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PREFACE

In the period from the i974 to zoo7, there has been a constant flow of information
and stories pertaining to the life-chances and behaviour of ethnic minorities in the
Netherlands. The genera] content and tone of this literature deals mostly with their
failure to integrate in the host country. The gathering, analysing or interpreting of
information whether, scientific, journalistic, for policy or otherwise appears to be
one-sided. Much has been said and written about the social-economic and social
cultural position of inembers of ethnic minority groups that have been the focus of
government integration policies and policies geared at fostering good citizenship.
While all the members of the ethnic minority groups are affected in some way or the
other by the negative publicity about ethnic minorities (both individuals and groups)
there is not enough awareness and scant research regarding the upward social
mobility of inembers ofethnic minority groups.

One of the chief objectives of this study was to examine the factors that propel
members ofethnic minorities from their historically-allotted social position into a
better one. [t is a position that they have attained with or without the assistance of
their parents and others. This is the first study to elicit the stories of inembers of
ethnic minority groups and to explore the reasons for their professíonal success in
the Netherlands. Some of these persons view their occupational upward mobility
as a logical development in relation to their educational endeavours and strategies.
Others, while agreeing with this sentiment, regard themselves as the role models for
today's ethnic youth. This study shows that 'if your neighbour and friend Carlos can
achieve more than is expected ofhim', so can you.

The decision to undertake this study has to do with a mixture of factors. I also came
from the Caribbean, where we were taught: 'not to put our hat where we can't reach
it', but 1 wanted to achieve more. Having on several occasions commented on the
books and articles of Prof Dr. Ruben Gowricharn, my mentor and friend, he asked:
'why don't you write your own books?' He assured me that 1 had nothing to lose and
much to gain. In researching and writing this book, he gave me immense support
and assistance. 1 also thank him for believing in me.
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The participation ofethnic minorities in the labour market of the Netherlands is
often proclaimed as the way to improve their social-economic position. Many of these
minorities are encouraged to place more emphasis on the attainment ofadvanced
educational credentials and to be more diligent in their labour market activities. This
language ofencouragement has been listened to and acted on by members of ethnic

minority groups. Even though most of the debates and discussions in society and in
migrant studies are peppered with negative analyses and conclusions, there has been

a gradual improvement in the social position among members of the ethnic minority
groups over the last years. This is evident in the amount of persons graduating at the
college and university level and the visible positions some of these have been taking
up in various organisations. However, this phenomenon has gone unnoticed by many
in Dutch society and by researchers.

Many studies have dealt with the cultural or structural factors that impeded the
entrance of ethnic minorities to the job market (cf Veenman en Roelandt, r994;

Veenman, i~~6; Gowricharn aooi; Dagevos et al., aoo3; Hagendoorn et al., zoo3).
These studies and policy research of the last 35 years were mainly concerned with the
presence ofethnic minorities in the Netherlands, as a social problem. They were also
limited to labour market entrance problems, high unemployment, youth crimes, eth-
nic minorities' lack of success in attaining a higher level ofeducational qualification

than the primary and secondary school ]evel, poor housing conditions, poverty, the lack
of integration, and more recently, the radicalisation ofyoung Muslims.

The theme that has dominated the migrant research agenda has been integration,
but in the long run the role and place of inembers ofethnic minority groups in the
Netherlands have remained a puzzle. To date there is no conclusive definition of the

integration ofethnic minorities in Dutch society. Snel et al. (aoo6:a8~) agree that
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"integration is a multi-dimensional concept. Various authors differ on what the relevant

dimensions of integration are, many distinguish the social-economic aspects of integration

(social positioning) from the social and cultural aspects (interethnic relations, cultural

adjustment and shared norms". In the same study, Snel et al. choose the standard defi-

nition in the Dutch migration literature. According to this definition, social position

is measured in terms ofeducational attainment and position in the labour market.

Cultural integration refers to the quality of the relationship that members of the eth-

nic minority groups have with native Dutch people and their acceptance of the Dutch

moral standards and values.

The objective in this study is to answer questions relating to what Snel et al. referred

to as the `social economic aspects of integration' or the social positioning of ethnic

minorities. This is done by registering the distance between the social class origins

of some members of four ethnic minority groups and their present class position or

destination. Braat en Veenman (rg~o) undertook the first study of the social mobil-

ity ofethnic minority groups in the Netherlands. This study was limited to analysing

and describing educational attainment and occupational prestige of ethnic minorities
by using survey material, that they gathered in r~88. However, this material was not

used to analyse upward mobility ofethnic minority members and their life cycle or

their intergenerational mobility processes. In a study of successful ethnic minorities,

Dagevos en Veenman (i~~z) also made a bold effort to show that the social position

of ethnic minorities and social economic deprivation were not one and the same.

They did not examine intergenerational mobility processes. According to Dagevos en

Veenman, this was not possible because the members of the second-generation eth-

nic minority members, were still attending school.

This study sought the life stories of inembers ofethnic minority groups who have

undergone upward social mobility. A few similar studies, aside from Braat en
Veenman (i~~o), are Dagevos en Veenman (r~~z), Veenman (r~~6), Crul (zooo)

and Lindo (zooo). However, Crul and Lindo concentrated on the social mobility

of migrant youth in terms of educational attainment. In the previously mentioned

studies the internal mobility and consolidation within organisations and institu-

tions, especially elite institutions were not dealt with (cf. Gowricharn, zoor). There

is an urgent need for more theoretical and empirical studies of the upward mobility

ofethnic minorities in the Netherlands and especially studies pertaining to their

experiences in various organisations.

The studies by Braat en Veenman (t~~o), Dagevos en Veenman (i~~z) and Veenman

(r~~6), except for being of a highly statistical nature, also carried the signature of

the so-called ideologies of ineritocracy with an emphasis on the correlation between

educational attainment, social aptitude, hard work and upward mobility. This brings
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to mind the assertion that not enough attention has been paid to other theoretical and

methodological approaches in connection to the study ofethnic minorities and their

upward mobility in the Netherlands. Subsequently, the following central question

arises:

Which specific factors have been conducive to the upward mobility of ethnic minorities?

This question reinforces the intention to focus this study by examining the key fac-

tors and strategies that lead to the upward mobility ofethnic minorities, but from

another angle. It means considering all the relevant factors in the upward social

mobility processes of ethnic minorities. An extended secondary purpose of this study

is to investigate the achievements of inembers of ethnic minority groups in Dutch

labour organisations from an anthropological perspective. The intention is neither

to research the elements which are fundamental to the functioning oforganisations

nor is it to describe or analyse the effects of ethnic minorities on these organisations.

Organisations will be used in the context of diversity policy, which has been imple-

mented and might have influenced the upward mobility chances ofethnic minorities.

1.1 ISSUE OF UPWARD MOBILITY

A salient issue is whether mobility occurs through achievements of the individual

or via ascription channels. In other words did one achieve a position due to his~her

individual efforts or did one depend on the resources of one's parents to achieve a par-

ticular goal. Goldthorpe (r~8~) stated that Blau and Duncaris (r~6~) meritocracy thesis

aspired to universalism, whereby objective criteria based on achievement rather than

ascription were to be the norm. Universalism generates the drive for technological

and economic advance, which then constantly reshapes and upgrades the occupational

division of labour. The weakening of the particularistic ties of kinship and neighbour-

hood then encourages the geographical movement of individuals from low- to high-

opportunity areas. In the same volume Goldthorpe declared that mobility research is

an ideologically-loaded area, which is related to the researcher's own socio-political

experience, values and commitments. Goldthorpe went on to state that researchers

often use social mobility research as an ideological tool to prove that the presence of

social mobility in certain groups indicates the presence of an open society. An open

society is seen as a society were equal opportunities are available to all.

In most societies, upward mobility is inherent in the individual's or group's way of

life. [n addition to trying to achieve a better standard of living through whatever

means necessary, there is the need for social acknowledgement. The strategies and

methods that individuals and groups use to achieve upward mobility have long been

studied and analysed by social scientists, economists, students, journalists and oth-
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ers. Most of these studies were conducted in the United Kingdom (UK) or the United
States ofAmerica (USA) through research programs such as the Social Mobility
Group at Nuffield College Oxford, in the UK and at other institutions of learning
and research. Most studies take into account either the individual pursuit ofhis own
lífe-chances or the processes of intergenerational transition in which social and cul-
tural resources of one's family play an important role in his or her upward mobility.
Upward mobility is the transition of an individual and~or his or her group from a par-
ticular social position to a better one.

Thompson ( r~~~) states that upward mobility is generated or impeded by subtle inter-
actions between the chances and dangers created by changing economic and social
structures and the transgenerational effects of family cultures. Many studies use the
concept of intergenerational processes as a point of departure for the examination
of upward social mobility (Van Eijck, r~~6; Thompson, r~~~; Ganzeboom, r~84;
Goldthorpe, r~8~, r~~a, zooo, aooz á zoo5; Breen, aoo4; Crompton, r~~6, i~~8,
zooo á aoo6; Marshall, r~~~). Breen and Rottman ( r995) claim that the most com-
monly studied form of class mobility is intergenerational mobility. This compares a
person's current social class with the class that his or her family occupied when the
person was growing up. Marshall ( r~~~) refers to Goldthorpe's (r98o) thesis, which
finds that at age rq respondents would be deciding their occupational futures while
still within the sphere of their family's origin (i~~~a3z). In that sense the i4-year old
respondent is becoming more conscious ofhis or her own social position and of the
profession he or she wishes to pursue.

The significance of family in the study of upward mobility has long preoccupied
social and behavioural scientists. The family is central in the process of socialisa-
tion, in the creation of attitudes and culture and for the understanding of behaviour
and relationships (Chamberlain, i~~8:r491. Thompson (r~~~) sees the transmission
ofsocial and cultural resources between generations and within as a crucial aspect
ofupward mobility that sociologists have missed. Thompson indicates that sociolo-
gists, while paying much attention to the outcome of their statistical models, scales
and diagrams, have neglected what their respondents had to say about their upward
mobility processes and how they were influenced by their family's social and cultural
resources. He urges researchers and scholars to look more closely at the concept of
family in order to arrive at a more comprehensive method ofunderstanding how
family relationships inRuence an individual in his efforts toward upward mobility.
Nevertheless, the importance of the individual's own efforts should not be ignored.

Teles et al. (aoo5:5za) do agree that mobility refers either to generations or individu-
als in the course of their lives. However, to Teles et al., mobility does not have to be
upward. Teles et al. later in the same study declared that social mobility should be
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viewed much more broadly than labour market status. Although there is a differ-

ence between social mobility and occupational mobility there is also a similarity,

relating to the transcending of social classes. Occupational mobility could lead to

upward mobility, for example when one rises above the social position in which he

or she was born. The pre-migration factors play a role in the transmission ofsocial

and cultural resources deriving from one's parents' social position to another social

position or even from the family to the individual? In other words, it is not just the

occupational status of a person, which determines whether he has attained upward

mobility. Factors such as civic involvement, form of residence, access to networks and

resources, and personal characteristics, all play a role in the establishment of the indi-

vidual's social mobility.

Dutch sociological research on social mobility has its roots in the r~5o's and is

indebted to the `Leiden School'. The research conducted by the Leiden school was

initiated by Van Heek and his team of researchers. Goldthorpe (i~8~) paid tribute

to Van Heek contribution to social mobility research. The research accent in the

Leiden School was to a great extent based on the occupational scale. Rankings were

treated as interval scores. The mean prestige score for occupations were distributed

uniformly along the (prestige) ladder (Ultee, r~84a31.[n 'Social Stratification and

Mobility in the Netherlands', Bakker et al. (r~84) claimed that the Leiden School was

only concerned with occupational prestige as a dimension ofstratification. According

to Bakker et al., Van Heek in his studies maintained, the conclusion that the relation

between a person's occupation and that of his father was neither perfect nor absent.

Bakker et al. stated this was the problem with the Leiden School's social mobility

research that treated rankings as interval scores. This point of reasoning was to

dominate the studies of the Leiden School for many years. Ultee (r~84) drew atten-

tion to the fact that Sixma and Ultee (i~83) presented a new occupational ladder for

the Netherlands in r~83. He claims that the manner in which some authors col-

lected data in the 6o's and ~o's in the Netherlands strongly resembled that of the

Leiden School. In other words, undue emphasis was placed on occupational prestige

at the expense of other relevant aspects of the individual life cycle. Ultee (r~84:20)

declares that the Leiden School operationalised one dimension of the Weberian

multi-dimensional model of stratification. He saw this as a shortcoming and referred

to it as a metaphysical approach. Ultee also posed the question ofwhether a person's

life chances are more strongly influenced by his or her social class than by his or her

prestige.

Traces of the Leiden School based on the prominence given to the thesis of ineritoc-

racy, as the motor towards upward mobility and the promises of the open society,

are found in later works emanating from the Netherlands, where the emphasis was
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systematically placed on occupational prestige (cf. Bakker et al., r~84; Dagevos en
Veenman, t~~z; Braat en Veenman, t~~o; Veenman, t~~6; SCP, t~~8). The preoccu-
pation of the Leiden School with occupational prestige as a dimension of social strati-
fication lives on in these studies. This then begs the question ofhow we stand on the
notion ofupward mobility in the Netherlands. Has occupational prestige remained
the norm? Are researchers willing to look at other dimensions ofupward mobility,
including the role of race, ethnicity, class, gender and even the role that a diversity
policy plays in the allocation of positions in Dutch organisations?

Upward mobility' through education has been frequently mentioned in the interna-
tional literature as the vehicle for a higher social position, but this elevation depends
on much more than formal education. Dagevos en Veenman (t~~a) declared that
the migrant's level of education and the enrolment in additional courses remain key
factors for success in a professional position in the Netherlands. However, other
researchers are of the opinion that education alone is not enough (cf. Gowricharn,
t99t; Glastra, t~~~; Crompton, t~~8; Sorensen, aooo; Plaza, t~~8). Referring to the
disproportionate attention that has been paid to the role of education in some social
mobility studies, Crompton (t~~8) qualifies these studies as steeped in neo-liberal-
ism. This entails that in advanced industrial societies, people must be induced to train
for positions that require a high level of skills and compensated for having to take the
risks of investing time and money in the furtherance of their educational ambitions.

Niehof (t~~~) likewise gives prominence to education as the number one factor in
upward mobility for ethnic minorities in the Netherlands. This begs the question
ofwhether one should look at educational attainment as the determining factor in
upward mobility without taking stock of the individual's total wealth, which encom-
passes all of the resources at his disposal. According to Sorensen (zooo:zt) the indi-
vidual's total wealth is his control ofassets, which will determine his socio-economic
welfare and thus his class location.

What role does educational attainment play in an individual concept of total
wealth? Sims, Jr. and Lorenzi (t~~a) declared that the individual could achieve his
goals when he is versed in self-efficacy and self-management. Self-efficacy is the indi-
vidual's personal, subjective and cognítive estimate ofhis ability to perform a specific
task. Self-efficacy is a critical link in making self management work from a leader-
ship perspective. When all is said and done, an individual is faced not only with the
significance of the resources that he commands but also the constraints he has to work
with. Breen and Rottman ( t995) claimed that different origins confer different chanc-
es for social mobility. These chances also provide people with different resources for
mobility. "Such differences as exist are usually attributed to inegualities in the possession
ofmobility resources as between different class origins" (t995at3).
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Werbner (aooo) refers to a study of Perlmann (t~88) wherein Perlmann places the
accent on categories such as class, culture and racism as important factors in social
mobility for Irish, Italians, Russian Jews and African-Americans in the USA from
i88o to ~935. Werbner situates what she labels as `Bootstrap capitalism' in opposition
to Weber's well-known Protestant ethics to reveal different ways ofachieving social
mobility. According to Weber (zooo:34), the Protestant ethics determined the entre-
preneurial success of the Puritans who laid the foundations ofmodern capitalism.
However, Werbner interprets bootstrap capitalism in terms of the ability of certain
ethnic groups to package and sell their culture with resounding effects. Culture is
used in this context to encompass goods from a particular culture industry such as
fashion, jewellery, music, art, food, entertainment and other products and services,
which Werbner refers to as a package form of culture. This eventually creates a com-
bination of packaged cultural capital and symbolic capital, which leads to a surplus
value and social stratification. In this sense the additional value of their efforts is
tantamount to the creation of economic capital. These ethníc groups are then able to
transcend their social class position while investing more in the education of their
children. In this way, migrants use the structure of the immediate and the extended
family, their previous and present occupation, their income, education and ethnicity
to facilitate upward mobility.

1.2 ETHNIC DIMENSIONS
The role ofethnicity, class and gender in the upward mobility ofethnic minorities are
central to this study. In looking at the role of these categories in the ]ife of migrants,
Wekker (aoo4:493) is convinced that there exist in the Netherlands culturally con-
structed blind spots in the discourses ofethnic~'racial' differences in common sense
thought and in the academy. The same could be applied to the approach to black,
migrant and refugee women. According to Wekker, an adequate theory about gender
is simultaneously a theory about 'race'~ethnicity, class, nation and sexuality. This ech-
oes Crompton's (aooo:r94) claim that organisational culture is central to understand-
ing the ways in which power and authority remain highly gendered in the workplace.
The implication is that gender is one of the constraints, which impede women in
their career choices and subsequently in their upward mobility endeavours. This then
begs the question of the role of 'race'~ethnicity and gender in the upward mobility of
members ofethnic minority groups.

In her writings on ethnicity as social capital, Zhou ( zoo5:t33) defines two ways in
which ethnicity influences the outcome of mobility. "First, the significance of the ethnic
effect indicates that different ethnic groups not only face varied structural conditions but
also develop varied strategies of coping that directly influence mobility outcome. Second,
the ethnic effect is distinctively linked to particular ethnic groups - positive for some and
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negativefor others". Van Niekerk (zooo) approaches the issue from another position,

stating that the ethnic background of the migrant is more important in his drive to

upward mobility than his ethnic identity. In other words, someone with a particular

ethnic background could gain or lose certain benefits due to his ethnic background

without necessarily identifying with that background. It means that ifone identifies

with a'strong group' for instance the native Dutch gr~iup this does not necessarily

enhance his or her chances ofupward mobility. Zweig~~nhaft (zoor) in contrast is

convinced that ethnic identification is of enormous influence to certain groups: posi-

tive for the )ews, but not for African Americans. In a study of the 'power elite' in the

USA, Zweigenhaft and Domhoff (i~~8) implied that class background, current roles,

and future aspirations are more powerful in shaping behaviour in the power elite

than gender, ethnicity and race.

Steinberg (i~~6) defines ethnicity in terms ofways of thinking, feeling and act-

ing that constitute the essence of culture. Steinberg implores researchers to look at

ethnic success in relation to factors in ethnic minorities' countries of origin and the

manner in which these factors place these groups in a favourable position to achieve

rapid economic mobility ín host countries. The question here is whether Steinberg,

unlíke Werbner (zooo), is inviting the reader to view the use of ethnicity as cultural

capital. Bertauw and Bertauw (r~~~) maintain that social capital resides in simple

ethnic identity. However, Skeggs (r~~~) claims that categories such as ethnicity, race,

class and gender are not capital but provide the relations in which capital comes to be

organised and valued. The role of ethnicity to this study is certainly normative. This

relates to Verkuyten's (c999) declaration that ethnic divisions play a role in our daily

lives. Rights, duties, chances, expectations and the various forms of exclusions and

conflicts are therefore related to and determined by these divisions.

If ethnicity does play such a significant role in the interactions of individuals and social

groups, it makes sense that its effects on the division of labour and practised exclusion

could lead to a differential compensation and promotion ofworkers, which are not in

conformity with the actual rewards in organisations. This division of labour within

organisations lay at the root of this study, because the system of allocation determines

who gets what or gets to sit where. The system could depend on the results of a policy

but it also makes sense that higher management shall be always in a position to deter-

mine the outcome ofupward mobility processes within the organisation.

Basically, the pursuit of a diversity policy within an organisation depends on the exter-

nal diversity of a society, which could slowly influence the organisatioris personnel

composition and culture. Just image that the owners of capital and~or managers of

organisations could conspire for reasons, other than economic ones, not to hire or

promote members of ethnic minority groups. The possibility of such a policy succeed-

ing for a long period of time is highly questionable. An entrepreneur or manager who
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seeks to maximise profit or increase goodwill will eventually have to implement some
sort ofdiversity policy. The effects of racial discrimination in an organisation, with or
without a diversity policy could certainly have a profound influence on the performance
ofethnic minorities in that organisation. Almost a quarter of a century ago Essed (r~84)
described any reference to racism in the Netherlands as taboo. To this day, speaking of
racial discrimination in the Dutch labour market is still taboo. Racial discrimination
could be seen as a constraint for members of ethnic minority groups; however, this does
not have to impede their chances but could even stimulate them to outperform others.

1.3 ISSUES OF CLARIFICATION

ln the quest to answer the question of which factors are conducive to the upward
mobility ofethnic minorities, a cornbination of related factors has been examined.

The relevant set of factors, which were seen as possibly significant, were:
r. parents, and their social characteristics and environment
a. individual's life-cycle, combined with his resources

3. experience in the labour market and its relationship to upward mobility
4. identity oforganisations and the role ofdiversity policy.

For the purpose of this study, the respondents were Turkish, Surinamese, Moroccan
and Antíllean. For comparative purposes, Dutch respondents were also included.
Most of the respondents were first-generation ethnic minorities and a few were sec-
ond-generation immigrants who migrated to the Netherlands at an early age in the

framework of family reunions. This was especially so for some Turkish and Moroccan
respondents. The majority of the Surinamese and Antillean respondents came
directly from Surínam or the Dutch Antilles to the Netherlands with the sole purpose
of pursuing higher education. The study looked closely at these migrants and their
strategies to gain entrance into management positions in the welfare and health sec-
tor, the educational system and the civil service.

In an effort to obtain more concise answers to the central question, the research

posed several sub-questions:
r. What role do the parents' social and cultural resources play in the upward mobi-

lity of the individual respondent?
a. Do the social and cultural resources of the individual create enough resources to

propel him~her into the achieved position?
3. Which structural categories are of undeniable influence in the labour market per-

formance of these respondents?

4. Is the pursuit of a diversity policy ofany importance for the mobility ofethnic
minorities?



ZU SOCIAL MOBILITY OF ETHNIC MINORITIES IN THE NETHERLANDS

The individual mobility of the respondents was measured by locating some questions

in an early period of their lives. They were asked to relate and describe their parents'

social class position when they where r4 years ofage. Unlike Erikson and Goldthorpe

(r~~a) and Blau and Duncan (r~6~) it was chosen, not to employ the survey method.
The answers were sought by applying the methodology of life histories. The respond-

ents were approached and interviewed on the basis of their daily experiences. In the

context of the central question attention was paid to both the intergenerational and

life cycle mobility processes of these respondents. The focus was on the methods and

the strategies they employed to achieve their positions in certain organisations.

The objective was to answer two questions. T) Do members ofTurkish, Surinamese,

Moroccan and Antillean descent use particular strategies and methods to achieve a

position of 'social power' in their workplace? a) Do these differ from those used by

native Dutch? "Social power refers to an actor's position with respect to the resources he

or she possesses and the set of objective constraints on action he or she faces" (Breen and

Rottman, i995:ia). According to Breen and Rottman, "social power' and the struc-

tural base of social power, such as c]ass, gender, ethnicity or race, taken singly or

together, will always provide only a partial explanation of particular actions and their

results. In consideration of the above thesis other questions were deemed relevant:

What other factors are crucial for ethnic minorities to obtain a certain position in

Dutch organisations? Does the existence of a diversity policy in these organisations

play a role in their upward mobility? And how do these members ofethnic minority

groups relate to exclusionary factors such as racism and other discriminatory features

that could hamper their integration in the Dutch society?

1.4 STRUCTURE OF THE BOOK

In Chapter z, a theoretical framework pertaining to upward mobility is discussed.

Most of the ]iterature dealing with this theme and social stratification has been pro-

duced by English and American researchers. In the Netherlands, the volume of lit-

erature is much smaller in relation to general social mobility studies and minuscule

pertaining to ethnic minorities. Even though Roelandt (r~~q:~8) warned ofusing

Anglo-Saxon literature to interpret the circumstances in the Netherlands, this litera-

ture shall surely be embraced. The effort here is to add to the information on social

mobility research in the Netherlands among ethnic minorities and especially to the

literature describing and interpreting the experiences of inembers of these groups.

The chief objective of Chapter a is to examine the major points of departure in social

mobility research.

A beginning is made by paying attention to the international literature dealing with

the theory of ineritocracy and research carried out using the theory of class analysis.

The ins and outs of the theories of ineritocracy are explored before examining the
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theory of class analysis. Another theoretical point ofdeparture which plays a role in

this study is also looked at. This is a theoretical account ofdiversity and what diversity
policy entails, including the probable influence such a policy could have for all the

stakeholders in an organisation. As an obvious extension ofa diversity policy been
implemented, the virtues of multiculturalisation within an organisation are then
brought into focus. This is followed by a discussion of stratification and an explana-

tion of why the choice was made to use the class analysis approach.

Chapter 3 describes the manner in which empirícal information was gathered and
the manner in which the respondents interacted with the researcher. This is a meth-

odological explanation of the choice to work with managers in a limited number of

sectors of the society. An account is also given ofwhy snowball sampling was used
to approach the respondents of five ethnic groups and their interaction processes

with the researcher during the interviews. The interaction with a number of these
respondents is referred to as `fellowship linkage'. One theme of this chapter is the

explanation of why life histories were chosen as the methodology. This is followed by

a description of the methodological implications of this choice. Chapters q, 5, 6 and ~
review the information which was gathered in the field.

Chapter 4 deals with the social milieu and the social and cultural resources of
respondents' parents. ln contrast to the well known normative use of family as a
concept to describe and analyse intergenerational mobility processes, this study will
concentrate on the parents. Parents are acknowledged as the major indicator of social

milieu and the point ofdeparture in the mobility of the respondents. Special atten-
tion is paid to parents' social status when respondents were young and to the roles of

these parents in the shaping of respondents' ambitions, motivations and preparation

for a particular career.

Chapter 5 explores the individual's social relationships and resources. This entails
describing numerous factors and relationships, which were of paramount impor-
tance to the upward mobility of the respondents. The essence of this information is

to answer the question of whether the early years at school, and later at vocational
college and~or at university and the social relationships that the respondents had,

provided respondents with more than their degrees. How did they acquire certain

relationships and did they participate in particular social networks which they could
later use for upward mobility? The role ofethnicity and skin colour in their experi-

ence at college or university are examined, as are their educational credentials. The
present social and civic engagements of the respondents are also reviewed in this
chapter.
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Chapter 6, describes mobility processes in organisations. The manner in which these

respondents were able to enter these organisatíons and later obtain a management

position and what the benefits and disadvantages are of such a position are investi-
gated. The relationship with colleagues within the organisation is explored to assist
in the understanding ofwhat it means to be a manager who is a member of an ethnic

minority in a Dutch organisation. The chapter concludes with attention been paid to
the manner in which racial discrimination could have an influence on the upward
mobility chances ofethnic minorities and the probable consequences.

Chapter ~ deals with the identity of the organisation followed by the role of diversíty
policy within the organisation. Diversity policy cannot be isolated from the identity

of these organisations and the manner in which the colleagues of respondents view

such a policy. The position of ethnic minorities within the organisation is explored,
including barriers to upward mobility and cultural conflicts. Respondents were asked

to describe how diversity policy had influenced their behaviour and opportunities.

They were also asked to explain whether their organisation could function properly
without a diversity policy.

Chapter 8 offers conclusions, a discussion and analysis. This chapter focuses on the

theoretical connections and give answers to the research questions.



2.1 INTRODUCTION
In this chapter, the theories ofsocial mobility are discussed and explained. The litera-

ture pertaining to the social mobility processes is reviewed to make the case for the

usage of class analysis as a theoretical point ofdeparture in this study. Two schools

of thought dominate the international literature on upward mobility: theories of
meritocracy and class analysis theory. These discussions are pigeonholed according

to which statistical model or schemes seem to be best suited to explain social change

and mobility processes.

The first step is to look at the theories of ineritocracy and the manner in which this

approach has been empirically used to relate to the life chances of individuals and

groups when they travel within a particular social class or from one social class to

another. Apart from bringing into focus the problems of this approach attention, is
paid to the discussion of functionalism. The exclusionary factors, which could influ-

ence the chances of individuals and groups in the society at large and also in organi-

sations are then described. One cannot lose focus of the exclusionary factors, such

as racial discrimination and other mechanisms ofdomination, which interfere with

ethnic minorities' upward mobility, these mechanisms ofdomination could also be

used to achieve particular goals. In the sense of ethnic minorities putting in extra

effort to achieve their goals.

The class analysis approach is then presented. This approach relates to categories

such as education, the total resources of the individual, ethnicity, identity, gender

and social networks. This is followed by what it means to pursue a diversity policy
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within organisations and the effect of this policy on ethnic minorities and others in
such organisations. The picture will not be completed without paying attention to
the organisational context in which such a policy is implemented and the manner in
which organisations could become multicultural. The chapter is brought to a close
with a stratification discussion and the reasons for the choice of the class analysis
approach.

In their study, Breen and Rottman (i995) explained the keenness of migrants to
achieve their goals. Breen and Rottman view this as an issue of strategies and meth-
ods, which are employed by migrants to achieve a position of"social power" in their
workplace. An individual's social power is also the product of his personal history
and circumstances. In a sense "social power" could be compared to what researchers

call the total wealth ofthe individua] (cf. Skeggs, r~g~; Crompton, zooo; Sorensen,
zooo; Bertaux and Bertaux, i997).

Section z.z consists of a short account of the theory of ineritocracy and the man-

ner in which its premises have led to the application of particular methodological
tools for social mobility research.

2.2 MERITOCRACY
The theories of ineritocracy and class analysis have long served as universal tools
for the explanation of upward and downward mobility. This is evident whether the
mobility is intergenerational or individual. The school of thought, which endorses

theory of ineritocracy as a poínt of departure to analyse and describe upward mobility
is represented by a few international researchers and others who are more inclined to
work on a national basis (cf. Blau and Duncan, i~6~; Saunders zooz; Prandy, zooz;

Bakker et al., i~8q; Veenman, r~~6; Dagevos en Veenman, i~~z; Braat en Veenman,
t~~o; Distelbrink en Pels, i~~6; Dagevos et al., zoo3; Ganzeboom and Luijkx, zooT;

Ultee and Luijkx, zoo3).

At the same time, the theory of class analysis is used as a basis for the understanding

and interpreting of social change, life chances and upward mobility (cf. Marshall,
i~~y; Crompton, r~~6, r~~8; zooo ix zoo6; Savage, i~~~; Breen and Rottman, i995;
Skeggs, iq~y; Crompton and Scott, zooo; Van Eijck, i~~6; Steinberg, r~~6 ik. zooo;

Breen, zooq; Loury et al., zoo5). A feature that quickly comes to notice is that Dutch
researchers are predominantly found within the meritocracy research communities.

Both approaches have the tendency to look at upward social mobility through the

lenses of intergenerational mobility and~or the life cycle of the individual. However,
both approaches differ in the emphasis and values they place on what propels

changes, in terms of educational attainment and effort or ofone's social class posi-

tion and resources.
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In a study of ineritocracy, education and occupational attainment, Jackson (zooi:)
paraphrases Scase and Goffee's (i~8~) assertions that leadership qualities are essen-

tial for management positions, and that such qualities are often derived from specific
patterns of childbearing, education and class based experiences (Jackson, zooi:zo).

According to Jackson, 'merits"' are important to the individual in acquiring a labour
position but merit matters when educational qualification alone will not be adequate.

The general notion is that employers are interested in more than merit when they

are in the process of employing workers in the higher echelon of their organisation.
Jackson views the attainment ofan occupational position from two vantage points;

via ascriptive and through achievement criteria. The achievement criterion forms

the essence of inerit. Merit is defined firstly as the qualifications that an individual

has achieved, an outward demonstration of inner capacities and skills. Secondly,

merit is seen not simply as achieved qualifications, but as a measure of the inner
capacities (Jackson, zooi:3). Actually, these two vantages points could be interpreted

as amounting to the same core: 'merits' have to do with personal inner capacity and

skills, ascriptive criteria pertain to the resources and~or chances which are bestowed

on the individual or the group.

The importance of'merits' is also the point ofdeparture for Hassleraut and

Rodriguez Mora (i~~8). However, they approach the matter from the educational and
innate assets angle. As far as Hassleraut and Rodriguez Mora are concerned, social

mobility depends on whether the social sorting mechanism emphasises traits and

abilities determined by innate or social assets. Their thesis is, if education is impor-

tant for an individual's social position, social mobility will be high. If an individual's

upbringing, determined by his parents, is more important, social mobility will be
high. Hassleraut and Rodriguez Mora (;~~8:z~) also equate intelligence, productive

growth and social mobility with the changing job market. The thesis ofHassleraut

and Rodriguez Mora moves in one direction by taking two opposite roads. On the one
hand, they are laying the nexus of social mobility by the innate assets and educational

attainment of individuals; on the other hand, they are claiming that the parental
upbringing could play the most significant role in the social mobility of the individ-

ual. They appear to be claiming that both factors have an equal bearing on one's life

chances and will automatically lead to social mobility. It is believed that meritocracy

theory leads to the expectations that the effect of family background on education

will decline with time.

[n the discussion ofwhat meritocracy is or ought to be, the variations and the prem-

ises are inconclusive. Saunders (i995) claimed that ability and effort rather than class

background were more important for occupational success. His thesis was that the

most important positions were inevitably going to be filled by the most intelligent

people. Saunders' assertions were not unlike those of Blau and Duncan (i96~) who
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had stated that although social origins did indeed have an influence, educational
background and training and early work experience had a more pronounced effect on
chances of success. Crompton (r~~6) opposes the downplaying of the role of class in
analysing life chances and social changes, especially for women. Distelbrink and Pels
(r~~6) disagree with Crompton (r~~6) over the perception of social class as a concept
with a certain value for the explanation of social change. They are confident that,
due to the processes of ineritocracy, the changes in the boundaries ofclasses and the
expanding ofclasses internal variations have arisen, which have to do with cultural
diversity and hence, ensuring that socia] class as a concept ofexplanation has lost its
position.

