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Abstract  

This qualitative study aims to investigate how a multinational company works to promote 

workforce diversity and inclusiveness, how native and immigrant employees and managers 

experience social integration and social relations in the workplace, and how the managers work 

to contribute to social integration and social relations in the workplace. Interviews have been 

made with thirteen participants working in the same company. Among the participants there 

are natives and immigrants, and there are managers and employees. The theoretical framework 

is based on habitus, on capital, and on symbolic interactionism theory. The previous research 

is based on workforce diversity and inclusiveness, on social integration, and on social relations 

in workplaces. The findings indicate that the managers involve in different initiatives to 

promote diversity and inclusiveness inside and outside the company. Most participants have 

positive attitudes towards the position of the company in its work with diversity and 

inclusiveness. The findings also indicate that social integration and social relations in the 

workplace are of extreme importance for the employees and the managers. Most participants 

have good experiences of social integration in their workplace as they have feelings of 

inclusion, belonging, and community. Social relations in the workplace seem to be extremely 

significant for meaning, job satisfaction, well-being, and job performance. In addition, the 

findings indicate that the managers work with multiple initiatives to contribute to social 

integration and social relations in the workplace. 
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Introduction 

Organizations worldwide are becoming increasingly diverse as global companies perform in 

many other countries and individuals migrate across national boundaries for work 

opportunities. Therefore, it is likely that individuals with different educations, experiences, 

backgrounds, and cultures work in the same workplaces. According to population projections, 

workforce diversity will be higher in the coming years (United Nations, 2011). The new 

developments in population structures in the more developed countries have resulted in a 

population dominated by aging. Due to continuously low birthrates and increased longevity in 

the more-developed countries, a large number of immigrants will be needed in order to sustain 

their current ratio of employees to retirees (Mor Barak, 2017). Simultaneously, developing 

countries are experiencing a growth in the numbers of young individuals and this combination 

of push and pull factors is moving the countries toward a more diverse workforce (United 

Nations, 2011).  

 

The increasing workforce diversity of today is an important challenge faced by societies and 

organizations, but it can also be a major asset. To obtain the benefits of a diverse workforce it 

is indispensable to create organizations in where all employees feel included (Mor Barak, 

2017). Thus, the workplace should be the key arena for inclusion and social integration. But, 

are organizations aware of the benefits of workforce diversity? How do organizations work to 

promote inclusiveness and social integration? Are there real feelings of belonging and 

community among employees with diverse backgrounds? Having better knowledge and 

understanding about these issues is very important for the current world in where we live. 

 

Furthermore, most of us spend a significant part of our adult lives at a place of work and work 

is not just about earning money or using and developing one’s own skills. It is also about the 

opportunity to be part of a community and to establish good personal ties. Individuals need 

good relations in working life, and thus performing a job in a social community is essential 

(Härenstam, 2010). Social relations in workplaces are necessary for individuals, but also for 

organizations in order to survive and develop. It is in social interactions that knowledge is 

transmitted, and that individuals and businesses develop (Berntson & Härenstam, 2010). Since 
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work is the place where most of the everyday interactions occur, studying the social relations 

of native and immigrant co-workers is crucial. Does the cultural background of employees have 

an impact on their social relations in the workplace? What are organizations doing to contribute 

to good social relations in workplaces? These are also important issues for the formation of the 

organizations of today. 

 

This study deals with workforce diversity and inclusiveness as well as the social integration and 

social relations of native and immigrant employees and managers in a multinational technology 

company, which has a branch in Sweden. From a sociological perspective, studying their 

different experiences of workforce diversity, inclusiveness, social integration, and social 

relations in the workplace, provide important insights for immigrants who intend to establish 

or who are already established in the Swedish labor market. It also gives insights for native 

Swedes who work in workplaces with diverse workforce or for those thinking about working 

in such workplaces. Lastly, it aids organizations and specially managers who want to gain a 

better understanding about this current and motivating area.  

Purpose and research questions 

The purpose of this study is to, through interviews, investigate and understand how a 

multinational company works to promote workforce diversity and inclusiveness, how native 

and immigrant employees and managers experience social integration and social relations in 

the workplace, and how the managers work to contribute to social integration and social 

relations in the workplace. To answer the purpose the following research questions have been 

formulated: 

 

• How does the company work to promote diversity and inclusiveness? 

• How do the employees and the managers experience social integration and social 

relations in the workplace?  

• How do the managers act to contribute to social integration and social relations in the 

workplace? 
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Definitions and central concepts 

In this study, workforce diversity refers to individuals with diverse backgrounds, cultures, 

educations, and experiences working in the same company. Inclusiveness refers to the practices 

or policies of including individuals into and outside the company. Social integration in the 

workplace refers to the feelings of inclusion, belonging, and community of the employees in 

everyday work activities. Social relations in the workplace refers to interactions, both verbal 

and non-verbal communication with co-workers and managers, inside and outside the company.  

Previous knowledge  

Before presenting the experiences of others, I want to inform the reader of this study about how 

I came to study this specific research topic. I am studying the final year of the master's program 

in personnel, work, and organization at Stockholm University. During the time as a student I 

have developed an interest for understanding the Swedish labor market. I am also interested in 

how the Swedish labor market addresses immigrants since I am a foreign-born. Studying 

workforce diversity, inclusiveness, social integration, and social relations in a multinational 

company that has managers and employees with different backgrounds is very interesting to me 

since we live in an increasingly global world where cultures are merging. My previous 

knowledge in combination with my own experience for this research topic, has led me to a 

deeper interest in the specific research questions.  

Disposition of the study 

This study is structured as follows: initially, theory and previous literature on the research topic 

are presented. The theoretical framework is presented based on habitus, on capital, and on 

symbolic interactionism theory. The previous literature includes research on workforce 

diversity and inclusiveness, social integration in workplaces, and social relations in workplaces. 

The section then concludes with theoretical application. Next, the research design and methods 

are presented. It includes choice of method, sample and selection, ethical issues, encoding and 

analysis of the material. It also includes the role of the researcher and methodological criticism. 

Following, the findings and data analysis are presented. The findings and the analysis are made 

thematically based on the experiences of the participants and based on the selected theories. 

Finally, the discussion is presented where the research questions are answered, and the findings 
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and the previous literature are linked together. The discussion ends with proposals for further 

research. 

Theory and previous literature 

Theoretical starting points 

The theoretical framework in this study is based on habitus, on capital, and on symbolic 

interactionism theory. Habitus theory argues that previous social experiences of the individuals 

influence their way of thinking, valuing, and acting (Bourdieu, 1980/1990). Capital theory 

argues that there are different forms of resources that are of importance for the position of the 

individuals within their social fields (Bourdieu, 1986). Symbolic interactionism theory argues 

that the interpretation of symbols and objects of the individual, drives individual behavior 

(Mead, 1934). 

Habitus and capital 

Habitus is systems of dispositions that allow individuals to act, think and orient themselves in 

the social world (Bourdieu, 1980/1990). Bourdieu argues that habitus is a result of social 

experiences and collective memories and manifests itself in the way the individuals think, feel 

and act. Habitus is a result of the background and experiences of the individual, and it affects 

how the individual experiences and acts in her environment (Bourdieu, 1980/1990). Bourdieu 

emphasizes that habitus is an inscribed knowledge developed by the individual through 

interaction with the social world, which makes the individual learn what values and actions 

constitute social structures (Bourdieu, 1980/1990). The individual is socialized into society 

through her habitus, indicating that conscious and unconscious knowledge of social structures 

is incorporated into the individual (Bourdieu, 1980/1990). Further, Bourdieu (1994/1995) 

points out that habitus determines the difference between what the individual regards as good 

or bad, refined or vulgar, but this difference varies between different individuals. Individuals 

with similar habitus have a lifestyle that resembles each other, and thus tend to think, feel and 

act in a similar way (Bourdieu, 1980/1990). Bourdieu has a class concept in which class is 

defined as a category of individuals who have similar positions in the social field, and the closer 

their positions are the more they resemble their habitus. Habitus should therefore be understood 
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in relation to how the class and structures in society are reproduced and transformed (Bourdieu, 

1980/1990). 

 

Capital according to Bourdieu (1986) is the values, resources and assets of a symbolic or 

economic character that are necessary for the individual to achieve a high status in society. 

Bourdieu (1986) states that there are cultural capital, economic capital, social capital, and 

symbolic capital. Cultural capital is expressed as the result of the investments of the individuals 

in time and work to learn and gain different knowledge, such as education, knowledge of 

culture, society and language. Economic capital is defined as property, tangible assets and what 

can be converted into money. Social capital is defined as the symbolic and material resources 

created by the social networks that an individual has access to. Symbolic capital is defined as 

what is recognized as a valuable asset. Symbolic capital is the most central capital because it is 

what makes cultural, economic, and social capital attributable to a value in a given 

context. Bourdieu (1986) argues that individuals who are recognized and valued more than 

others, get more of their capital, and thus they get a higher status. 

 

The concepts of habitus and capital by Bourdieu are closely related to each other since the 

habitus of the individuals is shaped by certain social conditions, in which the distribution of 

resources is important (Broady, 1990/1991). Bourdieu argues that the actions of the individual 

are always social and collective. Because the individual during her life, lives in and meets many 

different social environments, the way of acting and behaving of the individual is shaped by the 

different experiences that she has received during her life (Bourdieu, 1980/1990). The 

individual thus acquires a habitus which reflects in one or more different social contexts 

(Bourdieu, 1980/1990). The individual can consciously influence her habitus with the course 

of life, and this habitus can also shape the structure and society (Bourdieu, 1980/1990). The 

social origin is the basis for the habitus of the individual, but the individual can take advantage 

of her social experiences from upbringing, and thus learning new things in different new 

situations (Bourdieu, 1980/1990).  

Symbolic interactionism  

The main ideas of symbolic interactionism are derived from Mead (1934) and from Blumer 

(1969). By building on the earlier work of Mead, Blumer (1969) develops three basic 

assumptions on symbolic interactionism. The first assumption is that society is built up of 

individuals who act in relation to things based on the meaning that are significant to them. The 
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second assumption is that individual actions are designed by individuals that interpret different 

types of symbols used in social interactions with other individuals. And the third assumption is 

that group behavior consists of individual behavior linked by a process in which individuals 

interpret the behaviors of each other. Blumer (1969) emphasizes that individuals do not respond 

to the behavior of other individuals but react to their interpretation of the behavior of others. 

Human interaction occurs through symbols, interpretation, and individuals attributing the 

behavior of other individuals a given meaning (Blumer, 1969). Blumer argues that individuals 

are oriented towards each other in interaction, and in this process, they must interpret what 

others say and do. These interpretations are largely socially designed, and through this a social 

world is constructed (Blumer, 1969). Blumer claims that symbolic interactionism is central in 

the study of human behavior and group behavior, i.e. the individual and the group as part of 

society. 

 

Individuals are a result of social processes, even when individuals are born, society begins to 

train them (Mead, 1934). This is according to Mead, because the child needs to develop “the 

self”, which is something that is not there at birth, but occurs in the social experience and 

activity process. Mead (1934) shares “the self” in two dimensions, “I” and “me”. “I” is an ability 

that “the self” needs to respond to activities that are ongoing, i.e. the immediate, spontaneous 

and impulsive aspect of behavior. “Me” is the part of “the self” that contains norms, values, 

experiences and feelings that the individual has been involved in and experienced. “The self” 

changes constantly through “I” which takes over the initiative in the interaction from the past 

of “me”, and thus changes the way of the individuals seeing and acting towards the society. 

Mead (1934) argues that the consciousness of the individual arises when she becomes aware of 

her relations with other individuals and when she understands that she is a part of a social whole. 

