of ethnic minorities, particularly of Turks, has been internalised by both native-born Germans and people of Turkish ethnicity. Only in recent times, a small group of Turkish people started speaking up against this form of representation (see Senol, 2009). 

In the case of Germany, visual violence is utilised to impose a system of symbolism and meaning upon people of Turkish ethnicity in order to reproduce imbalances in relations of power and class and to secure the social reproduction of the racial order. Repeated accentuation of insufficient language skills and educational credentials, serve legitimate distinctions through symbolic systems. This process of legitimation then leads to the internalisation of symbolic violence of individuals. 

Conclusions 

Providing an account of how symbolic violence manifests against people of Turkish ethnicity in Germany, we drew on the work of Pierre Bourdieu and critiqued the effects of symbolic violence (in the form of linguistic and visual symbolic violence) as exercised through “symbolic elites”. Reflecting on expert interviews and a case study, we demonstrated how symbolic violence is practiced against people of Turkish ethnicity. Failure to employ workers of Turkish ethnicity is legitimated in our study with internalised arguments referring to people of Turkish ethnicity being deficient across various job criteria.

Our paper paper makes three main contributions to the management and organizational literatures on diversity. These are: First, beyond a performative ‘business case’ discussion which continues to be a bulk of the diversity management literature, we adopted a critical perspective to studying diversity for ethnic minorities. Bourdieu’s concepts of Symbolic violence and habitus were essential in undertaking this task. This allowed to question the shortcomings and possibilities of the integration system in Germany. Second, ethnic minorities in countries other than the USA and UK remain under-researched; accordingly we focused on the German context and in particular on Turks, a major minority group in the country. Finally, our third contribution is to offer concrete proposals for change possibilities. Therefore, beyond a victimizing approach, below we present five concrete proposals that could lead to a better diversity, equality, and inclusion in Germany.
I
n order to break this vicious cycle of inequalities, change is needed. For change to happen, political will is important as well as leadership for such change. So far the attempted change concentrates only on the discourse level in Germany, but changing discourses provides little impetus for real social change. As Fairclough (1998, 2003) states, socially constructive effects of discourse are contingent upon resistance of structure and habitus. Achieving cultural, social and organisational change requires not only discourse change but also interventions at different levels, and structures and habituses have to be targeted. These proposals are:
1. The role of the government in promoting diversity and equality: The legal recognition of racial inequality, imposed by European Union legislation, seems not to have a large effect so far. For example the federal Anti-Discrimination Agency has been highly criticised for failing to take its duty serious. Translating the Equal Treatment law into Turkish could be good starting points. However, these options have been previously rejected by the Anti-Discrimination Agency. This might explain why in Germany only 26 per cent of the population know their rights against being discriminated. This proportion is considerably lower than that of other western and northern European countries (European Commission, 2009). Furthermore, the Anti-Discrimination Agency conducted only three studies since coming into force in 2006. Race related issues are not the main concern of any of the studies. In fact, that there is not a database, which could give information about the dimensions of racial discrimination cases or discrimination fields (Clayton, 2001).Therefore, a positive attitude towards race equality by the government could make a significant difference.  

2. The representation of ethnic minorities in the media: What also needs to change is the representation of ethnic minorities in the media landscape as well as in public life in Germany. The portrayal of ethnic minorities has to include positive considerations in order to inform the public imagination in a more balanced way regarding ethnic minorities. This needs the development of a positive vocabulary and imagery regarding ethnic minorities, requiring concerted efforts on side of the dominant group, as this change in language and imagery is not going to happen on its own. 

3. The image of Germany: The face of Germany, as represented abroad, also needs to change. Germany needs to develop a more inclusive approach towards ethnic minorities, as well as an inclusive approach regarding the definition of “Germanness”.  Ethnic minorities have to be considered and portrayed as visible and valued members of the society in Germany. A governmental equality watchdog for print and electronic media could conduct race equality proofing with a view to combat negative portrayals of ethnic minorities in Germany. Additionally we recommend a race quota, as an excellent tool in order to increase the positive representation of ethnic minorities in media. 

4. The representation of minorities in public life: The representation of ethnic minorities in public life is another important factor for change in Germany. As we saw in the analysis part of this paper, a shared habitus towards workers of Turkish ethnicity prevents organisations from employing them, even when they are highly skilled. Changing the face of the public sector through race quotas would represent an important step towards better representation of ethnic minorities. It would also help to free the so far untapped potential of the ethnic minority workforce in Germany. It is not only the call for race equality, which shows us the need for the inclusion of ethnic minority workers, Germany cannot longer afford to have a central workforce drawn only from native born Germans. In Western Europe, it is widely acknowledged that the integration of ethnic minority working population potential is needed (Fokakis, 2000) in order to balance the effect of increasing labour shortages and insecure welfare states (Esping-Anderson, 2001) and in order to meet the challenge of the demographic change through ageing societies (Healy and Schwarz-Woelzl, 2007; European Commission, 2007). Unfortunately, the high unemployment rates among skilled ethnic minority workers demonstrate a lack of understanding that the face of talent is now very diverse in Germany. 

5. Ethnic monitoring: In order to make race equality policies effective and to ensure that its aims are being achieved, there is a need for ethnic monitoring (CRE, 2005). Ethnic monitoring can help to “reveal patterns of racial inequality; identify any barriers or obstacles that might account for the differences between racial groups; and help identify remedies to such problems” (CRE, 1992: 9). Without ethnic monitoring there is a substantial risk that people will just see the policy as paying lip service to race equality (CRE, 2005). We propose that public bodies in particular should be tasked to implement measures to prevent and combat race discrimination.   
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