Van Eijck (r~~6) pointed out that studies using social theory to describe or analyse

social change tend to minimise the importance of social class in the determining
of life chances. In effect, sociologists working with the status attainment model are
likely to look at the accumulation of resources, especially human capital, as the most

important factors in the reinforcement ofone's life chances. Concomitantly, Dagevos
en Veenman's (r~~z) 'Successful Migrants' chose Human Capital Theory as their
theoretical point of departure. Human Capital Theory is concerned with investments
in education. This approach is part and parcel of the meritocracy thesis. Veenman
(i~~6) underscores the thesis of Distelbrink and Pels when he acknowledged that
the results of empirical research in post-industríal societies have confirmed the open
character of these societies and ofpresent-day Dutch society. Veenman appears to be
comparing the meritocracy theory with an equal opportunity ideology. According to

the meritocracy theory, ethnic stratification is an anomaly; the result is that societal
positions will be gained both on the basis of achievements and on the basis of ascrip-
tion (Berting, r~~6).

In effect, these theorists and researchers give preference to cultural theory wíth the
trappings ofeducational attainment, which is deemed superior to class analysis as a
theoretical framework from which to track and analyse social change. The problems
of the meritocratic approach are further explored in Section z.z.r.

2.2.1 PROBLEMS OF THE APPROACH

Although Goldthorpe (r~8~, r~~z, zooo, zooz ár zoo3) is a strong advocate ofeduca-

tion attainment in upward mobility, he also challenges the basis of functionalist the-
ory with its exigencies, whose explanatory power is less than compelling (zooo:z3~).
On this same issue, Goldthorpe and Breen (zooz) are strongly critical of Saunders

(zooz) who makes a case for meritocracy. In a reply to Goldthorpe and Breen (zooz),
Saunders (zooz) states that people's individual characteristics, - in particular, their
cognitive ability, motivation and determination to succeed - are more important in

influencing where they end up in life. This argument is consistent with a meritocracy
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hypothesis in which occupational achievement reHects ability plus effort. Saunders
does not place extreme importance on the value ofeducational qualification; to him
ability and effort are most significant and even far more important than class back-
ground. According to Saunders, the models ofGoldthorpe and Breen do not directly
measure the effects of class origins on class destination, but rather much of the
unexplained co-variations that remain between origin and destination after merit has
been taken into account.

In a reply to Saunders, Goldthorpe and Breen (zooz) referred to one of their earlier
works in which they admitted that ability and motivation play a part in the process of
class and occupational attainment and educational qualifications a more important
part; but these 'merit' effects operate alongside other class linked effects so that "the
rewards that accrue to merit themselves vary depending on the class origins of those who pos-
sess it" (Breen and Goldthorpe, r~~~:zz). Saunders (zooa) defends his social mobility
and meritocracy in Britain thesis by presenting three propositions to illustrate that his
arguments were not incompatible with those of Breen and Goldthorpe (zooz). These
propositions are: "The first is that the amount of movement between classes is not inconsist-
ent with the operation of a system of ineritocratic selection. The second identifies the main
departurefrom meritocratic selection as being the ability ofthe middle class to retain and
transmit its position more successfully that it 'should'. The third the (and most important)
is that class origins play only a small role in shaping class destinatíons in Brítain, and that
individual ability, individual effort and the achievement of qualifications now play a much
bigger part in shaping where people end up in the class system" (Saunders, zooz:57z).

In essence the question ofclass comes back constantly to dominate the discussions
between those who believe in the promises of the theory of ineritocracy, a theoretical
point of departure that appears to have taken on magnetism ofan ideology, and those
insisting on the role of class position in social change. The ongoing issue remains
that of achievement versus ascription. The next section looks at the properties of
meritocracy and the claims that this is a functionalist theory with a neo-liberal point
ofdeparture based on maintaining the status quo.

2.2.2 THE DISCUSSION OF FUNCTIONALISM

According to Grompton (r~~8), the meritocracy thesis of Blau and Duncan (r~6~)
was fundamental to the "functionalist" theories of social stratification. One of the
main features of the theory of ineritocracy is the pronouncement ofan open society
in the western (post) industrial societies. In a'Sociology working paper', Goldthorpe
(zoo3:r~) claims that the basis of functionalist theory was the supposed `exigencies'
of modern social systems and in particular, so far as mobility was concerned, the
requirements ofhuman potentialities or `resources' to be exploited within the social
structure in which they are located. Goldthorpe then declares that functionalism lost
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its dominance in the i~~o's as a result of a shift in ideology and intellectual fashion.

Its application to social mobility was undermined by the accumulation of empirical

findings that were scarcely consistent with it.

Goldthorpe refers to himself as a'Rational Action Theorist' rather than a functional-

ist in the same working paper. As an answer to the theoretical dilemma of explaining

change in mobility rates and patterns, Goldthorpe points to the work of Schizzerotto
(r~~~), Davies et al. (zooz), Becker (zoo3) and Breen and Yaish (zoo3) to illustrate

that the explanatory efforts grounded in Rational Action Theory preserve the merit

of functionalist explanations in being open to test, and attempts at the empirical

assessment which have so far produced reasonably encouraging results. Gowricharn

(i~~z:6r) dismisses the urge by many theorists and researchers to qualify the behav-

iour of people as rational. He classifies these movements as damaging to the social

sciences. Gowricharn is interpreted here as meaning that many tests and models
only amount to the statistical relationship between figures and numbers without rep-

resenting what the real subjects (people) think and say about their daily experiences.

Ganzeboom (i~84) had described the meritocracy or modernisation thesis as the

thrust of the functionalist theory of social inequality, which has gone hand in hand

with a considerable body of empirical work. Ganzeboom concedes that the effect of

father's occupation on the education attainment of the individual is present but he

views this as small and sees age as a determinant in status attainment. Others have

also recognised age, in the sense of the knowledge that the individual at the age of

t4 years acquires regarding the social position of his or her father, and also of mak-

ing decisions regarding his or her future occupation (cf Marshall, r~~~; Breen and

Rottman, r9951. Nonetheless, Ganzeboom contends that he is not a righteous believer

in the meritocracy thesis. He concludes that the case for the meritocracy thesis is still

not strong (i~84ai6).
The next section shifts the accent to the discussion of the exclusionary factors,

which are of interest to the mobility processes of ethnic minorities.

2.2.3 EXCLUSIONARY FACTORS

Entrance to the elite is achieved not only by the attainment of a high level of educational

qualification, but is entwined with social class, ethnicity and gender. In his study of the

"power elite" in the USA, Zweigenhaft (zoor) renders, not unlike Crompton (r~~8,

zooo á zoo6), a challenging explanation of how this process works. His thesis is that

the relevant contacts in the upward mobility ofethnic minorities were deten-nined by

the dass situation of the migrant, with the exception of blacks. A similar stand is taken

by Rossides (i~~~) when he states that due to their historic depressed economic posi-

tion, blacks have been unable to develop kinship, networks or communal groups to

help them face their problems or to provide capital for economic needs and endeavours
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(r~~~:qio). To Rossides this state of affair is of a structural nature, considering that

American blacks in management positions hold these positions as a result of public

relations and affirmative action policies. These black managers work in these functions

even when they are qualified for other fields. Some jobs are created to administer cor-

porate policies sensitive to blacks and hence lessen racial pressure on white corporate

environment (Rossides, i~~~:qo8). These types of functions are often referred to as

'Racialized jobs' (Zweigenhaft and Domhoff, i~~8aoo).

The question is whether this thesis applies to ethnic minorities in the Netherlands.

Breen and Rottman are clear on the interaction between race and class. "That African

Americans who fall within the middle class ambit are closed out ofpositions of power

within organizations through discrimination and white resistance is evident. Working class

whites and non-whites are viewed as experiencing roughly similar life chances" (i995a6r).

Their thesis is that the impact of racial discrimination appears to cut across class

divisions. This could mean that regardless of the class position ofnon-whites there

exists the possibility that they will be pooled with working class whites when certain

societal goods are distributed. Hence, working class whites are díscriminated against

on the basis of their social class and blacks are discriminated against based on a

combination of race, ethnicity, gender and social class. Even when blacks are not situ-

ated in the working class category they end up being barred from meaningful labour

participation.

Rossides describes the roots of racism and discrimination as part and parcel of an

historical structural factor. Rossides illustrates that "Early (entrepreneurial) capitalism

developed racist-ethníc-sexist norms and values to justify the cheap labour it needed, but it

also established values declaring all humans eligible for full membership and participation

in the life of society" (i997:3~3). He views this development as the ability of the class

system to portray itself as enhanced by the widespread prestige phenomenon called

'moral equality'. It means that 'moral equality' in public policy is propagated with the

notion that, everyone will receive equal treatment and equal opportunities but this is

not the case for all groups For blacks the outcome of the competition in schools, for

jobs, scholarship, is predictable: "they will lose because their social experíence has shaped

them for failure" (Rossides, i~~~:q13). In essence, upward social mobility is viewed

as leaning heavily on both the notions of the individual using his own obtained

resources but at the same time not being able to get far due to structural barriers.

The role ofdiscrimination in the life chances ofethnic minorities is referred to by

Loury et al. (aoo5) as the discrimination paradígm. This impairs the ability ofethnic

minorities to translate their endowments into mobility outcomes, either within or

between generations (Loury et al., Zoo5:4). The movement towards upward mobility

then becomes a combination ofwhat one inllerits on a social cultural basis from one's
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parents, including class position and social and cultural resources but also the cul-
tural and social resources of the individual and what he does with them. Social and
cultura] resources are seen here to represent all the resources and constraints which
shape the individual's life chances from attained education level and class position to
the effects ofdiscrimination and opportunities deriving from certain policies in the
workplace.

Not unlike Rossides. Steinberg (zooo) sees racism as a development from the i~th
century, when the human race was divided into superior and inferior categories; this
has since evolved into categories of `civil' and 'savage' (zooo:6z). In the Netherlands
Ghorashi (zooC) extends this thesis to the exclusion ofmigrants in terms of native
Dutch categorical thinking. According to Ghorashi, 'categorical thinking' encom-
passes the placing of a proportional emphasis on 'culturalisation' aspects in regard
to ethnic minorities, and the thinking of them in terms ofproblem categories with
cultural deficiencies (zoo6:8). In essence, categorical thinking amounts to a constant
differentiating between 'us' (native Dutch) and 'them' (ethnic minorities). The nature
of categorical thinking could then lead to members ofethnic minority groups facing
more obstacles to their upward mobility than native Dutch do.

In terms of the conscious or unconscious employment of categorical thinking and the
culture of the 'other'that is constantly evoked to explain and interpret the actions of
ethnic minorities Wekker (zoo4:q~r) declares that `in the past three years, the avenue
to talk about ethnic dífferences has increasingly been limited to an essentialized notion
of culture, unchanging,fixed and thought to be capable of explaining and predicting the
behaviour of migrants, especially Turks and Moroccans'. She paraphrases Hall (r~~~)
who indicates that culture is doing the work of 'race'. Explaining the issue ofculture
in the Netherlands, Ghorashi came to the same conclusions as Wekker by declaring
that culturalisation leads to individuals being seen as made by their culture instead of
culture being made by individuals. However, culture is meant to dictate the bounda-
ries ofan individual's way of doing things and also serves as a source of creative
possibilities. In this study, ifculture is viewed as a product that is constantly lived,

reshaped and given new meanings, then surely members of ethnic minority groups
should be capable ofadapting to any circumstances, including racial discrimination.

It has been observed that in the Dutch research literature of integration and~or diver-
sity, there exists a tendency to downplay the perception of ethnic minorities about
their experiences of racial discrimination in labour organisations (cf Dagevos en
Veenman, r~~a; Van Niekerk, zooo; Dagevos et al., zoo3). In Dutch society, many
social scientists, politicians, journalists, professionals or the man in the street, have
no proper knowledge of how to deal with the multi-ethnic and to a lesser degree
multicultural developments. Hence, it becomes easier to refute the existence of
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racism and discrimination and adhere to anti anti-racism. Anti-anti racism entails
that the person who claims to be racially discriminated is accused of playing the role
of a scapegoat. The effect on ethnic minorities who are being discriminated against is
to remain silent or to go into denial. The following section discusses class analysis in
terms ofsocial mobility studies.

2.3 CLASS ANALYSIS

Crompton (r~~8) offers a comprehensive explanation of class analysis. She views
class as prestige, status, culture or 'lifestyle'. For Crompton a second common use
of the class concept is a general description of structures of material inequality,
reflected in differential access to economic and power resources (these could be the
ownership of capital or productive resources, skills and qualifications, networks of

contacts, etc. The thesis of Crompton is that unequally rewarded groups are often
described as classes. Crompton also views class as a methodological tool. To her class

remains a concept, which links, however imperfectly, social structure with social
actiorr, and which can be used as an organizing concept for the investigation ofa
whole range of issues associated with social equality and social differentiation. In a

later study, Crompton and Scott (aooo) state that popular debates about individual
social mobility, for example, have as much to do with status or prestige as they do

with "class" as defined in economic terms. However, in the ]ater years it has been
observed that Crompton has shifted to a more pragmatic definition ofclass. "Class
however is a multifaceted concept with a variety of different meanings. There is
no 'correct' definition of the concept, nor any single 'correct way of ineasuring it"
(zoo6:658).

This last statement ofCrompton does not preclude a comparison to what Marshall
(r~~~) says in reference to the definition ofclass. Marshall speaks of alternative con-

ceptions of'social class', which are operationalised in quite different ways; "One is
pushed usually by prior theoretical considerations to select one particular measurefrom the

various neo-Marxist or neo-Weberian options that are available" (Marshall, rg~~:r3z).
Marshall chooses the option constructed by Goldthorpe for the Oxford Social
Mobility Study of England and Wales, which rests more on Weberian premises. He

equates class as a structure with a particular combination of occupational titles and
employment status. Suffice is to say that a collapse of Goldthorpe's class schema into

three social classes could very well help in understanding class as used in this study.

This is especially so when the classes are divided into (r) service class, (a) intermedi-
ate class and (3) the working class. In other words the service class becomes a label

for the elite and the intermediate class represents the middle classes and the working

class speaks for it self.
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In general, class refers to those who have similar life chances ( goods, living condi-
tions, personal experiences) because ofa similar ability to turn goods or skills into
income in a given economic system (Rossides, r~~~aq). Savage ( r~~~) is quite

critical ofclass schemas. He declares that class schemas in and themselves tell us
nothing about whether social class is a salient social process; it is simply a tool to
help researchers investigate whether this is so. Savage examined the class structural
approach to social mobility and concluded that this was in many ways at odds with
status attainment approaches.

Even though Savage is at odds with class schemas, he is convinced that by turning to

class analysis as a methodological framework one will be able to avoid some of the pit-
falls of the status attainment approaches. When Savage's arguments are scrutinised

one gets the impression that he is more concerned with the class structura] approach

as a tool for the deconstruction ofclass than as a methodological understanding of
how one's social class enhances his or her upward mobility- Savage places in his class

structural approach emphasis on two variables: class origin and class destination.
His main interest is with class as a social construction and ideology. Savage also para-
phrased Goldthorpe (i~8~) to illustrate that upward mobility into the middle classes

tends to have patterns of sociability that are similar to those of the established middle
classes. In other words, the class to which people move seems to affect their sociabil-
ity much more than the class they moved from.

Hindess (r~8~) makes a distinction between two categories ofclasses. He views class
as defined by relations ofproduction, and as a social force constructed in terms of

social conditions leading to collective awareness and the formation of ties of solidarity
as the basis of communal action (r~8~:zz). In the same breath, Hindess had earlier

stated that classes are not social forces. Hence, the promise ofclass analysis cannot

be kept. In his critique of Goldthorpe's work on social mobility, Hindess is clearly
dismissive- `Goldthorpe's concern with mobility is overtly political' (Hindess, i98~:43).
Nonetheless, Hindess seems to have missed the point, concerning the potentials of
class analysis, one chief reason being that in applying class analysis as a theoreti-

cal approach one is not bent on researching whether a particular class is equipped

and ready for collective action. The focus is on whether the individual or a group has
moved from a particular origin to a certain destination, which increases one's access

to certain resources and reduces the number of constraints. It is not an attempt at dis-

tinguishing owners from non-owners of the means of production in a class scheme
(cf- Breen, zoo4:40). Sorensen (aooo) unlike Hindess places the emphasis on class

as a life-condition concept in terms of upward mobility rather than on the exploita-

tion. The two concepts serve different theoretical purposes. In this study, the choice
of the life-condition concept is more appropriate in answering the central question.
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Skeggs (i~~~) concluded that various sociologists had retreated from class analysis by
using empirical evidence to suggest that the significance of class has declined. This
does not seem to be the case. Skeggs elaborates that Goldthorpe and Marshall (i~~t)
used the same empirical data to show that class is still a major means of social dif-
ferentiation. She later stated that the `decline of class' thesis is merely a speculation.
Crompton's (aooo) analysis of the position of the individual in the labour market is
that there is an interdependence of class, gender, ethnicity and age in the definition
ofclass analysis in terms of social mobility. Hence, in keeping with the notions of
class and stratification Crompton (r~~8) states that social mobility research should
actually measure the mobility of individuals between occupations and~or occu-
pational origins both between generations and over the lifecycle. She is not alone
in this proposition. Other researchers (cf. Breen and Rottman, r995; Bertaux and
Thompson, t~~~; Skeggs, r~~~; Sorensen, aooo; Crompton and Scott, aooo; Breen,
zooq; Platt, aoo5) drew the same conclusion. These researchers also share the same
claims in regards to the theory of ineritocracy and educational qualification as the
propeller towards social change. Section z.3.c examines the relationship between
class and education.

2.3.1 CLASS AND EDUCATION

Li (zoo6) agrees that educational attainment is closely related to class attainment, but
does not offer comparable benefits to ethnic minorities groups with the same quali-
fications as whites. Hence, distinctions ought to be made as to the manner in which
one looks at the origin and destination conception of class analysis as this applies to
whites, the native population and the ethnic minorities. Another critique of the use
ofclass analysis as a theoretical approach comes from Prandy who declares that using
class categories when looking at social mobility will involve a loss of information,
the opposite ofwhat the proponents intend (Prandy, aooa:596). Prandy's thesis is
that however one chooses to identify classes, working class as against middle classes,
there is always the risk of not obtaining sharply divided groups. Unlike Prandy, the
concern in this study is not with class categorisation or identification but with the
effects of social class on the distance between the individual origin and his present or
destination class.

The objective is to use class as living condition in the clarification ofupward social
mobility. Unlike Wright (i~85) and Savage (r~~z), the researcher is not concerned
with the distribution ofclass places in class structures. Crompton (i~~8 and aooo)
reinterprets Marshall and Swift (r~~~) who argued that class origins override edu-
cational levels. Her conclusion is that although classes may have changed they still
count. The case for class analysis is also partially made by Zweigenhaft and Domhoff
(r~~8:~) with their claim that class background, current roles and future aspirations
are more powerful in shaping behaviour in the power elite than are gender, ethnicity



34 SOCIAL MOBILITY OF ETHNIC MINORITIES IN THE NETHERLANDS

and race. Breen and Rottman (i995) paraphrase Goldthorpe's (i98o) argument that

patterns ofmobility between social classes are shaped by three factors: the relative

desirability of different classes as destinations, the resources that will allow individu-

als to have access to more desirable classes, and barriers to mobility, which are con-

ceptualised in terms ofcosts, or more generally, as constraints on actions.

Breen (aooq) posits that individuals are assigned to classes based on their current

job or, if they do not have a job, on their previous one. Heath and McMahon do not

support this thesis insofar as it could be applied to ethnic minorities. They claim

that class origins might have a smaller impact on the class destinations of the ethnic

minorities than they do with the white population (Heath and McMahon, aoo5:395).
They venture further and declared social class is a continuous rather than a categori-

cal variable in interaction terms. "By assuming that class is continuous we do lose some

information and make some simplifying assumptions" (Heath and McMahon, aoo5:403).

Interestingly enough, Brands (r~qz) in his study ofacademics with parents with little

or no education, cited Ryan and Sackey (i~84) and declared that upward mobility for

those academics was a complicated mixture of individual ambition, historical circum-

stances and the dynamic mechanisation of the class system (t~~z:3c) How does this

affect ethnic minority academics who inherited a parental background with little or

no formal education? And how does it affect academics, whose parents had an educa-

tional background within the range ofprimary to tertiary education?

Plaza (t~~8) studied the employment ofstrategies and other methods of upward

mobility by educated Caribbean-born black men in Canada. Plaza, not unlike Breen

and Rottman (t995) revealed that these black Caribbean migrants used a set of fun-

damental strategies, which combined emigration experiences and the attainment of

university or professional training to achieve their aims. Plaza also noted that these

strategies were rooted in Caríbbean history and culture. However, racism and other

barriers to immigrant mobility in Canada limited the success of these strategies

(Plaza, i~~8:aq~). Furthermore, Plaza is convinced that the desire to acquire more

educational certificates and credentials was a response of the Caribbean men, who

had undoubtedly been socialized in the Caribbean where historically, it was said, that

the more education one had the more mobility one could expect to achieve. "More

education was unanimously seen as being the most important strategy for coping with bar-

riers to mobility in Canada. The men strongly believed that education provided them with

"options" and built up some "security" (Plaza, r~~8:z53). Nevertheless, these Caribbean

men, in their pursuit of the 'mobility dream', were naive into believing that a combi-

nation of good qualifications and hard work alone would have gotten them to the top

despite their skin colour and ethnicity.
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Seeing that Bertaux and Thompson (r~~~) explained that social status as opposed
to occupational status is primarily carried by families rather than by individuals.
this thesis could be cornpared to the theory of Veenman (r~~6). Veenman came to
the conclusion that there is a slight difference between the structures of life chances
between first-generation guest workers in the Netherlands and their children.
Veenman used the deficit theory to explain the failure of second-generation ethnic
minority youth to compete with native Dutch youth of the same age group. According
to him, second-generation ethnic minority youth lack the qualifications to compete
with native Dutch youth. Bearing in mind that the majority of the first-generation
ethnic minorities were largely uneducated and therefore unprepared for the European
labour market and were neither socially nor culturally prepared for post-industrial
society, it could be assumed that their opportunities for social or occupational status
were limited. In effect, the majority of first-generation ethnic minorities were stuck
in the working class at the bottom of the social class structure.

Taking Veenman's thesis at face value next to Bertaux and Thompson's theory pro-
duces a sum value, which means that the children of these first- generation guest
workers will be trapped in the same low social status of their parents and not even
high educational qualifications would rescue them. There is grounds to specu-
late whether the social class of some ethnic minority parents is crucial for the life
chances of their children. It is also a case of testing the notions of intergenerational
rnobility, which takes the form of a comparison of a person's current social class
with the class that his or her family occupied when the person was growing up. The
thesis of intergenerational mobility processes do not contradict the fact that it could
be combined with individual life cycle mobility processes in the search for factors
that enhance the upward mobility ofethnic minorities. Section a.3.z treats the total
resources of the individual in more detail.

2.3.2 TOTAL RESOURCES OF THE INDIVIDUAL

There is a body of international literature on the attainment of a management posi-
tions in labour organisations based on educational achievement and social skills in
the open society. While writing about organisation and the manner in which inter-
cultural management is approached, Glastra (r999:30) paraphrases Growricharn
(t~~~a) with the remark that the notion of "human capital" in the form of investment
in education is a deficient approach. Breen and Rottman (r9951, Skeggs (t~~~) and
Crompton (2.000) are convinced that social location influences movement and rela-
tions to another social position wherein the individual can capitalise on his or her
resources.

In other studies, researchers (Skeggs, rg~~; Bertaux and Bertaux, t~~~; Gershuny,
aooo) paraphrased Bourdieu (r~8q) to illustrate the importance of personal capital in
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the individual's drive for upward mobility. Skeggs (i~~~:8) states that Bourdieu iden-

tified four types of capital:
"i. "Economic capital which embodies income, wealth, financial inheritance and mone-

tary assets.

z. Cultural capital that appears in three forms; in an embodied state, in the objectified

state and in the institutionalised state. Cultural capital is said only to exist in relation

to the network of otherforms of capital.

3. Social capital has to do with resources based on connections and group membership.

This is capital generated through relationshíps.

4. Symbolic capital is the form that the d~erent types of capital take once they are per-

ceived and recognized as legitimate".

Skeggs adds that capital is context-specific. She refers to gender, class and race as not

being capitals as such. However, they provide the relations in which capitals come

to be organised and valued. In the context of the individual's capital Bertaux and

Bertaux (t~~7) declared that there is a social capital, which resides in simple ethnic

identity. Furthermore, Bertaux and Bertaux also place a great deal of importance on

economic capital. To them this capital is the most liquid of all capitals and the most

readily convertible for transformation into social and cultural capital.

Crompton ( zoo6) quotes Bourdieu's (t~~~) explanation of'cultural capital' in rela-

tion to children and the transfer of cultural capital from parents to children. "Class

differentials in educational an occupational attainment, therefore are maintained via the

unequal endowments of 'cultural capital' possessed by individuals in different classes, and

largely acquired within the family" (Crompton, zoo6:66t). Nevertheless, Bourdieu in

one of his later works, defines capital as "The force attached to an agent depends on its

various ' strengths', sometimes called 'strategic market assets', differentialfactors of suc-

cess (orfailure), which may provide it with a competitive advantage, that ís to say, more

precisely, on the volume and structure of the capital the agent possesses in its different spe-

cies" ( zoos:)~q). For all intents and purposes, Bourdieu seems to view a great deal of

common factors in the daily social intercourse as capitals. The indiscriminate use of

various capitals could blur the living reality of individual and groups. The concept of

resources, whether social, cultural, economic or political will be used in this study.

The next section describes the interplay between class and ethnicity.

2.3.3 CLASS AND ETHNICITY

The theory ofclass analysis as a methodological point of departure for the study of

stratification and social mobility ofethnic minorities is not without constraints. The

study of the "Power Elite" in the USA gives an example ofclass, race and ethnicity.

"Power elite are those who own and manage large banks and corporations, finance

the political campaigns ofconservative democrats and virtually all republicans at the
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state and national levels, and serve in government as appointed officials and military
leaders" ( Zweigenhaft and Dotnhoff, r~~8:i). Zweigenhaft and Domhoff stress that
for Jews, class is more important than ethnicity in terms ofgaining entrance to the
power elite. This is in contrast to blacks where race is more important than class. It
must be said that it is not the blacks who regard race as an important factor; this has
more to do with American society's historica] obsession with race as a sociological
given. This is not true of Dutch society in terms of the upward mobility of ethnic
minorities. The role that ethnicity plays is arguably more relevant.

Zhou (zoo5aqr) quotes Yancey, ) uliani and Erikson ( i~~6) to describe ethnicity
as a "manifestation of the way populations are organised in terms of interaction patterns,
institutions, personal vales, attitudes, lifestyle, and presumed consciousness of kind". The
conclusion is that this is the result of an ongoing process. In 'Ethnicity as social
capital', Zhou stated that past and present studies have consistently found that ethnic-
ity significantly affects the outcomes of social mobility among different immigrant
groups ( Zhou, aoo5a3r). This assertion is elucidated by reference to the varied struc-
tural conditions facing the different groups and the varied strategies, which they use
to cope with and directly influence their mobility outcome. However, she also declared
that ethnicity could either slow or accelerate the upward progress ofsome groups,
while keeping others from advancing, or possibly even pushing them further towards
the bottom. In this context, Platt's thesis (aoo5:3) resembles Zhou's thesis that the
stage at which 'success' is achieved may vary by ethnic groups and is related to sub-
stantial investment in education, an investment that may provide future returns.

The literature on the social mobility of ethnic minorities tends to look at the charac-
teristics of the individual and not at the social networks and the context in which the
individual operates (Van Niekerk, zooo). This assertion of Van Níekerk is related to
the discussion surrounding the theories ofculture as against structure. Perlmann
(aooo) claims that these two theoretical concepts (culture against structure) could be
looked at in another light. Portes and Rumbaut's (r~q6) Immigrant America describes
the "modes of incorporation", which play a distinctive role in this equation. In their
context culture and structure go hand in hand, but it is structure, which normally
determines culture. Furthermore, Perlmann stresses that the mode of incorporation
and the related concept of segmented assimilation bypass the structure~culture con-
trast, and may well prove a fruitful way to weave cultural themes back into the discus-
sion of immigrants and ethnic achievement (Perlmann, aooo:3i).

Roelandt quotes De Jager and Mok (r~~8) in making a point which applies to
the structure versus culture discussion. `The point of departure of inethodological
materialism is that phenomena, ideas and meanings are products of the material circum-
stances in which people live. In many cases, materialism is positioned against idealism.
The essence of idealism is that societal phenomena are primarily determined by ideas and
meanings ofpeople" (Roelandt, r~~q:q8). In this sense Roelandt notes that the class
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position of the individual in the stratification system determines his chances for

mobility. Roelandt cites Wilson (T~8~) in relating culture to idealism and structure

to materialism. Hence, "human capital" is acknowledged as just one of the total re-

sources of individuals; in among individuals from an ethnic minority their culture,

values and behaviour will be used to determine whether they are equipped for the

post-industrial and commercial economy. Roelandt (i994) reinterprets Sowell (r~75),
who is certain that some cultures are more aligned than others to meet the needs

of the modern capitalist mode of production. As a critical note on Sowell, one could

turn to Steinberg (zooo) who states that some theorists have developed a social-scien-
tific racism that essentially substitutes culture for genetics. Yet, no sooner were these

theories thrown into the proverbial rubbish bin than another theory arose to explain

hierarchy in terms ofculture (zooo:6r).

Hindess (r~8~:z) suggests that class may be more important in some societies than

in others, and that this importance may change over time. Class outcomes are not

predictable, since class reproduction is not inevitable. Not all children from disad-

vantaged homes mature into disadvantaged adults and not every child from a mid-

dle-class home becomes a manager or professiona] (Crompton, aoo6:6~r). If class

position is assumed to be related to ethnicity, one might concur with Zhou's (zoo5)

assertion that ethnicity reflects the structural impact of the broader ethnic stratifica-
tion system (zoo5:r3~). In other words ethnicity does influence one's position in the

social structure of society. Steinberg (r~~6) draws attention to the theory that many

cultural attributes that are commonly associated with ethnicity are not rooted in eth-

nicity as such, but are artefacts of social class or geographical differences between eth-

nic groups. The following section reviews the literature on class, identity and gender.

2.3.4 CLASS, IDENTITY AND GENDER

This section discusses the factors of identity and gender, and their relation to class

analysis, especially to the upward mobility ofethnic minorities. On the subject of

identity management, Ellemers (r99r) looked at members of low status groups and

came to the conclusion that they will presumably change their group affiliation to

acquire a more positive one. They are likely to strive for individual mobility, not group

mobility. Ellemers introduced the theory of relative deprivation to illustrate how a

particular group constitutes a central concept, in the sense ofcomparison to a bet-

ter-off reference group, where they can feel relatively deprived, while their objective

situation may be comparatively favourable. Ellemers divided relative deprivation into

egoistic and fraternal types. Feelings ofegoistic deprivation may develop when people

compare their situation unfavourably to that ofothers. Fraternal (or group) depriva-

tion may result from comparing the fate ofone's social group unfavourably to that of

another. Ellemers cites Tajfel and Turner's (i~~~) identification of three processes in

their classification model of social identity theory.
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These three processes are: social categorization, social identífication and social com-
parison. 'Social categorízation' is people's tendency to order their social environment
by forming meaningful groups or categories. 'Social identification' is the extent to
which people define themselves (and are viewed by others) as members ofa certain
social category. `Social comparison' is necessary to determine the (relative) value of
certain group characteristics (Ellemers, i~~r). When a group compares itself favour-
ably to other relevant groups, it may develop a positive social identity. In a sense a
point has been made for one's upward mobility via the group with a positive social
identity which could be used in social competition with other groups. When the group
does not possess a positive social identity the individual is then apt to seek his own
separate positive identity. Ellemers also interprets Tajfel and Turner's (i~~~) distinc-
tion between the individual mobility strategy, on the one hand, and on the other hand
'collective action', which is social competition and social creativity as group strategies.

According to Ellemers, a similar distinction could be made between the 'individual
social mobility' and 'collective action' as means to higher status. In fact, the indi-
vidual mobility strategies are geared at changing one's group membership, while the
group when pursuing group mobility, is most salient as a social entity. Brands' (r~~a)
`Academics with parents of a low educational level', refers to the ensuring insecurity
of these academics in regard to their social position. Brands stated that these academ-
ics were liable to undergo an identity crisis. However, he states that these academics
relied on their `personal projects' to resolve these identity crises. These personal
projects led them to work on a new identity. The assumption is that individual mobil-
ity in contrast to group mobility is better characterised as the continual process of
generalised social competition through which individuals, families and social groups
all fight for their share of resources.

Next to the ethnicity and class in the upward mobility ofethnic minorities is the fac-
tor of gender. Gender as a factor does in most cases deeply influences the life chances
of women and men. Gender is said to include political, social, economic and cultural
attributes and the life-chances that are related to being male or female. In many cases
what stands out is the inequality between the positions of women and men. This
social construction differs from society to society. On the whole, women in industrial
societies are considered as unequal to men regardless of the ideology of their respec-
tive societies and regardless ofwhether they live in capitalist or socialist societies
(Rossides, r997:446). Disparities in income and in authority are often referred to as
gender bias. Crompton (aooo) claims that organisational culture is central to under-
standing the ways in which power and authority remain highly gendered in the work-
place; gender is used to limit women's career choices and to frustrate their attempts
at upward mobility.

39



4U SOCIAL MOBILITY OF ETHNIC MINORITIES IN THE NETHERLANDS

Devine and Savage (aooo) state that professional women are more likely to have

a family than are those who find that a career is not compatible with family life.

However, gender could be often, at least paradoxically, be used as a strategy. "Black

women use gender as one of their reference points and realise that some of the discrimina-

tion against them is based on gender, they are then more hopeful about theirfuture and

therefore more willing to put up with schooling" (Zweigenhaft and Domhoff, r~~8a8~).

[n this sense, ethnicity and class are placed, for the time being by these black women,

on the back burner, while they pursue their objectives.

Nonetheless, race and gender are at best social constructions (Wieviorka, aoor).

According to Wieviorka, being black or female is defined in natural terms of race

and gender. Race and gender are subject to considerable variations from one culture

to another, and from one period to another. He is also certain that the reproduc-

tion and intensification ofsocial inequalities are conveyed by means of the cultural

disqualification of minorities. The literature frequently mentions that women

cluster in occupations that are conducive to combining employment and family life

(Crompton, aoooa68). Gender is said to have a profound influence on the manner

in which resources and constraints affect the management and professional oppor-

tunities ofmales and females. In some cases, women are used to create a'buffer

zone' (Zweigenhaft and Domhoff, r~~8:56). In other words, they could be employed

to obstruct other processes of change, where for instance black males are vying for

certain positions. Gender discrimination then replaces racial discrimination in the

labour market and generates very different life chances for men and women in the

same positions.