Mead emphasizes that individuals consciously interact with society, with the gestures and 

significant symbols that they use when they meet other individuals. Mead (1934) develops two 

additional concepts, “the generalized other” and “significant others”. “The generalized other” 

is a shared collective consciousness consisting of norms, values and roles found and used in the 

specific society in which the individual participates and lives. “Significant others” are role 

models that exist in the consciousness of the individual, i.e. those individuals who are of major 

importance to the self-perception of the individual, such as family, relatives and friends. 
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Theoretical application  

In this study habitus is a useful theoretical starting point to investigate and understand who the 

regular form of behavior and practices of the participants have been significant for their 

experiences of social integration in the workplace. Habitus theory is also relevant to analyze 

how the norms for day-to-day behavior and practices in the workplace are guided by the habitus 

of the participants. It is interesting to investigate whether the habitus of the employees differs 

from the habitus of the managers since they do not have the same positions in the social field.  

Also interesting is whether the participants as they work in the same company, have a similar 

habitus based on the organizational culture, i.e. the norms, values, and practices that are the 

most appropriate in their workplace. Habitus theory is also central for this study since it 

provides the practical skills that are necessary to guide the actions of the participants into a 

unified action and practice within the company. This theory is a helpful tool since it regulates 

how participants should preferably relate to the working life, specifically how the employees 

and the managers should behave in the workplace. Furthermore, as different forms of capital 

are necessary for the individual to achieve a high status in society. It is interesting to investigate 

whether any form of capital of the participants could have contributed to their inclusion and 

social integration in the workplace. 

 

Symbolic interactionism is similarly a suitable theoretical starting point in this study since it 

focuses on human interaction in specific situations. Symbolic interactionism theory is useful to 

investigate and understand how the social relations in the workplace are formed in relation to 

things that are significant to the participants, how the participants interpret their social 

interactions, and how they attribute a meaning to those interactions. Symbolic interactionism 

theory is also relevant to analyze how the participants through interactions can change their 

way of experiencing and acting. Also interesting is if the participants are aware of their relations 

with their co-workers, if they experience that they are a part of a social context, and if they 

share a collective consciousness consisting of norms, values and roles in their workplace. 

Symbolic interactionism theory is also valuable for studying human behavior and group 

processes, i.e. how the individual and the group are part of society. Furthermore, this theory 

contains basic notions of reality that are useful for understanding the part of the social reality 

that we are trying to understand. In this qualitative study, based on the individual experiences 

of the participants, symbolic interactionism is a good theoretical perspective for studying 

individuals when they construct the social reality in which they live. Symbolic interactionism 
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theory is largely derived from the subjective, which is helpful when the intention is to study 

and understand how individuals perceive the part of the social reality that is of interest to the 

researcher.  

 

By studying the experiences of diversity, inclusiveness, social integration, and social relations 

of the participants in their workplace. The selected theories are limited to a field, namely to 

working life. 

Previous research  

The research fields relevant to this study are research on workforce diversity and inclusiveness, 

research on social integration, where the focus is on the integration of immigrants in 

organizations, and research on social relations in workplaces.  

Workforce diversity and inclusiveness 

Previous research has shown that diversity in workplaces can be a major asset to societies if 

well managed (Mor Barak, 2017; Triana, 2017; Patrick & Kumar, 2012). When managing a 

diverse and multinational workforce, managers need to understand cultural differences and to 

become competent in cross-cultural communication since communication can be interpreted 

very differently depending on the cultural orientation of a specific country (Mor Barak, 2017). 

Mor Barak highlights that effective interactions in diverse workplaces of today, depend in large 

part on the ability to convey a clear meaning that individuals in different cultures can understand 

in the way the communicator intends them to understand it. Additionally, understanding other 

cultures and communicating efficiently within them can promote trust, convey respect, and 

secure mutually beneficial deals (Mor Barak, 2017). 

 

Patrick and Kumar (2012) showed that successfully managing diversity can lead to more 

committed and better satisfied and performing employees. The external outputs and internal 

processes of an organization can positively be influenced by soliciting input from employees 

with different backgrounds, educations and life experiences (Patrick & Kumar, 2012). The 

authors also found that organizations with diverse employees showed to have a better 

understanding of the requirements of the legal, political, social, economic, and cultural 

environments. To increase inclusiveness in organizations the main strategies were by training 

employees to be aware of cross-cultural differences (Patrick & Kumar, 2012). Even though 
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diversity efforts in organizations concentrate primarily on management, it is likewise as 

significant to develop the awareness and skills of individual employees at all organizational 

levels (Mor Barak, 2005). van Dick, van Knippenberg, Hägelse, Guillaume and Brodbeck 

(2008) found that it depended on the beliefs of the individuals about diversity whether diversity 

had a negative or positive influence, and whether group identification was weaker or stronger. 

Thus, diversity in workplaces seems to be more positive when group members have a high 

value of diversity (van Dick et al., 2008). Organizations can achieve many goals through 

diversity according to Triana (2017). Triana emphasizes that a diverse workforce has extreme 

potential and can produce innovative solutions to complex problems when the employees are 

well managed, and when they value diversity (Triana, 2017). 

 

Mor Barak (2017) argues that inclusion is the key to unleashing the potential embedded in a 

diverse workforce. Thus, work organizations need to become inclusive inside and outside. It is 

necessary to create a work organization that accepts and uses the diversity of its own workforce, 

but also to be active in the community programs that support disadvantaged groups (Mor Barak, 

2005). Mor Barak underlines that an inclusive workplace is a part of its community by 

contributing to the well-being of it. An inclusive workplace will therefore support and finance 

activities, like mentoring vulnerable youths (Mor Barak, 2017). Furthermore, companies will 

benefit from socially responsible activities, such as advantages in recruitment, goodwill from 

employees, customers alike and better corporate image (Mor Barak, 2017). 

Social integration in workplaces 

Heterogeneous workplaces are the main arenas for the integration between native and foreign-

born populations (Kokkonen, Esaiasson & Gilljam, 2015). The authors found that natives who 

worked at varied workplaces were more likely than natives who worked at homogenous 

workplaces to have immigrant friends, that workplace diversity was very effective in generating 

interethnic friendships, and that workplace diversity was particularly helpful in building 

interethnic friendships among individuals with precarious socio-economic conditions. 

According to Valenta (2008) the workplace may be a key arena for social integration if certain 

conditions are fulfilled. Valenta found that the workplace was not always an arena that 

encourages the development of interethnic relations, some immigrants experienced the 

workplace as a source of personal confirmation and integration, while others experienced it as 

a source of non-belonging, exclusion and stigma. Furthermore, some immigrants were granted 

access into certain arenas, while others remained closed (Valenta, 2008). 
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Major, Terraschke, and Setijadi (2014) showed that foreign-born employees who felt included 

in the workplace often had co-workers and/or managers who dynamically supported and 

encouraged them in learning new skills and tried to connect with them through small talk. Social 

integration also involved feelings of connectedness and belonging in the workplace, 

opportunities for development and advancement, and the ability to gain employment at an 

appropriate level (Major et al., 2014). Language seems to play a central role in the social 

inclusion of foreign-born individuals in the workplace. Nelson (2014) found that interest in 

communication, combined with a high level of linguistic and cultural awareness, was as a strong 

contributory factor behind the successful integration and socialization of second language 

speakers into their immediate work team and in the workplace. Similarly, Lai, Shankar and 

Khalema (2017) showed that for immigrants, language and communication challenges were the 

most commonly challenges to workplace interactions. Study participants identified the 

importance of appropriate communication, teamwork, and building relationships and networks 

with co-workers, managers, and clients as essential for workplace integration (Lai et al., 2017). 

Friesen (2011) found that credentials recognition, related work experience and communication 

skills of the immigrants, were the three key elements of their access to and success in the 

workplace. When immigrant employees engaged in the process of integration, they became 

more aware of the nature of the task of acquiring various forms of capital and habitus.  

 

Lai, Shankar and Khalema (2017) showed that socio-cultural skills and professional values 

associated to awareness of and respect for cultural differences facilitated the workplace 

integration of immigrants. Furthermore, the authors found that professional field training and 

mentorship were important to support the workplace integration. Professional field training 

facilitated work experience, practical knowledge and skills, and connections with other 

professionals. Professional mentorship facilitated information and training needs, personal 

support, professional and workplace knowledge, practical guidance, and supporting 

professional network development. Schmidt and Müller (2013) showed that social cooperation 

and the mutual recognition induced by everyday interaction between immigrant and native 

employees in the working process, was of importance for social integration. Additionally, the 

employees who related to each other as co-workers and had common interests were significant 

to foster social integration (Schmidt & Müller, 2013). 
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Social relations in workplaces 

Social relations in workplaces have become increasingly significant for the organizations of 

today. Previous research has provided evidence that social relations in workplaces are of 

extreme importance (Bolin & Höckertin, 2010; Härenstam, 2010; Waldenström, 2010; Mor 

Barak, 2017). Härenstam (2010) showed that social relations were a requirement for meaning 

in the workplace and for developing an identity. Through social relations, trust was also created, 

and thus the opportunity to achieve common goals in the workplace (Härenstam, 2010). Argyle 

and Henderson (1986) found that social relations in workplaces were based on informal rules 

that were important because they enabled individuals to work towards common goals. The 

authors showed that there were two different forms of relations, personal-focused relation 

where individuals supported each other, and task-focused relation which was about the tasks 

(Argyle & Henderson, 1986).  

 

Bolin and Höckertin (2010) found that social relations between co-workers and managers, and 

between co-workers were significant since those relations constituted an important source of 

well-being in the workplace. Similarly, Waldenström (2010) found that support from managers 

and co-workers was of importance to mental health. An important aspect of social relations was 

that clear communication in the workplace contributed to better support, which could lead to 

less mental health problems (Waldenström, 2010). Nordin (2010) showed that lack of social 

integration and emotional support could lead to bad health, and thus lead to individuals 

choosing to change workplace. Good social relations also seem to be important for knowledge 

development and for effectiveness of the workplace. Berntson and Härenstam (2010) found that 

quality in social relations was important for performance in the workplace. It was in social 

interactions that knowledge was transmitted, and that individuals and businesses developed 

(Berntson & Härenstam, 2010).  

 

How organizations are managed have meaning for social relations in workplaces. Bolin and 

Höckertin (2010) showed that workplaces with low degrees of formal structures lead to more 

social interaction because more communication was required to carry out the job. Individuals 

who worked in workplaces where the organization was group-oriented had the best social 

relations (Bolin & Höckertin, 2010). Further, the authors found that depending on how a 

workplace was managed, it contributed to completely different conditions for good social 

relations (Bolin & Höckertin, 2010). Sanchez-Burks and Mor Barak (2005) showed that to 
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manage interpersonal relations in a global work context, it was necessary to understand cultural 

diversity and how it influenced relational and communication styles. Good working conditions 

also seem necessary for good social relations. Valenta (2008) found that by obtaining a long-

term employment, a good working atmosphere, and a prominent position within the job arena, 

enabled immigrants to establish good personal relations with their native-born co-workers. 

Research design and method 

Qualitative research method should be used for research when the researcher wants to develop 

a deeper understanding of the research question (Creswell & Poth, 2017:45). Since the purpose 

of this study is to create a deep understanding of how the company works to promote diversity 

and inclusiveness, and how native and immigrant employees and managers experience social 

integration and social relations in their workplace, I find a qualitative research method to be a 

suitable approach. Within the qualitative research method, I further identify the research 

questions as within the category of phenomenology. Creswell and Poth (2017:75) defines the 

phenomenological research as focusing on the common experiences of a group of individuals. 