This introduces the issue ofhow women's domestic labour is defined in terms of the

value that is placed on domestic labour as the cultural capital of women. According

to Rossides (1997), feminist socialists have criticised strict Marxian interpretations

of domestic labour and of gender segregation in the labour force. Women, they argue,

may be exploited under the capitalist system as wives, mothers, paid workers and as con-

sumers but the sex-based nature of that exploitation must be accounted for (Rossides,

igq~:454). Nonetheless, Marshall (r~~~) disagrees with this thesis of sex-based

exploitation. He views the exploitation of women's labour as determined by the wom-

en's social class. This raises the Zweigenhaft and Domhoff's (r998) account ofhow

blacks and women make it into the power elite in the USA. They referred to four fac-

tors: "identity management, the ímportance of class, the importance of education and the

importance oflight skin" (Zweigenhaft and Domhoff, r~~8:r~6).

When all the resources and constraints of women, ethnic minorities and especially

blacks are classified as factors in their attempts to enter the power elite, light skin

is an advantage. Class origin is said to be the most important factor for all groups,
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except blacks and "Indian-appearing" Latinos. Zweigenhaft and Domhoff declared

that social class alone did not explain their findings because education matters a
great deal. What they also found was that the women and ethnic minorities who did

make it to the power elite are typically better educated than the white males who are
already a part of it. However, there is a stronger preference in the power elite for edu-
cated ethnic minority women than for educated minority men.

Section a.3.5 discusses the relationship between class and socia] networks.

2.3.5 CLASS AND SOCIAL NETWORKS

Knox et al. (zoo6) called attention to Bourdieu's (i~84) criticism of network meth-

ods in assuming that power needs to circulate through personal networks. To them,
Bourdieu's elaboration of the concept ofcultural capital and the downplaying of
social capital, was in part intended to shift the attention to cultural capital. [n fact

Bourdieu's theory was that people who do not necessarily know each other can still
have similar positions in social space if they have similar amounts ofeconomic and

cultural capital (aoo6:rao). This raises the issue of how Bourdieu proposes measur-
ing this similarity of economic and cultural capitals, especially when the parties in
question are members of ethnic minorities who are in social competition with, for
instance, native (meaning white) Europeans?

Knox et al. (zoo6:TTq) also claimed that an understanding of how networks function
requires knowledge of how they are constítuted: "Network analysis began as a method

which straddled the two disciplines of anthropology and sociology at the point at which they
were marking out for themselves distinctive intellectual territories, and the different path
that network thinking has taken in the two disciplines is revealing. In social network analy-

sis, networks have emerged as a distinct specialism, one ratherdetachedfrom 'mainstream'
concerns, whereas in social anthropology early interest in networks have given way to a sus-
picion of network thinking". Savage, one of the authors of Knox et al.'s working paper,
stated in Blokland and Savage (aoor:zzr) that "network analysis and class analysis have
both become increasingly quantitative and~or organised around internal debates, whilst

urban studies tends to have adopted case-centred, idiographicfoci ". This is presumably
Blokland and Savage's way of saying that network analysis was incompatible with a
reality which is in the field today. However, in this study the interest is more consist-
ent with the social network as a mechanism through which ethnic minorities could
use strong or weak ties (cf. Granovetter, r973) to further their upward mobility.

Writing about social capital Li (ZOO6), summarises three types of social capital which
could be effective in social mobility processes: neighbourhood attachment, social

network and civic participation. She states that the number of inemberships in civic
organisations is an indication of the stock ofsocial capital that one commands at a
particular time (aoo6:q). Social capital in this sense means being connected to oth-
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ers of equal status and applies to parents and individuals. Bertaux and Bertaux (r997)

concluded that the transmission ofcultural capital can take place under a merito-
cratic fa4ade in schools and colleges. Their analysis is that this is the best (because it

is a hidden) method for the maintenance of privileges.

In a study of the mobility chances ofethnic minorities, Dagevos en Veenman (r~~z)

concluded that ethnic minorities from the lower classes are unable to take advantage

of certain network contacts. This thesis rings true in Rossides' (r~~~:r6) study in

which he states that the ability ofboth men and women to obtain jobs is very much
affected by the class in which they are born and raised. If this thesis is valid, upward

mobility could surely be limited for those born and raised in the working class. This

raises the question of the types of networks that ethnic minorities have or main-

tain, and whether their results should be viewed as exclusion from particular social

networks. It is also obvious that the size, quality and effectiveness of their social
networks are regulated by their social relationships with native Dutch and to a lesser

extent with other members ofethnic minority groups. For networks to be effective,

the members must possess or have access to valuable links and information.

Section z.q pays attention to the role ofdiversity policy in organisations. This deter-

mines what sort of influence such a policy could have on the interaction between
individuals and groups in the organisation and also on individuals' life chances.

2.4 DIVERSITY POLICY
In essence, a diversity policy is one alternative to traditional business and~or strategic

methods. For an organisation it is the quest to raise the bottom line, maximise profit,

generate goodwill, returns on talent and social skills, and win the loyalty of the stake-

holders within the organisation who have different lifestyles. It also means gettíng
people ofvarious ethnic and cultural groups and social categories to communicate

and get along with each other, thus reaping the benefits ofdiversity while avoiding its

disadvantages by seeking homogeneity ofvalues and combining this with heteroge-
neity ofknowledge and social skills. It is an issue ofwhere certain accents are placed

while interacting with others within the organisation. What the accents are and

where they are placed depend on the context in which the diversity policy was created,

informed and implemented.

Meermans and Scholten (aoo3) referred to a"narrow" and a"broad" definition of
interculturai management. The narrow definition deals with what intercultural man-

agement or managing diversity should produce for the target groups of three impor-

tant categories: women, ethnic minorities and senior citizens. The broad definition

covers imaginable categories such as disability, homosexuals, the three "narrow" cat-
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egories and others. Both definitions are used liberally in the diversity literature in the

Netherlands and are applied in diversity training and diversity-informed practices.
Diversity as a business concept should neutralise fear and uncertainty in labour

organisations: `7n eontrast to gender and other categories of identity, which are often
represented, as sources ofsocial equality in organisations diversity does not so powerfully
appeal to our sense ofjustice and equality" (Benschop, zoorar66). Benschop's thesis

perhaps best epitomises what Meermans and Scholten mean when they describe the
broad definition of diversity. This means that using the broad definition ofdiversity,
renders the users of the concept, especíally as an organisational policy, the oppor-
tunity to be impartíal or even ineffectual. The use of diversity policy in this fashion
could be seen as a manner of appeasing everyone and reducing tensions that have to

do with differences within the organisation. This is diversity marketed as a win-win
instrument for all stakeholders. A diversity policy that does not challenge the status-
quo and that leaves room for some to dismiss the policy as window dressing. What
this means in the organisational context is discussed in Section z.4.i.

2.4.1 THE ORGANISATIONAL CONTEXT

Whether it is interculhrral management, diversity policy or the management of diver-

sity, in the Netherlands, they all have the same conceptual objectives. This conceptual
way of looking at differences and changes in organisations in the Netherlands is not
new. Compared to the USA and the UK, intercultural management research in the
Netherlands is still in the early phase ofdevelopment (Glastra, r~~~). In the 8os,
small commercial bureaus and ethnic minority organisations gave training courses

and~or organised seminars on anti-racism and discrimination in labour organisations.
In those early years, the training and coaching went under names such as intercul-
tural communication training, transcultural training, intercultural work, and cross

cultural training. Not many theoretical or empirical studies have been undertaken in
the Netherlands that have intercultural management or diversity as a central point of
departure."'

Two Dutchmen, Hofstede (r~8q) and Trompenaars (r993) are internationally known

for their contribution to the management ofdíversity as a business proposition. In
the Netherlands the practice ofmanaging diversity, offering management advice on

diversity, training, seminars, and the like could be divided into three approaches:
(r) The cultural oriented approach, which concentrates on the tensions and conflicts

between individuals and groups in organisations, which are deduced from collec-

tive differences. The cultural factors are viewed as the most important factors for
the explanation of these tensions and conflicts. The chief exponents of this ap-
proach are Hofstede (the theoretical developer) and Trompenaars.

(z) The individualistic approach focuses on the individual in the organisation instead
of on the collective elements of a particular culture. The management is res-
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(3)

ponsible for ensuring that maximum benefit is realised by using the talents and

social skill ofall individuals in the organisation. This approach is attributed to

Roosevelt Thomas Jr., (i~~z) and has been applied in the Netherlands since the

i~~os.
The contextual approach is based on a theory, which attempts to understand the

dynamics and movements ofwhat people do to ensure that social and cultural

arrangements within an organisation deliver more profits in a pluralistic setting.
Glastra (r~~6) developed this approach.

The cultural and the individualistic approaches are better known and practised in the
Netherlands. There is not an ongoing discussion as to which approach is most suit-

able for a diversity policy within Dutch organisations. However, the cultural approach

has dominated the literature and the general practice. Actually, it is more widely
used in the Netherlands than the other two approaches. When considered in terms

ofculturalisation which is a well known 'way of life' in the Netherlands it stands to

reason that the cultural approach to diversity management is more palatable in many
quarters. As mentioned earlier, there is a strong fixation with the cultural differences

of'others' in the Netherlands.

By implementing a diversity policy and the multiculturalisation of organisations, one

is apt to believe that opportunities for all concerned could be the result. However,
this assumes that the organisation is willing and equipped to accommodate changes,

and that it offers equal opportunity chances to ethnic minorities and others on a win-

win basis. This also necessitates that the individual ethnic minority persons possess
the educational qualifications, ambition, drive and motivation to strive for better life

chances. The issue ofwhether it is possible to speak ofmulticultural or plural organi-

sations in the Netherlands is relevant to this study. Section a.q.a describes what mul-

ticulturalisation means for the prospects ofethnic minorities in Dutch organisations.

2.4.2 MULTICULTURALISATION WITHIN ORGANISATIONS

The multiculturalisation of organisations consists of the efforts to have `functional'

organisations with a diverse population ofworkers while working with an active
policy (Van Kooten, Mau-Assam en Van de Pieterman, t993). Twuyer (r~~5) uses the

classifications ofCox (r993) who divides organisatíons into monolithic, plural and

multicultural to illustrate their evolution. According to Twuyer, the multicultural
organisation was the best, in the sense of giving value to and accepting diversity. The

assumption in other quarters is that the multiculturalisation oforganisations and

the mixture ofcultural and demographic differences within organisations will not

necessarily lead to the pursuit of a diversity policy. Intercultural management will only

make sense when this takes the form of a pluralistic organisationpolicy, which ís based on

the democratisation of the labour relations (Glastra, i999:3z). Actually, in the literature
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a significant difference between a pluralistic and a multicultural organisation when

applied to Dutch organisations has not been registered. The democratisation of the
processes in the organisation is and remains a worthy cause in the interest of the bot-

tom line. However the person or persons in charge must be willing to take this step.

This study focuses on organisations that are actively pursuing a diversity policy.

Some researchers believe that a strategic policy geared at multiculturalisation can
give an organisation an appealing multicultural character. Wieviorka (aoor:424)

however warned that multiculturalism is easy to apply but runs the risks ofexcluding

some groups who could legitimately demand to benefit from such a policy: "By rec-

ognízing identities, a multicultural policy is in danger not only of being non-operational,

but also of having an effort which undermines its aims". When compared to Roosevelt

Thomas, Jr., who states that a diversity policy shal] benefit the bottom line, Wieviorka

leads one to believe that pursuit of a diversity policy could be tantamount to, 'damned

ifyou do, damned ifyou don't'. To complicate the matter, managers and business

owners in the Netherlands are frequently disinclined to classify their organisation as

pluralistic or as multicultural.

Wieviorka implores researchers to look more diligently at the definition ofmulticul-
turalism to arrive at a better explanation, especially when working with the concepts of

multiculturalism and diversity policy. Wieviorka offers three perspectives from which

to examine multiculturalism: sociology, political philosophy, and political science.

Suffice it to say that in this study multiculturalism will be approached neither as an

ideology nor a political philosophical discourse nor as political science. The approach
is used as a cluster of policies and practises geared at promoting best practises. It ís,

however, debatable whether the pursuit ofpolicies based on diversity could benefit
all stakeholders. This also begs the question ofhow the implementation of a diver-

sity policy geared at creating equal opportunities for all in an organization affects the

upward mobility of ethnic minorities. Wieviorka is not alone is his warnings; Siebers
(zoo4) sees a need for the operationalisation and contextualisation of multicultural-

ism. Siebers reframed multiculturalism as the problems and challenges ofuncer-

tainty, insecurity, arixiety and identification raised by the multiplicity of experienced

differences (aoo4:3031. Siebers focuses on experienced differences and inequality.

According to Siebers, these two factors are part and parcel of the interaction within
organisations. If differences have to do with the possession of resources and the mini-

misation of constraints, then both the inequality and the equality ofopportunities are

related to the individual and his parents' social position. Section a.5 continues the
discussion by focusing on the theories which are fundamental to the study ofsocial

mobility.
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2.5 STRATIFICATION DISCUSSION
Taking a cue from the theorists of social mobility, an effort is undertaken to look at
their narrative and find out why one cannot study upward mobility without paying
attention to the theories of ineritocracy and the theory of class analysis. Van Eijck
(i~~6) states that Blau and Duncan (i~6~), by working with their'status attain-
ment model' cast their study of social mobility as the study ofstratification, not as
a description of the association of the occupational distribution of generations. Van
Eijck distinguishes two forms ofmobility: structural and circulation. A changing job
market enforces structural mobility, mobility that is independent ofchanges in the
job market are said to be paramount to the openness of the society. His readers are
supposed to believe that with added emphasis on meritocracy, circulation mobility
will be automatically stimulated. This does not come down to a matter of there being

enough jobs in the changing job market and the indivídual being properly qualified
for a certain occupation.

Van Eijck claims that the status attainment model was primarily developed to study
inter-individual competition along a socio-economic status continuum. In this proc-
ess of status attainment, the emphasis is on socialisatíon and the accumulation of
human capital (Van Eijck, i~~6:~). He later stresses that intergenerational mobility
is mediated by the availabilíty of parental resources, as indicated by their socio-eco-
nomic background. Van Eijck views the degree of intergenerational mobility between
the occupational categories as an indicator of the openness ofa society. His thesis
is that the analyses ofsocial mobility in the Netherlands has shown that the Dutch

society is indeed becoming more open, both in terms of education (De Graaf and
Ganzeboom, r993) and in terms ofoccupation (De Graaf and Luijkx, i~~2). The cat-
egories of class, race, ethnicity and gender do not figure in this thesis ofVan Eijck.

However, Van Eijck's focus was on the impact of family background on education
and the consumption patterns of native Dutch in the Netherlands, not on the upward
mobility of ethnic minorities.

Thompson (r~8i) describes the family as the primary social institution within which

energy is produced and socíalised and is naturally the source for the provision of
labour to the economy. Savage (i~~~) disagrees, opining that the individual owes his
upward mobility to his life work and not to the resources and constraints attached to

the family. Savage's states that the individual's mobility is more important than his

intergenerational mobility. In any case he believes that the upward mobility of ethnic
minorities could be seen as a process of middle class formation, which occurs with

the upward mobility of individuals. It also raises the question ofwhether upward
mobility must be viewed as rising through one's occupational ranks or through the
social class of one's family. Crompton's ( aoo6:66i) answer to this question is that
class and stratification analysts have long argued that the family has a major role in
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determining the position of individuals in the class structure: "Family relationship do

not ín and of themselves create classes and class relationship, but they play the major role
in reproducing them and the family is the major transmission belt of social advantages or
disadvantages".

Operating within the meritocratic boundaries, Niehof ( rg~~:raa) proclaims that cul-

tural and material resources in the Netherlands have no direct effect on occupational
status: "The effects are aU indirect via education, which is the main predictor of occupa-
tional attainment". This theory of status attainment in relation to social stratification

and social mobility is in keeping with a Dutch sociological point of departure. The
definition of socia] attainrnent theory given above (by Van Eijck) is not uncommon

among Dutch social scientists (cf. Dagevos en Veenman, r~~z; Veenman, r~g6;
Niehof, r~~~; Braat en Veenman, r~~o; Dagevos aoo3; Ultee and Luijkx, aoo3 for
further associations). These researchers share an affirmation of the growing open-
ness of the Dutch society and the belief that the meritocracy theory carries the
credibility to underpin empirical results of social mobility processes. While work-

ing through this approach they come to the conclusion that achievement outshines
ascription in the open Dutch society.

This view of the power of educational qualifications is partially shared by Goldthorpe
who declares that as the criteria ofascription give way to the criteria ofachievement

in social selection, education shall become the key to economic success and shall
be generally accepted as such (Goldthorpe, aoooa~q). While these researchers view

educational qualification as the chief vehicle for social mobility in the open society.

Roelandt (c994) refers to this meritocracy as a neo-classic theory of a static nature,
which takes for granted an open society wherein there are few barriers to social

mobility.

In dealing with the issue of prestige ( meritocracy) as against class, Steinberg (r~~6)
took a different approach. He makes a distinction between cultural and class theory.
Cultural theory holds that certain groups placed an unusually high value on educa-

tion, resulting in greater mobility; the class theory turns this proposition around and
holds that economic mobility came first, and opened up the channels ofeducationa]

opportunity and engendered a corresponding set of values and aspirations that

are favourable to education. The class theory differs from the cultural theory in its
emphasis on the primacy ofclass factors. When classes form the basis for the differ-

ence in mobility and life chances this is referred to as social stratification (Roelandt,

19941.

In fact, the premise is that an actor's class, gender and ethnicity are linked to dif
ferential forms of consciousness. According to Breen en Rottman (r995) the actor's
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position on the bases ofstratification will also, to some degree, shape his or her
perception of the objective constraints and his or her preferences. Actually, this last
statement is not unlike Crompton's (t~~8) organizing concept ofclass, which in
turn could be equated with what Steinberg (r~~6) refers to as class theory. Sorensen
(zooo) also provided evidence that most sociologists acknowledge that the concept
of class provides the most influential formulation of the central idea of sociology: the
idea of a social structure shaping individual action as well as creating social change.

In conclusion, the case has been made for the choice ofclass analysis as the theoreti-
cal approach for this study, which is more in accordance with the subject matter.
However, one remains attentive to Blokland en Savage (zoor) when they refer to net-
work and class analysis as increasingly quantitative and~or organised around inter-
nal debates. In is not the objective of this study to accumulate quantitative figures
without a stated purpose and references to add to the internal debate. The objective is
to listen to and interpret the answers of the respondents on a micro-leve] in relation
to their upward mobility processes. This includes the manner in which their life-
chances were affected by the diversity policy that was implemented in their organisa-
tion.

When stock is taken ofcultural theory, social theory, human capital theory and social
attainment theories one notices that they all amount to the theories of ineritocracy.
By giving primacy to the class analysis approach, this research takes the opportunity
to look at the origin and destination of the individuals and their life-cycles, with
attention to their parents' characteristics and social backgrounds in terms of inter-
generational mobility.

The class analysis approach provides more credibility to the examination of the
factors, which are important to the upward social mobility ofethnic minorities in
Dutch organisations: in the sense ofwhere they came from, what they have attained,
and where they are heading. While researching this chapter, it became clear that
educational qualification could be important in the attainment ofupward mobility,
but so are factors such as social class position, parents' social and cultural capital,
the individual's total resources, ethnicity, gender, and factors such as availability of a
workable network, racism and discrimination and the presence ofan active diversity
policy within the organisation.

Chapter 3 focuses on the methodological premises and the approach used to gather
and structure the empirical information for this study.



3.1 INTRODUCTION
In this chapter, an account is given of the manner in which the gathering and struc-
turing of the empirical information took place. It begins with a description ofwhy
particular types of respondents were chosen. This is followed by a short description
of the four sectors, where the respondents were found. These are sectors were a diver-
sity policy is known to exist and where ethnic minorities are employed as managers,
and who might have benefited from the diversity policy. In Paragraph 3.q. a continu-
ation is made with the epistemological concerns as they relate to this study. This is
followed by an explanation of the methods and techniques, which were utilized to
gather the empirica] data.

Since life histories were the chief inethodological instrument in thís study, it is nec-
essary to explain why life histories granted the most potential to answer the central
question and the sub-questions. The questions and the answers are presented in

Chapters 4 to ~ in a fashion that is consistent with the manner in which the data were
collected. A description of the approach used to contact the respondents is provided.
This is followed by an explanation of the manner in which the researcher collected

the information. Included also is the fellowship linkage method, which enabled the
researcher to elicit more personal information from the respondents, information
which may otherwise have been lost. The chapter concludes with a presentation of
the methodological implications.

A study ofelite formation is by definition an exercise in collecting empirical infor-
mation and then analysing and interpreting it. Paying attention to the occupational
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mobility of ethnic minority managers in Dutch organisations was expected to be an

appropriate manner ofunderstanding the upward social mobility processes ofethnic

minorities. The nature of the central question pertaining to the upward mobility of

ethnic minorities dictated that the respondents be ethnic minorities in management

positions and not in manual occupations or lower-level workers. Manual workers

and other "blue-collar" workers are commonly not in a position to amass the "social

power" which will determine their upward mobility. They lack the resources and

are often faced with very few promotion opportunities. However, members ofethnic

minorities who hold management positions tend to be ofan higher profile. The fact

that they are in an high profile position enhances their access to training programs,

schooling, courses, and social networks which could contribute to upward mobility

and influence organisational change.

[n their concluding remarks of'The Democratic Impatience', Vermeulen and Penninx

(i994) declared that not much is known about the development of the Surinamese

and Antillean middle classes, while volumes have been written about Surinamese

and Antillean dropouts and single parents. This statement is a testimony to the fact

that most researchers on migrants in the Netherlands had shown no interest in the

social mobility ofethnic minority groups (cf. Braat en Veenman, i~~o); Dagevos en

Veenman, rg~z; Veenman,r~~6;; Crul aooo; and Lindo aooo). The social-economic

position and elite formation within the ranks ofethnic minorities and their participa-

tion in the Dutch society has been taken for granted (Gowricharn, r9931. From the

outset, the objective of this study was to provide a narrative from the other side. In

other words, seeking answers to another dimension of the lives ofethnic minorities

and not one riddled with social problems and misunderstandings. This study looks at

the life experiences, ambitions and drive of the Surinamese, Turkish, Moroccan and

Antillean middle classes while understanding the factors influencing their upward

mobility.

3.2 CHOICE OF RESPONDENTS
Finding a significant number of respondents from the diverse ethnic minority groups

in management positions in a specific number of Dutch organisations was the first

challenge. Evidence of a substantial amount of ethnic minorities in management

positions would have given support to the thesis that the Netherlands is a truly "open

society" as far as the job market and management positions for ethnic minorities

were concerned. Two of the points of departure were to interpret the noticeable pres-

ence of ethnic minorities in positions of leadership and management and to deter-

mine whether this could lead to an increase of the visibility of ethnic minorities in

high powered positions in organisations in the eyes of the general public. The theory

of identity reflects the citizens of the society (Hoogerwerf, r~~~). The question is
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whether these managers with social and cultural background and connections in the

ethnic mínority groups could also identify fu11y with the organisations in which they
are employed. In addition, are these organisations, or more accurately the decision

makers and colleagues in these organisations willing to accept the authority of their
ethnic minority managers?

In this study, the research subjects were limited to ethnic minorities in middle and
upper management positions. Management levels, in this sense, require at least a

bachelor's degree. As far as the duties of the manager set out he has official compe-
tence and authority within the organisation. He has the authority to influence strate-

gic policy, a say in the use of the budget, what duties and privileges the members of
his staff have and responsibility for processes which ought to lead to the production
of goods or services. He is also responsible for maintaining proper communica-

tion processes and stimulating of an environment in which workers feel safe and
confident. The ethnic minorities in this study came from a Turkish, Surinamese,

Moroccan and Antillean~Aruban background. These are the largest ethnic groups
after the native Dutch group in the Netherlands (see Chapter 4 for more details).

The respondents, with three exceptions, were first-generation ethnic minorities
whom Vermeulen and Penninx (t~~q.) referred to as the `so-called in-between genera-

tion'. Many respondents, especially the Turkish and Moroccans were not born in the
Netherlands, but migrated to the Netherlands when they were quite young. Three

people who were labelled as ethnic minorities were born in the Netherlands of mixed

parentage. These three people participated in this study as Antilleans. The migration
and integration policy of the Dutch government specifies that they are "allochtonous',

meaning outsiders because one of their parents was born outside of the Netherlands
(Year Report [ntegration Policy, zoo51.

The main objective was to look closely at all the respondents and study the strategies
that each one employed to achieve his managerial position. Significant were their

experience, their interpretation of those experiences and their narrative of the paths

they took towards upward mobility. The research group consisted of 55 case studies.
In addition to the respondents with an ethnic minority background, rt native Dutch

respondents were recruited as references. By working with native Dutch respond-
ents, it was possible to compare the ethnic minority respondents with native Dutch

respondents who were born and raised in the Netherlands. The objective was to dis-
cover whether the native Dutch respondents travelled a path that was different from
or similar to the ethnic minority respondents. The intention of this study was not to

classify the native Dutch respondents as normative. On the contrary, the native Dutch
respondents were added to the equation on the same basis as the other respondents.
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No special questions were developed for the native Dutch respondents. All com-

parisons were made among the respondents as individuals. At various junctures
the respondents from a particular ethnic or cultural background are bundled and
referred to as Turkish or Surinamese. This was done to reiterate the comparable fac-
tors and the cultural differences among respondents from the cultural groups.

An additional objective was to look at the distance the divers respondents travelled
from their original social class to their present position. At the same time, an effort

was made to pinpoint whether they view their present class position as their destina-
tion class. In a sense, they were asked to give an account and a classification of their
parents' class position when they were 14 years ofage and their present class posi-

tion. In assembling the research population, consideration was given to the represen-
tation of gender and age. Snowball sampling played a role in finding respondents who

were willing to particípate in this study. The snowball sampling method did render

additional scope to choose among potential respondents. Snowball sampling may
have led to the recruitment of a select group of respondents.

TABLE 3.1 DEMOGRAPHIC REPRESENTATION OF RESPONDENTS

Country of Health carel Civil Education
Parents' Birth Female Male University College Welfare servant system

Turkey 5 4 5 4 3 6

Morocco 2 8 3 7 7 3

Surinam 7 7 12 2 5 8 1

Dutch Antilles 6 5 5 6 7 3 1

Netherlands 7 4 5 6 4 5 2

Total 27 28 30 25 26 25 4

Table 3.i shows four demographic factors.

i. The country in which the respondents' parents were born (the country ofparents'
birth is a re-occurring feature through out this study, however the country of pa-

rents' birth is in many cases also the birth place of the respondents)
z. The gender of the respondents
3. The educational level of the respondents

4. The sectors in which the respondents were employed. The largest group in the re-
search population was the Surinamese and the smallest was the Turkish. Within

the Surinamese group rz respondents classified themselves as blacks and two

were of Hindustan descent.
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The research was conducted with micro based cases. Not unlike (Crul, aooo) the

validity of the arguments shall be derived not from statistics, but from a micro level

analysis of the respondents' stories of upward mobility. In the presentation of their

stories this will not be done by presenting a full narrative on any given factor or

subject but rather excerpts of the what the respondents had to say pertaining to vari-

ous factors will be presented time to time. It was of paramount importance that the

respondents have the opportunity to describe what they thought their parents' social

position was when they were i4, what their own occupational expectations were and

how this affected their motivation and ambitions in later years. In this sense the

respondents were asked to describe and convey information about their own social

position in relation to their past and present social position. This request was made in

terms of the manner in which they see themselves within their present occupational

status.

The concept ofparents was chosen as a more viable concept than family. The concept

of family implies a total group of parents, siblings, relatives and other kinfolk. This

conceptual framework was not refuted however it was decided to limit this study to

parents and to a lesser extent siblings. Hence, instead ofexplaining the virtues of

the family and the role the family played in respondents' ]ife chances, the parents are

accustomed to doing the same. It was also believed that it was not empirically practi-

cal to address the role of the family since many of the Surinamese and Antillean

respondents were thousands of kilometres away from theír parents and other family
members. Among Turkish and Moroccan respondents, `available' families consisted

of their parents and siblings who had also migrated to the Netherlands; other family

members were usually not in the Netherlands. Section 3.3, describes the sectors in

which the respondents were employed.

3.3 SECTORS
Members of the ethnic minority groups are employed in the financial sector, educa-

tional institutions, the welfare and health sector, the hotel branch, restaurants and

entertainment business, the civil service, the media, the sports industry and other

sectors.

In this study, the focus is on ethnic minority managers who are employed in the
welfare and health sector, educational institutions and the civil service. The welfare

and the health sectors have been collapsed into one sector. The choice of these three

sectors was not arbitrary. These few sectors were those in which the presence of eth-

nic minority workers is most prominent. Many ethnic minority members are also

employed ín the service and entertainment sectors, which are not relevant to this

study. The sectors of welfare and health, education and the civil service were chosen
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because they are also of great value to the Dutch social mainstream. All citizens,
refugees and others who have (temporary) residence in the Netherlands are affected
in their daily lives, by the services rendered by these organisations and institutions.
At the same time, there is a certain curiosity as to whether the diversity policy, which
exists in these three sectors, could have played a role in the social mobility of these
managers. In other words, it was imperative to find sectors which were known to
employ a diversity policy.

The number ofmanagers who come from the ethnic minorities in Dutch organisa-
tions, even after the completion of this study, is still not known for certain. At the
same time, the objective of this study was not to count the number ofethnic minority
managers. The subjects of this study had the responsibility and rank to make deci-
sions about the goals, policies, personnel and other human resources of their organi-
sation. Obviously, some had more authority and responsibility than others. They were
generally members of the management team or the person in charge. Before the
commencement of this study, it was not clear whether those ethnic minorities who
held management positions had achieved this position because they had the requisite
certificates and diplomas, labour experience, social aptitudes, intelligence, ability and
effort, work ethic, career orientated discipline, symbolíc capital, class position, access
to the right networks, were helped by the diversity policy within the organization or
a combination of these and~or other factors. The purpose was to find the answers. A
short description of the sectors is given below.

3.3.1 WELFARE AND HEALTHCARE SECTOR

Many members of ethnic minority groups are generally specialists employed in the
welfare and health sector. The actual numbers, however, are not known, mainly
because of the ongoing complications in registering the ethnicity ofworkers. The

Dutch government had tried to register the ethnicity ofworkers in the interest of
labour equality. 1'he first such policy was the Minority Agreement in r~~o within the
Foundation of Labour (the 'STAR-akkoord'). It was an agreement among the govern-
ment, the employers' association and the labour movement. The employers signed
the agreement but were not compelled to enforce it. It was subsequently abandoned.
The STAR-akkoord was followed by the WBEAA; the law for the Encouragement of
Equal Labour Participation of Ethnic Minorities. The objective of this law, which the
Dutch parliament passed in i~~q, was to compel employers, including the govern-
ment departments and semi-government agencies with more than 35 workers to report
annually to the Ministry of Social Afi'airs and Labour about their progress ín employ-
ing ethnic minorities. This also required the workers to be registered on the basis of
their ethnicity, in order to obtain a clear picture of how many ethnic minorities had
found employment. T'he majority of the employers and some directors at some of the
government departments (national and local) did not comply with the law.
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After this law failed the national government tried in r~~8 with the "WET SAMEN":

Law for the Stimulation of Minorities Labour Participation. This law also called for

the registration ofworkers' ethnic background. This law, like the ones before it, was

abandoned, mainly because the employers knew that they could break the law with-

out being sanctioned. After all, it was a law in accordance with labour allocations for
members of the ethnic minority groups. It was not an issue for the employers and the

then ruling Liberal and Christian Democratic cabinet.'" All these policies have failed

because of the concerted resistance of employers and the fear of stigmatisation by
many people from an ethnic minority background. Many simply refused to be regis-

tered.

The Netherlands' welfare and health sector has a reputation as a sector in which

ethnic minority workers, especially Surinamese and Antilleans, are heavily repre-
sented. In many of the country's hospitals and other medical institutions a substan-

tial number ofnurses, family physicians, surgeons, neurologists and other medical
specialists are ethnic minorities. However, most are said not to desire or to possess a

management position. There is not much known about the management position of
these specialists. Bloemendaal et al. (r~~~) concluded that most of the health institu-

tions do not have a personnel policy with a systematic mobility approach.

Actually, the migrant- and integration policy initiated by the national government in

the early r~8os did facilitate the birth of numerous ethnic minority welfare organisa-
tions, catering to specific ethnic groups or to people ofparticular nationalities. Many

managers of these organisations came from an ethnic minority, particularly in the

case of Surinamese and Antillean organisations. Zweigenhaft and Domhoff (i~~8)
referred to these positions and others, which are subsidised by the government as `

racialised jobs" (see Chapter a). The leaders of the organisations of the other ethnic
minority groups in the Netherlands, were often ofnative Dutch descent. In last years

more Turkish, Moroccan and other ethnic minority managers have taken over these

positions. Next to this phenomenon of'racialised jobs' pressures were placed on the

native Dutch welfare organisations to employ more ethnic minorities as their clien-

tele changed. These two policy actions saw the rise of a large number ofqualified
managers who came from an ethnic minority background working in the welfare

sector, in positions from social workers and policy makers to managers. The upward

mobility ofethnic minority managers via ethnic welfare organisations has been quite

noticeable.

3.3.2 EDUCATION INSTITUTIONS

Surinamese and Antillean minorities have a long tradition ofworking in the Dutch

education system. There is a connection between this pattern and the long colonial

history of the Dutch in Surinam and the Dutch Antilles. Next to this assumption is
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the value and prominence that have always been placed in the Caribbean colonies
and islands on education as an instrument for upward mobility and employment
in the civil service, the police force or as a teacher (cf. Plaza, r~~8; Chamberlain,

i998). Turks and Moroccans have a different relationship to the Dutch educational
system. Their introduction to this system was through their parents who arrived in
the Netherlands less than 5o years ago. [n Chapter 4, the differences between the

Surinamese and Antillean affinity to the Dutch educational system in comparison
to the Turks and Moroccans are discussed. The number ofethnic minority manag-
ers in the educational institutions is unknown. Furthermore, the fact that in the
Netherlands educational attainment is one of the pillars of the integration of ethnic
minorities was an incentive to learn more about the role of inembers of the ethnic
minorities groups in management positions in educational institutions.

3.3.3 CIVIL SERVICE
Many members ofethnic minority groups, who have graduated with substantial

qualifications from a vocational college or university have found employment in the
national and~or local government. The aspiring to and attaining of a well-paid job
in the civil service sector by ethnic minorities, is a phenomenon of the last zo years.