Because I wanted to focus on the experiences of the participants, I determined that 

phenomenological research is best for capturing their common meaning of diversity, 

inclusiveness, social integration, and social relations in the company. Furthermore, I have a 

transcendental phenomenological approach, which focus less on the interpretations of the 

researcher and more on the description of the experiences of the participants. In this type of 

phenomenological approach, the researchers set aside their personal experiences as much as 

possible (Creswell & Poth, 2017:77-78). Difficulties regarding the phenomenological research 

can involve that the researcher needs to find individuals who have experienced the same 

phenomena given a research topic. Another problematic is that although the researcher set aside 

her or his personal experiences, the assumptions of the researcher may have an impact on the 

data (Creswell & Poth, 2017:81). 

Choice of method 

Interviews are one of the basic methods to gather data when using the phenomenological 

research (Creswell & Poth 2017:77). I assumed that interview is the best tool to answer the 
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research questions. I chose to gather my data through one-on-one interviews, since I wanted to 

describe the own views of the participants concerning the research questions. Problematics 

related to this method can be that it is time consuming, since the researcher must do a lot of pre-

work such as formulating interview questions, and post-work in terms of transcribing and 

coding. Other problems associated to the method is the difficulties in phrasing questions 

relevant to the research questions, as well as the asymmetrical power relation that can arise 

between the researcher and the participants during the interviews (Creswell, 2013:140). The 

gathered data in this study contains thirteen interviews. I used the thematic open interview, 

which is an interview form taken from Aspers (Aspers, 2011:144-149). This type of interview 

gives the researcher the opportunity to develop the conversation with the participants despite a 

predetermined structure. I designed a thematic open interview guide based on the following 

themes: background, social integration and social relations (Appendix 2). These themes were 

selected based on the purpose of the study.   

 

The interviews were conducted in 2018 during weeks 12 and 17. The interviews lasted between 

25 and 40 minutes. I agreed with the participants that we were going to sit in a place where we 

could talk undisturbed. Ten of the interviews were conducted at the workplace of the 

participants, one interview was conducted at a café in the city, another interview was conducted 

at an office in the city where some of the employees can also work, and another interview was 

conducted by telephone since the participant is established in another city in southern Sweden. 

The participants chose the place they wanted to be interviewed. I find it helpful that I could 

come to the company and see the workplace of the participants. On the other hand, I did not get 

any problem doing the interview at a café or by phone. All interviews were recorded with my 

cellphone. I chose to record the interviews instead of having to write down the answers of the 

participants. This made it possible for me to focus completely on what the participants were 

saying as well as being able to ask follow up-questions in cases I wanted to get more detailed 

answers. I informed the participants that the interviews would be recorded, the purpose of 

recording the interviews, and what I would do with the recordings before I began to interview 

them. All participants gave their consent to record the interview. Before the interviews started, 

I talked to the participants and told them a little about who I am and the purpose with the study. 

This was done with the intention of making the participants more comfortable in the situation. 

Ten interviews were conducted in Swedish and since three of the participants desired to answer 

in English, three interviews were conducted in English. The interviews began with simple 

descriptive questions like “Can you tell me about your job?” or “Can you tell me how long you 
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have worked in this company?”. The questions then were spontaneously based on the chosen 

themes and on what each participant told me. During the interviews, I was aware of the themes 

I wanted to ask them. I followed the statements of the participants to make it more like a natural 

conversation. It happened that the participants themselves raised different themes during the 

interviews, and then I just followed up the answers, for example by asking “How do you mean?” 

or “Can you develop it?”. My opinion about the interviews is that the questions were short and 

the answers long. My own experience of the interviews is that I was aware, present and focused 

attention on the participants. I listened carefully to understand their statements and to be careful 

not to add any subjective values in these. My perception of the participants is that they were 

willing to tell me about their experiences of diversity, inclusiveness, social integration, and 

social relations in their workplace. They showed commitment and interest when I was 

interviewing them. Some of the participants stated that I could contact them if I wondered 

something or needed to complete the interviews and some of them also wanted to read the 

completed study. 

Sample and selection  

It is of importance that the researcher has a relevant sample for the study. In a qualitative study 

it is necessary that the participants have information and understanding of the research 

questions that is valuable for the researcher (Creswell, 2013:125). The sample in this study were 

immigrant and native Swedish individuals working in a multinational technology company 

which employs over 500 employees. This criterion was because I wanted to examine diversity, 

inclusiveness, social integration and social relations in a large workplace where the employees 

had different nationalities. Furthermore, I believed it would be interesting to study whether the 

experiences of diversity, inclusiveness, social integration, and social relations in the workplace 

differ between immigrant and native co-workers. Another criterion for choosing participants 

was that some of them had managerial positions. This was because I assumed it would be 

interesting to study how managers in a multinational company work with diversity, 

inclusiveness, social integration, and social relations. 

 

To get in contact with participants who could best answer the research questions, I 

communicated with the HR-manager of the studied company. I was on a study visit to the 

company and I took the opportunity to ask the HR-manager if it was possible to do my study 

there. Then the HR-manager wanted me to write a letter both in Swedish and in English about 
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the purpose of the study. I wrote an official invitation letter explaining the purpose of the study, 

the individuals who I needed to interview, and ethical information was given (Appendix 1). The 

HR-manager forwarded the letter to some individuals who were considered be suitable for this 

study, and eight individuals including the HR-manager responded that they wanted to 

participate in the study. The rest of the participants were found by snowball, which means that 

two of the eight participants advised me of some other co-workers who would also participate 

in the study. Through these two participants I consequently found other five participants. All 

participants in this study work in the same company. The participants are eight women and five 

men, and they have different ages. Six participants are native-born, which refers to individuals 

born in Sweden whose parents also are Swedish. Three participants are from the second-

generation immigrants, which refers to individuals born in Sweden whose parents are foreign-

born. Four participants are foreign-born, which refers to individuals born in other countries than 

in Sweden. The participants belonging to the second-generation immigrants and the foreign-

born participants have ethnic backgrounds from six different countries. Five participants are 

managers and eight participants are employees. Among those who are managers there is one 

man and four women. Three are native-born and the other two are foreign-born.  At the time of 

the interviews the participants had worked in the company between eight months to nine years. 

I would argue that I have variation regarding the selection of the participants, which I see 

positive because I have received broad information and from different perspectives. 

Ethical issues  

The research ethics covers questions about ethical requirements for the researcher and ethical 

requirements for research focus and implementation. Researchers need to consider what ethical 

issues might surface during the study and to plan how these issues need to be addressed 

(Creswell, 2013:56). A very important part of the research ethics deals with questions about 

how individuals involved in research as participants should be treated. These individuals shall 

be protected as far as possible from injuries or violations concerning their participation in 

research (The Swedish Research Council, 2002).  

 

In this study, in line with The Swedish Research Council (2002), I have applied the four general 

requirements for research which aims to provide guidelines that researchers must relate to: 

information requirements, confidentiality requirements, consent requirements and utilization 

requirements. I considered the information requirement by the participants receiving 
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information about the study (The Swedish Research Council, 2002:7). The participants received 

an invitation letter about who I am, the purpose of the study and the reason for the interviews. 

This information was then repeated before I began to interview each of them. I considered the 

confidentiality requirement, through conscious caution in handling personal data and collected 

material (The Swedish Research Council, 2002:12). I guaranteed the participants anonymity. I 

did not indicate the name of the company they work for, I did not indicate their position in the 

company, I did not use their names, and I also did not indicate which countries the foreign-born 

participants come from. I considered the consent requirement by informing the participants that 

participation was voluntary and that they were entitled to interrupt their participation, and they 

did not need to explain why. Before each interview began, I asked if it was acceptable that the 

interview was recorded (The Swedish Research Council, 2002:9). I considered the utility 

requirement by informing the participants that the collected material is only used for this study 

and that the material should be deleted when the study is completed (The Swedish Research 

Council, 2002:14). Additionally, the participants have been told that they can contact me if they 

are wondering about the study and they are offered to take part in the completed study. 

Encoding and analysis of the material 

When the interviews were completed, the transcription began. Analysis of the material already 

began during the transcription.  All interviews were transcribed entirely and focusing on both, 

what has been said and how it has been said. To create a material that fulfills the purpose of the 

study, I read through the interviews several times and then I chose to exclude smaller parts that 

could reveal the identities of the participants and the identity of the company. Parts of the 

interviews that were not considered relevant for the study were also excluded. Then I rewrote 

the statements of the participants. The shorter versions of the interviews were written out and 

read through again, and next the coding was started. The coding consisted of inductively 

generated codes, which refers to codes based on the statements of the participants. The coding 

was done using the margin method (Aspers, 2011:185), which means that the current code is 

marked in the margin of the material with a selected color pen. When I found something in the 

transcribed interviews about social integration, it was marked with red, and when something 

was about social relations, it was marked with blue, and so on. I used seven cods: diversity and 

inclusiveness, social integration, cultural differences, language, social relations, support and 

help, and strategies to promote social integration and social relations. I chose those codes 

because they were the main themes that the participants told me about. When all prints were 
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encoded, I wrote the findings together based on each respective code. The findings consisted of 

a lot of relevant information for this study, which implied that it could not be presented in its 

entirety. I analyzed the data by reducing the information to significant quotes and combine the 

quotes into themes. Although I tried to set aside my own personal experiences, it is possible 

that my understanding of the topic has influenced how I interpret what the participants have 

told me, and this subjective interpretation affects the analysis. The analysis is abductive, which 

indicates that it is based on the statements of the participants and on the theoretical framework, 

i.e. on habitus, on capital, and on symbolic interactionism theory. 

The role of the researcher and method criticism 

The reflections of the researcher on his/her role, and how the role influences those the researcher 

interacts with, is important for the outcome of the study (Aspers, 2011:66). The fact that I as a 

foreign- born, enter the interview situation with a strong interest in the subject, may have caused 

some of the participants to identify with me, and thus open more to me and tell me more about 

their experiences on the research topic. Even though I tried to set aside my own personal 

experiences, it is possible that through my presence and what the participants knew about me, 

I influenced some statements I received. On the other hand, I gained access to valuable 

information which might not be available to any other person who did not share any of the 

background of the participants. 

 

The choice of method is of extreme importance to the data material. It is possible that the 

findings of this study had been different if I had conducted another qualitative approach, if I 

had interviewed individuals working in another company and/or in another industry. Also, if I 

had interviewed only native-born or only foreign-born individuals, or if I had interviewed only 

managers or only employees. Doing a phone interview is not optimal because it does not create 

the same disposition and in-depth conversation than when communicating face to face. 

 

Within qualitative research, generalizations are made into a larger population with careful 

assessments (Arne & Svenssons, 2015:27). Thus, this study with individual interviewees does 

not constitute a general truth neither for all companies or regions, nor for native and immigrant 

employees and managers. 
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Findings and data analysis 

When conducting phenomenological research, it is important to highlight significant quotes that 

provide an understanding of how the participants experience the phenomenon (Creswell & 

Poth, 2017:79). The findings and the analysis are made thematically based on the experiences 

of the participants and based on the theoretical framework. The findings and the analysis are 

presented on these themes: diversity and inclusiveness inside and outside the company, 

experiences of social integration in the workplace, cultural differences for experiences of 

integration, habitus and capital for workplace integration, experiences of social relations in the 

workplace, support and help for workplace relations, symbolic interactionism for workplace 

relations, and strategies to promote integration and relations in the workplace. Since the 

majority of the interviews were in Swedish, most of the selected quotes have been translated to 

English. The presentation of the findings and data analysis ends with a discussion where the 

research questions are answered. Furthermore, the findings and the selected previous research 

are linked together in the discussion, and proposals for further research are presented. 