The government has adopted a personnel policy, with some resemblance to a diver-
sity policy, which encourages the recruitment of ethnic minorities and women. This
also goes for semi-government organisations and many subsidised organisations

and institutions. Some national government ministries and departments also have
trainee programs geared at the recruitment and promotion ofyoung members of the
ethnic minority groups.

Suffice it to say that the majority of ethnic minorities working within the national

government today are not in management positions. Most are policy advisors and
in lower positions. In the big cities, a few hold management positions. Section 3.4 ~
examines the epistemological concerns regarding methods of research followed by

the methods and techniques employed to comprehend the upward social mobility of
ethnic minorities.

3.4 EPISTEMOLOGICAL CONCERNS
The answer to the central research question depends on the theoretical, empirical,

explanatory, analytic and interpretive approach employed. Over the last fifty years,
social mobility research has been reshaped by the adoption and development of the

survey (Bertaux and Thompson, i~~~). The survey approach, according to Bertaux
and Thompson, is flawed. This led Blokland and Savage to declare that network anal-

ysis and class analysis has become increasingly quantitative and~or organised around

internal debates (aoor:zr). Savage (r~~~) had already claimed that standardised inter-
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views make it difficult to tell whether respondents were giving their own opinions

or those that they thought that they were supposed to give. It stands to reason that

such issues propel a researcher into searching for other ways to grasp the collection,

understanding and interpretation of information having to do with the social mobil-

ity ofethnic minorities in the Netherlands.

In a study of the value of social science in relation to social reality, Gowricharn (i~~z)

claimed that the usage ofmathematics and statistical models to gather, analyze and

describe social reality are not in keeping with sound judgement. Gowricharn calls

for experimentation with alternative methods to conduct social research wherein the

researcher will rely on his observations, the taking of a position on the issue and the

manner in which the findings are presented. Gowricharn's thesis reflects the anthro-

pological notion of the researcher as the instrument through which social reality is

filtered. These above mentioned theses give rise to the question ofwhich methods are

best employed in conducting empirical research.

3.4.1 METHODS AND TECHNIQUES

The objective of this study was to employ a methodology which lends more credence

to the empirica] findings. The central question was: "Which specific factors have been

conducive toward the upward mobility ofethnic minorities?"This required the finding

ofa suitable method with an interpretive character to gather the necessary empirical

information and as the same time to connect to the theoretical points ofdeparture.

It also implied exploring whether the social mobility of the ethnic minority manag-

ers could be measured by looking at their life-cycle. Thompson (r~~~) declared that

family histories bring home the complexity of the sequences of cause and effects in

human lives. Relying on family histories alone could not suffice. After all, the pur-

pose of choosing a methodology was to have at one's disposal an instrument, which

was needed to get a more fundamental understanding ofwhy ethnic minorities in

the Netherlands would want management positions. Sorensen (aooo) and Crompton

(aooo) drew the attention of the researcher when they declared that social mobility

could be measured either by taking stock of the intergenerational mobility processes

in which the family is of immense importance or by approaching the material via the

respondents ]ife-cycle mobility processes.

The central question of this study is approached by paying attention to both the

intergenerational and the life-cycle mobility processes of the respondents. Another

point of significance was the decision not to work with a mobility table, a sociological

method developed by Goldthorpe and used to measure social mobility across social

classes and generations. This was too statistical and macro oriented for this study.

A mobility table is constructed with information drawn from a sample of the work-

ing age population ofa particular country or countries at a particular point in time
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(Breen, aoo4:3). This was not the objective of this study. The next section describes
the methodological instrument that was best suited to find out how ethnic minority
inanagers got where they are.

3.4.2 LIFE HISTORIES

The life-story approach aims at gathering both factual and interpretative information,
just as ethnographers learn about a micro-culture by asking their informants not
only to explain but also to describe it as factually as possible. [n fact, the goal of the
life and case study is not to prove but to make sense of a phenomenon by proposing
interpretations (Thompson, r~8r á)~~~). Not unlike Savage O997:3ai), the knowl-
edge was taken that life historians can do much to tease out the complex interplay
between people's strategies, values and their mobility chances. According to Shamir
et al. (aoo5) life-stories express the story-teller's identity, which is a product of the
relationship between life experiences and the organised stories of these experience
(aoo5a~). Shamir et al. cited Josselson (T993) by claiming that life-stories are not
'free' constructions. They are constrained by the events of life, but narratives select
the elements of the story to confer meaning on prior events, events that may not have
had such meaning at the time of their occurrence (zoo5;c~). In effect, in the relating
of a life history a respondent could and will perhaps choose those elements which he
sees as at best corresponding to the purpose which has to be served.

The objective of the life stories approach was to get as close as possible to socíal real-
ity. It was also an affirmation ofhow imperative it was to choose a methodological
approach, which corresponds to the theoretical framework ofclass analysis. Using
the life history approach, an appropriate and simple method was found to gather
information pertaining to the factors that influence the attainment ofa management
position by members ofethnic minority groups. Bertaux and Thompson's (r~~~)
statement that ínterpretations are not mere speculations, because they must be
grounded in observations, was also heeded.

The renowned anthropologist, Marvin Harris ():~~~:~) declared that facts are always
unreliable without theories that guide their collection and that distinguish between
superficial and significant appearances. Harris went on to state that theories are
equally meaningless without facts. Writing on the virtues of cultural materialism
as a research strategy, Harris explored the'Emics' and `Ethics' points ofview in
determining objectivity and subjectivity in the gathering ofempirical informa-
tion. He concluded that "objectivity is not merely intersubjectivity. It is a specíal form
of intersubjectivity established by the distinctive logical and empirical discipline to which
members of the scientific community agree to submit" (Harris, r979:351. This raises the
question whether this thesis, when compared to the theory ofGowricharn (r~~2) to
seek alternative methods for the testing, analysing and interpreting of the research
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data amount to the same school of thought. In essence, the issue is one ofvalidity. It

remains an issue ofwhose methods are deemed sufficiently scientific and reproduc-
tive or representative of the social reality of the respondents and what is not.

In the preparation of the questionnaire for the fieldwork, the life-history approach as

used by Bertaux and Bertaux's (i~~~) study of Scottish ethnic minorities in Canada

was reviewed. [n that study they concluded that the use of biographical methods

opens exciting prospects for describing and analysing mobility processes and explor-

ing the possibility of social mobility as a'family affair'. Savage (r~~~) believes that

life history techniques offer a more flexible 'middle way' between either the desire

of large scale survey researchers to reach acceptable levels of significance, or the

concern of the narrative and Booleian quantifiers to bypass the problem of sampling

error. Savage offers the class structural approach as an alternative. This approach

consists of two variables: the origin and destination class of the person. [n construct-

ing the questionnaire and going into the field to conduct the interviews Thompson's

(r~8r) guidelines and Bertaux and Bertaux's (r~~~) life-history interviews were used.

This study emphasises the upward social mobility of the ethnic minorities, not the

comparison of rates deriving from measurements ofsocial mobility between coun-

tries or in a particular country using statistical models and calculations. Hence, the

decision was made to gather the information in the form of descriptions and thereaf-

ter to interpret this information to make sense of the life-chances of ethnic minority

respondents. The section below describes the manner in which the respondents were

contacted and approached.

3.4.3 CONTACTING AND APPROACHING THE RESPONDENTS

After laying out the purpose of the study, the first action was to draft the interview

questions. After developing the questionnaires a letter was written detailing the

purpose of the research and explaining why it was important to conduct it. The let-

ter asked people who fit the profile to contact the researcher. This profile consisted

of the level of education, the ethnicity of the person, the management position, and

the sector wherein the managers were employed. The letter was sent via the internet

to potential candidates and their relations and friends in the Turkish, Surinamese,

Moroccans, Antillean and native Dutch networks. The Responses arrived at a surpris-

ing speed, except for Moroccan respondents, who required more intensive network-

ing and searching. A variety of enthusiastic respondents answered the request. Not

all of them fit the profile as posted. Consequently, a choice was made among those

with whom an interview will be held.

Another point of interest was the role of the researcher in recruiting the respondents.

The researcher has had a history in the ethnic minority welfare organisations per-



6U SOCIAL MOBILITY OF ETHNIC MINORITIES IN THE NETHERLANDS

taining to integration and on the commissions and groups that were active against
racism and discrimination. The researcher was born and grew up on the English
speaking Caribbean island, Saint Vincent and the Grenadines. His origin is working

class. In the late r~~os he came to the Netherlands as saxophonist Later he studied

cultural anthropology at the University at Utrecht. After graduation he spent most
of his working life in ethnic minority organisations, first as a researcher and then as

director ofa migrant welfare organisation. From aooo to zooz he was as a manager

of strategy and innovation at a commercial agency which was specialised in diversity
management and training. Since aooz he has been the owner~director of a train-

ing and advice agency, which specialises in management development and diversity.

Since the researcher has been involved with diversity organisations as member of the
board of trustees for about twenty years he is fairly well known in the migration and

integration field. Some respondents, ethnic minorities and also native Dutch, knew

who he was when they were telephoned and invited to participate in this study.

Snowball sampling had a role in obtaining the respondents for the study. The largest

number of respondents was found through a snowballing approach. After finishing
an interview, the respondent was asked whether he knew others in the same ethnic

group who had a management position in welfare and health care, education or the

civil service. In most cases names and telephone numbers were given. Subsequently,
this potential respondent was contacted via the telephone and the explanation letter

was emailed. All potential persons (except for one female manager) who were invited
for an interview agreed.

Most of the respondents were eager to participate in this study, perhaps because most
studies ofethnic minorities or migrants in the Netherlands were of a policy nature

and placed the ethnic minorities in a negative light. Respondents declared that they

wanted to hear from people like themselves who did not belong to the research popu-
lation of most policy studies about ethnic minorities. Those respondents who were

doing well socially and economically wanted to hear a narrative that reflected their

experiences.

Fifty-five case studies were used in this study. The original intention was to work

with at least ts cases from each ethnic group. However, during the interview process

it became clear that the answers to most of the questions were redundant. By the time

that 55 narratives were gathered the decisíon was made to conclude. The following

section describes the manner in which data were collected.

3.4.4 GATHERING THE DATA

The questionnaire was divided into five sections. It had ~a questions, most ofwhich

were open-ended. The respondents were allowed to speak freely making it easier to
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follow a respondent's life cycle from age rq. This also included questions about the

respondents' parents. The five sections formed a totalíty geared at gathering informa-
tion on the following topics. Section c general personal information about the birth

date of respondent, highest attained educational level, gender, present managerial
position, etc.

Section a: the characteristics and social environment of respondents' parents;

their educational level, their employment status in the Netherlands or in the country

oforigin, the structure of the household when respondent was about i4 years old in

the sense of number ofsiblings, etc., why their parents came to the Netherlands (in
case they did), their dwelling conditions, the social networks of the parents, child-

hood friendship, influence of parents on their educational ambitions and motivations,

etc Section 3: questions the social orientation and social cultural resources of the
respondent. Of importance was their membership in the church or the mosque, serv-

ice clubs, political parties, etc.
Section q: questions pertaining to how respondents entered the labour market,

followed by their general experience on the labour market and his present manage-

ment position plus the amount of time it took to attain a management position and

the structural constraints, if any, that respondent faced on his path to the present

position.
Section 5: the opinions and analysis of the respondent in regard to his organi-

sation, including the presence of an active diversity policy were found. This also

included questions about the identity of the organisation and the income of the re-

spondent and his partner. The place ofethnic minorities in the organisation plus the

effects ofdiscrimination within the organisation.
The questionnaire ended with a few evaluative questions about the interview

process and the respondent's impressions of the interview.

3.4.5 FELLOWSHIP LINKAGE

The length of the interview varied considerably. Some lasted ~o minutes; others

lasted between two and a half to four hours. The shortest interviews were generally

with the native Dutch respondents. This was assumed to be because these respond-

ents were either less critical of their mobility chances and offered the most straight-
forward answers, or they did not feel the need to explain why certain developments in

their lives had taken the direction that they had. Another possible explanation for the

difference in time spent on interviews with ethnic minority respondents was related

to the knowledge that certain respondents used the interview as an occasion for "fel-

lowship linkage". Fellowship linkage could be defined as a social moment when two

people from ethnic minorities from the same educational and professional environ-

ment get together and speak frankly and sincerely about personal, multicultural and

multiethnic issues in the Netherlands.
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This fellowship linkage is not uncommon. It is also a was of `letting off steam'. In

actual sense it also means the analysing of societal developments, especially those
that have an effect on the ethnic minorities on a daily basis. It is also an effective way
to question the premises of migration and integration policies as experienced by the

members of ethnic minority groups who say that these policies have nothing to do
with them, but still indirectly affect them. On this issue, they could be right, since
the aim of these policies was said to be the accommodation ofpoor and `under class'

migrants. However, because of the way in which migration and integration policies
are perceived by the general public, a form of blanketing is applied to everyone com-
ing from an ethnic minority background. Hence, the negative effects and connota-
tions of these policies affect al] ethnic minority persons.

Fellowship linkage offers the space and opportunity for vocational and university
trained ethnic minorities to vent their feelings, visions and phílosophies about these
policies and the image ofethnic minorities they evoke. During the interviews, the
researcher also worked within the 'fellowship linkage' to gather the life history stories

of the respondents on a basis of trust and intersubjectivity. The next section describes
what information-gathering means in this study.

3.5 METHODOLOGICAL IMPLICATIONS

In answering the central research question, it was decided to work from a descrip-
tive and analytic structure, which highlights four sub-questions. This was meant to
strengthen the gathering of research material and to use clear and defined paths.

According to Breen and Rottman (r~~s) an actor's class, gender, and race are linked
to differential forms ofconsciousness. This consciousness epitomises both the
resources and the constraints of the individual. During the fieldwork it was wítnessed

that there was an immense interest in the factors that affected the resources and
constraints available to members of the ethnic minorities and that helped them to

reach high profile positions. The decision was made to approach the material with an

open mind but working nonetheless from a few preconceived concepts of an explora-
tory nature. Not unlike Savage (i~~~) and Crompton (r~~8), the researcher decided
to work from the knowledge that the study of social mobility was fundamental to the
study of social structures and relationships.

An in-depth interview offered more scope, space and depth in the temporary relation-
ship with the respondents to answer the central question and the sub-questions. This
meant operating from a point where respondents wanted to tell their own stories.

This was fellowship linkage at its best. Most respondents spoke openly and frankly,
about their parents, their own lives and the rite of passage they traversed to get where
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they were. They wanted to bear witness to the facts ofwhat they had become, the

drive and ambition they had and who inspired them.

[n concluding of this chapter it must be mentioned that the choice of the life his-

tories approach served the interests of this study. By preparing questionnaires

and approaching the respondents face to face, the researcher was able to gauge the
authenticity of the answers. This minimised the amount of researcher bias.

In the following chapters, a reproduction is given of the answers, opinions, com-

ments, beliefs and interpretation of the respondents. In Chapter q an account of the

parents' socia] and cultural environment is presented.



THE POINT OF DEPARTURE:
THE MILIEU OF ORIGIN

4.1 INTRODUCTION

This chapter begins with the sub-question: 'What role does the parents' social and
cultural resources play in the upward mobility of the respondents?' An account
of what the social environment of the parents has meant to the social mobility
processes of the respondents in this study is given. Bertaux and Thompson (i~~~)
are convinced that one cannot study upward mobility without placing a great deal of
significance on intergenerational mobility. The assertion is that the social position
in which the family is situated and the social and cultural resource which the family
possess are important features in the determination of the start position of the
respondents. Getting a proper start could lead to better results.

Niehof (r~~~) contends that cultural and material resources in the Netherlands, have
no direct effects on occupationa] status. In fact, Niehof minimised the effect of the
family transmission of cultural and social capital. Other researchers claim that this
capital is ofessential value for the upward mobility (Cf Thompson, r~8i; Crompton,
i~~8; Goldthorpe, aooo). To Chamberlain the role of the family in the mobility
process is a foregone conclusion. The family is central to socialisation, in the crea-
tion ofattitudes and culture and for the understanding ofbehaviour and relation-
ships (L~~8:rq~). However, Crompton (aooo) later wrote that neither families nor
markets can be relied upon as principles of societal organisation. Taking a cue from
Crompton, efforts are then undertaken to find out whether the family or in this case
the parents were instrumental in the upward mobility of the respondents.
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To understand and find out what the origins were of the respondents, the social envi-

ronment of the parents is also ofvital interest. The objective is to describe the class

origins of respondents. By doing so the social class position or social milieu of the

parents, in the early years, is identified and interpreted. Use is made of Crompton's

(r~~6, i~~8, zooo á zoo6) class definition in conjunction with Marshall's (i~~~)

collapse of Goldthorpe's class schema into three social classes. In this sense, social

class is a construction conferring access to economic and power resources, productive

skills, and networks. In this study, the researcher takes further step than Crompton

and divides the concept of the middle classes into three different levels. These are: (r)

lower middle class signifies the entrance to the middle class, which is distinct from

the lower classes according to Crompton; (a) general middle class is higher than the

lower middle class in terms of the accumulation of resources, skills and general influ-

ence; and (3) the upper middle commands more of the stated indicators and permits

its members more privileges and access to social power, resources and influence. The

working class is below the lower middle class. Resources are scarce and constraints

are abundant.

This chapter also begins with a presentation of the empirical findings pertaining to

the social milieu of respondents' parents. By looking at the efforts of the respondents

toward social mobility and the distance they travelled to get to their present position

it is important in keeping with the notion of intergenerational mobility processes to

understand the parents' background. This is a short portrait of these ethnic minority

group members when they arrived in the Netherlands as guest workers. The same is

provided for the parents, especially the Surinamese and Antillean parents who did

not reside in the Netherlands. Less significance is placed on the native Dutch par-

ents. An explanation is also provided of the difference in social position of the ethnic

minority group's parents who were migrants and guest workers compared to parents

of respondents who might have studied in the Netherlands but returned to their

countries ofbirth. For the purpose ofclaríty synopses of the migration history of the

four ethnic minority groups will be presented.

This is followed by descriptions of the education of the parents. In presenting the

educational qualification of the parents, the objective is to establish a link between

their educational achievement and their occupational title and status. Hence, their

social and economic environment is registered. To complete the picture, the parents'

ethnic social networks and civic involvement come into focus. Subsequently, an

account is given about the impact ofparents and others on the educational ambition

and development of the respondents. This is done by using statements from the life

stories of the respondents to emphasise the influence their parents had on them in

terms ofobtaining of a higher education as a means for upward mobility. Finally,

the perceptions of the respondents when they iq of their parents' social position are



CHAPTER 4 THE POINT OF DEPARTURE: THE MILIEU OF ORIGIN ó~

explored. This entails a combination of their experiences and knowledge of their
parents' social and economic environment at that time and the manner in which this
knowledge could have affected their drive and ambition.

4.2 GENERAL BACKGROUND OF PARENTS
The Turkish, Surinamese, Moroccan Antillean and native Dutch respondents had
quite different backgrounds. Whereas the Turkish and Moroccan background might
have a similar migration history and religion, these are far removed from those of the
Surinamese and the Antilleans. Actually, the background of the Surinamese and the
Antilleans bear more similarity to that of the native Dutch than to the Turkish and
Moroccans. The same goes for the Turkish and Moroccans ín relation to the native
Dutch. How and when did these ethnic groups appear in the Netherlands?

The reconstruction of the Dutch economy after the Second World War brought
unprecedented numbers ofmigrants to the Dutch labour market. The rapidly expand-
ing economy was constantly in need ofmore migrant workers. The arrival of these
workers who were referred to as guest labourers begun in the r95os with the recruit-
ment of Italians and Spaniards. Others quickly followed from, Portugal, Greece,
Yugoslavia, Tunisia, Turkey and Morocco. In the r~6os, these migrant workers were
chiefly employed in the coalmines, food processing industry, dairy products industry,
textile, shipbuilding and sanitation services. Their level of education was low. Some
were even analphabetic They were recruited and selected to work in these sectors not
on the basis of their intelligence but because of their physical strength.

According to Van Amersfoort (i~86), the government saw no need for a clear policy
ofaccommodating these migrants. The government did not envisage the Netherlands
as a country open to immigration. The numbers ofmigrant workers recruited to the
Netherlands continued to grow until r974 when the recruitment of migrant work-
ers came to an abrupt end. By then, there were r3~.q~o (excluding Italians) living
and working in the Netherlands. Around r~~~ it was common knowledge that the
migrants were in the Netherlands to stay. In the same year approximately ros.~oo
Turks, 63.30o Moroccans, ~a.2oo migrants from other Mediterranean countries, rr5
Surinamese (of Dutch nationality) and 30,00o Antilleans~Arubans (also of Dutch
nationality) were living in the Netherlands.

In zoo5, research confirmed that their numbers had grown immensely. This is
best illustrated with the figures published by the Central Bureau of Statistics (CBS).
Table 4.r. shows the total number of persons ethnic minorities from the four largest
groups. This study is chiefly concerned with the first generation migrants and their
children, most of whom were not born in the Netherlands.
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TABLE 4.1 NUMBER OF PEOPLE FROM ETHNIC MINORITY GROUPS IN THE
NETHERLANDS: THE FOUR LARGEST GROUPS

Group 1st Generation 2nd Generation Total

Antilleans 84.024 46.698 130.722

Moroccans 166.464 139.755 306.219

Surinamese 187.990 137.291 325.260

Turks 194.319 157.329 351.648

Source: CBS, 2005

Members of the first generation generally belong to ethnic minority groups who came

to the guest country and eventually became citizens or established a longstanding

social, economic and residential position in the host country. The second generation

consists of their siblings who were born and bred in the "adopted" country. One has

to bear in mind that members ofethnic minority groups were and are competing for

a place in the Dutch labour market and have different migration and cultural histo-

ries. The same is true in terms ofeducational background, social position, ethnicity,

gender, social aptitudes, social networks, work experience and also the purpose of

coming to the Netherlands. Subsequently, in aoo4 approximately r5 percent of the

eligible workers in the Netherlands, those between the ages r5-64, were of mígrant

descent. Whereas about 6o percent of the Dutch workers had an educational level of

at least a secondary or middle technical diploma as their highest obtained educational

achievement the education level of the ethnic minorities was lower.

The parents, both mothers and fathers, are with certain exceptions migrants. In

some cases, especially those respondents with Surinam and Dutch Antilles parents,

many of these parents did not migrate to the Netherlands. While others have lived

and studied here for a few years before returning to Surinam or the Dutch Antilles.

The presence ofsome respondents in the Netherlands with or without their par-

ents, from Surinam and the Dutch Antilles is based on historical details. In reality,

these respondents have a special relationship with the Netherlands due to the Dutch

past (Surinam) and present (Dutch Antilles) colonial engagements in their country

of birth. While this may be so, in the r~~o's the advantage that Surinamese and

Antilleans had on the other migrants due to their proficiency in the Dutch language

and knowledge of the culture was not a guarantee for a speedy integration in the

Dutch labour market (SCP, r998a46). Among the Turkish and Moroccan respond-

ents, their parents' situation was totally different. They came first as guest workers

and were joined later by their wives and children within the framework of family

reunion. In many cases most of the Turkish and Moroccan respondents migrated to
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the Netherlands in their childhood years. Some even started their educational career
when they entered the Dutch primary schools. The native Dutch group has a differ-
ent experience seeing that all their parents were born and bred in the Netherlands.
Below a short account is presented relating to why and when the ethnic minorities'
parents in this study arrived in the Netherlands.

4.2.1 TURKS

The vast majority of the Turkish population in the Netherlands hails from almost all
the provinces ofTurkey. About half of the group is from the villages in the centre of
Turkey and also the provincial cities. In his work referring to Turkish and Moroccan
workers in the Netherlands Van Amersfoort (r~86) explains that the Turkish migrant
workers as analphabetic persons were generally non-existent. The Turkish workers
were said to have participated in the labour unions and other activities related to their
labour position in the factories. However, one should view this knowledge on an indi-
vidual-to-individual basis. Turkey is also known as the first country where a clear divi-
sion was introduced between state and religious affairs, even though the Islam is very
prominent there as the leading religion.

Turkish persons form the biggest migrant group in the Netherlands. Of these
34z.ooo persons, róq.ooo are women and r~8.ooo men (CBS, zoo4).

According to the CBS (zoo4) there were an increase of about ~.648 Turks during a
period of just one year. This could have occurred through family reunion, the import
ofmigrant brides and bridegrooms and also an increase in the birth rate. It is said
that the migration ofTurkish persons to the Netherlands was a combination ofpush
and pull forces. Bovenkerk (i975) cautioned in reference to the "push and pull theory"
of Lee (i~66) that one should not apply this theoretica] concept to freely to describe
the movement ofworkers from one country to another. Bovenkerk entreats his read-
ers to look at the age, the social class, religion and motive of the migrant when he
migrates. At the same time, one has to register the knowledge that for the guest work-
ers the most important motive to migrate was the opportunity to improve his and
their children life chances.

4.2.2 MOROCCANS

The Moroccans in the Netherlands are predominantly from the Rifvalley area. This
is an area, situated in the provinces Nador and Al Hoceima, which are responsible
for the providing ofabout ~o percent of the Moroccans in the Netherlands (Van
Amersfoort, r~86). The population of this area is mainly Berbers. The languages of
the Berbers are Tamazight, Tarifit and Tasjelhit. These are spoken language, which
have not been placed on paper. Many of the Moroccans in the Netherlands belong
to one of these language groups (Chatri en Massaro, tq~o). Arabic is the official
language of Morocco. The fact that the Berber languages are not written serves to
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complicate matters. It is noted that those who are not proficient in Arabic are often

noted as analphabetic and very often do not have a very good command of the Dutch

language.

The analphabetic problem is one that haunts Morocco as a country. Approximately 65

percent of the population is said to be functional analphabetic. Among the women,

this percentage is even higher, especíally for those living in the countryside. It is

estimated that only about 5o percent of the children eligible for compulsory educa-

tion actually attend schools. Only a small number of those that attend school go on to

achieve the secondary level and thereafter further their education at the highest levels

such as vocational colleges and universities. At the lowest level, the primary school,

the dropout level remains quite high. It is only a small percentage, which actually

leaves school with a diploma (Chatri en Massaro, t~~o). In a general sense one sees

the analphabetic state of affairs in the education system in Morocco being reproduced

in the life chances of Moroccans and their children living in the Netherlands. Like

the Turks, the fathers generally came to the Netherlands as guest workers in the six-

ties and the seventies. The wives and children later followed them in the framework

of family reunions. The import ofbride and bridegrooms has also been a feature of

the Moroccan migration history.

4.2.3 SURINAMESE

The first Surinam migrants, who came to the Netherlands were of the small group

of the then local elite. Their arrival begun in the t8th century. These were generally

speaking white colonials returning to Holland. In later periods slaves also came,

who were either concubines or housekeepers. In the i~`h century, the descendants

of planters and coloured persons who had gained entrance to the middle class group

followed these. In this middle group, the shopkeepers, civil servants, priests, direc-

tors of plantations, etc. could be found. Most of these persons were also inclined to

send their children to the Netherlands for training and study purposes (Bovenkerk,

z975; Tjon-A-Ten, r~8~). The big up turn in the migration of Surinamese to the

Netherlands took placed from around r95o. This had partly to do with the worsening

social-economic situation in Surinam and a decrease in the tickets prices to travel by

aircraft or boat to the Netherlands. According to Tjon-A-Ten, the Surinam migrants

before r~65 were generally male and were blacks who had lived in Paramaribo. They

had affinity with the Dutch culture and language.

However, there was also a big group of unemployed persons within the rank and

file of these earlier migrants. It was actually in the beginning of the r~~os that the

exodus of Surinamese migrants really came into motion. This was a mix ofblacks,

Hindustanis, Javanese`, analphabetic workers and others who came in relation to

family reunion plus single mothers. The general drive of most of these migrants was
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to improve their social-economic life chances and those of their children. Surinam
became politically independent from the Netherlands in r975. Around this period,
many Surinamese took the opportunity to leave Surinam. Some were ill-prepared and
unqualified for the Dutch labour market. They were members from various ethnic
groups. The exodus from Surinam to the Netherlands became a trend between r~~q
and r~83. Most of those who left referred to their fear of impending ethnic uprisings
and violence as the main purpose for leaving Surinam. Their leaving led to an enor-
mous brain drain. The brain drain continued after the military seized power in r~8o
and the December murders of r~8z. The Dutch government took around this period
the opportunity to introduce compulsory visa provisions for Surinamese wishing to
travel to the Netherlands for whatever purpose. After the passing of this immigration
law, the flow of Surinamese migrants to the Netherlands was considerably reduced.

4.2.4 ANTILLEANS

Antilleans and Arubans" like the Surinamese have had a long and continuous
colonial history with the Netherlands that goes back from r63z up to the time of
writing. Like Surinam, the migration of Antilleans to the Netherlands could be situ-
ated in the r~`h century. The elite group was then made up of white Protestants and
Sephardic Jews. In the following centuries, the elite continued to send their children
to the Netherlands to train and to study. However, it was not until after the Second
World War that larger numbers of Antilleans started to migrate to the Netherlands.
The common notion is that this development was due to a more democratic distri-
bution ofstudy scholarships in the r95o's. Hence, more Antilleans were afforded a
chance to further their studies in the Netherlands. By aoo5, there were about r3o.~aa
Antilleans living in the Netherlands. Previously, the men carne to work in the facto-
ries and harbours in the Rotterdam area and the women were recruited to work in
the health sector. On the side of the employers as well as on the side of the contract
labourers there existed dissatisfaction in regard to the recruitment and work proc-
esses (Amesz et al., r~8~). The recruitment ofAntillean workers came to a sudden
stop in r~~8.

The actual big flow of Antillean migration to the Netherlands came in the middle
of the 8os. This had a direct relationship with the closing of the Shell oil processing
plant in Curacao and the Lago oil industry in Aruba, which collapsed. These were
the main stay of the economy in both islands. The closing of these oil plants led to a
massive displacement ofworkers and their familíes and migration became the chief
outlet towards a better future. Later, Aruba took an immediate venture into the tour-
ist industry the effects led to a gradual return ofArubans from the Netherlands to
Aruba. They were needed at different levels as workers in the tourist industry. The
same cannot be said ofCuracao. Even though Isla, a Venezuelan owned oil refinery
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company, took over the management and other activities of the oil refinery, it did not

achieve the success of the past.

In terms of the provision ofwork and welfare, it was not the same as with Shell, the

British and Dutch multinational oil company. The migration ofAntilleans, especially

from Curacao continued to take place. In the last years, the vast majority of migrants

from the Dutch Antilles continue to be youth between the ages of iz to zr years hail-

ing from especially Curacao. Their stated motive, in many cases, was to pursue a

study and better their life chances in the Netherlands. Many in the Netherlands see

this differently. They view the increase in the number ofAntilleans as a major prob-

lem with dire social consequences rather than an advantage to the Dutch economy

and society.
In the next section a description is given of the background of the parents by con-

centrating on their acquired educational level.

4.3 EDUCATION OF THE PARENTS
Research into upward mobility has shown that it is almost impossible to chart a

person's movement from one class to another or within a class without looking

at his past educational history. In keeping with the concept of intergenerational

mobility processes, attention is paid to the educational qualification of the parents.

Niehof (rqqy) paraphrases Bourdieu and Passeron (i~64 8r rq~o) by highlighting

the Cultural Reproduction Theory in relationship to the intergenerational transmis-

sion ofsocial inequality. The thesis ofNiehof is that cultural, material resources and

parental background in general, are helpful at an early age, but their effects on both

education and occupation diminish at a later age. "This even becomes insignificant

when one enters the labour market" (i~~~aa2). If assume that Niehof makes a sound

point, what does this mean in terms of the attained educational level of respondents'

parents in regard to their children's educationa] achievements? When the empiri-

cal findings are compared it is noticeable that, in the majority ofcases the Turkish

fathers in this study obtained on average a primary school education. In other cases,

they did not finish their education or obtained a diploma. One father had no formal

education. The Turkish mothers are even less educated. Many did not attend the pri-

mary school.

There are no parents within the Surinam Antillen and native Dutch groups who

did not attend school. The story within the Antillean group is somewhat similar to

that of the Surinamese group, except in primary education, where more mothers

than fathers only obtained a primary school education. The Antillean mothers and

fathers who made it to the secondary school level as their end point are almost evenly

divided.



CHAPTER 4 THE POINT OF DEPARTURE: THE MILIEU OF ORIGIN i3

TABLE a 2 HIGHEST ATTAINED EDUCATIONAL LEVEL, WITH OR WITHOUT
DIPLOMAS

Country of
None Primary Secondary College University

Parents' Birth Father Mother Father Mother Father Mother Father Mother Father

Turkey 1 7 6 2 1 1

Morocco 6 9 3 1 1

Surinam 6 6 0 3 4 4 2

Antilles 3 5 4 5 1 1 2

Netherlands 9 9 2 2

Did the educational level of the parents affect that of the respondent? Accordingly to

Goldthorpe and Breen ( zooo), the class differentials in educational attainment work

through two different kinds ofeffects. They paraphrased Bourdon (i974)"" to illus-

trate that primary and secondary effects are at work. The primary effects have to do

with respondent class origin as a child, while the secondary effects have to do with

the actual choices parents and children make for their careers within the educational

system. Goldthorpe and Breen simplified the matter by stating that children of more

advantaged backgrounds are in fact known to do better than children with less advan-

taged backgrounds in standard test, etc. (zooo:r83).

In the findings of this study, it is noticeable that the Surinamese and Antillean

respondents parents had a more advantaged educational background. The question is

whether enough evidence could be found to underscore the notion that the children
of these parents will do better in their school careers than for instance the Turkish

and Moroccan respondents, from less advantaged educational backgrounds. It stands

to reason that the Surinamese and the Antilleans would have had more resources

at their disposal due to their parents' available educational resources. However, that

does not comprehensively explain the issue that even though the Turks and Moroccan

parents were confronted with more educational constraints than the Surinamese, the

Antilleans and the native Dutch they could still be able to see their children through

college and university.
Below the role the parents played in the educational attainment of the respond-

ents is brought into focus.