Diversity and inclusiveness inside and outside the company 

The company has a vision to help individuals and organizations to succeed better. The company 

has different initiatives to contribute to inclusiveness in societies, depending on where the 

company is located. In Sweden, the company collaborates with voluntary organizations, which 

in diverse manners reach out vulnerable individuals. A manager points out that it is about a 

longer-term work where the purpose is to help support the workforce of the future. She 

communicates: 

The company is philanthropic in the way we want to do good and we will give back to society in different 

ways, so there are different initiatives depending on where in the world the companies are. Here in 

Sweden, we do many things related to integration, we work with volunteer organizations where we 

support them in different ways so they in turn can support young people in different ways, so it is a 

longer-term work that deals with future workforce. 

A manager emphasizes that inclusiveness is more about working on a recruitment perspective 

with diversity. It seems important for the company to continue working with other organizations 

in order to reach out to other individuals. The manager states that inclusiveness should be 

ongoing in all everyday situations and actions: 
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Even more importantly and even more clearly, what we need to do through other organizations […]. 

Inclusion from Monday to Friday on the company's corridors, in the skype conversation. It is all about 

inclusive behaviors. 

A manager expresses that the management team works to be a model for their employees. She 

highlights that it is central to work in an inclusive process where other individuals can feel 

included, through the company inspiring and helping them: 

My work with the management team here, which we then push down to the employees, is about having 

an insight on what we leave behind that may strengthen inclusion […]. So, for me it is about inclusive 

work and how we work with perception at school. We help girls in this case to find role models, and 

not because they just need to work at this company in the future, but because we want them to open to 

study topics like coding, to inspire more girls in technology, but it is also more about inclusion.  

The managers encourage their employees to use their knowledge even outside the company. 

One example of promoting inclusive behaviors among the employees is volunteering days, 

where the company pays its employees to work in a voluntary organization. By taking 

responsibility, and by providing opportunities for more responsibility, the managers expect that 

the employees have an increased work ethic and that they feel that it is pleasing to work in the 

company. A manager expresses: 

We tell our employees that we would like them to also use their knowledge outside the company, and 

therefore they get paid working hours three days a year to get involved in the organization they want, 

but it is driven by the individual, it is not something we tell them they must to do. But on the other hand, 

we believe in giving prerequisites and inspiration […]. 

The company develops different practices to contribute to inclusiveness outside the company, 

such as homework help and lectures in the suburb. An employee communicates that he has 

previously worked as a volunteer and that it has been largely on his own will, as a role model: 

The company has run various initiatives such as homework help, we have worked with this in the 

suburb. I have also been lecturing at some schools. It has been a bit on my own initiative as a model. 

The company also works with other initiatives to endorse diversity and inclusiveness. One 

initiative is by collaborating with a voluntary organization that works to help new arrivals 

academics to establish in the Swedish labor market. The company has some mentors in that 

voluntary organization. A participant who is mentor there communicates: 

The company engages in a lot of social responsibility […] we participate in a mentoring program that 

tries to help newly arrived academic immigrants, I am a mentor there and we help them to come here 

and tie up contacts.  

Similarly, a manager tells about an initiative of inclusiveness where the company has helped 

newly arrived immigrants into an internship and/or a permanent job: 
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[…] we worked with LinkedIn for a while to systematically look at internal roles, and we could help 

new arrivals into an internship and could give some of them a permanent job in the company.  

As another initiative of diversity and inclusiveness, the company also participates in a political 

event where the focus is to highlight the importance of employing individuals from different 

backgrounds, and the importance of adapting its products to different individuals in working 

life and in society. A manager expresses: 

[…] our CEO talk about what we think is important when we employ based on diversity, but also about 

how we develop products so that every person regardless of background or disability can participate 

in society or at work. 

The company strives to have an organizational culture that is aware of diversity and 

inclusiveness, and that values different individuals. An employee tells: 

Diversity and inclusion feel like a very clear part of our culture as a company. There is awareness that 

we are different as people, we have different backgrounds, cultures, languages, religions and sexual 

orientations, and I feel that the management team is aware of it.  

The management team aims to engage further in activities related to diversity and inclusiveness. 

Their ambition is to continue working on such issues. A manager expresses: 

A year ago, the management team decided that this year we will add extra attention to diversity and 

inclusion. This means that we have done everything from very small activities to a much more 

comprehensive strategic project based on diversity and inclusion issues. 

Although it indicates that the company has diversity and inclusiveness policies, and that the 

management team is aware of and works with various initiatives to promote diversity and 

inclusiveness, some participants point out that the company needs to do even more. A manager 

explains that the company tries to employ a diverse workforce, but the company does not have 

a clear guideline to include those individuals who start working there. He communicates:  

We talk a lot about diversity and inclusion, but unfortunately, we are pretty bad at that. We work in the 

way that we try to employ people from other backgrounds. We also allow people to get into the current 

environment and that they get through the work, rather than having a clear inclusion strategy.  

Some participants indicate that diversity and inclusiveness is not simply about having a good 

distribution between women and men, but it is also about employing individuals with diverse 

ethnic backgrounds, particularly in this company as its business are based on products and 

solutions. The participants communicate that there are not many foreign-born individuals in the 

company, and thus it is necessary to bring in diversity that is more ethnic. They would like to 

have more co-workers from different ethnic backgrounds. One of those participants voices: 

We have diversity, we are one of the best in the industry for women and men, but diversity is not just 

about integrating women into a job. Diversity is also from other perspectives, such as religion and 
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culture. It should reflect society, especially if we work with products and solutions that will benefit 

everyone in society. So, I think we have a long way to go to get this diversity in the ethnic background. 

There are still quite few people with a foreign background here and I would like to see more. 

Similarly, a participant states that the company in Sweden focuses excessively on gender issues, 

where the company tries to bring in more women. He emphasizes that there are many other 

aspects of inclusiveness that the company does not focus much on: 

Here in Sweden diversity is just a question about women or men. To me who has a different background, 

there are many other aspects, including things like sexual orientation or if you have a disability. Those 

things do not live up as women's issues, which I do not want to underestimate, it is obvious, but most 

of these things are usually lost, so in Sweden I would say It is necessary to do more. 

Few participants point out that it is necessary that the company do much more to contribute to 

diversity and inclusiveness. They believe that some individuals in the company do not have a 

good understanding of diversity and inclusiveness. A participant expresses: 

The guidelines that are available here are very inclusive, but the reality is that we are people and some 

of the people who work here do not automatically understand diversity […]. It is important that all the 

fine words used, that they actually are lived up to. 

A manager points out that the company has good initiatives of diversity and inclusiveness, but 

that the company has a strong Swedish culture, and this makes it difficult to change the culture 

of a country simply because the company works with these issues. She states: 

There is a good intention and attention on these topics of diversity and inclusion, but here is not the 

easiest place in the world to move to. First of all, there are not many people outside of Sweden coming, 

and then here you do not change the culture of the whole nation just because the company does 

something.  

An employee who has previously worked for the same company in another European country 

experiences that the company in Sweden needs to become more diverse and inclusive. He 

highlights that more acceptance and openness are needed, which also could contribute to good 

relations in the workplace. He expresses: 

There it was more international and multicultural, there were more people from different countries and 

I had many good friends. It is necessary to do more here in Sweden for inclusion, more acceptance and 

openness is needed. 

Experiences of social integration in the workplace 

Most participants have good experiences of social integration. Both native and immigrant 

employees and managers experience that it is of major importance to feel included in the 

workplace. They believe that social integration is necessary to feel welcome. A participant says: 
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Integration is very important, I think it is important that everyone feels welcome, nobody here wants 

someone to feel excluded. Everybody wants everyone to feel included.  

The participants experience that there are feelings of inclusion, belonging, and community in 

the workplace. They also experience that it is advantageous to have diverse individuals in the 

company since everyone can contribute with different perspectives. A participant tells: 

Here I feel at home because there are people who have different backgrounds and cultures, it is a very 

diverse environment, and everyone can add something. It is good with different types of thinking. 

Some participants experience that the company has an intention to integrate different 

individuals, and that the company actively integrates its new employees when they start 

working there. A participant voices: 

The company is very open and does much at the start when hiring people, they are very interested in 

other people too. I feel integrated. 

The participants in general experience that it is interesting and enjoyable to work in the 

company. They like the vision of the company where they feel included and can influence and 

provide response. A participant expresses: 

I like my colleges and the company very much, it feels fun to work here. It is interesting to work here, 

the vision the company has, that we have a lot of opportunity to influence and give feedback. 

Some participants who have foreign backgrounds experience that because they work in the 

company, they are well integrated in the labor market. However, they believe that it is difficult 

to integrate into the Swedish society when not working in a company that is open to different 

ethnic backgrounds. A participant communicates: 

It is not easy to integrate with Swedes, here it takes time to create new friends, but because we are in 

the same environment, in the same team, we are working together, so it is easier. When you start here 

you get more friends, but new people that you do not have a connection with it is not easy. 

Another participant shares the experience that since the company has few social codes, it was 

easy for him to obtain the job. However, he states that the social codes in Sweden is a barrier 

for individuals with ethnic and cultural backgrounds to establish in the Swedish labor market: 

Because this company has very few social codes, it is easy to start working here […]. There is never a 

job application that explains that you must be able to use the Swedish social codes. 

Even though most of the participants are positive about how the company integrates its 

employees, some participants experience that the company should do more to contribute to a 

better social integration in their workplace. A participant who has previously worked for the 

company in another country experiences that the company in Sweden does not do enough for 
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those who come from other countries. However, the company does much more when integrating 

individuals who have not previously worked in the company. The participant states: 

The integration in terms of the Swedish team that I am part of is very good […] but we do not put 

enough focus on employees who come from other countries, sometimes we take them for granted. When 

you come from another country, people do not think that you need that much integration, especially if 

you are coming from the company but from another country. It is like you know everything, you are 

kind of expected to adapt. But, when it is people coming from Sweden from other companies, I think 

we do a bit more, because then you do not know the company, so you need to learn it. 

A participant who is a native-born and manager emphasizes that Sweden as a country needs to 

do significantly more for the integration of newly arrived immigrants into the labor market. 

Integration in the workplace is essential, and everyone regardless of ethnic background or 

language skills should feel integrated. He expresses: 

When I notice that we in Sweden are quite bad at integrating new arrivals in the labor market, it is 

embarrassing, we should be able to do a better job […]. So, integration is very important in a job, you 

should be able to work and enjoy your workplace, whether you can speak Swedish or not. 

A participant experiences that it is extremely important to feel integrated in the workplace. On 

the contrary, the employees will leave the company or will not be satisfied in the company. He 

points out that the managers should ensure that the employees feel included:  

 The job is mostly about the relation between colleagues and the boss and to feel integrated and part 

of the company. Otherwise, you will never be long lasting in an employment or if you are long-term, 

you will go around and be dissatisfied with your position, so it is really important to have integrated 

employees. 

Some participants experience that the way they become integrated in the workplace is largely 

dependent on their team and on their manager. A participant tells:  

I think the company looks for different people in each team, they have a pretty good look that there are 

young people, women, people with different backgrounds, and that the teams are quite mixed. 

Some managers emphasize that based on the vision of the company, they will prioritize how 

they will continue to work to empower social integration in the workplace. A manager says: 

The company's vision is about ensuring that everyone, regardless of condition or background, can be 

involved. So, the purpose of the company becomes very clear in what we prioritize to talk about or do. 