4.3.1 IMPACT OF PARENTS' ROLE ON RESPONDENTS' EDUCATIONAL
DEVELOPMENT

In a study of "Family and opportunity; a sibling analysis of the impact of family back-

ground on education, occupation and consumption Van Eijck (r~~6) claimed that

the direct impact of parental educational and occupational levels were larger in the
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Netherlands than in the USA. Above it was found that there is a distinct difference
between the level ofeducation of the parents of the respondents from Surinam and
the Dutch Antilles when compared to the parents from Turkey and Morocco and even
those of the Netherlands. The same could be said in reference to the occupational
careers of the parents. During the empírical fieldwork, only r respondent, was noted
whose parents were not intensively involved in her pursue of a higher education. This
was a native Dutch respondent, whose parents due to divorce were separated, while
she was ro years and still at the prímary school level. She eventually left home around
the age of r5 to find her own way. In all the other cases, parental encouragement was
of salient value to the choices the respondents made in their educational careers.
Even in certain cases where Moroccan and Turkish parents did not know much about
the substance of their children's education and school work they were still stimulat-
ing them to do well (Crul, zooo).

Unlike Lindo (zooo:azo), there were no cases in this study where parents had "nega-
tive orientation to education in preference to marriage at the expense of school atten-
dance". Whether the interest and encouragement of respondents' parents could be
seen as supporting the cultural theory or the class theory becomes less significant
when placed against the background that all of these parents wanted the best for their
children. Even in the cases of the analphabetic Turkish and Moroccan mothers, one
of their chief objectives for their children was for them to get a higher education. The

parents' influence in respondent's choice was not so much as instructing them what
to choose, but more in the giving of total support during the various phases before
and during the period of study. For a few respondents their stories even began at an
early age. They took the signal early from their parents that their future could be dif-
ferent if they should work hard on their school activities and lessons.

"When I was about 14 years, I used to go with my mother to help clean the offices, where she
was working as a manual worker. She always said to me you can continue to do well in school
and go on to sit on that side of the desk or you can do badly at school and choose to work like
me for the rest of your life on this side of the desk. Around that period, I knew where I wanted
to sit. Today I am sitting on the right side of the desk."

The above extract is the manner in which one of the Turkish female respondents
illustrated the conversations she had with her analphabetic mother in reference to

school and her school performance duríng the teenager period ofher life. She did
heed the words of her mother and made sure she had the right outcome. She became

a manager in one of the offices where her mother worked as a cleaner. An Antillean
male respondent was very explicit about the role his parents played in his educational
development. Most of his praises though are actually for the efforts ofhis mother.
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"She had a role for me in the church. She wanted me to be a priest. Hence, from a very young

age, I was being groomed first as an altar boy and later I went to live in the seminary. She
would have paid anything to make a difference between her son and the other kids in the area.
Hence, I spent a large portion of my life studying and learning about the church. I also came
to the Netherlands to further my theological studies. I did well and she was satisfied and very
proud of ine. However, a few years later after a confrontation with the values and wishes of the

church and my own values I left the church and became a social worker".

According to Goldthorpe and Breen (aooo:aq8), empirical evidence has shown that

children from more advantaged class origins are more ready to proceed to higher

educational levels, while children of similar ability, but from less advantaged origins,
would be reluctant to do the same. Goldthorpe and Breen presumed that this has to

do with mobility strategies. They define mobility strategies as the course ofaction

that are pursued by individuals of differing class background, typically, though not

necessarily, in conjunction with their families oforigin, in moving towards their own

eventual class. This they further explain as mobility strategies from below where

there are more constraints and fewer resources and mobility strategies from above

where there are fewer constraints and more resources. In effect the assertion is that

the drive to pursue a higher education is determined by the class origin of the indi-

vidual and his parents and the resources they have at their disposal and not so much

by the ability and ambition of the individual. Sorensen (aooo) goes further and states

that the lower the level of resources are, families are apt to be more uncertain to

invest in themselves and their children.

Among these respondents, the drive towards attaining a higher education and the rel-

evant diploma's was important to all parents, irrespective of social class positions. In

this study a difference between the Turkish and~or Moroccan on the one hand, with

a working class background and the native Dutch, Antilleans and Surinamese, with

a class position more analogous to the middle classes, on the other hand was not reg-

istered. All parents wanted the very best for their children and were willing to invest

in their education. They simulated them to pursue a study and obtain a degree or a

diploma. Almost all respondents stated that their parents did not interfere in their

study choice, except for one Turkish male. His father dreamt ofgoing back to Turkey

with him and the rest of the family to start an electrical appliance repair shop. Hence,

he encouraged and pushed him to choose a technical study. Which he did. The fam-

ily stayed in the Netherlands and this respondent went on later to study at university

level and became a sociologist, and is now manager in a large welfare organisatíon.
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4.4 SOCIAL AND ECONOMIC ENVIRONMENT
In this section, an effort is taken to answer the question of whether the attained edu-
cational level of respondents' parents corresponds to their labour market positions
and titles. In this study, distinct differences between the occupation of respondents'
parents when they were teenagers are found. This distinction ranged from those
parents born and bred in the Netherlands to those born in Turkey, Morocco, Surinam
and the Dutch Antilles. The occupations of the respondents' parents are divided into
four categories. The four categories being: None, blue-collar, white-collar and mana-
gerial. A mother being a housewife is placed in the category none. However, none has
a significant value in this study. Housewives are acknowledged as providing one of
the pillars in the household. The work of a housewife ís classified in this study as an
occupation. It is not an occupation, where one could achieve upward mobility and a
sustainable salary. However, it is an important function in the maintenance of family
life and social well-being and a factor, which is ofutmost importance to the upward
mobility of family members in a household. Actually, the majority of mother in this
study had no employment outside the home. The respondents referred to these moth-
ers as housewives.

Next to the Moroccan group ofhousewives in Table 4.3. the majority ofwomen who
were housewives belonged to the Surinamese, Turkish and native Dutch groups.
However, it is significant to note that the Surinam housewives in this study are for
instance different when compared to the Turkish, Moroccan or even native Dutch
housewives. The Surinamese housewíves had at least attended school at the primary
and secondary level. The Turkish and Moroccan housewives had no formal education.
The majority of the native Dutch housewives only made it to the primary school. the
Surinamese housewives were in general, the wives of inen in the white-collar employ-
ment category or those who had a management position. They had a full schedule of
voluntary and philanthropy activities, next to the rearing of their children to full their
daily existence. The same cannot be said for example, of the Turkish and Moroccan
housewives, whose husbands had a blue-collar position. According to the literature,
mothers of the last mentioned group hardly leave the home due to factors such as not
being proficient in the Dutch language and not being able to find their way socially in
the labyrinth of the post-industrial city.

In Table 4.3, an illustration is given where it is noticeable that the parents who had
a position of occupational status, meaning white-collar and management functions,
are predominantly to be found within the ranks of the Surinamese and Antilleans
groups.
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TABLE 4.3 PARENTS' OCCUPATION WHEN RESPONDENTS WERE AT THE AGE OF

14 YEARS

Country of
None Blue-Collar White-Collar Managerial Position

Parents' Birth Father Mother Father Mother Father Mother Father Mother

Turkey 1 7 6 2 2 0 0 -

Morocco 0 t0 8 0 2 0 0 -

Surinam 0 6 3 2 6 6 4 -

Antilles 0 3 3 6 4 2 3 -

Netherlands 1 7 6 4 4 0 0 -

They are even more prominently represented in the categories ofwhite-collar jobs

and management positions when compared to the native Dutch group. Among the

Turkish, Moroccan and native Dutch fathers the majority is to be found under the

category blue-collar worker. There are also differences between the mothers.

The information pertaining to the occupations of the parents of the various

groups raises the following question: 'Is the distance travelled by respondents with

a Surinamese and~or Antillean background towards upward mobility shorter than

that for the respondents of other ethnic groups, especially for instance those with a

Turkish or Moroccan cultural background?'""` In answering this question the achieve-

ments of the individual respondent, his personal characteristics, such as social skills,

attitudes, ambition, scale of network and other resources will have to be explored

to determine whether these in combination with the achievements and social back-

ground of the parents did play an important role in the shortening of the distance

between the social class at the point of departure and the present social class of the

respondents. Dagevos en Veenman (r~~a) declared that the mere fact of belonging

an ethnic minority groups could enhance or impede to their social economic success.

" In this study only two Hindustanis are represented hence it was not possible to

investigate whether they were better equipped to attain a higher occupational posi-

tion than members of the other ethnic groups. However, the ethnic background of

respondents in relation to upward social mobility will be brought into focus in the

following chapters.

In an earlier study, Braat en Veenman (r~~o) drew the conclusion that they did not

foresee any signals, which indicate that the arrears in the occupational achievement

of migrants in the Netherlands over a period of time will be diminishing. Datcher

Loury (zoo5) seems also to share this view but then in regard to African-Americans.

She paraphrased Hauser and Featherman (r~~6) to declare that less favourable fam-

ily background characteristics have historically accounted for a substantial fraction
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of the gap in schooling between African-Americans and whites (Datcher Loury,
aoo5:i~o). This is apparently another way of stating that one's social position within
the structural framework of the society shall eventually determine one chances of
upward mobility. However, the evidence in this study bear witness to the fact that a
person's social position at origins is not necessarily static and is subject to changes,
which could eventually propel this person into a higher destination class. The view
is shared that the structures in the society, which facilitates the various systematic
machinery of education, labour and status, could work to profit one ethnic group
more than the other (Zhou, aoo5). At the same time, there are exceptions.

The following section gives an account of the parents' ethnic social networks and
the whether or not these networks were able to provide opportunities to the respond-
ents.

4.4.1 ETHNIC SOCIAL NETWORKS

In the measurement ofsocial and economic background, achieved educational level
and occupation of parents, the membership and participation ofparents in institu-
tional settings, which lend status to the parents in the society are essential to this
study. This also means eliciting information about the parents' participation in
church or mosque administration, political parties and in service clubs, such as the
Rotary, Lions, or Jaycees. By studying parental involvement in such institutions social
networks are noted and analysed. Nonetheless, the networks of these parents are con-
ceptualised as ethnic social networks.

The social networks of the Surinamese and the Antillean parents were based in
Surinam and the Dutch Antilles. These parents would have been immensely influ-
ential in their communities, but not in the Netherlands. Some parents might have
had the connections tot attain a scholarship for a child to study in the Netherlands.
The social networks of the Turkish and Moroccan parents in the Netherlands were
generally limited to their own ethnic group. These ethnic groups, ethnic business
excepted, were not in a position to make a difference in the Dutch labour market. The
native Dutch parents were non participants in the three institutions below. Those
possessing social network connections would have been of a native Dutch nature and
their social networks are based on other factors.

In Table 4.4. the network of the parents is not dívided into the participation of fathers
and mothers. The civic involvement of the parents in some institutions at an admin-
istrative or voluntary worker level, is taken as a whole. Either both parents partici-
pated or neither did. There were just a few cases in which both mother and father
both participated in a service club or a political party. Evident is the connection and
participation of the Surinamese parents in all three of the institutions. The partici-
pation ofTurkish and Moroccan parents on the mosque board of trustees is almost
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non-existent; participation in the mosque or church for the parents of all ethnic

groups is rather low, except among the Surinamese. The Surinamese group had the

best average for participation in a political party. The Turkish group has the lowest.

Membership in a service club is not common among Turkish and Moroccan parents;

they were not familiar with such organisations although there are service clubs like

the Lions in Turkey.

TABLE 4.4 NETWORK OF PARENTS

ChurchlMosque Political Party Service Club

Yes No Yes No Yes No

Turks 0 9 1 8 0 9

Moroccans 1 9 2 8 0 10

Surinamese 8 6 7 7 8 6

Antilleans 2 9 7 4 7 4

Native Dutch 2 9 2 9 1 10

The social network participation activities of the native Dutch parents is not much

different from that of the Turkish and Moroccan parents. Their participation in all

three institutions is also minimal. Antillean parents, although they do not participate

in the church as much as do Surinamese parents, they are fully represented in the

political parties and the service clubs.

Participation in political parties and service clubs offers families more access to

certain resources. In 'Race, ethnicity and class in America', Steinberg (t~~6) viewed

the church, the local community and the family as three institutional pillars of tra-

ditional society, especially in ethnic communities, which over the years have been

weakened- The question is whether the family and the church or mosque were pillars

for these respondents in their formative years.

One of the Surinamese respondents describes his parents' participation in the

church and in politics:

"My father did not do a lot in the ruling political party, but all the big guns of the party were

always visiting our home, especially after attending church on Sundays, it was always eating,

drinking and talking downstairs about politics and things like that. I guess his opinion was

important to them. He had also studied in the Netherlands and came back to work in Surinam."

This respondent believed that his father had much status and influence. The respond-

ent associated this influence with his studies in the Netherlands and the fact that he
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was someone with whom the politicians in his country reached out to. this influence
is borne out in the fact that the `big guns' of the ruling political party came to his
residence, not the other way around.

One Turkish respondent stated that her father was affiliated with the political left.
In Turkey he had ties to the labour union in their hometown. When he was living in
the Netherlands, he came to know about the politics of Joop den Uyl.` However, her
father did not participate in party politics in the Netherlands, perhaps because he was
not fluent in Dutch.

A Moroccan respondent claims that she inherited her political passion from one of
her uncles, who politically active both in Morocco and in the Netherlands.

"He was a Marxist in Morocco when he was attending the university. He was also one of those
persons that tried to organize the labour movement. He taught me many principles of how to
deal and work with others. My father used to listen to him also, but did not trust what he was
saying. Eventually, he had to leave Morocco and seek refuge in the Netherlands. He is still here
and became years ago involved with the local political party of the city where he lives. He is
now a member of the town council for the Labour Party. Our contact is still good. I still seek his
advice on certain matters".

In the these narratives the parental political interest or participation in party poli-
tics began in the country of origin. It stands to reason that the Surinamese and
Antilleans parents would have been more involved in party politics since they are
operating in their own countries, while less educated Turkish and Moroccan par-
ents had the extra constraint of living in a foreign country. The parents of the native
Dutch respondents would have had other reasons for their low political participation.

A member of a service club in Surinam and the Dutch Antilles was traditionally
viewed as someone with social status. Most service clubs have originated in the
USA. Many are local foundations or organisations ofbusinesspeople and profes-
sionals who are financially and socially successful and who organise social events
and fundraising activities. Members ofservice club pay dues and donate time and
money. Membership in these clubs seems to offer more access to network systems
and eventually to more resources. However, the potential advantage of the parentage
network for the Surinamese and the Antillean parents were conditioned by geogra-
phy and time. Surinamese and Antillean respondents might have and could have
profited from their parents' networks, but not when they arrived in the Netherlands.
The parents of the Turkish and Moroccan respondents might have obtained a factory
job because of an ethnic connection, but that would have been the most to be gained
from an economic perspective. In terms ofsocial intercourse and the opportunity to
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speak with others who spoke the same language and had the same ethnic culture,
these networks would have had additional value.

The next section describes the way in which the respondents viewed the class
position of their parents in their youth.

4.4.2 PERCEPTION OF PARENTS BY RESPONDENTS AT AGE 14

In this study, the life-stories of respondents show that although the prevalence of
resources and constraints play an important role in the choices made by the respon-
dents, they all wanted to do better than their peers in their respective ethnic commu-
nities. Whether their parents were typical poor migrant workers or respondents with
wealthier parents in Surinam, the Dutch Antilles or the Netherlands, what they had
in common was the drive to have higher social status than their parents and peers.

A typical difference was in the ]iving conditions of the Turkish and Moroccan
migrant workers, compared to those of the parents of the native Dutch respondents.
The Turkish and Moroccan parents were relegated to poor neighbourhoods. Some
were in the old sections of cities like Rotterdam, Amsterdam, Utrecht and Tilburg,
Groningen and Alkmaar. Some respondents remember growing up in apartments
or in rooms rented from a housing cooperation or a private landlord. The parents
of these respondents generally did not have enough space in their dwellings to give
children their own bedrooms. This was especially so when families had six to eight
children. According to many respondents, although certain household appliances and
features in the Netherlands were a material improvement over what they had in their
country ofbirth, they did miss the open space and the outdoors.

The stories of the native Dutch respondents were different. The Netherlands was the
only country in which they had lived. The majority of their parents had completed
primary educatíon and had blue-collar jobs. Most of these parents lived in the poorer
areas of Dutch cities and some had moved from rural areas. Some families still
resided in rural areas of the Netherlands, in apartments or semidetached houses.
There was a stark contrast between the Surinamese and Antillean respondents
and the others. The majority of their parents never came to the Netherlands. Most
of the parents who came to the Netherlands were fathers who had studied in the
Netherlands and subsequently returned to Surinam or the Dutch Antilleans to enter
the middle classes. Their living conditions were quite different from those of the
other groups. Many had huge houses with gardens and staff to clean, cook and main-
tain the grounds. In some cases, the living quarters were much better than those the
respondents presently have in the Netherlands.

The majority of Surinamese and Antillean respondents claimed that their parents
were middle class. Some had parents who settled permanently with their families in
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the Netherlands and others who had never lived in the Netherlands plus others came

to settle ín the r~~os. Most ;4-year olds, especially girls, had their own bedroom.

In large families, one or two siblings shared a room. However, many Surinam and

Antillean respondents entered the Netherlands as students and were received and

treated as such. Some went to boarding schools, others stayed with older brothers or

sisters who had migrated earlier and others boarded with white families. Still others

rented a room in a student apartment complex. Most of the native Dutch respondents

positioned their parents in the working or the lower middle class.

At i4, most Turkish and Moroccan respondents were coming to grips with their par-

ents and their own social position in the new surroundings in one of the big cities

in the Netherlands. They all claimed that their parents were working-class. None of

these respondents was born in the Netherlands. They all migrated to the Netherlands

in the framework of family reunion.Y'

"My father found a job in a steel factory in the area around Groningen in the North of the
country. For years I was the only Turkish and non-white person in my school class. I knew I was

different. We lived in nice attached house, but there were always many bills to pay and money
was never enough plus money was sent constantly to the extended family in Turkey. I was really
delighted when I went to study in Amsterdam and became acquainted with two other Turkish

girls and a Surinamese girl. My life changed completely at that moment".

Most of the Dutch respondents mentioned their parents' struggles with religious

values, standards and habits. They grew up with the remnants of the pillarization (cf.

Vasta, aoo6). Many were more than happy to leave their villages in order to attend

college or a vocational school in one of the big cities. They looked forward to leav-

ing the village life. Suffice it to say, that when the educational, social and economic

position of respondents' parents are the point ofdeparture for the respondents' life

chances and upward mobility it becomes clearer that social class position of the

respondents'; parents were a social construction. Turkish, Moroccan and native Dutch

respondents knew where their parents stood in Dutch society. So did the Surinamese

and Antillean respondents.

4.5 CONCLUSIONS
The question of'What role did the parents' social and cultural resources play in

the upward mobility of the respondents?' could be answered by referring to the fact

that the parents provided the structure and the substance which ensured that their

children received an education. Both working- and middle-class parents were deter-

mined to see their children excel in primary and secondary school and then enrol

in a vocational college or university. Surinamese and Antillean were in a sense just



CHAPTER 4 THE POINT OF DEPARTURE: THE MILIEU OF ORIGIN 83

like the elite Dutch parents of the colonial era in having their children educated
in the Netherlands. However, this opportunity was not available in the 'limited'
vocational colleges and universities in Surinam and the Dutch Antilles plus Aruba.
Nonetheless, when there was a university that offered degrees in for professional
fields like law or medicine, many parents still preferred that their children earn a
degree in the Netherlands.

The Turkish and Moroccan parents in this study were the least educated, with most
mothers being analphabetic, yet still determined to help their children make the
most of the opportunities that they themselves never had. The native Dutch par-
ents had received more formal education than those of the Turkish and Moroccan
respondents. They too had the interest of their children education high on their
agendas. The Surinamese and Antillean parents had spent the most years in school.
However, regardless of the number of years the parents had spent in school, all the
parents in this study encouraged their children to complete higher education. The
education of their children was what really mattered to these parents. The working- or
middle-class position of the parents was not an impediment to their children's educa-
tion; most of the parents wanted to invest in the education of their children.

Surinamese and the Antillean parents were in a much better social position than the
native Dutch and especially the Turkish and Moroccan parents. The Surinamese and
Antillean parents were able to earn a higher income and enjoy higher social status.
The native Dutch parents had the same constraints ofmost working class families
in the Netherlands when their children were x4. Turkish and Moroccan parents were
seen to be at the very bottom of the working class structure. They were slowly becom-
ing unwelcome guests in the society and in some cases were at risk ofunemployment
due to changes in economic and labour conditions. The Turkish and Moroccan par-
ents had neither been educated nor trained to adjust to of the new labour demands.

The ethnic social networks of the Turkish and Moroccan respondents' parents did not
enable respondents to gain access to valuable job-related information or employment.
The Turkish and Moroccan parents were more inclined to socialise with members
of their own ethnic groups, in teahouses and mosques. Heath and McMahon (aoo5)
observed this among migrants living in Britain. They stated that while ethnic minori-
ties might well have strong ties with co-ethnics, these might be more useful within
the ethnic enclave economy, than within the labour market dominated by white
British employers (zoo5:3941. The use ofnetworks to acquire resources and over-
come constraints were not found among the majority of respondents parents in the
Netherlands. The Surinamese and Antillean parents were active members ofnumer-
ous organisations and institutions. They had a normal or high social status and
influence in their social networks. However, these ethnic network relationships were
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limited to Surinam and the Dutch Antilles. If the parents' social networks were going

to create labour market chances and positions for the respondents, then the native
Dutch would have used them, there was no evidence that native Dutch parents were

better equipped to obtain resources through their network connections The social

ethnic networks of the Turkish, Moroccan, Surinamese and Antillean parents were

also ineffective and superfluous in the Netherlands.

When the parents' characteristics, educational level and social environment were

examined, a clear divide emerged between the social position ofTurkish, Moroccan

and native Dutch on the one hand, and Surinamese and Antillean parents on the

other. The respondents were also aware of this reality. They knew what their parents'

social position was. They experienced the distinctions by comparing their parents'

level of education, their field and profession, their job titles, income, partícipation in

civic organisations, residence and the size of their houses and social status to that of

their friends.
The next chapter look at the parents' effects on social orientation and the social

and cultural resources of respondents in adolescence and in vocational college or uni-

versity.



5.1 tNTRODUCTION

The objective of this chapter is to report the factors constituting the respondents'
social relationships and resources. A start is made by looking at the relationships,
which, next to parents, would have prepared respondents for their career. Attention
is also paid to the person(s) whom respondent turned to for assistance in preparing

homework or for advice. Thereafter, the focus is placed on the respondents' reasons
for choosing a certain course of study and the choices, which were eventually made.
The social relationships fostered during in vocational college or university are then
explored. This is followed by the respondents' educational credentials, which are one
of their most important resources.

Thereafter, the respondents' present social relationships are charted. The life vision
and personal characteristics of the respondent are then described, then the civic

engagements, which form part and parcel of the respondents life outside of their
daily work schedule are examined.

The respondents' social relationships and resources are ofenormous value for their
upward mobility. Social resources are the skills, educational credentials, attitude,

work ethic, contacts and information which that can improve their further life
chances. In Chapter a, symbolic capital was defined as a combination ofone's eco-
nomic, social and cultural capital with symbolic capital being the form that the differ-

ent types ofcapital take once they are perceived and recognized as legitimate" (Skeggs,
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i~~~:8). This could be compared to what Sorensen (zooo) refers to as a person's
total wealth. Total wealth amounts to all the available resources that an individual
eventually has at his disposal in his efforts towards an improvement of his chances or

upward mobility. In this study, one of the objectives is to find out whether social and
cultural capital were sufficient to secure a management position.

By concentrating on the individual respondent's social relationships and resources, it

is possible to discover how the social connections, which were made in the early years
via the neighbourhood, the schools, and other institutions, could have played a role in

his stock of resources. This approach is not principally interested in Niehof's (r~~~)

reference to cultural resources as the knowledge and skills people have of the 'beaux
arts". Niehofdefines beaux-arts by paraphrasing Bourdieu and Passeron (ig6q, r~~o)

to mean a person's knowledge of literature and poetry and a person's possession of

the values, manners and way of life of the elite (i~~~:ar). Cultural resources play
a límited role in this study. [n this study, cultural resources are the knowledge of

values, standards, behaviour and decorum as necessities and tools to compete and

participate meaningfully in one's society. Human beings are constantly creating
and adapting their culture and are accumulating additional cultural resources. As a

result, the cultural baggage which one possesses at any moment, is used to under-

stand and solve any problem, at any moment, under any circumstances. Culture is
a'survival kit', which one opens when the need arises. In this sense, knowing the

social orientation and resources of the individual offers some insight into the social
and cultural baggage that he brings to the work place. Section 5.z describes the

respondents' social relationships when they were r4 years old.

5.2 EARLY SOCIAL RELATIONSHIPS

In the social mobility literature, the age of i4 is often taken as a moment when young
people begin making decisions about their future occupation and status. This is what

Breen and Rottman (i995) call the actor's knowledge of his position on the bases of
stratification, and has a perception of the objective constraints but also of his prefer-

ences. Life histories bring home the complexity of the causal sequences in a person's

life. In the narratives of the respondents no significant differences emerged in the
number of siblings that most respondents had. The three biggest families, in which

respondents had more than eight siblings, were found in the Turkish and Antillean

groups. However, the largest families were Surinamese. When the respondents
are classified in terms ofbirth order, it emerged that all the native Dutch female

respondents were the first born. No native Dutch male respondent was a first child.

What does this say about the use of resources within the family? Were parents more
inclined to invest in the education of their first born? Were first-born respondents

unable to rely on older siblings to assist with homework or other activities?
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To answer these questions, respondents were asked to identify the people to whom
they turned when they were in need ofassistance. (The answers are presented in
Table 5.i.) Respondents mentioned six categories of people: parents, siblings, other
family members, friends, teachers and themselves. The majority of Surinamese
respondents made the most use ofparents' assistance. The reason for this might be
because their parents were generally educated. The same pattern is followed by the
Antilleans. The native Dutch, Turkish and Moroccan respondents relied on self-help.
Among the Moroccans, this could be interpreted in terms of the parents' lack of
familiarity with the Dutch educational system and the language barrier. The self help
action of the native Dutch could be a feature ofan individualistic Western society that
valued self reliance.

TABLE 5.1 HELP WITH HOMEWORK AND ASSISTANCE AT AGE 14

Country of'
Parents' Birth Parents Siblings Family Friends Teachers Self-help

Turks 1 2 2 1 3

Moroccans 1 1 2 2 4

Surinamese 8 3 3

Antillean 5 2 t 2 1

Dutch 1 2 i 1 6

Respondents were less likely to turn to siblings than to parents and to self-help. Friends,
family and to a lesser extent, teachers also played a minimal roles. One Turkish male
respondent described the assistance he received from his siblings in this way:

"I went to my two older sisters, who were very intelligent. They were also good in the Dutch
language and interacting with all sorts of people. They knew how to coach me".

One Turkish female whose father had gone to a vocational college in Turkey and
whose mother had graduated from secondary school did go to her parents, especially
her father, when she needed help with her homework. (Her parents were not guest
workers and did not live in the Netherlands). Not unlike the native Dutch, some
Moroccan respondents said that they relied on self-help and occasionally on an uncle
or friends. Among the Surinamese respondents, one female had this to say:

"For mathematics I went to my father. He helped a lot not only me but also my other broth-
ers and sisters. I was bad in mathematics and my father wanted all of us to succeed, hence
he helped willingly. I also went to both of my brothers before they left for Holland to study at
university level".
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Another Surinamese respondent had quite a different story; she relied on self-help,

even though she had other resources to choose from, she did not use them:

"I come from a very large extended family. The majority is properly educated. Actually, most of
the women in our family are school teachers. I cannot remember requiring or getting help with
my homework. I was very smart I did it myself. If I really needed help for anything, I went to my
aunties. In actual fact I was capable of getting things done quite quickly".

A Surinamese respondent with fewer available educational resources in his immedi-

ate or extended family said:

"When I needed help with homework or something of that sort I went to my stepfather, my
father and my uncles. Our family is very close hence we are always willing to be there for each
other in whatever way possible".

Most Antilleans declared that they actually made use of a combination ofparents,

siblings and teachers. It is interesting to note that the educational resources ofone

Antillean respondent was beneficial to himself and all his siblings:

"When I needed help I went at first to my father. When I entered secondary school he hired
someone to give me and my other brothers and sisters extra lessons, because things were get-
ting to difficult for him. Today we are all professional thanks to a certain extent to his extra
effort".

Another Antillean respondent (with a native Dutch mother and Antillean father) said

he was blessed to have parents who could help him out:

"It differs in whom I went to in the sense of what I needed. I went to both of my parents. I
went especially to my mother for the Dutch language and my father for other matters. This had
also to do with other languages. He knew many languages. I guess because he was originally a
sailor and went all over the place. Later when they had their bar in Amsterdam, all sort of peo-
ple from various nationalities came as their costumers. They were able to communicate and be
pleasant with everybody. I benefited from all these experiences".

Respondents made a point of saying about how independent they were when they

were iq. Among the Moroccan and Turkish respondents, it was not a question of

depending on parents; they knew that their parents were not in a position to help

them. They depended on self-help or friends, older siblings and other family mem-

bers. The native Dutch respondents choose to rely predominantly on self help and a

combination of siblings, family and friends.
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In an effort to sketch the development ofearly social connections, respondents were

asked about with whom they socialised and had the most contacts during their ado-

lescence. This was a semi-closed question with a variety of possible answers. The

respondents therefore gave priority to the categories with which they were most

involved: friends of the same age, sex, ethnic group, other ethnic groups, school class,

the neighbourhood, other relatives and friends from other neighbourhoods.

TABLE 5.2 FRIENDS AND PLAYMATES AT AGE 14

wrn d
10 N N W N .C T

LN ~ww
Country of Birth Parents ~ v, ~n c v, z ~

Turks 7 4 4 4 7 4 3

Moroccans

Surinamese

3

9 4 3 7 7 7 5 4

11 8 6 10 12 9 6 6

Antilleans 9 6 7 8 8 8 5 8

Dutch 9 7 8 1 7 6 3 2

Table S.a shows what the respondents said about the friends and relationships they

had when they were growing up and especially during their adolescence. The biggest

contrast is between the Surinamese and the native Dutch in terms of playing with

and having friends from a different ethnic group. Many Surinamese claimed to have

had friends from other ethnic groups. This is not unlikely, since Surinam is a multi-

cultural and multiethnic country. Among native Dutch respondents, only one had a

friend from another ethnic group. This might have something to do with the absence

of migrant children when the Dutch respondents were teenagers.

The Turkish respondents had the fewest friends from other ethnic groups. This

might be because in the Netherlands, the Turks have a reputation ofbeing close-knit.

It means that they frequently organize and support each other from the bases of their

own group. People of other ethnic groups are not usually invited to participate in

their affairs and~or activities. This is also an important feature in the Turkish group's

ethnic social network. The social networks of the Turkish group consist predomi-

nantly ofTurkish people. However, this study found no evidence that as children

these respondents only had Turkish friends.
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5.2.1 SIGNIFICANT 'OTHER'

During the fieldwork it became imperative to find out whether there were significant
'others' apart from parents who shaped respondents' perceptions and aspirations.
In answering this question, two aspects were outstanding: the prevalence of fam-
ily and teachers as the most significant persons in the lives of the respondents. The
Turkish respondents exclusively choose chose teachers. The Moroccans predomi-
nantly chose family. The Surinamese mentioned both family and teachers, with most
female respondents choosing a combination of family, teachers and girlfriends. The
Antilleans mentioned family and teachers, with family members being selected in
the majority ofcases. Most of the native Dutch respondents opted for family.

"The significant persons were the parents of two of my girlfriends. I left home at a very early
age. I was then 16 years. I had no money and there were no social security benefits for teenag-
ers of 16 years either. However, there were always people who had an interest in me. Things
did not happen for me via my parents or networks but via people who think that I am special
and different to the others. Just like the director of the Academy of social studies who found
that, I was a special person. When I went to the Academy many thought that I was too young
to attend this college. However he said I could do it. Later I realized that I have to make others
see what I have and could do and that is the line that I have since followed".

An Antillean male respondent hinted that talent played a role in the selection ofhis
significant person or the significant person selecting him:

"These were a couple of teachers. I was someone who played a lot of sports. The tennis
teacher, a black man, was very important for my discipline and the way I did things. He was an
employee of Shell like my father. He was also the senior tennis champion of Curacao and I was
the junior. However, we were both seen as black hence we had to get off of the court when it
was 5 pm so that the white employees could play tennis. He encouraged me to keep it cool and
take my chances, when they came. I did that and continue to practice even time I could later in
life I followed that same way of thinking".

A Surinamese male respondent choose his significant `other' out ofa combination of
family and intellectual inspiration. He thought that his relationship with this person
had something to do with his intelligence and talents.

"My father was important to me. However, there were a few academics, like Jan Aden, one of the
foremost intellectuals back then in Surinam who really influenced me. He did seven academic
studies. He was Hindu. The director of my secondary school and a couple of teachers were also
important. Adually, the biggest inspiration came from my grandfather from my father's side. He
wanted me to be a judge or a lawyer. I look like him and he thought that I would set forth his
work with a grandfather like that I was more or less expected to perform at a high level".
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A Turkish respondent viewed her significant persons or role models in terms ofwhat

they did to improve her quality of life and her chances.

"My friends were important, especially my girlfriends, my sister and my brother plus a number

of teachers. However, I left home when I was 15 years. I went to the youth advice centre. At the
centre there was a man called Johan, a Dutch man. He helped me a great deal. I took a likening

to him. At school the teachers did not know how to deal with a Turkish girl. lohan was different
he was always available. My parents wanted me to study but they did not understand what it

meant to study. The arguments and pressure became too much, that's why I left home at such
on early age".

Such assertions illustrate why the significant `other' was chosen or why the sig-

nificant others chose them. The respondents were asked why these people were so

important girlfriend. They cited the following reasons:

(c) Respondents who choose family stated that they saw what sort ofpressures

their parents were under (Turks and Moroccans) and wanted to do better. The

Surinamese, Antilleans and native Dutch saw the progress of their family mem-

bers and wanted to emulate them. They choose family because it was easier to do

this with the thought that they were being supported and encouraged to do much

better.

(z) Turkish and Moroccan respondents praised the teachers who showed interest in

them, especially because they were children ofguest workers, who sometimes felt

unwelcome at school. For Surinamese and Antilleans the support ofa teacher was

more ofa feature of what they expected aside from the advice they received at home.

(3) A small number of Surinamese, Antilleans and native Dutch mentioned world

leaders such as Gandhi, Martin Luther King, Bob Marley, and Winnie and Nelson

Mandela. They said that these people were important to them hecause they con-

fronted social injustice.

(4) Some female respondents said that they had girlfriends with whom they ex-

changed secrets and had strong friendships. These relationships were also a

source of support and encouragement.