Cultural differences for experiences of integration 

Some participants experience that there are cultural differences in the company, which is 

significant as it can contribute to reflection on their own culture and on other cultures. They 
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also consider it good because the company can benefit by integrating individuals with different 

perspectives and backgrounds. A native-born employee communicates: 

It is clear that there are cultural differences, how we express or approach, and sometimes we also 

reflect on our culture here in Sweden. Sometimes one must think that people can perceive people in 

different ways. But it is also so exciting because it gives for different types of perspectives, and it feels 

like the company welcomes different perspectives and different backgrounds. 

A foreign-born employee also points out the importance of integrating individuals with different 

ethnic backgrounds for the company to gain multiple perspectives. He believes that the 

company should analyze which perspectives are missing, and act based on it. He states: 

 We come from different parts of the world, with different cultures, traditions and religions. It is 

important to get it in an organization to get many more perspectives than just the Swedish perspective. 

To look around the organization and see what is missing and then act on how we can solve it.  

A native-born manager emphasizes that it is of importance to clarify cultural differences. 

Working with cultural differences is also a manner of integrating the employees in the 

workplace. On the other hand, some participants experience that they do not reflect much on 

cultural differences, but that there is a Swedish culture in the company and an organizational 

culture based on an appreciation for the company. A native-born manager expresses: 

 We do not reflect much about we differentiate from other cultures. I absolutely believe that there is a 

Swedish culture here, but there is also an organizational culture that is most about liking the company. 

A foreign-born employee experiences that the organizational culture found in the company 

enables the integration of different individuals. She believes that for her as an immigrant, it was 

easier to get a qualified job in a multinational company. She voices:  

In this company there is a good social environment because it is an international workplace. It is a 

different culture in this company even if it is in Sweden, so I think it is much easier. I wanted to work 

for a global company because I knew it would be easier to fit in. 

Some participants experience that in Sweden there is a culture of including everyone and having 

respect for each other. A native-born manager points out that the company strives for all 

employees to be involved in ongoing organizational processes. She communicates: 

Here in Sweden we have a culture that is about consensus, we discuss, we like to include, we want to 

explain. For me this is ingredients that people living in Sweden want […]. 

A foreign-born participant also experiences that in Sweden the culture is about everyone being 

involved, which she experiences as positive since everyone in the company can easily be 

integrated. She tells: 

Here in Sweden, it is all about everyone being able to discuss and be involved, which was a bit irritating 

for me. But it is good for integration, and that the company is quite flat may also help the integration. 
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Habitus and capital for workplace integration 

According to habitus theory (Bourdieu, 1980/1990) how the participants experience social 

integration is influenced by their background and different experiences, and it also affects their 

way of thinking, valuing, and acting in their workplace. The regular form of behaving and 

practicing of the participants seems to have been significant for their experiences of social 

integration. Because the participants have different backgrounds and experiences, it affects how 

they perceive integration in the workplace. Ethnic background, age, gender, education, work 

experience, and socioeconomic status are factors that can affect how they consider integration. 

Thus, the norms for everyday behavior and practices in the workplace seem to be shaped by the 

different experiences that the participants have received during their life, just as Bourdieu 

(1980/1990) argues. In agreement with habitus theory, a manager emphasizes that individuals 

have their own history, and thus it is important that everyone in the company become aware of 

most individuals have a preconceived opinion of other individuals. She expresses: 

It is about becoming aware of the prejudices that we have, and about carrying your own history […] 

because most of us often have a written meaning or image of how a person is.  

Bourdieu (1980/1990) defines class as a category of individuals who have similar positions in 

the social field, and the closer their positions are the more they resemble their habitus. Although 

the managers and the employees do not have the same positions in the social field, the habitus 

of the managers does not seem to differ much from the habitus of the employees. There are 

individual differences and diversity, but there do not seem to be major group formations, i.e. 

there do not seem to be much distinction between the position of the managers and the position 

of the employees. Some participants experience that there are no major differences between the 

managers and the employees since everyone in the company has the possibility to influence. A 

foreign-born manager states that in Sweden there is less hierarchy. She experiences that it is 

good since everyone in the company can be included, but this makes the processes of the 

company slower. She voices: 

It is different here. There is no merit to the title. If you are a manager or if you are a young employee, 

I do not see the difference in between, which is good. I like it, is more relaxed. On the other hand, 

sometimes you lack clarity, because it is very flat everybody wants to be involved. 

On the other hand, the participants seem to have a similar habitus based on the norms, values, 

and practices of the company. This means that they can have a similar habitus because they 

have learned new things in the company, and therefore they tend to think, value, and act in a 

similar way as stated in Bourdieu (1980/1990). The fact that the managers and the employees 

can have a similar habitus can contribute to the strong organizational culture that seems to exist. 
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The habitus of the participants seems to be guided into a unified action and practice within the 

company, as they seem to have common goals. A participant communicates: 

[…] already in the culture of the organization there is a large part that says that the company wants 

these people who are open and want to be integrated. 

Cultural knowledge and linguistic capital seem to facilitate habitus, especially for the foreign-

born participants. All participants in this study have high cultural capital in terms of education, 

degrees and qualifications. However, a few participants lack knowledge of the Swedish 

language, which has complicated their social integration in the workplace. They experience that 

if they had had more knowledge in Swedish, they could have become significantly more 

integrated. A foreign-born participant tells: 

 It is good to speak Swedish to become more integrated. I feel that you are judged for not speaking 

Swedish, which is okay because I judge myself as well. In any country, you expect people to speak the 

language, and it is very strong in Sweden, but it makes sense. I think that the only thing that really 

prevent you from full integration is the language. It is super important to know the language.  

Another foreign-born participant who has knowledge of the Swedish language experiences that 

she could integrate fast into the workplace because she spoke a little Swedish when she moved 

to Sweden. She has always been interested in the Swedish language, which has contributed to 

her integration since she feels that she has received more acceptance from native-born. She 

expresses: 

 It helped me that I spoke a little Swedish from the beginning, and that I have always tried to speak 

Swedish, maybe you get another acceptance if you show that you want to learn Swedish and that you 

are interested. I think the Swedes appreciate it.  

In line with Bourdieu (1986) cultural capital seems to be a resource that is essential for the 

position of individuals within their social fields. Cultural capital in terms of linguistic 

knowledge seems to be necessary to the social integration of the foreign-born participants 

whom do not speak Swedish. For the foreign-born participants who know the language, it seems 

easier to develop other forms of capital according to Bourdieu (1986), such as social capital, 

i.e. the resources created by their friendships and social networks in their workplace. 

A foreign-born participant who do not speak Swedish experiences that there is a pressure on 

learning the language. She believes that not everyone should need to learn a new language when 

the intention is not to stay in the host country. Since the company is multinational, there should 

not be a problem to communicate in English. She states: 

 […] people come here not to stay in Sweden their whole life, so less pressure on learning the language 

for instance. This is an international company and people cannot learn a new language every three 

years, some people might, but majority wont. 
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A native-born manager emphasizes that the Swedish language is of less importance to be able 

to perform a job, especially when the employee speaks English. He believes that it is necessary 

to adapt the workplace so that the employees who do not speak Swedish can understand the 

information, and thus can integrate. He communicates: 

I just employed a woman who is from USA and she does not speak Swedish. We wonder if we are ready 

to employ someone who does not speak Swedish in that kind of role with very much exposure to different 

languages [...]. What becomes very clear is that when she starts is that we have a lot of information in 

Swedish, which she needs to understand in a good way. So, we told our communicators that we need 

to make sure to get it in English because it will be important here and on. 

Depending on the manager and on the position, language can be more, or less important. A 

native-born manager points out that the ethnic background is of less importance when 

employing someone, as the recruitments are based on competences. However, it is important 

that the new employee has knowledge in Swedish and English. She expresses: 

It has almost never been interesting where you come from. Perhaps with language, it has been so that 

you need to be able to use Swedish and English to fit in and to enjoy the work […]. 

In consonance with Bourdieu (1980/1990; 1986) habitus and capital, particularly cultural 

capital, seem to be necessary for the successful integration in the workplace. 

Experiences of social relations in the workplace 

All participants have good experiences of social relations in their workplace. They believe that 

it is of extreme importance to have good social relations for meaning, for job satisfaction, and 

for well-being. A participant communicates:  

Social relations are very important. It should be fun to be at work and have fun with colleagues. I need 

to feel that I have some kind of personal relation with those I work with. 

A participant experiences that social relations in the workplace are of more importance than 

working in the dream company. He expresses that co-workers are very important, as it is the 

employees that form the company: 

Social relations are very important to make you feel comfortable and good, it is even more important 

than the company I am working on is my dream company. It is more important to feel that I can talk to 

someone here both privately and professionally than not having fun colleagues, but my job is fun. I 

would not like it. It is the people who make the company. 

A manager points out that social relations are necessary for a company to be successful. It is 

central that the employees are satisfied and that they feel they have managers and co-workers 

who care about them, in order for them to stay in the company. She voices: 
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[…] you must feel that you have someone who cares about you and who wants it to work well for you, 

if you have it in this way, you feel much better at work. It is not just achieving the goals, there must be 

a community to succeed and for people to choose to stay. 

Another manager emphasizes that it is central to have good relations with co-workers to build 

trust in each other. She experiences that it is necessary to trust co-workers for a team to do a 

good job. Trust and confidence grow when co-workers know each other better. She says: 

[…] everyone does not have to share all their private if they do not want to, but to feel that we know 

each other a little bit anyway. This kind of social interaction I think works better for teams and for 

colleagues to feel that they have confidence in each other. To get a team to work well, they need to 

trust their colleagues. I believe that trust and confidence come if the employees know each other better. 

Some participants experience that social relations are important for better job performance and 

for a good working environment in the workplace. A participant tells: 

Social relations are definitely important. I feel better if I go to work and I have people I like, and we 

can talk about private things, laugh and have fun together. I feel safe when I have a good working 

environment, and I can perform much better, otherwise it is much harder. 

Social relations in the workplace seem to be significant for the employees to get positive energy 

from co-workers, and thus to perform better, which can also help to find collective solutions. 

Since work is a major part in the life of the individual, good social relations in the workplace 

seem to be very important. The following is said by two participants: 

P1: I think that if you create good relations, you get a lot of energy from others and you do a better 

job, and you may come to common solutions faster [...]. 

P2: Because the job is a big part of life, you must feel good in the workplace. For me it is about the 

social aspect, when I meet my colleagues, it gives me some more energy to come to my job […]. 

Most participants experience that there is a social environment in the company where the 

managers and the employees can socialize and get to know one another better. Everyone who 

works in the company seems to be welcoming and open. Two participants communicate: 

P1: There is a social element at work which is very nice. My team usually goes to lunch together. We 

have coffee after lunch, we just sit there and talk about completely non-work-related things. 

P2: The people that I am working with are friendly and open and I have conversations with them. I eat 

lunch together with people I know almost always. And if I do not know people we join and eat together, 

even If I do not work with them.  

Because there seems to be a good social environment in the company, most participants 

experience that it is easy to establish social relations. Most participants feel welcome in the 

company. Two participants tell: 
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P1: It is easy to establish relations in the office, people are open and friendly. They are very helpful, 

lot of the young people here are nice and very interesting. I am very happy in this company. 

P2: It is easy to establish relations with the people here, I feel very welcome when I come here. It is 

easy for me to talk to people in this company […]. 

A foreign-born participant experiences that it is easy to establish work-related relations as she 

can socialize with the managers and the employees. However, it has not been easy for her to 

establish friendships in the workplace. She also experiences that native Swedes are not friendly 

outside their job. She expresses: 

It is easy to establish working relations and easy to establish friendly relations but not friendships. 

Very easy to talk too, easy going with people, but anything beyond that I do not see. If you are new in 

a country in some environments people invite you home or invite you to go out. In Sweden I have not 

had that, so the only people who have invited me to their homes are not from Sweden. 

Most participants experience that there are always managers and co-workers to talk to, as they 

can have a dialogue with different individuals in the company. They can turn to different 

individuals in the company depending on the questions and on what they feel. There are also 

opportunities to socialize with individuals from different teams as there are areas that extent all 

teams. Two participants voice:  

P1: If we have something we want to lift, we can always talk to someone in our team, with a colleague 

or with my boss, depending on what I want to talk. I know that I can go to different people. 

P2: I have mentors and colleagues in the same team, and colleagues in other teams, and we get to know 

each other since we have areas that span all teams. Sometimes people from different teams join, and 

then I get to know other people I usually do not work with […]. 

A participant experiences that she can also talk to her co-workers about very private issues, as 

if they were friends. She communicates: 

We can talk about things that are job-related but also about private things, like what we are going to 

do on the weekend. It is very mixed, but they are mostly private things, we talk about problems we have. 

We basically talk about everything like we are friends. 

Some participants have become friends with their co-workers and they meet in their free time. 

Some foreign-born participants experience that it takes time to enter the Swedish society, but 

they believe that they could easily make friends in their workplace due to the organizational 

culture of the company. Two foreign-born participants tell: 

P1: I am very grateful and surprised that I have gotten so many new friends at work. I think this is a 

company's thing that I got fast friends, not just colleagues, but we meet privately. Sometimes we meet 

for after work, we have also been on holiday together. 
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P2: I have gotten friends since I started in the company, I think if I had moved here and worked in a 

typical Swedish company it would have been harder to find friends. I think it takes some time to get 

into Swedish society, at work I have found friends but not so many friends outside the job. 

On the other hand, a foreign-born participant states that she has not become friend with any co-

worker. She believes that individuals in Sweden do not usually meet with individuals from work 

in their free time, since they have their own friends outside their job. She says: 

Here I do not have any contact with my colleagues in my free time, because it does not happen 

spontaneously, here I do not see the spontaneous thing of that social interaction happening around me. 

I think people here generally are not social too much outside the work with people from work. 

Most participants experience that it is as easy to establish social relations with immigrants as 

with native Swedes. However, there can be preferences based on their cultural and ethnic 

background. A foreign-born participant experiences that it is easier to establish social relations 

in the workplace with other immigrants, since he also is an immigrant: 

It is easier to make relations with other immigrants, because then we are both immigrants, we have it 

in common. I generally can make relations with both immigrants and Swedes, but it is fun if I see any 

immigrants coming, so we can joke a little about the fact that it is mostly Swedes here and we are few. 

A native-born participant experiences that she can establish social relations in the workplace 

with both Swedes and immigrants. However, it may be easier to understand someone who has 

the same culture and language: She tells:  

I can become friend with other Swedes and with immigrants, but sometimes it can be easier to talk to 

a Swede, perhaps because we speak the same language and we understand each other better. 

A native-born manager underlines that the establishment of social relations in the workplace do 

not dependent on the knowledge of the Swedish language, but on the necessity. He expresses: 

Establishing relations has nothing to do with if someone speaks Swedish or not. I think it is more if I 

need to solve this problem then I find someone, and I establish a relation based on it, rather than there 

is a person who cannot speak Swedish. 

Support and help for workplace relations 

Most participants emphasize that they receive support and help in their workplace. They 

experience that the managers and the employees are helpful and that they can always ask for 

advice. Two participants communicate: 

P1: Professional advice is very helpful in this company. If you have a question or if you need something, 

they will always help […].  

P2: There are many who are very helpful, everybody helps each other, so if someone has a question, it 

is not embarrassing to ask […]. 
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Some participants point out that they receive support and help from managers and co-workers, 

but they also support and help their co-workers. A participant expresses: 

I get support from my direct manager and then from my colleagues where I can go to them at any time 

and ask for help or anything else, and they can come to me as well. It is an open exchange […]. 

A participant accentuates that he has changed position because he wanted to work closer to his 

co-workers. He experiences that it is significant for him that they can support and cover each 

other. He tells: 

I have changed my role just because I wanted to work with others, and today I work with five people 

who work with the same customers. So, we meet often, and we support and cover each other. 

Some participants experience that when new employees start working in the company, they 

receive a lot of help and support. A participant says: 

When I started here, people were supportive and willing to help. I want to claim that when new people 

start, we care. Like if you want to know something, I can sit with you and explain how this works. 

Another participant tells that when she started in the company, she got significant help and 

support from a co-worker who has a similar position as she has. This contributed for her to feel 

satisfied in the company: 

[…] he was not my mentor, but he was there for any question, everything that I needed. He was the 

person I just could go to for everything. He was very valuable for me to feel comfortable in the 

company, so for me it was very important and very meaningful that he was helpful and patient. 

Some employees emphasize that the company and the managers are very supportive. A 

participant experiences that the managers care and do very much to make the employees feel 

comfortable. He states:  

The company always supports, and the managers are present, they have always asked what can we do, 

and what do we need to do, that type of dialogue. After entering the company, after recruiting and 

investing in you, they are doing everything to make you feel comfortable. 

Even though most participants experience that they receive support and help, a participant 

experiences that she does not receive real help and support. She feels that no one in the company 

is genuinely interested in supporting and helping: 

People offer help, but they are not very kind to understand. They say if you need help let me know, but 

it is not really somebody who is invested or who is genuine interested, so I do not feel I get help. Here 

the support that I get is very superficial. 

Some managers point out that they support and help the employees. But there is also an 

organizational culture that contributes to everyone helping and supporting each other, in order 

for the company to achieve what it wants to achieve. A manager voices: 
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There is a lot of support and help, but the culture itself is that we help very much. It is extremely 

important to help each other, otherwise we cannot get what we want to accomplish […]. 

A participant communicates that since the business of the company is based on cooperation, it 

is important that the employees work together: 

We build our business on cooperation, which is very much what we sell as well, to help companies get 

better with internal cooperation, so our entire model is a lot about cooperation. 

A manager experiences that it is of importance that the employees receive the help and support 

that they need. It is about adapting to what each employee needs for help and support. She says: 

[…] it becomes an adaptation according to what the person needs, some want a lot of support and 

help, some think they can handle it. So rather spend more time doing something that suits each person. 

A manager emphasizes that she supports her team by having deep conversations about how they 

feel. She believes that it is necessary to show genuine interest to the employees: 

It is my job and I want to take care of them, so I try to support them. I am very active and for real, we 

have real conversations. I talk with them and ask them how they are, how their lives are, not only about 

what is happening at work […]. 

Symbolic interactionism for workplace relations 

According to symbolic interactionism theory (Blumer, 1969) individuals act in relation to things 

based on the meaning that are significant to them. Thus, social relations in the workplace are 

formed based on the meaning that the managers and the employees give to these. The 

participants in this study experience that it is extremely significant to have good social relations 

in the workplace, so social relations are of major meaning to them. Blumer (1969) argues that 

individuals interpret different types of symbols used in social interactions with other 

individuals. Therefore, how the participants interpret their social relations in their workplace 

can depend on what they consider is important when they interact and socialize with the 

managers and the employees. The participants interpret social relations as fundamental for job 

satisfaction, for well-being, and for job performance, and consequently they attribute a meaning 

to their social relations. The interpretations of the participants seem to be largely socially 

designed conforming to Blumer (1969) as they have a common understanding of social 

guidelines that are necessary to form good relations in the workplace. In this way, they construct 

the social reality in which they live. 

Since individuals constantly change their way of seeing and acting towards the society, in 

agreement with Mead (1934), the participants can have changed their way of experiencing and 

acting due to different situations in their workplace. Mead (1934) argues that the consciousness 
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of the individuals arises when they become aware of their relations with others, and when they 

understand that they are a part of a social whole. The participants seem to be aware of their 

relations with managers and co-workers as they highlight the importance of having good social 

relations in their workplace. Furthermore, most participants experience that they are a part of a 

social context, i.e. part of the company. They seem to be aware of what they want to accomplish 

in the company, and how they want the managers and the employees to perceive them. In 

consonance with this, an employee emphasizes: 

I feel like I am part of the company, I get visibility and I am asked to do fun things and presentations, 

and I feel I am building my own brand, how I want people to perceive me […]. 

The participants seem to share a collective consciousness consisting of norms, values, and roles 

found and used in the company according to Mead (1934). This can be interpreted as the 

participants are aware of the organizational culture of the company, which seems to enable a 

good social environment to strengthen social relations, and to contribute to collective help and 

support. 

Strategies to promote integration and relations in the workplace 

The company works with different initiatives to contribute to social integration and social 

relations in the workplace. To help integrate the new employees the company has onboarding 

programs. The newly employed even obtain a coach by an onboarding system. A manager tells: 

We have different onboarding programs where we gather new employees once a month to talk about 

very practical things, how it is with policies, rules and procedures, how it works in the company. 

Those who are newly employed also obtain a “buddy” who helps them the first few weeks with 

practical things, but also to socialize with other employees in the company. An employee says: 

A buddy is someone who becomes a bit like your friend that you can hang out with, so that you feel 

welcome, that you feel like it is fun to go to work […]. 

The company assigns a mentor that helps the new employees to get into the role and to 

understand basic things in the company. A participant tells that she had a mentor that she could 

always contact and helped her with general questions but also with training: 

I could always chat, email or call my mentor. We could have some training and not just general 

questions. We could plan what we would do at the following meeting and she helped me a lot. We met 

during a half year. 

The company provides its employees introduction programs and various courses including 

online courses. The company also provides workshops. One workshop was about a cultural 
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map, where different cultural scales were studied. This kind of workshop is provided to make 

the employees aware that there are cultural differences. Furthermore, the company provides 

training. A participant tells that when new employees, and employees who have previously 

worked in the company, start at her department, they are sent for a training somewhere in 

Europe. There they learn what their department works with. A participant communicates: 

[…] we get an introduction. And there may be someone who has worked at the company, but has 

changed department to our department, and within three months they will also go for such training. 

The company has Monday morning meetings, which is every Monday and lasts for forty-five 

minutes. This is an instructive activity where different employees are on stage and can talk 

about different topics. In this manner, the employees can be inspired and more connected. A 

manager expresses: 

[…] Monday morning regenesis is an initiative that I think works very well in addition to other different 

training sessions and other types of training opportunities, it is a way to get the employees to inspire 

and to connect to each other. 

The company involves in an initiative that deals with a set of inclusive behaviors, which means 

actions that all managers and employees should consider to be inclusive. A manager tells: 

 […] it is in the whole company really, and it is about quite simple things to consider to be inclusive. 

Like when we have meetings, that someone is responsible for everyone to be heard. 

To encourage social integration and good social relations, the company organizes various social 

events. Some events are for the whole company, such as a kickoff in early September when 

everyone comes back after the summer vacation. It is a full day with different inspirational 

lectures and then dinner and party in the evening. To be inclusive, the company also invites 

those who are consultants. The company organizes after works three to four times a year where 

all employees are welcome. Those who want and can, join for dinner, and have fun together. 

There is also a Facebook group called “After work”, where it is informed when the next after 

work will take place. The company also organizes an annual summer party and Christmas party, 

and the employees usually get a Christmas gift. The Christmas gift has been that the employees 

come to the company and receive a Christmas tree. However, the managers have tried to replace 

it with something else considering the cultural aspect. A manager expresses: 

[…] many people do not celebrate Christmas. A Christmas tree is not the same for everyone and may 

not be relevant for everybody who works here. There we do not have a good Christmas gift really, that 

is a very Swedish thought that maybe is not always inclusive. 