The next section explains how respondents compared their current social posítion to

that of their former classmates.

5.2.2 PRESENT POSITION OF FORMER SCHOOLMATES

The reason for comparing the present social and professional social position of

respondents with that of their former high school classmates was to find out whether

respondents were more amhitious and successful. Or whether they benefited from a

combination ofefforts, social circumstances and luck. The question was: How does
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the respondent compare his or her educational career to that of the people with whom
they attended high school? There are four possible answers:
(r) Those who stayed at the high school level wíth or without a diploma
(z) Those who went immediately to work and became partially successful
(3) Those who went on to study at college and university level
(4) Those ofwhich respondents had no present knowledge.

The native Dutch respondent in general claimed that their former schoolmates had
not continued their education past high school. They asserted that many of the girls
had become housewives, clerks or salespeople in boutiques and shops. The Turkish
respondents gave few examples of former schoolmates who ended their education
with high school. One salient point is that only members of the Surinamese and the
Antillean groups and a few Turks and Moroccans had attended high school outside of
the Netherlands. In other words, the majority ofTurkish, Moroccan and definitely the
native Dutch all attended high school in the Netherlands. The responses revealed that
almost all of the Surinamese respondents declared that most of their ex high school-
mates had entered vocational college or university and were doing well. Something
similar was reported by the Antillean respondents. However, the Antilleans were not
found to be as successful as the Surinarnese.

The Moroccan respondents also claimed that many of their ex schoolmates had
attended college and university. A few Surinamese respondents were not able to
answer this question with any confidence because they had not remained in contact
with their ex schoolmates, especially those still residing in Surinam. A few mem-
bers of every group declared that they had achieved more educational qualifications,
higher occupational status and greater material success, than the other members of
their high school class. Section 5.3. presents an account ofwhat motivated respond-
ents to follow a particular course of study.

5.3 MOTIVATION AND STUDY CHOICES
All respondents believed that their parents were instrumental in stimulating and
supporting their studies. Nonetheless, the respondents decided what they were going
to study in college or in university. This raises the question of why respondents
chose the subject or profession they did, and whether they would have chosen some-
thing else if given the opportunity. They were also asked what their worst and best
moments studying school were. These are a few citations.

According to a Turkish female respondent:
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"I did a series of different studies. I started at vocational college with a teachers training
course. I ought to have specialized in the Dutch language and community development. I
wanted first to continue with the secondary school but had I done that I would have had to
remain a year longer at home. I wanted to be free. I did this study for three years. I then went
to the university and did one year of law studies. Then I went to do something else. I did not
have a motive to study I wanted to get away from home. I then went to France and lived a year,
where I learned French at one of the universities. Then I came back to Holland and became a
flight attendant for about eight months. It was not nice doing that job and then I figured that
I needed to do a study. I was then living in Amsterdam. As a flight attendant, I thought I must
go and study personnel work and labour. This was a part-time study while I was working. My
sister was working at a labour agency hence she was placing me in all sorts of functions, so I
knew that I could always find a job. However I also knew that doing a study will be more inter-
esting than what I was doing plus I will be able to get a better paid job".

When asked what she would choose again ifgiven the chance, she said:

"I would have first finished my secondary school and go on to the university to study anthro-
pology".

Finally, she was asked what happiest and rnost disappointing moments in school were:

"In the first year I noticed that I was 23 years of age and the other students were about 18. I

had a lot of work experience. I thought I could not survive this study with these kids from the
secondary school. This was a down point. Then I received a job as supervisor and knew I had to

finish the study. I wanted the diploma. I was happy that I finished but not with the study. I did

not really have a high point. My high points were outside of the study. Training in the field of

diversity was for me important because I got a number of new chances and also a new job as

policy worker in the municipality of Amsterdam relating to diversity policy".

In contrast to this respondent who had come to the Netherlands when she was three,

the Moroccan male respondent below came to the Netherlands in r~8a when was r6.

"In 1986 I got the advice from the then job centre to do a lower technical educational study.
According to them, this was something, which was parallel to my then educational level. In
the same period I were involved with one the Moroccan welfare foundations and were doing
voluntary work for the Moroccan youths. However, I noticed that the possibility were there to
work part-time and pursue a study in the same field. I decided then that I wanted to be a social
worker. I tried to get into college and were turned away a couple of times this they claimed was
because of my command of the Dutch language. Eventually, I got the opportunity and I went
to college. In four years time I had my diploma. Since then things have gone from strength to
strength. I knew I could do it".
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When asked what he would do ifgiven the same opportunity again, he replied:

"I would have liked to have done mathematics at the university level. I have always been
good at figures and things like that. I know that getting into the university will have taken and
demanded much more knowledge and time but I were willing to invest in this effort".

He then described his worst and best moments in college:

"In the beginning of the study the level was high. I thought for a time of giving it up. I also had
many problems with the Dutch language. This led to other problems like communicating and
making contact with the other students. My best moment was getting the opportunity to do
my apprenticeship at one of the labour unions. It was the industrial union and they coached me
there in a great deal of things. I think I partially owe my present position to some of the social
skills I learned at the labour union".

A Surinamese respondent described how she had emancipated herself and embarked
on university study. She had entered university when she was a8, married and the
mother of a son. Her academic interests were also different from those that her par-

ents had in mind for her.

"I was always stimulated to do a study but I choose something higher than my parents had
in mind. My mother wanted me to be a nurse, because she was a midwife. My father said
that I ought to be a secretary so I could meet a rich man and get married. When I came to the
Netherlands, I did not know what I should study. I asked my brothers, who were at the univer-
sity, whether I should do some thing like social work my oldest brother said go and study law
that is what stupid girls do. According to him, it was a short study and when I have kids, I could
also continue to work. I then went to study law. I was always interested in law, but I did not
want to represent criminals, but with law, you could be different things. I wanted to be inde-
pendent. My mother had also taught me not be solely dependent on a man."

On the question ofwhat would she have chosen if she had another opportunity, she

said:

"That will be psychology, people invigorate me, and the science of people has always amazed
me. At that time, I had less confidence. That is a good study. Life is too short to do some thing
now with a psychology study but as a voluntary trainer presently at the workers union I get to
use psychological points of departure. Had I done psychology that would have come in handy".

Her worst and best moments were different from those of the younger respondents
because they were not related to her education.
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"My most precious moment was not the obtaining of my degree. This happened in the same
year that both of my parents died. I was not even happy. I wanted them to be there. On the
other hand, the lowest and most difficult was my struggle to achieve space for building a

career. I was married and had a son. The buying of my house was a high point plus the fact that
my son received his secondary school diploma".

An Antillean respondent describes his reason for choosing a course of study that dis-

pleased his father:

"I had a lot of problems with my father over the continuity of his business. The whole thing had

to do with continuing or ending the family line in the bar business. To him I should have taken
over the business. My parents wanted me to study something in trade and industry. I had to
get a diploma. My father did not study hence just like he stimulated the Antilleans youths to do
a study he wanted me to do that also. He was proud that I wanted to study. However, he was
double in his feelings because he felt that what he had build up over the years will be ending

with him because my sister was not interested either in going into the bar business. He never
created a problem for me he said always go on do what you have to do. I wanted to get involve
with education. I did sociology. I wanted to do a deeper analysis of the society because I saw
more things than the people in my surroundings. I saw a lot as a child because I lived in various
worlds. I was black and my father was also black but everybody else in our street was white,
including my mother. I grew up with the class struggle. Given the opportunity I will do the
same again".

He described his lowest moment as an event outside of his study but that neverthe-

less influenced his education:

"The deepest moment is the fact that I left home because of my refusal to enter the bar busi-

ness. The study became a lonely endeavour. There was a break between my parents and I. The
best moment was getting to finish my study and obtaining my degree".

Our last example comes from a native Dutch female respondent.

"My motivation had to do with my urge to look at the developments in the society in a scien-
tific structure. I had done the Social Academy and worked with various groups I missed the
scientific support of the big picture. I was also more political aware, not in the sense of a politi-

cal party but the consciousness that certain groups were been left behind I wanted to know
why. Together with my boyfriend, who was a photographer we went to Africa in a military bus,
which we bought cheaply, and visited many countries. I wrote stories and articles, which were

placed in national magazines, etc. in the Netherlands. I will not have chosen another study. I
did the right things, which are important for the society. I am very conscious of my choices. I
believe everyone has to make his or her own future".
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In regard to the best and lowest moments ofher study, she said:

"The whole idea that I was able to study is for me the best moment and the lowest is the occa-
sion when I got a 5 for the last course of my study. There were people who said I should have
continued for another month I could end up getting honours. I said back then just give me a
six or something like that because I am leaving the next week for Africa with my friend to do a
round trip. That was terrible but I had to make a choice. We had bought a van and we could not
wait any longer."

The respondents had different explanations of their motivations and choices in

regard to their studies. However, the respondents' priorities were based on earning

a diploma that they hoped would open the door to better opportunities. It was also

evident that the parents were eager to encourage their children's learning; any study

was acceptable as long as it promised more opportunities to earn higher incomes and

social status.
The next section looks at the social relations, which were established by the re-

spondents during their studies.

5.3.1 SOCIAL RELATIONSHIPS DURING STUDY

Essential to the study ofsocial relationships is whether the effects of social networks
play a role in a person's upward mobility. According to Li (aoo5) people with strong

social networks are likely to have better social skills, which are usually more impor-

tant than technical skills, especially for jobs that require their good `people skills'

(zoo5:r8). There can be no denial that the managers in this study claimed that they

had to possess 'people skills'. However, the objective in this study was not solely to

conduct a social network analysis of the respondents' contacts. The purpose was to

describe the social relationships they entered into at vocational college and university

and to learn whether they were still involved in relationships with those people.

TABLE 5.3 FRIENDS AND SOCIAL RELATIONS DURING STUDY

Country of parents' birth Same group Mixed group

Turks 5 4

Moroccans 6 4

Surinamese 1 13

Antilleans 1 10

Native Dutch 7 4
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In Table 5.3, an account is given regarding the fact that the Turkish, Moroccan and
native Dutch contact with persons of the same group during the period ofstudy. At
the same time respondents mentioned that while attending college and university
They only mingled with persons of their own 'national group'x" or same ethnic group.
While the Turkish, Moroccans and the native Dutch groups reported that most of
their friends came from their own ethnic group, this did not apply to the Surinamese
and Antilleans. The Turkish and Moroccan respondents tended to socialise with
native Dutch more than with members from the other ethnic minorities.

One pattern was reflected in the statements of Surinamese and Antilleans males in
reference to their relationships with the native Dutch. In the majority of cases they
had white girlfriends. There is only one reported friendship between a Surinamese
male and two native Dutch male classmates from Brabant, who were studying in
Amsterdam. At the time of the interview, they were still in contact. Many Surinamese
and Antillean male respondents claimed that their relationships with native Dutch
female students were based on curiosity and sex.

Among the respondents, only a minimum amount were members of Dutch student
foundations. However, the members of these groups did participate in student foun-
dations, but only from their own 'nationality'. Section 5.3.z. will turn to the relation-
ships between the respondent, other students, lecturers and others.

5.3.2 RELATIONSHIP WITH STUDENTS, LECTURERS

Many respondents claimed that their relationship with students and others of the
host country was limited to certain activities. So what was the experience of respond-
ents, social orientation and interaction during their study with native Dutch students,
]ecturers and professors? The effects ofethnicity and skin colour on the contact
between persons of the various ethnic groups were also investigated. Here below are
a few contrasting excerpts from respondents are presented. The examples begin with
a Turkish male respondent. He came to the Netherlands at the age of 5 years in the
framework of family reunion. The intention of his father was to return with his fam-
ily to Turkey at a later moment to open an electronic repair shop:

"During secondary school we (my sisters and I) had good relations with the teachers. They saw
and knew that we were foreigners, but we were nevertheless doing fine in school. They were
always willing to assist us. At the technical school relationship with Dutch students, lecturers
etc. also good. At the Social Academy and later at the university, which I did part time I had
good relationships but then they were nothing special by then I had friends and relationships
from within the circle of my colleagues in the office and other fields".
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A Moroccan respondent related a different sort ofexperience. He was ao when he

came to the Netherlands and entered college five years later to become a school-

teacher:

"Almost all of the Dutch students had difficulty accepting me. Actually, there was a big age gap
between them and myself. They were young about 18 or 19 years and just coming from high
school there was I with my street and labour experience and not been able to command the

Dutch language properly, hence they could not place me. Actually, most of them were indiffer-

ent to my presence. The relationship was okay, I guess, and also with the lecturers. However, it
was not the best place for me to be at that moment".

A Surinamese respondent who referred to her parents as members of the Surinam

well-to-do class and was quite comfortable in Dutch society she described her univer-

sity relationships.

"I was constant in discussion with the white students who had other notions of people who

came from a different part of the world. I was usually surprised that in such a developed coun-
try that the students knew very little about people with whom they were attached through

colonialism. They thought that all Surinamese lived in trees and they had no notion that

many Surinamese were of a higher middle class level than many of them. They had a habit of
throwing all the black people into one heap. I am still surprised that I am able to live in the

Netherlands so long seeing that I am very critical. I still believe that there is no space and free-

dom to speak about racism in the Dutch society. The moment that you begin to speak about
racism everyone goes into the defensive. Everyone pretends that racism is not an issue in the

Netherlands, they believe. If you say something, you are labelled as dominant. There are even

black people who are going around saying that they were never discriminated or confronted

with racism or discrimination. However, the relation with Dutch students and lecturers was

generally good. There were also a few black students but because I was working and studying
at the same time the experience was different my focus was to finish as quickly as possible."

A native Dutch respondent viewed her interaction with the other students and the lec-

turers as an intellectual exercise. She studied society and history in a large city. She

never had a black classmate or professor.

"This interaction was really more on the intellectual level. We were working together on certain

thesis, doing research and uncovering new things and asking ourselves how to bring these into

focus. We will also write articles about this new developments. It was not a question of parties

and festivals. I also had a girlfriend who was a journalist hence we spend a lot of time trying to

get into one of the television broadcasting companies. Later she actually got to do programs
there".
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Turkish, Moroccan, Surinamese and Antillean respondents were generally in agree-
ment that relationships with Dutch students were businesslike. All of the students
knew what were expected of them, in terms of working together on assignments and
getting along. In the lecturers and professors the relationship was also businesslike.
Many referred to the fact that the closest they got to a professor was during the ren-
dering ofhis or her lecture. On completion of these lectures the lecturer or professor
will disappeared. Some respondents said that the relationship was not an issue. One
Antillean respondent placed this sentiment into perspective when he remarked that
when the professors look at him they did not see themselves at his age. According to
him, they see themselves only in the native Dutch students. The absence ofethnic
minority lecturers and professors in the universities has not improved.

The role ofethnicity, in social relations during the respondents university and

college years is covered in the next section.

5.3.3 THE ROLE OF ETHNICITY

This section speculates on whether ethnicity and skin colour could have played a
role in the respondents' interaction with native Dutch and others while in college. A
Surinamese respondent was asked whether her social interaction at the university
were influenced by her ethnicity and skin colour.

She had this to say:

"I think so, because I am a person who always brought ethnicity and skin colour to the agenda.
Yes, ethnicity and skin colour did play a role. The manner in which I brought my affairs to the
front in a critical manner was always noticed. They (students) once asked me why did you
come here and why don't you go back to your own country. However, I told them that I am not
a guest. I was born as a Dutch citizen in the days that Surinam was still a colony of Holland. I
think if you are black and were never discriminated against in the Netherlands, you will have to
be invisible. I refuse to be invisible".

An Antillean respondent described his experiences as mixed. He was able to avoid
many of the problems arising from ethnicity and skin colour. According to him, he
had a special position, because he was a member of a fun social group ofmulticul-
tural and multiethnic students built around study.

"What brought our group together were two things: first, The study itself and second, all the
students with whom I had a relationship were politically engaged. There were many political
discussions. It was important for us to debate etc and socially we went around a great deal
with each other. We had almost every day a good time or a party. I did not go around with
white students except for a Hungarian, he was also a migrant. That was different with the lec-
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turers the relationship was good, because we had contact with them as a team. They formed

the team of an Antillean professor. The members of this team were white Dutch, but they were
okay".

He continued to explain what ethnicity and skin colour meant to him and to his eth-

nic minority friends

"Ethnicity and skin colour played a role positively and negatively. In my first years, I had a lot of
girlfriends because they loved brown. I also had problems. In the first house I lived, there was
an older white student who was constantly controlling my movements. If I went to the toilet,
he went after me to see whether I flushed the toilet, etc. We even fought. Later I saved him in
a bar fight with Surinamese and Antilleans, I pleaded for him, after that incident he found me
a good chap. There were different incidents but I was accustomed to certain experiences from
Shell in Curacao. There were many occasions in Curacao when I had to leave the swimming
pool of Shell to show my card in relation to my being present in the swimming pool or in the
white club from Shell. I knew what it meant to be physically different"

In reference to the role ofhis ethnicity and skin colour in these interactions, one

Moroccan respondent said:

"I was visible as far as colour and ethnicity were concerned. Many native Dutch persons operat-
ing from out of a position of arrogance and perhaps ignorance though that I will not be able to

understand the study material. They saw me as different and being less than themselves. Hence
lacking the knowledge to succeed. They tried to treat me as such. However, I was determined
to succeed no matter what it took".

When the question of what ethnicity and skin colour meant to her, a native Dutch

respondent answered the question from a different:

"Not my colour of skin, but my physical appearance. This is what you get by white people. They

look to see whether you are an average Dutch person or not. Then they could asses your social
class position. We (my girlfriend and I) were not average Dutch. These were different people
with whom I went around. I was also warned about my ambition to obtain a job at the univer-

sity. Sometimes you had to conform to get where you want to go. I have a book called; 'How
I became a rat' I learnt a great deal from that book, if you cannot conform then you will block
your career. I knew that".

Most of the ethnic minority respondents reported some interactíon with native Dutch

students and lecturers. However, in general, members of the ethnic groups kept their

distance. Obviously, members of these ethnic groups had to work in groups to write

papers and complete other assignments. Some ethnic minority students took pains
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to be in the same groups as their compatriots. When this was not possible, they said
that they had to work with native Dutch students. Many ethnic minority respondents
described the interaction as businesslike: they did what they had to do and left. There
are few instances where the friendships between members of the ethnic mínority and
native Dutch students and lecturers still exists. If and when they came together, it
was always short and functional.

In 5.4. the role of educational attainment in the opportunities chances structure
of the Dutch society is looked at.

5.4 EDUCATIONAL ATTAINMENT
In Section 5.3. some respondents vividly described their reasons for attending a uni-
versity. They also explained why they chose a certain subject or profession. One of the
most interesting features of the educational level of the respondents was the amount
of time it took them to complete their education. This phenomenon is especially pro-
nounced in the Moroccan group; four of the respondents obtained a university degree
but three of them had already graduated from a vocational college in the Netherlands.

TABLE 5.4 HIGHEST OBTAINED EDUCATIONAL LEVEL (N-55)

Country of Parents' Birth Gender

Turkey Male

Female

College University Total

2 2 4

3 2 5

Morocco Male 5 3 8

Female

Surinam Male

Female

Dutch Antilles Male

Female

Netherlands Male

Female

2

7

7

3 4

5

6

4

7

Table 5.4, it was registered that the Surinamese group have attained the highest
educational level. This is the case with the females as well as with the males. Unlike
the Moroccans most of the Surinamese came, in many cases, direct from Surinam
to study at the level in which they completed their study. Some of them change their

subject of study after one of two years, but it remained a study either on college or
university level. The question is whether the Surinamese are more ambitious in rela-
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tion to their educational attainment than the others, in the sense that they placed

more efforts into achieving a higher degree, or is their proficiency in the Dutch lan-
guage an advantage over the members of the other ethnic groups? As far as the last

point is concerned this does not seem to stand alone at adequate explaining, because

if the Surinamese educational success is to a great extent dependant on their com-

mand of the Dutch language, then the native Dutch group would have done much
better than the Surinamese or even parallel to them.

A probable and more concise explanation lies in the fact that the snowballing ef-

fect of the methodology used in this study might have produced more Surinamese
with a university degree than could be found within the other groups.

In essence, the total group ofmanagers is divided along the line of those that were
educated at college level and those attaining a university degree. However, this does

not measure the quality of their management prowess, in the sense ofwhether a
manager trained at the university level is better equipped to get the job done than

a manager trained at college leveL It is assumed that the ability of the manager to

perform his tasks within the organisation will be dependent on a host ofpersonal
qualities and factors and also external and circumstantial factors and issues. It

goes without saying that the attainment of a higher educational qualification was

imperative to obtaining a management position. Someone with lower educational
qualifications will definitely have had problems achieving any sort ofpromotion into

the higher echelons oforganisational power. It was registered that all the respond-

ents have obtained an educational qualifications as a prerequisite for their position.
However, during the course of this study a constant effort was being made to find

out whether educational qualification, ambition and efforts were enough to secure a

management position. The next section looks at the social orientation and resources

of the respondents and investigates whether having a particular network has helped

the respondents in to enter the labour market and ascend to a management position.

5.5 PRESENT SOCIAL RELATIONSHIPS
The respondents had their own social groups. Table 5.5, gives an impression of their

present relationships, in terms of the people with whom they frequently mingle with.

The respondents had multiple categories from which they could choose as many

answers as pertained to them.
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TABLE 5.5 PRESENT SOCIAL RELATIONSHIPS

a,
EE ~, ~
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N ~ 7

T ~ ~
.É y c c ó a~i p~ ~

0l W ' - . L

Nationality ~ ~u ~ ~:. c ~ z ó

Turkish 7 5 8 6 5 1 2

Moroccan 8 4 10 3 4 2

Surinamese 11 13 11 8 6 6 4

Antillean 7 7 9 1 5 3 3

Native Dutch 7 5 11 1 3 1 4

Most of the respondents claimed to have a special relationship with their own fam-
ily.x"' The Surinamese group placed a great deal of emphasis on maintaining ties to
the extended family. The Moroccans exhibited less interest in spending their spare
time with extended family. All ethnic groups placed a high value on friendship.
However, having friends exclusively from the same ethnic or national group is least

common among the native Dutch and the Antilleans and most common among the
Surinamese and Turkish groups. The category ofneighbours scored low by all ethnic

groups except for the Surinamese. Perhaps the Surinamese fit the theoretical expla-
nation what Snel et al. (zoo4) referred to in Chapter r as being socially and culturally
integrated.

The respondents were then asked to disclose whether they have made any new

friends in the two years preceding the interview. It transpired that all of the Turkish
respondents had met people in the last two years with whom they had become
friendly. They met people in professional settings. All of the Surinamese and all but

one of the Antillean respondents (who said that he was too busy) claimed to have
made friends who had other lifestyles and came from other ethnic groups in the
last two years. The native Dutch group is close to the Surinamese and Antilleans, in
terms of ineeting and making friends.

So are these friendships social networks that provide valuable information about
available job positions? Li (aoo5) cites Granovetter (i973), stating that weak ties
between an individual and his or her acquaintances are of greater value in job seeking

than are strong ties between that individual and his or her relatives or close friends
(zoo5:a). This thesis could be applied to all of the ethnic groups in this study, with

the exception of the Surinamese. Chapter 4 noted that the ethnic social networks
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of the respondents' parents were ofno value to the respondents. This seems also to

apply to individual social networks.

Heath and McMahon (aoo5) posit that whíle ethnic minorities in Britain might well

have strong ties with co-ethnics, these ties might be more useful within the ethnic

enclave economy (aoo5:3941. Table 5.5 shows a parallel between their thesis and the

today's social relations of the Surinamese and the Turkish groups. The following sec-

tion discusses the respondents' life visions and ambitions.

5.5.1 LIFE VISION AND PERSONAL CHARACTERISTICS

A respondent's life vision and his characteristics are indispensable to understand-

ing his or her ambitions. An account of these two features is presented through the

life visions of several respondents. At the same time the qualities and competencies

which respondents deemed important for their success are highlighted.

Turkish male respondent describes his life vision.

"When I was 18 years I dreamt of marrying a young Turkish maiden and together with her I

will plan and work on our future in Turkey. During by period at the KLM I was frequently flying
to Turkey cheaply and i figured then that I did not want to live in Turkey. I was then a Muslim.
Between 20 and Z5 years, I started to feel guilty that I was not doing anything for the faith.

I started to have girlfriends, also intercultural girlfriends. I noticed that my sisters were hav-
ing the same problems. One of them even got married to a Dutch man. Then I began to get a
wider vision. By the time, I was 30 I was living together with a native Dutch woman. I was not

a Muslim anymore. Because I was travelling all over the world, I saw myself as a transnational
world citizen. My consciousness is formed by my upbringing however, I am someone from the

West, modern and social".

His way of looking at life helped him make the choices that led to his manageria] suc-

cess. He does not see his narrative as anti-Muslim, because he takes pride in giving

Muslims lessons to pupils at a school in Utrecht on a voluntary basis and continues to

respect the religion in these last years that is has been under fire in the Netherlands.

According to him his position on some issues is also evident seeing this Western ori-

entation in the sort of friends he has. None ofhis friends are Turkish. His friends are

either native Dutch or from other ethnic groups. His partner for the last eight years is

a native Dutch woman.

When the vision of this Turkish male respondent is compared to that ofa Kurdish-

Turkish female respondent another interesting story comes into focus. She sees her

reality differently:
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"I am from a small ethnic group in Holland and also in Turkey. I am a Kurd; hence, I am always
engaged with the minorities. I have no affinity with strong people. I shall always deliver a posi-
tive contribution to the lives of the minorities here andlor wherever I am".

Her social relationships are multicultural and multiethnic. She is also a politician

from the Dutch politica] left.

Her way of looking at life stands in contrast to that of a Surinamese respondent, who

has a more philosophical life vision:

"My philosophy is to have respect for everyone. If you give respect, you will receive respect
in return. However, you ought not to have people walking all over you. One has to always try
to be a role model. My mother taught me that my diploma was my man. Hence, number one

lesson was I had to be independent but I should always respect others. Look at others not as
the opposition but as other members of society. You ought to try to be at all times at peace
with others and surely in your own environment. One has to strive towards being independent.
Money is not a goal but a means of living a better life, at least that's the way I see it".

Another Surinamese female respondent described her life vision referring to both a

reaffirmation ofself and an insight into her perspective on the role of management

and colour at her workplace:

"I am a very motivated self-aware woman. I am prepared to do things for others. I have even

learned to get things done for others but never ignore myself. I always try to be respectful to
others and expect that from others especially in my management position. I have had situations

where my white workers did not accept my position and authority but within six months, this
was different. We, black women, make the statement to fast; it is because I am black. By doing
this you take a victim position. That's why knowing who you are and having a command of the
Dutch language are so important so you can make your voice heard".

All of the respondents had their own approach to their lives, communities and social

interaction in the Netherlands. They were philosophical about what they wish to see

in their world. Discovering the connection between the life visions of the respondents

and their answers to questions about what is necessary to rise above their origins

became the next objective.

The respondents were required to choose values and competencies from a checklist of

eight personal qualities, which are essential for measuring success and upward social

mobility: trustworthiness, perseverance, charisma, internal rest and stability, loyalty,

engagement and other qualities. An Antillean respondent explained what all these

qualities mean for managers in Dutch society:
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"In the Netherlands an agreement is an agreement; it is more that being trustworthy. It is
also a question of integrity. In Holland, people work together without trusting each other.
Perseverance is absolutely important. You have to have and exploit charisma. You need internal
rest and stability otherwise you are going to become depressive. Self-control is actually want-
ing something badly. You must have ambition. You have to have influence on a situation. You
need to have a 129 percent engagement. One has to be dominant in organisations. In Holland
in the first years, I had difficulties because I did not understand this principle. Loyalty is impor-
tant in the sense that you need to know your partners. It is a question of giving and taking.
Engagement is all very important. You need to have good antennas. My mother always said
you have got to keep your eyes open, boy. If you have no strategic insight then you have no
chance".

Although this assertion represents the sentiments of the majority of the respondents,
they also mentioned other qualities, such as being in physical shape and having the
stamina to do the work, to network and inspire their people and being willing to
admit that one needs the help ofothers to get things done. Noticeable in the answers
of the respondents is the consistency with which the respondents conceptualised
managerial qualities. Section 5.5.a explores the civic engagements of the respondents
in conjunction with their activities in their communities or in society.

5.5.2 CIVIC ENGAGEMENTS

The respondents' civic engagements reflect their ability to get things done and to
collaborate. Participation in civic activities confers entrance to networks, wherein
the participant could have access to resources that otherwise would not be available
to them. The respondents were asked to describe what they did in their spare time.
Their answers fall into four categories: members of the board of directors, recrea-
tional activities, raising children, and nothing. Some respondents did more than one
of these things (Table 5.6~.

TABLE 5.6 ACTIVITIES OUTSIDE OF WORK

Parents' Nationality Board member Recreational activities Raising children Nothing

Turks 5 3 t

Moroccans 9 1

Surinamese 9 4 1

Antilleans 2 4 4 1

Native Dutch 7 1 3
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The Moroccan and the Surinamese respondents sat on the most boards. Four of the

Moroccans are members of the board of their local Green Party and sat in a local
town council. Another Moroccan belongs to the Labour Party and has a seat on
the municipal council. The majority of the Moroccans in this study are somehow
involved in local and national politics.

The majority of the Surinamese respondents sits on the boards of Dutch organisa-
tions. [n most instances, these were welfare, health and art and culture organisations.

One Turkish manager said he was not doing anything:

"I was studying many years next to my work, I sport at this moment. However, I have no volun-
tary functions at the moment. I help my sick mother in laws; her husband died and she cannot
get by alone. Ever now and again I also do something for the school, in my area, like writing
pieces over Muslims, etc. this is as far as my voluntary work goes."

In contrast to the other ethnic groups, only a few Antillean respondents were mem-

bers of a board of trustees. The majority ofAntillean respondents spent their free
time in the recreational sphere and raising their children. Obviously, all respond-

ents who had children had to raise them, but it seemed to be the most important to
Antillean respondents. This raises the question of whether Antilleans were interested
in joining the boards of Dutch organisations. However, board members are most
often recruited through cooperation. One either has to belong to a particular network
or be invited to join a board on the basis of specific qualities or because it is in the

interest of the incumbents. The majority of the native Dutch respondents were also
board members, as were the Surinamese.

TABLE 5.7 MEMBERSHIP IN ORGANISATIONS

a
.o á ~ ;, ó 0

L ~ ~ T ~ w ~ d7 r V
O

~ N ë ~ ~ ó c. i
o á

country ~ a u ~ ~ ~ ~ m` 3 ~

Turkey 6 6 3 6 2 4 2

Morocco 7 7 4 3 7 5 1

Surinam 4 5 7 4 4 4 3 2

Antilles 4 4 3 5 5 2 4

Netherlands 4 4 1 7 9 2 7 2
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Some respondents were active in more than one organisation. A Turkish respondent
could be a uníon member, a politician, a member ofa sports club, a member of the

library, a member of a social club, a member of the broadcasting corporationz1' and

also a member of a service club. Some respondents belonged to three or four organi-
sations and~or clubs. Some were only members of one. Two Surinamese respondents
were not members ofany.

Interesting is the number ofTurkish and Moroccan respondents who said that they
were members of Dutch political parties. They are followed by the Surinamese with

the Antilleans and the native Dutch. The same observation is made in regards to the
number of respondents who declared themselves members ofa labour union. A pos-
sible explanation for this difference in participation in the Dutch labour unions and

political parties on a larger scale by Turkish and Moroccan respondents has to do with
the knowledge that membership in the labour unions could be used as a stepping

stone to other political activities, especially on the left. Being a member of a political

party offers campaign opportunities to educated members of ethnic minority groups.
Some members of the ethnic groups seem to welcome membership in a political
party and see election to a municipal council or national parliament as a fast track to

social status and upward mobility.

No Turkish and only a few Moroccan respondents claimed to be a member of a

mosque foundation or organisation. Only the Surinamese respondents reported hav-

ing a close affiliation with their church. Nearly all of the native Dutch respondents

claimed to be members ofa library, book club or broadcasting corporation. However,
only one Moroccan respondent said that he was a member ofa broadcasting company.

The fact that the majority of respondents were no members of the broadcasting com-

panies could be connected to the ongoing discussion ofwhether the broadcasting

companies in the Netherlands provide sufficient programming for ethnic minorities.

This is perhaps why these respondents are not particularly interested in becoming

members of the broadcasting companies. Many Turkish, Moroccan and other mem-
bers of ethnic minority groups in the Netherlands own a satellite receiver from which

they obtain news, entertainment, from their home country.

5.6 CONCLUSIONS
This chapter began by ascertaining whether the respondents had an idea about their

future profession when they were i4. This was also when they were becoming more

conscious of their parents' social class position.

This chapter sought to determine whether a person's social and cultural capital

creates enough resources to secure him or her a management position. The life sto-

ries of the respondents were an appropriate way ofanswering this sub-question. In
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terms ofhaving friends from the same age group, sex, ethnic group, from different

ethnic groups, school, the neighbourhood, family and other neighbourhoods, three

groups of respondents stood out. the Moroccan and Surinamese respondents had

many friends in other ethnic groups, and the native Dutch respondents who had

none. This was because ethnic minority groups were not present in some areas of the

Netherlands q o or 45 years ago.

As far as receiving assistance with homework was concerned, the Moroccans and the

native Dutch were most dependent on selfhelp. Most of the Surinamese respondents

consulted their parents. These makes sense; Surinamese parents were better edu-

cated than were the parents of the Turkish and Moroccan respondents. Within every

group, siblings helped with homework. The Surinamese respondents came from the

largest families. Yet, having many siblings seems not to have affected the educational

chances of the respondents. Many of the respondents (and all of the native Dutch

females) were first born. Parents might have felt a special urge to invest in the educa-

tion of their first child. Most of the respondents had siblings who went to a vocational

college or university. This could be a sign that parents' social and cultural resources

affected the life chances of the respondents and their siblings. This was also the case

with parents who were not educated.

Most of the significant bthers' next to the parents in the lives of the respondents were

either relatives or teachers. Girlfriends were important for female respondents, espe-

cially the Surinamese respondents. The Turkish respondents describes their teachers

who welcomed them into their classrooms as significant'others'. Moroccans and

native Dutch named their family members. Surinamese and Antillean respondents

mentioned both family members and teachers.

In comparing what the respondents had achieved both in terms ofeducational attain-

ment and occupational status, the Surinamese, Moroccan`" and native Dutch, to a

lesser extent, claimed that their high school classmates have done well since gradua-

tion.