The company has a running group where some employees meet and run together with a coach 

on Fridays during lunch time. There is also an art club for the employees who like art. They 



 

 35 

meet when there are art lotteries as they can win paintings. Then there are also social events 

within each department, and then in smaller groups within a department. Each department has 

its own kickoff where the employees with their managers travel together somewhere in Sweden 

and they have inspirational lectures, team building activities and opportunity to socialize and 

do fun activities. A participant communicates: 

The department has our own kickoff, we go for a conference in the archipelago overnight, we can 

reflect about the job. We have team building activities, and there are dinners and nice happenings. 

To contribute to good social relations in the workplace, some departments have Friday's coffee 

or Friday's breakfast, but it is up to every manager if they want to organize it. A participant tells 

that her department always has Friday's coffee, which is a good opportunity to spend more time 

with co-workers: 

Everyone is welcome on Friday, and then we sit and talk to each other. Many are out at customers 

Monday to Thursday, then everyone is in on Friday and then we can spend a little time together. 

There are different social activities that each department or group in the department organizes. 

However, some participants, especially those who are younger, experience that they desire more 

social events for the whole company, in order for them to establish better social relations with 

those who work in the company. A participant expresses: 

It would be good with social interaction internally, because there is not much that goes to everyone in 

the company. Social involvement usually happens in smaller teams and in different departments. I know 

that there has been a request to get something started. I would appreciate if more things were done 

because it is usually at those times when you do not talk about the job that you create relations and 

you get to know people who then make everything else much easier. 

A manager emphasizes that as a large company there are not many social events, and that the 

same employees usually come to the events. It is generally the younger employees who have 

not acquired a family. The employees who are older and have a family prioritize going home. 

This difference makes it difficult for the managers to arrange social events in a good way. A 

manager experiences that there is a need for more social activities and he is aware that such 

activities are required. On the other hand, another manager experiences that the employees can 

consider that there are many social activities instead of few. She voices: 

[…] if people want to go to events, there are many available. But I think people can think that there 

are too many social activities rather than too little. 

A participant who has children emphasizes that he likes to meet his co-workers, but that it is 

another type of priority. He believes it is good that there are opportunities to socialize, but it is 

also important to respect that not everyone can participate in the social events. He tells: 



 

 36 

It is good that there are opportunities to meet, and those who cannot attend do not, as long as it is open 

and there is no pressure that you must come. It is also a part of integration to respect that people can 

participate and cannot participate. 

Additionally, the company has been reconstructed into an open landscape, which some 

participants feel is meaningful since they can meet and talk with different employees every day. 

A manager tells that when the company was reconstructed, the restaurant was also built, which 

has facilitated the employees to find lunch companions: 

If you do not have someone to eat with, you can always go and find someone to have lunch with, so it 

has become more inclusive than before when everyone went away or brought lunch. 

The restaurant also tries to serve in addition to the usual food, vegetarian food. This is due to 

cultural reasons, but also because it is significant to have the option to avoid eating meat. This 

enables that the employees with different preferences can eat in the restaurant. There is also a 

small café with coffee machines and fruits, and many couches where the employees can sit and 

socialize. Furthermore, there are coffee stations in every corner of the company. To enable 

social integration, there is also a room that the employees can use if they desire to pray. A 

manager expresses: 

[…] we have become a little better over the years that we have a place here where people can pray if 

they want to. 

As an initiative of social integration, the written communication that goes out to everyone in 

the company is increasingly being written in English. Currently when the company has 

meetings with all employees, the communication is in English. A manager communicates: 

Now we speak in English, which feels good, because we were not completely inclusive earlier when we 

spoke in Swedish, I think it is of great symbolic value that we choose to take the language that makes 

sure everyone around the table understands and not just make easy for us and speak Swedish. 

That more communication is in English, is appreciated by the participants who do not speak 

Swedish. A foreign-born participant who does not master the language experiences that it is 

promising that the meetings of the company are in English since it is a multinational company: 

It happened in just one company meeting when the general manager said we have some people who 

speak English and do not speak Swedish, so the company will take the meetings in English from now 

and on. Ii is good, it is a very international company, so it makes sense that the meetings are in English. 

A manager suggests that an initiative for good social relations in the workplace, is by everyone 

to be inviting. Language inability should not be a barrier to establish social relations. He voices: 

[…] it is hard to get into something if you are not invited, so you should be invited, whether it is a 

language barrier or something else. 
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Discussion 

The purpose of this study was to investigate and understand how a multinational company 

worked to promote workforce diversity and inclusiveness, how native and immigrant 

employees and managers experienced social integration and social relations in the workplace, 

and how the managers acted to contribute to social integration and social relations in the 

workplace.  

 

• How did the studied company work to promote diversity and inclusiveness?  

The findings showed that the managers involve in different initiatives to promote diversity and 

inclusiveness inside and outside the company. These include activities such as collaborating 

with voluntary organizations, which support new arrivals academics and young vulnerable 

individuals, voluntary days where the employees work in a voluntary organization, and a 

political event where the company makes a speech about diversity and inclusiveness. In line 

with Mor Barak (2005) the findings showed that the company is active in community programs 

that support disadvantaged groups. The company is a part of its community by supporting and 

financing social activities as reported by Mor Barak (2017). Since the company involves in 

social activities it can also take advantages in recruitment, goodwill from employees, customers 

alike and better corporate image conforming to Mor Barak (2017). The findings also showed 

that the managers develop strategies that allow the employees to be aware and responsive to 

diversity and inclusiveness. Training the employees about the importance of diversity and 

inclusiveness seems to help them have a more positive attitude towards these issues. In line 

with earlier research (Mor Barak, 2017; Patrick & Kumar, 2012) it seems to be important to 

develop the awareness and skills on diversity of the employees at all organizational levels. As 

reported by Triana (2017) it seems to be central that the employees are well managed and that 

they value diversity. The studied company seems to have an organizational culture that is aware 

of diversity, indicating that the company members have a high value of diversity as stated in 

van Dick, van Knippenberg, Hägelse, Guillaume and Brodbeck (2008). The findings indicated 

that most participants have positive attitudes towards the work of the company with diversity 

and inclusiveness. However, it seems necessary that the company improve on these issues, 

which managers are aware of. Further, the findings suggested that it is of importance that the 

company brings in more individuals with different backgrounds, and that the managers put 
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forward initiatives to encourage ethnic diversity in order to not be perceived as focusing mostly 

on gender issues. It is important that the company considers diversity from a broader 

perspective.  

 

• How did the employees and the managers experience social integration and social 

relations in the workplace? 

The findings showed that the participants have good experiences of social integration in their 

workplace. In line with Major, Terraschke and Setijadi (2014) the findings showed that there 

are feelings of inclusion, belonging, and community. Most participants like the vision of the 

company where they feel included and can influence and provide input on decisions. Some 

participants who have ethnic backgrounds experience that working in companies that promote 

integration can help foreign-born individuals enter the labor market. As reported by Kokkonen, 

Esaiasson and Gilljam (2015) diverse workplaces seem to be important for the integration 

between native and foreign-born populations. The findings indicated that the participants seem 

to relate to each other as co-workers and have common interests, which according to Schmidt 

and Müller (2013) is significant to foster social integration. The studied company seems to have 

few social codes, which can have helped some participants with ethnic backgrounds to obtain 

the job. According to Valenta (2008) the workplace can be a key arena for social integration if 

certain conditions are fulfilled. The company seems to be a source of integration and personal 

confirmation since the participants with ethnic backgrounds seem to have the same possibilities 

as the natives. However, the findings also indicated that the company should do more to 

contribute to a better social integration in the workplace. For example, by doing more for the 

employees and the managers who come from other countries, by showing them that the 

company cares about them and providing them with the things they need. These individuals can 

be familiar with the main company itself, but not with the organizational culture of the company 

in each country. The findings suggested that it is necessary that the company continues working 

to reinforce an inclusive organizational culture that welcomes and uses the diversity of its 

workforce. Based on the findings, it seems essential that organizations create and sustain an 

organizational culture that accepts individual differences. 

 

The findings indicated that there are cultural differences and that some managers and employees 

are aware of these differences. However, some participants do not reflect much on cultural 

differences among them. The findings indicated that it seems to be important to talk about 
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cultural differences as a manner of integrating the employees. By training the employees to be 

aware of cross-cultural differences, they can increase the social integration in the workplace as 

discussed by Patrick and Kumar (2012). As stated by Mor Barak (2017) it seems necessary that 

managers understand cultural differences when managing a diverse and multinational 

workforce. The findings indicated that the organizational culture of the company can enable 

different individuals to integrate. The Swedish culture, which is largely about everyone being 

involved, seems to help the employees feel more integrated in their workplace. The fact that the 

workplace has a low degree of formal structures also seems to enable more social interaction, 

since more communication is required to perform the job, in accordance to Höckertin (2010). 

However, it can be a challenge for the managers to integrate the values of the company in 

Sweden with the values of the company in other countries. The values on which Sweden as 

nation is based upon, showed to be somewhat difficult to understand for individuals who come 

from other countries. Furthermore, the findings indicated that the company is based on a 

common value that respects cultural perspectives represented among its employees. In line with 

Lai, Shankar and Khalema (2017) understanding socio-cultural differences and likenesses 

among countries seem to facilitate social integration in the workplace. Understanding other 

cultures can also promote trust, convey respect, and secure mutually beneficial deals as reported 

by Mor Barak (2017). 

 

In line with Bourdieu (1980/1990), the findings showed that the regular form of behaving and 

practicing of the participants seemed to have been of importance for their experiences of social 

integration. The norms for everyday behavior and practices in the workplace seem to be shaped 

by the different experiences of the participants. The findings indicated that even though the 

managers and the employees do not have the same positions in the social field, their habitus 

does not differ much. There do not seem to be much distinction between the managers and the 

employees as everyone in the company has the possibility to influence. On the other hand, the 

findings indicated that the participants can have a similar habitus and therefore there seems to 

be a strong organizational culture. The habitus of the participants seems to be guided into a 

unified action and practice within the company. As stated in Bourdieu (1986) the findings 

showed that capital and particularly cultural capital in form of linguistic knowledge, seems to 

be necessary to the social integration of the foreign-born participants who do not speak 

Swedish. In agreement with Lai, Shankar and Khalema (2017) the findings showed that for 

foreign-born participants, language and communication challenges are the most commonly 

challenges to workplace interactions. For the foreign-born participants who speak Swedish, it 
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seems easier to develop other forms of capital such as social capital according to Bourdieu 

(1986). Interest in communication seems to be a strong contributory factor behind the successful 

integration and socialization of the foreign-born participants in their workplace as reported by 

Nelson (2014). The successful integration of the foreign-born employees according to Friesen 

(2011) can be understood as they have credentials recognition, related work experience and 

communication skills, i.e. they have acquired various forms of capital that are important for the 

individual to achieve a high status in society in consonance with Bourdieu (1986). The findings 

also indicated that depending on the manager and on the position, the Swedish language is of 

varied importance for an employee to be able to perform a job. Knowledge in Swedish and 

English seems to be significant for the employees to fit the company and to enjoy the job. On 

the other hand, it seems necessary that managers adapt the workplace in order that employees 

who do not speak Swedish can integrate. 