The motivation to study and achieve a higher occupational position than their parents

were the chief reasons why the respondents strove for upward social mobility. One

example that stood out was the narrative of a Turkish mother telling her daughter to

make the choice between 'standing on one side of the desk as a cleaner' or `sitting

behind the desk on the other side as a manager'. She chose the side where the man-

ager sat and is presently sitting there. The respondents made conscious academic and

professional choices. Many parents wanted them to study, and did not really care what

field their children selected.
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The social relationships that many of the ethnic minority and Dutch respondents
had at vocational college and~or university revolved around meeting, greeting and
forgetting the native Dutch students. The majority of Moroccan, Turkish and native
Dutch respondents had more contact with members of their own ethnic group. The
Surinamese and Antillean respondents had more mixed contacts. This was not differ-
ent in regard to their practical relationships with the lectures and professors.

Ethnicity and skin colour meant different things to respondents. A Turkish respond-
ent mentioned that his ethnicity worked in his favour. The Surinamese and
Antilleans claimed that they constantly had to prove that they were not invisible.
Ethnicity and skin colour influenced their dealings with native Dutch. A few of the
Moroccan respondents claimed that ethnicity and skin colour affected their relation-
ships with native Dutch. Only the Turkish and the native Dutch respondents said that
they had no such problems.

The majority of the respondents graduated from university. This is especially so
in the case of the Surinamese for both males and females. Some of the Moroccan
respondents went to vocational college before attending a university. It was originally
presumed that the educational success of the Surinamese respondents could be
explained by their proficiency in Dutch and their knowledge of the Dutch culture.
However, this position is hard to maintain, since the native Dutch respondents did
not do as well as the Surinamese.

The present social relationship of the respondents is a mixed bag. In defining catego-
ries of people with whom respondents share their spare time, a nuclear family was
defined next to the extended family. The majority of respondents spend most of their
free time with the nuclear family. Only the Surinamese and the Antillean respond-
ents claimed to spend much of their free time with their extended family. Spending
time with friends and colleagues was also popular. The Surinamese respondents
were the exceptions. The others did not have any significant sort of contact with the
neighbours.

The life visions of the respondents seem to been formed in their youth and espe-
cially in vocational college or university. Many respondents were very philosophical
about their lives while others were more practical. In civil activities, meaning having
engagements outside of the job and the family, like membership in the board of trus-
tees ofdifferent organisations, Moroccan, Surinamese and the native Dutch respond-
ents were more engaged with these activities. than the then others. The Antilleans
are the least engaged in these activities. The Moroccan respondents were most visible
on boards of trustees ofpolitical parties and as part-time members of town councils.
In their affiliations with Dutch organisations and institutions, there is a marked par-
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ticipation of respondents ofall groups. However, churches and the mosques are not

popular with these respondents.

A few of the Moroccans found their way to the mosques and some Surinamese

belonged to a church. The majority of the Moroccan and Turkish respondents belong

to a political party. The same cannot be said for the Surinamese, Antillean and native

Dutch respondents. Respondents from all the ethnic groups, especially Moroccans

and native Dutch claimed to be members of a library or a book club. However, the

native Dutch respondents have the strongest affinity with broadcasting corporations

and the Moroccan respondents have the lowest. All the respondents were largely

unrepresented in social and service clubs. Their social networks and their effects

were far from strong.

Whether the social and cultural capital of the individual taken as a whole brought

upward mobility is not clear. Suffice it to say that a person's social and cultural

resources can tell researchers a great deal about the potentials, intelligence, social

skills, social networks, attitude and general inclination to improve his or her quality

of life.

In Chapter 6, the objective is to find out how the upward mobility processes work for

ethnic minorities in Dutch organisations.



MOBILITY PROCESSES

6.1 INTRODUCTION

This chapter tries to make sense of the mobility process related to the labour experi-
ences of the ethnic minority managers, and interpret their experiences. It explains
the way in which some of these respondents entered the labour market and rose to
a management position. The benefits ofsuch a position are essential to the manner
in which this manager will perform. The comparison of the respondents' incomes
of respondents and their partners is made. The salary that this brings can also deter-
mine social status. In essence it means that the salary that one commands could be
illustrative to the manner in which he or she claims a particular spot in the social
class structure. The chapter concludes with a comparison of the respondents' tan-
gible and intangible accomplishments and of those of their parents. An inquiry was
also made into the framework of benefits the management position brought. The
professional status of the position, was also analysed to come to grips with the ques-
tion of whether respondents thought that the trials and challenges of the mobility
process were worthwhile.

The way in which the professional status of the manager is experienced is then dis-
cussed. Satisfaction with one's work environment means being connected with the
colleagues and the values of the organisation. The respondents' relationship with
colleagues is therefore taken into consideration. Such a relationship could be crucial
to the interaction of respondents in the organisation. Thereafter, the attention turns
to what it means to be a manager in a Dutch organisation. Information was gath-
ered as to whether he or she will leave or remain with the current organisation if the
respondent was offered an equal position at another organisation.
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In the literature, the concepts of discrimination and social acceptance have been

found to be important. An effort is made to find out whether discrimination played a

role in respondents' interaction wíth colleagues and whether this had consequences.

Jackson (aoor) claimed that employers are interested in more than merit when they

are hiring workers for the higher echelons of their organisation. If ]ackson's thesis is

valid, then on what bases did the ethnic minority respondents enter the Dutch labour

market? This introduces the sub-question: 'Are the mobility processes within Dutch

labour organisations favourable to the upward mobility opportunities of inembers of

the ethnic minority groups?' In section 6.a and thereafter the answer is sought.

6.2 ENTERING THE LABOUR MARKET

Gaining entrance to the labour markets differs according to the position within the
organisational structure and the criteria which the employer uses to fill a particu-

lar vacancy. "Managers appreciate network recruitment for its ability to attract appli-

cants quickly and at the little cost, they value it even more for it efficiency" ( Waldinger,
zoo5:340). The respondents were asked to explain how they obtained their first paid

job on the Dutch labour market.

"In 1986 I went to the department of city development and asked whether they had a job
vacancy for me. I had read an article in a news papers, in the Turkish language, that this munic-

ipality was seeking the entrance of ethnic minorities into her organisation. At that time, I was
prepared to work for free. I could barely speak the Dutch language. They created an apprentice
position for me and I started to work there. That is how I got the chance to work and learn
Dutch. A few years later, I saw an internal advertisement I applied and got a job at the person-
nel andlorganisation department within the municipality office. Afterwards, I then went to the
Academy of building engineers to learn more about my profession in the Netherlands".

A Moroccan respondent, also came to the Netherlands as an adult. He arrived in r~~i,

at age zq, as a guest worker. His parents were farmers who had had no formal educa-

tion. They never came to the Netherlands. This is a portion of his narrative:

"I begun in 1971 as a factory worker and did this work for about three and a half years. In 1975
I got the opportunity to work as a social worker at an ethnic minority foundation, at that time
I still had to finish my college course. They catered for social and welfare needs of Moroccan
migrants and the rest is history, after that I went from strength to strength".

Like the Turkish female respondent, he did not complete primary and secondary school
in the Netherlands. She came as a political refugee and he came as a guest worker, just

three years before the recruitment of guest workers was halted. His story is quite differ-
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ent from that of a Surinamese respondent who came to the Netherlands with the sole

purpose ofstudying and returning to Surinam as a medical doctor. His story is:

"I got my first job in 1980 as a group leader at a healthcare foundation I was then still study-
ing. Actually, in those days I was working part-time also as a taxi chauffeur. I was making a lot
of money especially with the tips, I got. I was also previously a voluntary worker at the foun-
dation. Then they employed me. I worked for a couple of months in that function, then I was
appointed leader of a team of three persons and after a while, I became director of the organi-
zation. I was director for about five years. Then I took the step to work for another organization
giving lessons to workers who helped drug addicts. Part of my function was to organize confer-
ences and give lectures. I was doing this part time by that organization and I was also part time
director at the foundation. Later I became director of one of the offices of the social services in
the municipality of Amsterdam".

This respondent ascended the occupational ladder in a very simple and unstruchired

manner on his way to becoming head of a department in Amsterdarri s municipal gov-
ernment. He has been a senior director in the semi-government social sector for the
last eleven years.

This is a contrast to an Antillean manager who was born in the Netherlands of mixed

parentage and whose mother was a business woman. In r~8z, at age i6, she had her
own women's clothing store in The Hague. According to her, she decided that she

was not meant to spend her days in the shop. The business was quite successful, but

she wanted more. When she was r8 she went back to school. By r~86, she was attend-
ing the university at Utrecht and studying to become an anthropologist. She also

became a cultural adviser at her current welfare organisation. She has been employed
at this organisation for ten years, and for the last six years she has been its director.

Entering the labour market at an early age and then aspiring and to something better
is not only limited to this respondent; a native Dutch female respondent told a similar

story. She entered the job market as an administrative clerk when she was r6. She

came from a working class family and was forced to find a job in i~66. Making ends
meet was a difficult tasks for her parents, who had three children. As the first born,

she was prepared to supplement the family income. She was zr when she went to col-
lege and earned a degree in labour market and politics.

excerpts. It may appear that entering of the Dutch labour market was just as

mundane for all of the respondents. This was not the case. Illustrative was their ac-
ceptance or rejection by the personnel recruiter during the first conversation with the

employer to discuss their application. The narrative of a Surinamese male respondent

sums up what most of the other ethnic minority respondents had to say about that
first job interview.
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"I had this strange experience when I just came to Holland. I applied at a bank. I think what
I experienced there was discrimination. I sat in the reception area the personnel chief came
out and said I heard that Mr. Van Damme has arrived, where is he? I thought this chap is not
expecting me because I was black. My name is strange. It is a Belgian name and apparently to
this personnel chief not a name for a black man. In any case he ignored me completely. When I
went in to do the interview our interaction was already soured."

This respondent did not get the job. Nevertheless, the process and the tone of the

job interview were frustrated. Both of them were disappointed. According to him,

he knew there and then that he would not be hired. He later obtained a position at a
welfare agency, which assisted migrants who were having financial and drug related

problems. None of the native Dutch respondents reported having difficulty finding

their first job. Some of the ethnic minority respondents had no problem landing the
first job either, but they had been looking for work at organisations which catered

to ethnic minorities. Those were also the organisations, in those days, which were
employing them. In some cases they served an internship at the organisation that
later hired them. The following section explores how these respondents became man-

agers.

6.3 OBTAINING A MANAGEMENT POSITION
Obtaining a management position was not based solely on the respondents' edu-

cational achievement. The needs of the organisation and the manner in which the

higher management negotiated the risk of appointing or employing someone from
an ethnic minority were also factors. According to the respondents, there were three

ways to become a manager: promotion, being invited by the higher management to

apply for the position, or to apply. Table 6.t shows how the respondents got their posi-

tions.

TABLE 6.1 METHODS; OBTAINING PRESENT MANAGEMENT POSITION

Promotíon Requested Applied

Sex Sex Sex

Country of Parents' birth Male Female Male Female Male Female

Turkey 2 2 2 3

Morocco 1 4 1 3 t

Surinam 2 1 2 4 5

Antilles 2 3 3 3

Netherlands 2 2 1 2 1 3



CHAPTER 6 MOBILITY PROCESSES ÍÍ7

Table 6.i, shows that most of the respondents applied for the management position. A
number of respondents said that they had been promoted to the position. The major-
ity ofmanagers who had been promoted were men. None of the Antillean respond-
ents had been promoted. A majority of the respondents heard or had known of the
vacancy and applied.

The mere fact that some of these respondents had worked for their employer for a
couple ofyears and had high educational credentials in addition to social skills and
experience could have persuaded the employer to promote them. Instead, they had to
apply and compete with others. Promotion, which could have been automatic depend-
ing on the age and years in position, educational background, social skills and experi-
ence was not forthcoming

Table 6.z presents five age cohorts to illustrate the age at which the respondents

became managers.

TABLE 6.2 AGE AT ATTAINMENT OF MANAGEMENT POSITION

~ 35 years 35-40 years 41-46 years 47-52 years ~ 52 years

Sex Sex Sex Sex Sex
Country of
parents' birth Male Female Male Female Male Female Male female Male Female

Turkey 1 2 1 2 2 1

Morocco 1 2 2 4

Surinam 1 2 2 5 3

Antilles 3 1 1 2 1 2

Netherlands 2 1 1 1 1 3

1

1

1

t

2

The columns in Table 6.a have been divided between men and women to give a
more comprehensive picture. Most of the women became managers after the age of

35. This might be evidence of a relationship between childbearing years and a man-
agement career. In addition, the majority of respondents attained a management
position between the ages of 35 and q 6. If the average college or university student
graduate is a5, then it took about r4 to r~ years to become a manager. Many members
ofethnic minority groups worked first for a few years between graduating from high

school and going on to college and university. Hence, rising to the higher echelons
ofan organisation would not have occurred before respondents were an average of 35
years.

A number ofrespondents from the ethnic groups were managers before were 35.
Information was also gathered pertaining to why higher management thought it
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appropriate to invite the respondents to join the management team or even become
the director of the organisation. Below are comments from a few of the respondents.

A Turkish respondent was ao when he came to the Netherlands in i975. His father
had left ri years earlier to become a factory labourer. The respondent grew up in rural
Turkey, in two houses owned by the extended family. Neither parent had ever been to
school. Out of a six siblings (three boys and three girls) only his younger brother and
himself went to a vocational college. He went to college in the Netherlands, he did
cultural and social work and completed a post management course at another voca-
tional college. After a year in the Netherlands, he became a labourer in r~~6. Below is
an additional extract ofhis story.

"I went back to Turkey in 1978 and came back to the Netherlands in 1984. I then worked from
1984 to 1989 in Rotterdam as a migrant worker. There after I went to a large welfare and bor-
ough organisation to do development work for four years and later became a manager there for
about three years. In 1997, I went back to another organisation where I previously worked and
in 1999, I became project leader. They made me in 2000 the staff consultant for diversity policy
and in 2003 I became the manager of the development workers".

His story is a remarkable one. Within ten years he went from being a foreign labourer
with little formal education to graduating from a Dutch college and becoming a man-
ager. He started his career in the welfare sector by working exclusively for migrants
and this continued until he became project leader ofdiversity policy. His narrative
is far different from the stories of the first-generation Turkish and Moroccan guest
workers, who are today mired in poverty in the some what slums related areas of
Rotterdam, Amsterdam and Utrecht.

The account ofa Surinamese respondent makes for an interesting contrast to the
Turkish respondent above. She worked in the Netherlands for a while and then went
back to her country oforigin for a couple of years. The following is a description of
how she became a manager.

"I was employed at the organisation since 1978 as a social worker. After speaking with my
director, who said he knew the director from another youth organisation, I was asked to apply.
I applied and got a job as youth supervisor in 1982. I did this job until 1983. I then went back to
Suriname to work as a social worker. I stayed there for about four years. I came back to Holland
in 1987. I became group leader once again in 1988. I did this until 1989. From 1989 until 1994,
I was youth supervisor. It is around this period I was asked to apply for a management position.
From since 1994 to today I have held middle management functions in various organisations.
My present organisation is a youth care organisation that advises parents who have problems
with the upbringing of their kids. This is not the position that I wanted but due to reorganisa-
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tion in my old organisation, I figured that it is easier to get a job from out of a function, than
outside of one, that is why I took it. I was only helped in getting the first management position
the others I did by looking at ads, in the newspapers and applying".

The major difference between these respondents is that he came to the Netherlands

as a migrant labourer and she came as a student. Their routes to management were

different but their outcomes are similar. This respondent's network connection con-

tributed to her upward mobility because her director intervened on her behalf. In

the other case a colleague assisted the respondent in returning to an organisation for

which he had previously worked.

An Antillean male respondent ofmixed race, born and bred in the Netherlands, had a

more gradual passage than tlle two previous respondents.

"In 1984, I got a job as a teacher in number of institutions. My areas were sociology and psy-

chology. I was still studying at the time when I obtained my first job. They had approached me

through various channels. Another student did his apprenticeship there. That is how they knew

my name. The first job was on the basis of a number of hours per week. I did this for about six

years. Even when I was finished with my study, I continued to do it. At the same time, I was

running my own commercíal business on the side. I heard that there was a data bank next to

where I was doing business in Amsterdam for lecturers therefore I walked in and they told me

they will place my name. I then received a telephone call asking whether I was interested in a

conversation regarding my experience and ambition. This was in 1986. I started out as lecturer

in social developments. There after I was quickly asked whether I wanted to be leader of the

team, then the coordinator then I became head of the education department. Three years ago

after the fusion and reorganisation, I was asked to be manager of education. The position is

vertical; hence my compensation has remained the same".

In contrast to the other two respondents, this respondent stayed in his sector and

with the same institution for more than ao years. Another point of interest is his

reference to the compensation that he receives in his present position. He did imply

that he had been a victim of discrimination. That it is a strange state ofaffairs that

he is receiving the same salary for more work and responsibility, but he has not taken

any steps to remedy the situation. His contention was the higher an ethnic minor-

ity rises in an organisation, the higher the stakes. '[t then becomes a political game

where other elements are just as important as discrimination'. Discrimination was a

concept that some of the respondents readily mentioned when describing their daily

interactions in the workplace.

A native Dutch respondent described her elevation to a management position as fol-

lows:
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"I was a freelance journalist when I entered the job market. I then went to work for the munici-
pality of a middle sized city in South Holland. I have had about five jobs in 14 years here in this
office. I first entered as an adviser for the Alderman in the area of housing. Then I became a
policy adviser and the last five years I am in a management position. I actually chose for surety
by obtaining this position."

The impression here is that it was easy for this respondent to become a manager.
Everything just happened. According to her she did nothing special to earn her posi-
tion. From this vantage point, it is quite difficult to ascertain why she was entrusted
with the position.

The role, if any, of ethnicity and~or gender is not clear.

A Surinamese respondent gave a lengthy and detailed account ofhow she used her

natural talents, network connections, education and was in the right place at the right
time. In her evaluation, gender did play a role in the sense ofothers being jealous and
entertaining thought that she as a black woman might have gotten the first coordina-
tion position due to her sexuality. They were not questioning her gender but her mor-
als. She left the position for a better one. After leaving family care she had been an
advocate for women rights. This an extract ofher story

"My first job in Holland was in 1968 as a nurse in a hospital in Rotterdam. I did this job for
about a year. I stopped and got married. I was at home after my first child then I started a
study as secretary. I then went to work for job agencies. Then I had enough of that sort of jobs
and went to the Social Academy in 1973. Then came the second daughter. I had a director who
made me head of the administration at the Erasmus University at Rotterdam. I was 25 years.
The others were dissatisfied. They started talking about me so I left. I went to work for three
days per week and did my apprenticeship in a welfare organisation in The Hague. I was asked
at this point to be a team leader for family care organisation. After a year, I got promotion. I
worked there for about eight years. During this period, I started to do a study in pedagogy at
the university. My next job was at an emancipation agency, in The Hague that was newly set
up and I was once again asked to come and work there in a management position as director. I
worked there four years as director. I was then asked to be a member of the board of directors
of a woman emergency house in one of the middle sized cities. In 1995, the director got ill and
I was asked whether I wanted to be the director after the fusion of the organisations. Today, I
am still here."

These remarks illustrate the ways in which the respondents received their manage-
ment positions. This also casts some light on Jackson's (zoor) thesis that employers

are interested in more than 'merit'. The next section looks at the benefits of a man-

agement position to the respondents.
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6.4 BENEFITS OF THE POSITION
The benefits of the managerial position is of paramount importance to the manner in

which the ethnic minority manager operates strategically and practically while influ-

encing the culture of the organisation. Among the benefits are income, influence

over policy, prestige, professional status and job satisfaction. Prior to ascertaining the

extent to which the ethnic minority managers can change the culture of their organi-

sations, the respondents were asked whether they were comfortable as managers.

TABLE 6.3 AT HOME IN THE ORGANISATION

Country of Parents' birth

Turkey

Morocco

Surinam

Antilles

Netherlands

Yes No Sometimes

6

8

11 2

9 2

10 1

0

0

1

0

0

In Table 6.3, a majority of the respondents stated that they were comfortable in their

present organisation. A majority also said that they were at home in their organisa-

tion. One Surinamese respondent summed up the sentiments of feeling at home.

I always feel at home wherever I work. I could assimilate very easy. This has to do, I think, with

my upbringing and experience in Paramaribo. He continued quoting the title of an old soul

song; 'Wherever I lay my head is my home".

In contrast, another respondent said she only feels at home in her own house.

Sometimes she feels like a guest in her organisation. She did not think that she

belonged in her job. Her earlier trust in higher management and in her colleagues

had disappeared. This respondent wanted to leave the organisation after z3 years as

soon as possible.
A Turkish respondent qualifies the "sometimes at home" with the sentiment of

wanting to stay or leave the organisation Even though she does hate coming to work,

she does not feel at home there.

Another point is the way in which these managers were able to influence their organi-

sational culture. A Turkish respondent had this to say:

"I have tried to influence the culture in the organisation for a very long period. I am a posi-

tive person as far as I see the world. There is an enormous negative atmosphere in my team I
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decided years a go not to go down that road. I stand guarantee for new workers who come into
the organisation and to make sure they are properly coached".

In this statement, there was no indication that she has been influential in changing
her organisation. She tried to raise the morale in her organisation, but she does not
seem to have been successful. Her main objective was to provide a structure for the
new hires so that they could see how the organisation worked.

[n contrast, a Turkish respondent sees his role in the organisation quite differently.

"I think that my foremost contribution has to do with a symbolic and educative role, which I
have in my own team. For example, when there is Ramadan, the Muslim manner of fasting, my
colleagues expect me to fast. I do not fast. This is for them a lesson in the Islam, in the sense
that not all Muslims fast during Ramadan. When a Turkish person has a satellite dish for his TV.
some people make this a problem. I enter into discussions with them over this point to illustrate
that it is not a problem. This has to do with a difference in culture and taste".

One of five managers, this manager has taken responsíbílity for educating his team
about other cultures. He says that he has persuaded his colleagues to think outside
of their own cultural box. He benefits from his position because he does his job and
because he raises the cultural awareness of his colleagues. The same could be said of
a Moroccan respondent, who declared that he is directly attached to his organisation's
diversity policy. He is on the team that brainstorms over policy. He also sees himself
as a sort of cultural ambassador within the organisation. Another Moroccan respond-
ent describes his constant efforts to advise the director about vision and policy, not
only on the topic of migrants, but in general as been one ofhis most fulfilling task in
the organisation According to him, the director usually ]istens to his advice and devel-
ops the appropriate policies.

The Surinamese respondent quoted below explains her ability to change the culture
of Rotterdam's municipal government.

"I bought a lot of knowledge and know how into the organization especially in the matter of
diversity. Part of it is that people are aware of diversity and why they have to work with diver-
sity. Some people declared that because it is diversity they are not going to work for it, others
embraced the concept and are willing to do something. The political culture has changed lately.
They, the politicians and my colleagues, do not want to admit to diversity but they cannot get
around it. This is something that I also contributed to the culture of the organization, in the
sense that they have to deal with diversity. There have been changes. I was also instrumental in
the setting up of RADAR"'. However, I have noticed that they are trying to kill my entire órain
child's"'.
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This respondent stresses tangible changes in the organisation, but admits that there

is resistance to the change she wanted to implement. She opined that Rotterdam's

political climate determined whether the government organisation would have an

open or a closed culture.

A Surinamese respondent who works in a semi-governmental organisation in

Amsterdam praises its open culture. This is quite different from the way in which the

story about Rotterdam was told.

"I have made a lot of contributions to the culture of this organisation. This is part of my behav-
iour, style, and businesslike fashion of operating. My culture here is transparent. It is an agree-
ment. We work with an open character. Having respect for each other is very important. People
here accept diversity and that's what I am doing".

Paradoxically, his approach had nothing to do with his identity as an ethnic minority,

but to his managerial vision. Sure enough, a salient element of the Dutch approach

to working in organisations was detected in his cultural vision. This is illustrated by

the concept of'an agreement is an agreement'. When this manner of looking at one's

contribution to a Dutch organisational culture is compared with the account of an

Antillean male respondent, a completely different picture emerges.

Below is an extract form an Antillean respondent.

"Yes, I have influence, because I have a relationship with those on the work floor and also with
the policy makers. I am an ambassador in a small sense of the word, who helps to give form to
the policy I give leadership on the realization of the policy. I am always lookíng at the playing
field to see how I could make it a level playing field".

The principle of the level playing field is part of a diversity policy, which caters to all

the personnel. This respondent had earlier claimed that he views his management

position within the organisation as much more than window dressing. His contribu-

tion to the culture of the organisation has been generally accepted. Even though he is

the only migrant manager in an organisation of more than twelve managers he still

seek the chances to influence policies. This he does with special attention for diver-

sity also keeping in mind that the vast majority of students in his high school are

from an ethnic minority. In contrast, one native Dutch respondent sees his contribu-

tion to the organisation culture as rather large. His contribution consisted of having

his colleagues accepting his ideas to instigate change, in the culture of the organisa-

tion towards a more professional organisation. He ensured that the citizens or clients

of the government were well served. He claims that the organisation now has a struc-

ture which dictates the culture and not the other way around.
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The next section discusses fsalaries and other benefits.

6.4.1 INCOME

A person's income ís an important aspect of his or her social class position. This is
part and parcel of his or her economic capital. It determines where he or she resides,
the area, the sort ofhouse, and the social activities in which the person participates.
This study elicited information about the respondents' income. Table 6.q divides
the net monthly salaries into four categories: e a.ooo,oo - e a.qoo,oo; 'c z.5oo,00
- e 3.000,00; 'c 3.roo,oo -~ q.ooo,oo; and ~ q.roo,oo to more than ~ 4.500,00.

TABLE 6.4 INCOME PER MONTH

'~ 2.000,00 - E 2.500,00 - F 3.100,00 - ~ 4.100,00 -
Country of Parents' birth 8 2.400,00 ~ 3.000,00 'P 4.000,00 ~'~ 4.500,00

Turkey 6 2 1

Morocco 4 5 1

Surinam 3 4 6 1

Antilles 4 1 5 1

Netherlands 2 3 5 1

Table 6.q notes that the Turkish respondents earned the lowest salaries. The only

Turkish respondent who earns more than e 3.roo,oo is a female. The Moroccan
respondent with the highest salary is also a woman. Among the Surinamese,

Antillean and the native Dutch respondents, several command more than ~ 3.roo,oo

In the category ofmore than e q.roo,oo to e 4.500,0o and more, there is one
respondent from each of these three ethnic groups. In the Surinamese and the native

Dutch groups this is a female and in the Antillean group it is a male. However,

respondents were also asked to provide income information about their partners.

Table 6.5 shows that some respondents had no partners. All of these respondents
were women. The largest of these groups was Surinamese. Two of these respondents
had children from a previous marriage and one had no children. The three additional

categories either have no partners, have partners without income, or have partners
taking home less than'c a.ooo,oo per month.
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TABLE 6.5 PARTNER'S MONTHLY INCOME

0 0
d d ó ó ó ó ó ó ó ó ó
w ó ó óó óó ó~ ó,or,~ „ . o 0 0 0 0 0 0
d C N O O ut O O C'

a) N N N P1 M~ V aJ
Country of parents' birth z' z' v uV 4v Vu aV W 4V Wi n

Turkey 1 2 2 3 1

Morocco 7 3

Surinam 3 2 4 2 1 2

Antilles t 2 2 2 2 2

Netherlands 7 1 4 4 1

Table 6.5, shows that all of the Moroccan respondents have a partner. Seven have

no income and three earn t: a.ooo,oo - c a.qoo,oo. Some partners of these male
respondents are Moroccan and are less educated. The influence ofethnicity in on the

higher salaries of partners could also be detected among the Surinamese. The three
partners earning e 3.ioo,oo are native Dutch. As far as the Antillean respondents

are concerned, the four partners earning more than ~ 3.roo,oo, two are native Dutch

males. In the category, ~ q.ioo,oo - e 4.500,0o and more, one of these partners is an
Antillean male and the other is a native Dutch woman.

In classifying the income of all of these respondents, factors such as living condi-

tions (homeowners), dividends, inheritance, and other proprieties were excluded. The

information is solely based on take-home salary. Some of these respondents presum-

ably have other sources of income. However, this is beyond the scope of this study.

The families of some Surinamese and Antillean respondents have a very high income
when that of the partners is taken into consideration.

6.4.2 ATTAINMENTS IN COMPARISON TO PARENTS

In this section respondents make a comparison between what they achieved vis-à-vis

their parents' achievements in a material and immaterial way.
A Turkish respondent compare his achievements to those of his parents.

"I could surely say that in the material sense yes I have more than my parents but immaterially
I am not sure but I think so. My father said that he threw away his life to make a few dollars
more. When we, my sisters and I, were finished with secondary school, our mother figured that
we should be out working in a store or something like that. She was prepared to live with less.

My father said to her are you crazy this is the Netherlands. Here is a treasure of possibilities.
They could be doctors or other toppers".
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His story takes the form ofan educational historical narrative in which his father
only finished primary school and his mother never attended school at all. His father
was willing to do anything to ensure that his children reached the top of the career
ladder, while his mother would have been content just to see her children employed
and happy. When this question was put to other Turkish respondents, all but one said
that it is logical that they had achieved much more than their parents. The exception
was a respondent whose father was an architect in Turkey. She said she has achieved
more than her mother but has not surpassed her father, who had an important posi-
tion in his community. All but two of the Moroccan respondents are certain that they
have achieved more than their parents. The two exceptions declared that they are

materially better off than their parents, but they have fathers, who knew how to get
around in the Netherlands and in Morocco.

Many of the Surinamese respondents also voiced this theme of the father being
immaterially better composed than themselves. A female Surinamese respondent

replied in this manner:

"In the material sense we have two houses, they had one, we have two cars they had one, we
have two salaries they had one. I am absolute better of but relatively my father was better off.
He had a great deal of status in Surinam. He was the first black man to have held the positions
he had. First as director of the secondary school and then director of education. He was very
black, my mother was of a clearer complexion. I was really proud of my father".

Another Surinamese female respondent who says that she will not even think of

mentioning that she has made it better than her parents confirms this. Her family is
part of the Surinam elite and her father, a prominent politician, is still a household

name in both Surinam and in the Netherlands. However, this is not the case with of

the other Surinamese respondents whose parents were in the middle classes. Many
declared that they were in some ways on the same material level as their parents but

not sure about the immaterial level. One respondent said that she had achieved more
than her parents on all counts. However, she had earlier stated that she had emanci-
pated herself from the shackles ofher father and her ex-husband, two men who tried

to control her. The following case put the matter into perspective.

"Yes, I think in regard to an all round development. However, I think that every generation
provides so much and people then rise to meet those expectations. My parents did not have as
many choices as I".

A few of the Antillean respondents claimed to have achieved more than their par-
ents. At the same time, they were swift to qualify their achievements vis-à-vis. One

respondent said that what he had become what his parents wanted him to become.
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Another said that his achievements were relative in comparison to those ofhis

parents who had raised seven children, while he had only two. Most of the other

respondents who claimed that their parents have achieved more, however, claimed

that they still have more chances to achieve more than their parents. One respond-

ent concluded that her parents had done much more, especially her father who had

supported ten children. Within the native Dutch group, a majority were convinced

that they have surpassed their parents; they have higher social status and more influ-

ence in the community. The others who declared that their parents had also achieved

more, qualified their statements by mentioning, that they had accomplished more

than their mothers but that their fathers either had more social prestige or that they

did not know whether or not they have achieved more on the immaterial front.

6.4.3 PROFESSIONAL STATUS

A person's professional status is a combination ofhis or her education, trainíng, expe-

rience and the value of that profession. When the view from outside is brought into

the equation, reference is made to the manner in which others in society view profes-

sions and job titles. This section probes respondents' comments about their position

and prospects within the organisation. Table 6.6, depicts what respondents said if

faced with a chance to join another organisation with more or less the same function.

TABLE 6.6 WILL TAKE OPPORTUNITY TO IEAVE

Yes No Depends
Country of Parents' birth Male Female Male Female Male Female

Turkey 2 1 1 1 t 3

Morocco 2 5 t 1 1

Surinam 3 3 4 t 3

Antilles t 2 2 4 2

Netherlands 2 3 4 1 1

Table 6.6 depicts what respondents said if faced with a chance to join another organi-

sation with more or less the same function. The Moroccan men are most insistent

about remaining where they were. Women are more likely than men to consider

changing organisations. Respondents who are unsure 'made comments to the effect

that `1 will leave if it is a big enough challenge and there is space to grow'. Another

respondent claimed that he is even prepared to earn less salary if he received an offer,

which was not managerial but which was intellectually challenging. The reasons for

wanting to stay varied. Many declared that at their age it was better to remain a few
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more years at the same organisation and make the best of the position until taking

early retirement. Others claimed to see more possibilities in their present position.

To complete the picture of their organisation's opportunity structure, respondents

were asked whether they believe that they could rise higher in their organisation.

TABLE 6.7 BELIEF IN ATTAINING A HIGHER POSITION IN THE PRESENT
ORGANISATION

Yes No Perhaps ( not sure)

Country of Parents' birth Male Female Male Female Male Female

Turkey 1 4 4

Morocco 3 1 4 t 1

Surinam 1 3 6 3 1

Antilles 1 1 3 5 1

Netherlands 1 3 5 1 1

The majority respondents claimed not to believe that they would rise higher in their

present place of employment. A few Surinamese female respondents also claimed not

to have an opportunity to rise higher in their respective organisations, are either at

the top of their present organisations and are planning to take early retirement in the

next two years.

The native Dutch female respondents spoke ofknowing that they had little chance of

progressing to higher positions. Many of the other respondents declared that because

the current director is their age, being second or third in line for promotion is a prob-

lem. However, they envisage a chance for rising higher if they left their organisation

for another. In the category of'perhaps or not sure', the respondents hope to attain

more but think that this depends on where the organisation goes in the future and

whether higher management is willing to give them a hígher position. A number of

respondents are sure that they are going to achieve more in their present organisa-

tion. Their general claim is that they have been promised a promotion.

6.4.4 JOB SATISFACTION

One of the measures for determining whether a manager is functioning at an opti-

mal level are his or her job satisfaction, the task, and the other features ofa manage-

rial position. The thesis is that a manager performs to the best ofhis or her ability

when certain conditions are met, such as social skills, educational qualification, atti-

tude, empathy, communicative prowess, knowledge and other similar factors. In this
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section, an account is given ofwhat the respondents had to say of their satisfaction in

relation to their present position and general influence in the culture of the organisa-

tion. The respondents were asked whether they were satisfied with their present posi-

tion within the organisation.