 

The findings showed that the participants have good experiences of social relations in their 

workplace. Social relations seem to be of extreme importance for meaning, for job satisfaction, 

and for well-being. In consonance with Bolin and Höckertin (2010) the findings indicated that 

social relations between co-workers and managers, and within co-workers are significant for 

well-being. As stated in Berntson and Härenstam (2010) social relations in the workplace also 

seem to be important for better job performance. In agreement with Härenstam (2010) the 

findings suggested that social relations seem to be important to co-workers in order for a team 

to achieve common goals. Social relations in the company seem to be based on informal rules 

that enable the employees to work towards common goals, in line with Argyle and Henderson 

(1986). The findings suggested that social relations can be indispensable for the company to be 

successful, in order for the employees to choose to stay in the company. Social integration and 

emotional support also seem to be necessary for the employees not choosing to change 

workplace, conforming to Nordin (2010). The findings indicated that there is a good social 

environment in the company, which enables employees and managers to socialize and to get to 

know one another better. It seems easy to establish social relations in the workplace, as the 

findings showed that there are always managers and co-workers to talk to, and that they can 

talk about private issues. Some participants have also become friends with their co-workers and 

they meet in their free time. In line with Kokkonen, Esaiasson and Gilljam (2015) 

workplace diversity seems to be helpful in generating interethnic friendships. However, it 

seems not always easy for the foreign-born employees to establish friendships with their native 

co-workers, which can be due to the Swedish culture where many individuals usually separate 
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their working life from their private life. It seems necessary to understand cultural diversity and 

how it influences relational and communication styles according to Sanchez-Burks and Mor 

Barak (2005). Additionally, the results indicated that it is easy to establish social relations in 

the workplace with both immigrant and native co-workers. However, it seems to be some 

preferences based on the cultural and ethnic background, i.e. some participants with immigrant 

background find it more comfortable to communicate with others with immigrant background, 

and some native-born participants likewise find it more comfortable to communicate with other 

natives. The fact that there are good social relations between immigrant and native-born co-

workers in the workplace, can partly be because they have a long-term employment, a good 

working atmosphere, and a prominent position within the job arena, as reported by Valenta 

(2008). Further, the findings suggested that diversity training can also be used to facilitate 

positive intergroup interactions.  

 

The findings showed that most participants experience that they receive support and help from 

managers and employees, and most of them support and help their co-workers. It seems to be a 

personal-focused relation where the employees support each other, in line with some of the 

findings from Argyle and Henderson (1986). As reported by Waldenström (2010) the findings 

showed that support from managers and co-workers is of importance for well-being. The 

findings indicated that the employees who start working in the company receive significant help 

and support. The company and the managers seem to be significantly supportive, and the 

managers seem to do very much to make the employees feel comfortable. However, there can 

be a feeling that the managers and the employees are not genuinely interested in supporting and 

helping. This can be due to the position or the habitus of the individual who feels this. The 

findings also indicated that the organizational culture of the company seems to contribute to 

collective help and support. The company seems to be based on cooperation, and therefore it is 

important that its employees work together. Cooperation and the mutual recognition induced 

by everyday interaction between diverse employees, also seem to be of importance for social 

integration according to Schmidt and Müller (2013). The findings suggested that it can be 

significant that each employee receive the individual help and support that he or she needs. The 

findings also suggested that for some managers it can be significant to support their team by 

having deep conversations and by showing genuine interest to the employees.  

 

The findings showed that social relations in the workplace are formed in relation to the meaning 

that the managers and the employees give to these, in consonance with Blumer (1969). The way 
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in which participants interpret their social relations in their workplace depends on what they 

consider is important when they interact and socialize with the managers and the employees. 

Since they interpret social relations in the workplace as essential, they attribute a meaning to 

their social relations. The findings indicated that the interpretations of the participants about 

their social relations in their workplace seem to be largely socially designed according to 

Blumer (1969). In agreement with Mead (1934) the findings indicated that the participants seem 

to be aware of their relations with the managers and the co-workers, and most of them 

experience that they are a part of the company. The findings also indicated that the participants 

seem to share a collective consciousness consisting of norms, values, and roles found and used 

in the company as reported by Mead (1934). 

 

• How did the managers act to contribute to social integration and social relations in the 

workplace?  

The findings showed that the managers involve in multiple initiatives to promote social 

integration and social relations in the company, such as onboarding programs. The company 

provides “buddies” for its employees, introduction programs, courses including online courses, 

workshops, mentors and training. In line with Lai, Shankar and Khalema (2017) mentorship 

and professional training seem to be of importance to support the social integration in the 

workplace. The company also involves in other initiatives as Monday morning meetings where 

different employees can talk about different topics, and inclusive behaviors which are actions 

that the managers and the employees should consider in order to be inclusive. The findings 

showed that to contribute to social integration and good social relations, the company organizes 

various events such as a kickoff, an annual summer party and Christmas party, and after works. 

The company has a running group and an art club where the employees that are interested in 

running and/or in art can join. There are also social events within each department, and then in 

smaller groups within a department. Each department has its own kickoff and some departments 

have Friday's coffee or Friday's breakfast. The findings indicated that some participants, 

especially those who are younger and have not acquired a family, wish for more social events 

for the whole company, while the older employees who have a family do not require many 

social events. This difference seems to make it difficult for the managers to organize social 

events in a good way. The findings indicated that since the company was reconstructed into an 

open landscape, there are more opportunities for the employees to meet and to talk with 

different employees every day. Because the restaurant was built, there are more facilities for 
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the employees to find lunch companions. The restaurant also tries to serve vegetarian food due 

to cultural reasons, but also because it is deemed important to have the option to avoid eating 

meat. This enables employees with different preferences to eat in the restaurant. There is also a 

small café with coffee machines and fruits, and couches where the employees can sit and 

socialize. Additionally, there are coffee stations in every corner of the company. To enable 

social integration, there is also a room that the employees can use if they want to pray. The 

findings showed that in order to contribute to social integration, the communication is in 

English when the company has meetings with all employees. Also, the written communication 

that goes out to everyone in the company is increasingly being written in English. The fact that 

more communication is in English is appreciated by the participants who do not speak Swedish. 

As reported by Mor Barak (2017) it seems to be important that managers can convey a clear 

meaning that employees from different cultures can understand. It also seems to be necessary 

that managers become competent in cross-cultural communication since communication can be 

interpreted differently depending on the cultural orientation of a specific country. A clear 

communication in the workplace can also contribute to better support, which in turn can lead to 

less mental health problems according to Waldenström (2010). Further, the findings suggested 

that an initiative for good social relations in the workplace is by training the managers and the 

employees to be invited. 

That the managers of the studied company involve in different initiatives to support the 

employees, that they organize social activities, that they consider cultural aspects, that the 

company has a good interior design, and that the communication is increasingly in English in 

order for all employees to be able to take part, are factors that contribute to social integration 

and social relations in the workplace. 

 

Since organizations worldwide are becoming increasingly diverse, it is necessary that 

workplaces become agents of diversity, inclusiveness, social integration, and social relations. 

The findings of this study suggested that it is important that employers and managers strive for 

the inclusiveness of individuals with diverse ethnic and cultural backgrounds. A diverse 

workforce can contribute with different types of competences and experiences, which can be 

significant for producing innovative solutions, and in this way organizations and societies can 

also benefit. It is essential that workplaces and societies take more responsibility by enacting 

labor-market policies that facilitate integration of diverse individuals. Employers and managers 

should also strive for all employees to feel included in the workplace in order to obtain the 

benefits of a diverse workforce. In addition, employers and managers should ensure that there 
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are good social relations in the workplace, which is also central for organizations to survive and 

develop. 

Suggestions for further research 

Studying how a multinational company works to promote workforce diversity and 

inclusiveness, how native and immigrant employees and managers experience social integration 

and social relations in the workplace, and how the managers act to contribute to social 

integration and social relations in the workplace, has been really motivating and rewarding. To 

take this study a step forward, it would be interesting to research further on how the same 

company in other countries works with diversity, inclusiveness, social integration, and social 

relations. It would be interesting to investigate whether there are differences between how these 

other companies work with these issues, and what the differences can depend on. To strengthen 

whether there is a strong organizational culture in the company in Sweden, it would also be 

interesting to make comparisons with the other companies in other countries. Further research 

on how multinational companies work with diversity, inclusiveness, social integration, and 

social relations is central to obtain a deeper understanding of these issues. It would be 

interesting to investigate how other multinational companies that have more employees and 

managers with diverse ethnic and cultural backgrounds work with diversity, inclusiveness, 

social integration, and social relations. Furthermore, it would also be interesting to study 

whether there are differences due to the industry.  
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Appendix 1 

Invitation letter  

The letter was sent to the HR head of the company. The letter is translated from Swedish. 

 

Hi, 

 

My name is Gicela Gallego and I am studying the last semester of the master’s program in 

personnel, work, and organization at Stockholm university. My master thesis will be about 

diversity, social integration and social relations in the workplace. The purpose of the study will 

be to investigate and understand how the company works with workforce diversity and 

inclusion. And how native and immigrant co-workers experience social integration and social 

relations in the workplace. Since you are a large multinational company that has employees 

with different backgrounds, I would like to do the study in your company. To the study I need 

to get in contact with employees with both Swedish and foreign backgrounds, as well as with 

some managers who have personal responsibility. The participation is completely voluntary, 

and the information will be processed anonymously. If any participant at any time during the 

process wants to cancel the information, he or she provided me, it will not be included in the 

final study. The interviews are estimated to take between 30 to 45 minutes and they will be 

recorded to make it easier for me to transcribe and analyze the information. The information 

provided will not be given to a third party and it is only me that will have access to it and it will 

not be used for anything other than this study. These requirements are ethical guidelines that I 

will follow, you can read more about here: http://www.codex.vr.se/texts/HSFR.pdf. 

I would really appreciate if you could think of sharing your experiences. You will of course get 

to know the final study that could also provide useful information to your company. If you have 

questions and concerns about the study either before participating or during the time that you 

are participating, please contact me. 

Thank you for your time! 

 

Best regards,  

Gicela Gallego  

http://www.codex.vr.se/texts/HSFR.pdf
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Appendix 2  

Interview guide  

Below are the main questions that were used during the interviews. The questions that have a 

stretch (-) are possible follow-up questions. The interview guide is translated from Swedish. 

 

Questions to those who have managerial positions 

Background: 

How long have you been working in the company? 

What is your job? 

How does it feel working in a company that has a multinational and multicultural environment? 

 

Social integration and social relations: 

How do you work as a company to promote integration? 

How do you clarify and visualize integration in the company? 

How do you usually act when a new employee starts here? 

- And when there is someone from another country? 

Do you communicate in different languages? 

- Do you think you are aware of the Swedish culture in relation to other cultures and that you 

can understand these differences? 

Do you organize activities so that employees can get to know each other? 

Do you organize activities so that employees can socialize outside working hours? 

 

Questions to those who are native-born 

Background: 

How long have you been working in the company? 

What is your job? 

How does it feel working in a company that has a multinational and multicultural environment? 
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Social integration and social relations: 

What does the company do to contribute to integration? 

How do you think it is to establish relationships with foreign-born co-workers? 

From which countries do your foreign-born co-workers come? 

Do you eat lunch /have coffee together? 

Do you have any contact with your co-workers in your free time? 

Do you have any foreign-born co-worker that you have become friend with? 

- Can you talk about private things? 

Do you feel that you belong here?  

Do you have a good connection with your co-workers? 

Do you receive support from your co-workers? And do you support your co-workers? 

 

Questions to those who are foreign-born 

Background: 

How long have you been working in the company here in Sweden? 

What is your job? 

What country are you from? 

How does it feel working in a Swedish workplace? 

 

Social integration and social relations: 

What does the company do to contribute to integration? 

How do you think it is to establish relationships with native-born co-workers? 

Do you eat lunch /have coffee together? 

Do you have any contact with your co-workers in your free time? 

Do you have any native-born co-worker that you have become friend with? 

- Can you talk about private things? 

Do you feel that you belong here?  

Do you have a good connection with your co-workers? 

Do you receive support from your co-workers? And do you support your co-workers? 

- Do you have more friends and contacts since you started working here? 

 

 