TABLE 6.8 JOB SATISFACTION (N-55)

Country of Parents' birth Yes

Turkey 4

Morocco 9

Surinam 1t

Antilles 6

Netherlands 1t

No

5

1

3

5

0

Table 6.8, the majority of respondents proclaimed that they were satisfied with their

present position. This statement does not mean that they are prepared to remain in

this particular position, because they mentioned being satisfied. The reality is far

from that. In almost all the cases, a clarification was made in the sense of `I am satis-

fied but could do much better or I want to do this or that in the future'. An interesting

revelation was the fact than no native Dutch declared that he is not satisfied with

his present position. Almost all of the Moroccan respondents were satisfied. Four
respondents who had claimed that they had been discriminated were among the five

Turkish respondents who expressed dissatisfaction with their position. In retrospect,

one could only assume that their dissatisfaction could be related to the feelings of

having been discriminated against.

The reasons for dissatisfaction vary. One of the respondents attributed her dissatis-

faction to a lack of respect. Another claimed that she was not being challenged to use

all ofher knowledge and skills. "Everything is been controlled from the head office;

there is less space to be creative within your function". The managers who were dis-

satisfied were reacting to a situation that offered little space and opportunity for fur-

ther advancement.

Since structure determínes an organisational culture, the majority of respondents
who expressed satisfaction with their employment status are fulfilling their potential

as managers in their organisation. In section 6.5. the relationship with colleagues

comes into focus.
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6.5 RELATIONSHIP WITH COLLEAGUES
The respondents were asked to describe their colleagues. Table 6.~, carries three cate-
gories of colleagues. In the category ofethnic and gender diversity, a division. is made
of persons with ethnic background and also both genders. The category ofwhites
only, speaks for itself. It means that the persons employed in these organisations or
departments are all native Dutch. In the category mostly native Dutch, it means that
except for a few persons of ethnic minority origin the vast majority ofworkers have a
native Dutch ethnic and cultural background.

TABLE 6.9 BACKGROUND OF COLLEAGUES (N-55)

Country of parents' birth

Turkey

Morocco

Surinam

Antilles

Netherlands

Ethnic and Gender Whites only Mostly native
diversity ( men and women) Dutch

3 2

7 2

6 6

4

1

2

6 3

7 2

2

2

Some of the Surinamese managers were the only non whites in their organisa-
tions. This might have had something to do with the advantage that the Surinamese
respondents have over the all but the native Dutch respondents. However, this con-
jecture is does not hold when one considers that the majority of the native Dutch
respondents work in organisations, which have many ethnic minority employees.
Hence, the pattern could be classified as a question ofcoincidence. It could be that

they just happen to work there or were selected over candidates ofother ethnic
groups.

A salient point was the relationships and the communication between respondents
and their colleagues. Nearly all of the respondents claimed that the relationship
with their colleagues was cordial. At the same time, when good relationships are
mentioned these are qualified by statements such as; "They are now good, but I have
had my problems with afew persons". "1 will say good, but they sometimes get to me while

speaking about other migrants". A more than average sort of these statements were
uttered. The Surinamese respondents viewed their relationship with their native
Dutch colleagues as businesslike and functional. The general sentiment is they wont

be inviting the Dutch to a birthday party or to a dinner with their family.
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This relational distance is summed up below. The first comes from a Turkish female
respondent.

"The relationship was always good, nice and respectful. I make sure that that happens. Firstly I
do my work very good, therefore there is no reason for them to get at me".

According to this respondent, her manner of interacting with her colleagues is inte-
grated with the way she does her work. Hence, the quality ofher work determines
how she is approached or accepted by her colleagues. A Surinamese female respond-
ent made the following comment.

"There are differences in vision some times. I have a great deal of respect and admiration for
a Surinamese colleague because of her vision and the manner ín which she looks at things and
the target group. The Dutch woman manager who deals with the house keeping take sides with
white cleaners against our clients, so you get different negative statements. Some times there
are tensions especially when almost racist statements are made".

Here there is a social distance between the black director and one of her white man-
agers. Nevertheless, the way in which relationships with colleagues were experienced
was described by an Antillean respondent who claimed to have a good relationship
with some of them, but not with others. Outside of the job, he will discuss certain
issues or have a drink, but with others this does not happen.

The respondents were then asked which of their colleagues were the easiest to get
along with. Table 6.io shows that the respondents had six categories. One category
was 'everyone without a double agenda'. Respondents were asked to explain what this
statement meant. The general answer was that they were prepared to work with all
their colleagues as long as they did not conceal their motives for working together
or who played strategic games which were detrimental to their interest within the
organisation. They claim that some of their colleagues do this to sabotage ethnic
minorities.
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TABLE 6.10 PREFERENCE IN COLLEAGUES FOR COOPERATION
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Country of parents' birth z m~`o ~: ~ ~ n s

Turkey 2 1 1 2 1 2

Morocco 3 1 1 1 4

Surinam 2 3 6 1 1 t

Antilles 2 7 1 1

Netherlands 5 3 1 i i

In terms of relying on the management team for cooperation, the native Dutch

respondents are more prominently represented in Table 6.to than are the other

respondents. It was also apparent that the managers, who were adamant about work-

ing with anyone who did not have a double agenda were Surinamese or Antillean.

Apparently, this differentiation is indicative of the trust between these respondents
and their colleagues. A point of reference here was the fact that ofall the respondents,

the Surinamese and the Antillean managers are the most strongly represented in

organisations, which are dominated by whites.

This could also shed some light on the manner in which the managers are commu-

nicate with their colleagues. The respondents were asked to describe their customary

communication processes with the rest of the management team. Here below are a

few assertions:

"That is good. We are sitting in the same office space, hence, we can speak to each other when
we want to. However, we are still not one complete team due to the fact that we are divided
into three different sections with their own cultures".

This Turkish male respondent savours the knowledge that the communication

between him and the rest of the management team is reasonably good. [n addition,

the managers and workers of the sectors share office space so this seems to encour-

age verbal and nonverbal communication. Only the culture of the various sectors
seems to be a hindrance.
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A Turkish female respondent paints quite a different picture:

"It is easier for me to coordinate external colleagues on a management level than those in this
office. It takes much more energy within our organisation to get the other managers to accept
my ideas and points of view. There are seven people in the management team. I am responsible
for a total district. I need to know what the problems and solutions in their districts are so I
could get my plans more coordinated with theirs and settle my affairs in a better manner. It is
however a struggle, because they refuse, not directly, to cooperate. Sometime I think they want
me to fail".

Several respondents mentioned problems with communication. A communication

struggle amounts to trying to get one's message across and finding out that those one
wants to reach are disinterested in what is been said. Or at most, when colleagues
play down the meanings one is transmitting, one could end up being very frustrated.
Hence, it becomes a struggle to get and to maintain the attention of the others and
have them treat one and his ideas seriously. Many respondents referred to these inci-

dents as being frustrating and even discriminatory. For one Surinamese respondent,
the struggle was not so much with his ideas and vision, but with competition.

"With my team the communication is good. It is less with my regional colleagues. The commu-
nication thing is old and is not sound anymore. The competition now is really stiff because the
management is being reduced after the reorganisation from nine to five persons. A new organi-
sation is been set up. We are still involved with the old organisation but we have nothing to do
with the new organisation. There are other people involved with the new organisation which
encompasses divers projects. Previously it was different. We use to do many things together. In
this phase of reduction things are different we avoid each other".

A native Dutch female respondent described another kind of communication process.
She belongs to a five-person management team in the municipal government of a
medium-sized Dutch city.

"There are different types in our management team. The team consists of four men and myself.
We are between the ages of forty-five and fifty years. We do not avoid confrontation but are
very respectful to each other. However, one has to be constant on his guard. You have to secure
your own position, exactly what I meant with taking your chances. You have to lobby and
say what you like and want. We also have a director who likes to delegate work. Therefore,
you have to make sure that you are not over looked. But you also have a lot of freedom to get
things done".

Her narrative describes a situation in which all the five managers of the management
team are native Dutch. The only small misunderstandings involve competition, lack
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of information, and gender. This respondent believed that the four men are trying to

form an old boys network that will exclude her from management. She claims to be

strong enough to oppose their strategy. Sometimes she blames her exclusion from

some management activities on her gender.

The majority of respondents described communication with their colleagues as rea-

sonably good. Much effort is invested in doing the job and maintaining civility. It was

not an issue when the assignments and suggestions to colleagues are ignored. No

such cases were mentioned. What was quite evident was the fact that many respond-

ents with an ethnic minority background did not much care who their colleagues

were. The majority said that the persons easiest to work with belong to their ethnic

groups The native Dutch respondents saw more value in having relationships and

contact with other members of the management team. Whether this was a functional

attitude, in the sense of 'sort seeks sort' or based on other sentiments is difficult to

say.

6.5.1 LIFE AS AN ETHNIC MINORITY MANAGER

According to the management literature, a manager is a person with leadership quali-

ties. This also entails the having of social skills and values with which he is endowed

that make the difference. The values of the organisation have to be compatible with

those of the manager. Obviously, he has to ensure that his colleagues do their work

properly. This section examines the way in which these managers assess themselves

and what they see as the disadvantages of their position.

"The position gives me a bit of status. I think within the Turkish community that will surely be

the case, but in the Dutch society, having such a position is normal. My friends and in-laws are
not really bothered. They don't even ask me about the job or the position".

This Turkish respondent has been married for r5 years to a native Dutch man. She

stated that she knows what the norms ofboth groups are. ln addition, she works for

an organisation that provides information that could be used to process immigration

documents. Hence, when asked about the disadvantages ofbeing an ethnic minority

manager, she replied:

"You hear that somebody is illegal when you visit your mother. You close your ears and you
leave. You cannot have someone working for you illegally, or visiting you or your parents, etc.
I am older I live differently".

This respondent chooses to adopt Turkish values at her mother's home and when

dealing with Turkish people, but at work she applies Dutch values. She sees this as a
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matter of loyalty. She hopes that the Dutch side ofher family understands and does

not judge this Turkish side.

In contrast to this Turkish respondent's manner of looking at her status and loyalty

as a manager, a Moroccan respondent evaluates his position as a manager as one that
gives him an advantage in the both the Moroccan and Dutch communities. This, he

said, is also evident in his membership on the board of trustees of the local branch
of the Green Party. The problems that he most often faces are jealousy and suspi-

cions, especially from the Moroccan community. However, he views himself as a role
model, in terms of his achievements, for the Moroccan youth and others in his city.

A Surinamese respondent acknowledges that the position comes with some status
but also with a price.

"It renders a certain form of status. Whether it is a benefit, I am not sure. Working within the
trappings of the health and welfare system it is an advantage when you arrive someplace for
a meeting or something of that sort everybody looks at you. They know that you are in charge
especially when you start to speak and discuss, you are taken more seriously".

However, she sees the disadvantages in terms ofher interactions with colleagues and

in the role that her ethnicity plays in these encounters and relationships.

"White workers are sometimes reluctant to accept you. But my papers speak for themselves.
Knowledge is power. I think if you lack experience or theoretical depth then you could have a
very difficult time being accepted as a black manager. However, I have been able to deal with
each problem as they emerged".

In her perception, the black manager is not only the person who is in charge, that

person is seen in terms of ethnicity and the in some cases the prejudices against
blacks come to the front. Some native Dutch people assume that black people are cul-

turally backward and lack the intelligence to be in charge.

A Surinamese respondent declares that he has a great deal of influence within the

organisation and that he is well paid for his work. For him, it is a drawback that most

people see him as a representative ofall Surinamese. In his mind, this is not a matter
of ethnicity but of his social class and cultural background as a manager.

An Antillean respondent sees the benefits of the position in terms ofhow he can use

it to assist others.
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"This position can play a key role in my efforts in getting the employers in the business com-
munity to give an apprentice position to some of our students. I normally refer these employ-
ers to the example of what Albert Heijn (a brand name and a chain of super markets in the
Netherlands) is doing in certain areas of the country with migrant workers. It works because
some of these employers see me and perhaps feel if I could do it, the ethnic minority students I
am offering them could turn out to be sound and efficient workers.

That said, he says that the disadvantage of the position involve certain things that he

is not able to do, especially in terms of helping his students.

"I am not capable of giving something to everyone. The society does not look at what is hap-
pening to the Moroccan youths for whom I am unable to place in apprentice positions. The
problem is, if these youth are not given the feelings and a concrete chance of achieving certain
goals if this does not exist they will give up and drop out. I am constantly in fear and have the
feeling that as an educator I would have failed them".

This respondent sees his role as a manager in the educational sector in the context

of his task and duties in the secondary school and the responsibility he has taken on

himself to ensure that his students (especially the ethnic mínorities) in his school

are prepared for full participation in Dutch society. Interestingly enough, the native

Dutch respondents generally did not admit that their position afforded them any spe-

cial status in their extended families, among theír friends and~or in the community.

Even though one civil servant sees his function and position as important because

he has the ear of the alderman when it comes to educational, labour and integration

policies in a big city. He sees this as part ofhis job. Another native Dutch respondent

states most people do not know what she does, because in most socia] settings she

speaks more about her interests in culture, politics, cuisines, etc. and not about her

job or position. She claims that she does not use her position to advertise herself.

Most of the respondents claimed that their immediate and extended families as

well as their friends are proud of their professional success. Some ethnic minority

respondents claimed that that their friends are of the opinion that they deserve more

and better. Some respondents even saw themselves as an example for others in their

family or in their ethnic communities. Nonetheless, many of the respondents were

are also quick to inform the researcher that they have paíd a price to get where they

are. Many said that their relationship with their parents are more formal They also

have less time to spend with their loved ones. One Moroccan respondent said that his

father cannot just drop in as he once did.

Some of the female respondents viewed the price as lost family time. Four female

respondents claimed that their decision to have a manageria] career destroyed their
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marriages. This seemed incompatible with their partners' expectations. However,
they placed their careers over their partners. They therefore made statements such as
`I have had problems with my health'. '1 think if there were no discrimination 1 would have
gotten further in the organization in the materiat sense of the word'. 'The gates are closed

for migrants'. `Yes. Absolutely a lot of stress and tiresome'. 'You pay a price when you try
to constantly work positively and be productive under pressure. Sometimes 1 asked myself
whether it worth it seeing the price I am paying'.

The respondents declared that their choices came at a price. They had decide very

early on if they were prepared to make the necessary sacrifice. This study found that
making that sacrifice has paid off.

6.5.2 DISCRIMINATION AND PROBABLE CONSEQUENCES

There is an abundant literature on ethnic minorities in labour organisations in

Western societies and the effects of racial discrimination on productivity (cf. Li,
zoo5; Steinberg, zooo; Savage, aooo; Rossides, i~~~). In 'Ethnicity, Social and

Public Policy, Comparing the US and the UK', Loury et al. (zoo5) referred to discrim-
ination as a paradigm in the study of social mobility, in regard to ethnic minorities,

which impairs the ability of individuals to translate their endowments into mobility

outcomes, either within generations or between them. In other words, the effects of
discrimination could be rather obstructive to make while preparing and administrat-

ing their work. This also clouds their communication processes and could eventually
lead to mistrust between colleagues. In an effort to find out how this paradigm has

affected the life chances of the managers in this study, they were asked whether they

were discriminated against in entering the organisation or in het organisation. The
same questions were also put to the native Dutch respondents.

TABLE 6.11 EXPERIENCE OF DISCRIMINATION ON THE LABOUR MARKET

Country of Parents' birth Yes

Turkey 4

Morocco 3

Surinam 9

Antilles 5

the Netherlands 6

No

5

7

5

6

5

The response to the first question of could be answered with a simple yes or no

(Table 6.ii). A slight majority ofall respondents said that they were never discrimi-

nated against. The majority of Surinamese and native Dutch respondents confirmed
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they that have experienced discrimination. The Surinamese and the native Dutch
respondents had very different explanations of that discrimination. The Surinamese
spoke of racial discrimination, in the sense of having been treated unfairly and hav-

ing been excluded from some activities in the organisation because of their race or
ethnicity. Three of the native Dutch female respondents spoke ofsexual intimidation
and gender discrimination, while two males and one native Dutch female said that

they had been discriminated against in regards to promotion.

It can be difficult to tell ifdiscrimination is actually racial. This was the case with

many of the respondents. For example the majority of Moroccan respondents

declared that they have never experienced discrimination while applying for a labour
position or on the work floor, but then described an incident which they said might

have been discrimination. This was also found in the Surinamese and Antillean
groups. Some Turkish respondents were adamant that they were fully accepted wher-

ever they went. Whether the information has to do with a false social construction or

is an accurate representation of their experience warrants more explanation

To illustrate the manner in which some of the respondents described their feelings of

discrimination while being fair to those who said that they were never discriminated
against, a few of their stories are included below. The first is from a Surinamese
respondent, who was certain that she and other ethnic minorities in her government

municipality organisation were systematically discriminated against.

"Yes. This has happened frequently. Previously this was done in an open fashion, now it is less
open. It is very difficult to produce the evidence to prove racial discrimination. There is always
gossip among colleagues about colour and loyalty. They will make remarks behind your back
that you were employed because of your colour and not your knowledge. It was even said that
I am not supposed to work for Surinamese otherwise, I might get involve with loyalty conflicts.
My question was whether Dutch colleagues also have similar problems. They always wanted
to know why migrants had to stand in group's talking to each other. What I also noticed was
the compliments that were not given to migrants, when they performed at their very best,
while others got these compliments. This you saw also in the manner in which mistakes made
by whites and migrants were dealt with. Mistakes of the white were taken for granted. When
migrants made a mistake all hell will break loose. You are even stimulated to make certain
remarks about other migrants. If you do that, you normally gain the preference of whites in the
organization. The suppression is always there but it is difficult to substantiate".

A case ofwhat she refers to as ethnic discrimination is related by a Turkish respon-
dent who maintained that discrimination has followed her for years in many of the

organisations in which she has been employed. These days she is accustomed to the

fact that she might be `ethnically profiled' so it no longer bothers her as much.
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"This started from my first job when I was about 18 years. Someone stole some money. They
then told me that I must not go any more near the cash machine. I asked why. They said
because I worked part time. However, the real reason was that they thought that I was the one
who stole the money. That was first experience of discrimination on the job and this continued.
Even at my present organisation. I once went to give a diversity training at a Job agency. When
I arrived this Dutch lady, who was employed by the Job agency but did not know me took one
look at my Turkish features and told me that I was in the wrong place I should go someplace
else, she was even pushing me, because she was not expecting me to be the trainer. Perhaps
she only knew Turkish cleaners, who came in at the end of the work day".

This respondent referred to two white papers of intercultural communication, that
she and a colleague wrote while working at the municipality in Amsterdam and the
criticism that she received from the team leader. Her experience is that her Turkish
appearance is held against her by Dutch members of labour organisations. She claims
that they have a stereotype about Turkish people and are often surprised to learn that

she was the trainer. Many native Dutch persons are frequently surprised when she
introduces herself at meetings as the manager of the organisation.

A Moroccan respondent related a similar incident. To him racial, ethnic, and reli-
gious discrimination are alive and kicking in the Netherlands, but no one will speak

up about it. He says that he knows what the consequences of this silence are.

"What I personally have experienced is that sometimes I am not sure whether these were peo-
ple just being difficult and unfriendly to me or just incidents or real discrimination. I remember
quite clearly the incident of I working as a lecturer for 13 years at a vocational college in the
province of Utrecht. I went to the personnel andlorganisation department to straighten out
some affairs after 13 years of service one of the administrative workers mistook me for one of
the cleaner. Her perception at that moment was to speak down to me and try to treat me as
such".

This respondent was sure that what he had experienced was real discrimination
based on his ethnic appearance. It did not matter whether he was the lecturer or a

cleaner; no one deserved to be spoken to in such a manner. He assumed that the

clerk considered herself superior to the Moroccan cleaners in his college.

One Antillean respondent says that he has not been discriminated against as a man-
ager, because anyone trying to discriminate against a manager would have to have 'a
great deal ofguts'. He also imagines that the board of directors is in his corner. The

following is his description of discrimination on the labour market before he became
a manager.
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"Previously I worked for a labour agency. They will send me to do business with certain com-
panies and I have experienced that I will get there and was asked what are you coming here
to do. This was also one of the problems when I worked with the Salvation Army. People con-
stantly refused to open their doors when they saw. My Dutch is good hence they will speak to
me over the telephone and invite me to come and visit them when I got there is was a different
matter. These clients actually showed me that I was not welcome by refusing to accept me in
their homes. I think this had to do with my ethnicity and skin colour. Even though I am light-
skinned".

Finally, a native Dutch female described her experiences ofgender discrimination.
She spoke of the behaviour of the five native Dutch men on her management team.

She has been the only woman on the team for the last three years. This respondent

has always been ambitious, determined to ascend within the organisation and to fight
for her 'place' on the management team:

"Yes. I notice that during the reorganizations that the men in my organisation are normally
determine to decide who gets what. It is always the men who get the chances. Therefore, gen-
der discrimination still goes on. I have to operate more than the others in a strategic fashion. If
one speaks of discriminative mechanisms within the organisation I will say that honestly speak-
ing without these I would have gotten a bit more chances".

One Turkish respondent claimed that she was never díscriminated against on the

labour market, or trying to find employment, or to become a manager. During the

fieldwork she was a municipal civil servant, but since then she has become a politi-
cian and aldennan.

"I guess discrimination is an experience of every migrant. You have to realize that you have to
do two times your best in comparison with a Dutch colleague. I am now old and knowledge-
able enough to ask myself whether an incident was a feeling I should bother about or just
the reality, which I should ignore. In the last three of four years, I think that it is more reality.
The discrimination is there but it is difficult to prove. Hence, when it happens I just stick to my
work, cope and pretends that everything is okay".

Although she denies that she has ever encountered discrimination, she went on

to relate how discrimination has affected her performance as a manager. She has
realised that in the last three or four years some incidents were the in some respect

discriminatory. This interpretation is not unlike that of other respondents who were

philosophical about discrimination. Some respondents were not courageous enough
to say how racial or other sort ofdiscrimination have affected their life-chances.

They avoided 'rocking the boat'. Actually, they refrained from mentioning that they

have being discriminated against. Speaking about being discriminated against is
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not done in the Netherlands. As was mentioned earlier, the Dutch society seemed

to have entered a phase of anti-anti discrimination. This could be explained in the

sense of the 'bad guys or girls' not being those that perpetuate racial discrimination,

it is those that claimed that they are discriminated against who are suspected and

branded as the 'bad guy and girls'. In other words the perpetrator is protected.

When the remarks of those who claimed that they were not discriminated against are

taken in relation to what they said about discrimination it emerged that refusing to

say that one has been discriminated against is a defensive mechanism. This seems

to be a mechanism that deems them, in their conception, as being above the effects

of the discrimination paradigm and hence less vulnerable. The ethnic minority

respondents, except for the Surinamese, claimed that they were never discriminated

against in the labour market or as a manager, yet the majority of these respondents

had a story that related to some form ofdiscrimination. In the Dutch society, people

with an ethnic minority background, who have been the targets of discrimination

deny it.

6.6 CONCLUSIONS
Merits, in terms ofeducational achievement, internal capacity and skills were not the

only factors to determine whether the ethnic minorities were hired. The same could

also be said of acquiring a management position. It was found that there were a vari-

ety of ways to enter the Dutch labour market. One of the compelling exceptions was

the Surinamese respondent who was a student, a taxi driver and a volunteer at a wel-

fare foundation, all at the same time. He made a career almost instantly by becoming

director of that foundation and has since then been a manager in the semi-govern-

ment sector. He, not unlike the other respondents were strongly motivated to make a

difference in comparison to their parents and peers.

Respondents obtained a management position either through promotion, being

recruited by higher management or by applying. The majority of respondents

claimed to have applied. Apparently their employers, knowing of their qualifications,

skills and ability to work with colleagues within the organisation were not inclíned

to offer them promotion. Another salient point is that most women managers were

appointed after the age of 35 years. This has probably something to do with their child

bearing and rearing responsibilities. It is not clear, whether the women made a con-

scious decision to put their career ambitions on hold or not.

There are benefits and disadvantages attached to the position of manager for mem-

bers ofan ethnic minority group. Even though the benefits outweighed the disadvan-

tages the ethnic minority respondents seemed to have had more problems with the
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disadvantages than the native Dutch respondents did. The native Dutch respondents
totally at home in their organisations. This was not the case with the ethnic minor-
ity respondents. The native Dutch respondents had no problems in relation to social
acceptance by their peers within the organisation,. while the majority ofethnic
minorities respondents did. Turkish respondents earned the smallest take home sala-
ries. The highest-paid Turkish and Moroccan respondents were women. In the realm
ofhighest salaries the Surinamese, Antillean and native Dutch respondents were
more or less equal.

Although most respondents claimed to have achieved more than their parents, this
does not hold for the majority ofSurinamese and Antillean respondents. They opined
that their parents had achieved more, ifnot materially then immaterially. Here
again social class played a role. The parents ofmost of the Surinamese and Antillean
respondents had achieved much more in their own countries than their children had
in the Netherlands. Turkish and Moroccan parents had generally survived as guest
workers. Among the native Dutch respondents, half claimed to have achieved more
than their parents and the other half believed that they had not. In reference to pro-
fessional and social status that accompanied the manageríal position within one's
ethnic community and in Dutch society ít was found that while the ethnic minority
respondents claimed that their position has brought them status and respect, the
native Dutch respondents took the position as something that came naturally with
the position. Some ethnic minorities described the position as bothersome, especially
when one has to limit visits to ethnic gatherings. This has to do with social control in
the ethnic communities.

Job satisfaction determines whether a manager could function optimally in his or
her organisation. The majority of respondents claimed to be satisfied with their jobs.
A majority of the Turkish respondents complained that they were not satisfied. This
dissatisfaction had to do with promises made and broken by higher management.
All the native Dutch respondents were satisfied with their positions. Interestingly
enough, the majority ofTurkish respondents claimed that they felt at home in the
organisation. The same was true of all the other respondents, especially the native
Dutch respondents. Many of the respondents claimed to influenced the culture of
the organisation. This also seemed to determine their satisfaction with their position
in the organisation. The majority of respondents do not wish to leave their present
organisation for a similar position elsewhere. Although they mentioned the above fact
yet, the majority said that their chances for rising higher in the present organisation
were limited.

Their relationships with colleagues are said to be good, friendly and practical.
However, Surinamese respondents working in organisations whose personnel are
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predominantly native Dutch claimed that they can expect nothing more than a pro-

fessional relationship with their native Dutch colleagues. Another interesting point

is the fact that Surinamese and Antillean respondents were by far the majority of

respondents, insofar as being willing to collaborate with everyone except those with

a double agenda or who play strategic games. This implied that trust was important

and influenced their desire to work with their colleagues.

The majority of respondents claimed that they have not been discriminated against in

the workplace. Some of the native Dutch respondents complained of gender discrimi-

nation, sexual intimidation and political discrimination. Ethnic minority female

respondents did not mention these incidents as an impediment to their upward
mobility. As far as discrimination is concerned, the researcher concludes that the

reluctance of ethnic minority respondents to admit to having been targets of racial,

ethnic and gender discrimination is related to reluctance to be seen as a victim or a

loser.

The value articulation in upward social mobility is that one is a winner. However, one

Surinamese female respondent had earlier said ifone is black and has never expe-
rienced racial or ethnic discrimination in the Netherlands, he or she will have to be

invisible. She refused to be invisible.

Merits do play a role in the labour market experiences of these respondents, but other

factors, such as a granted opportunity, applying for the position, discrimination and

social skills also play a role. The sub-question of: "Are the mobility processes within

Dutch labour organisations favourable to the upward mobility opportunities of inem-

bers of the ethnic minority groups?" has not yet been answered.

Chapter ~ looks for the other factors in the upward social mobility ofethnic minority

respondents. The focus then moves to diversity policy within the organisation and

what this has meant, if anything, to the ethnic minorities.



E ROLE OF DIVERSITY POLICY

7.1 INTRODUCTION

In the middle of the r~~o's, Roosevelt Thomas, Jr was one of the advocates of man-
aging diversity. "We believe that managers who learn to incorporate differences into
arrangements that give cohesiveness and common purpose will experience a richness that
wiU benefit the bottom line - a richness not achievable with a homogeneous work force"

(Thomas, Jr, i~~a:iq~). Its implications for business and government became known
in the Netherlands around i995. Glastra (i~~~) is critical ofThomas, jr approach,
in which the individual is central and factors such as ethnicity, sex, social class, age,
education, and character are secondary. Glastra opines that the emphasis ought to
be on the creation of profitable new cultural and social orders within organisations.
Managing diversity is often seen as a management tool. Much of its benefits ought to
be derived from its use as a strategic and human resources management instrument.

In the Netherlands there are two chiefcriticisms of diversity policy: (r) diversity is
positive discrimination and works to the disadvantage of the native Dutch man; (z)
ifblacks and other ethnic minorities are recruited and employed through this policy,
they will be seen as inadequately qualified for the position. There is some ambiguity
in the literature and in the field about the differences between diversity manage-
ment and diversity policy. In this study diversity management encompasses all the
intentions and actions of the stakeholders in relationship to the strategic policy of
the organisatíon. On the one hand, diversíty policy could be viewed in terms of the

personnel policy. On the other hand, diversity policy should constitute an integrated
strategic policy that includes personnel policy. Due to the uncertainty in relation to
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managing diversity and diversity policy, many managers apply managing diversity

principles or a diversity policy in their organisations only when problems or misun-

derstandings of a multi-ethnic ofmulticultural nature arise. Even though diversity

policy applies to women, men, senior citizens, homosexuals, disabled persons, and

ethnic and cultural groups, any reference to diversity policy is often equated with giv-

ing opportunities to ethnic and cultural groups and to a lesser extent to women.

This chapter answers the question ofwhether diversity policy has a role in the

upward mobility of the ethnic minorities. The identity of the organisation is its self-

image. Subsequently, the characteristics of the organisation come into focus. The
imperative here is to see how organisations use diversity as a management tool. This

is followed by an investigation of whether a diversity policy exists in the organisations

where the respondents are employed. After describing the policy, they are asked to

explain why and how this policy came into existence and was implemented. The per-

ception of the policy by the colleagues are then explored.

The focal point is then shifted to review the position of ethnic minorities in the

organisation. It means that both the position of the ethnic minority manager is

reviewed but so is the position ofother ethnic minorities in the organisation. Section

~.S.z. describes the barriers to upward mobility and section 7.5.3. describes the cul-

tural conflicts and solutions in the organisations where they occur. This is followed

by an explanation of the manner in which the diversity policy influences the behav-

iour and chances of the respondents. The next question is whether these organisa-

tions could survive without a diversity policy. The following section reviews the

identity of the organisation.

7.2 THE IDENTITY OF THE ORGANISATION

The organisation provides the structure wherein the workers interact. The organísa-

tional culture develops within this framework. The identity of the organisation is its

image in the minds of personnel, management and outsiders. This image could be

positive or negative. An organisation with a positive image is more productive, ener-

getic and customer friendly than one with a negative image.

Does a diversity policy ínfluence the identity of the organisation? How do the

internal clients communicate with each other and with external clients? Researchers

debate who or what gives an organisation its identity. An additional objective in this

section is to find out about the giver of this identity.x"' What are the unique charac-

teristics of the organisation? The respondents were asked to name the person~s) or

attributes that give the organisation its identity.
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TABLE 7.1 GIVER OF ORGANISATIONAL IDENTITY

Country of Managementl Combination The work
Parents' birth workers Management Workers of factors we do Clients

Turkey 3 3 1 2

Morocco 2 2 2 4

Surinam 5 1 1 6 1 1

Antilles 3 1 1 3 2

Netherlands 3 3 2 3

The answers given by the respondents presented a rather diffuse representation of

various meanings. No single person or factor determines the identity of these organi-
sations. The category management and workers was said to be the leading factor in

determining the identity of the organisation. This is followed by the category of a

combination of factors. A combination of factors is the organisational mission, objec-
tives, staff, management, the target group and the organisation's role in society. Many

respondents also mention 'the work we do' as the category that gives the organisation
its identity. One feature that stood out was the number of respondents, who claimed

that management is responsible for the identity of the organisation.

Except in the category ofa combination of factors, the role of the clients, like that of

management, is quite small. This hints at the manner in which these respondents
see their organisations. Many of them did not see their organisations as client-ori-

ented, in which client need determines the organisation's image. This might have

been incorporated in their answers when they mentioned a combination of factors.
[n the answers of the identity of the organisation, only one respondent mentioned the

democratic processes in the organisation. The democratisation of the organisation
amounts to having trade union representatives, a workers council and other construc-

tions that safe guard the rights of the employees. However this does not mean that's

these structures do not exist. It is obvious that respondents working for organisations
with more than 35 workers know of the laws about workers' representation and rap-

port with management and management decisions. Here it should be mentioned that

there was no inquiry into whether workers were represented in these organisations.

The respondents did not voluntarily disclose information about this. Respondents

presumably did not do this because they are on the other side of the table, in the
sense of being the person in charge. The focus now turns to the unique characteris-

tics of the organisation.
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7.3 CHARACTERISTICS OF THE ORGANISATION
The characteristics of the organisation are elements, which help to shape its identity
or image. In other words, the impression one has of an organisation is influenced

by what one sees or knows about it. Whether this information is gathered through
the media, the organisation's website or the contact with workers and management
or knowledge of the services and products the organisation provides, impressions

make what had been an abstract image real. The respondents were asked to explain
the unique features of their organisations. Below are extracts from the life stories.
ATurkish male respondent begins.

"We are a feminine organisation. This is noticeable. The organisation is in the hands of women
managers and the director is also a woman. It is social and there is attention for you as a per-
son. There does not exist a culture of authority here and still we are businesslike".

This respondent in answering the question honours his management colleagues and

the director of the organisation by using a culturally-oriented approach in which gen-
der and the management style are the most important factors. He did not compare
his organisational culture to that of an organisation with a masculine culture, where
the interactions could be quite the opposite.

Another Turkish respondent examined the features ofher organisation in terms of its

financing and the effects that such a financial construction has and will have for the
recruitment and promotion ofethnic minorities.

"It is a community organisation, which receives 50 percent subsidies from the government and
must seek the other 50 percent from independent sources it is always going to be a challenge
and a difficult one t get a close budget every year. Actually, this makes it more difficult for
migrants to work for this organisation. I think in the near future it is going to get even more
complicated for migrants to enter this organisation. However, there are democratic processes at
work in the organisation that makes it more interesting to compete for a position."

Unlike the first respondent, this respondent is working in a structure in which a

worker or manager has to have access to certain networks in order to receive assign-
ments and contracts needed to fulfil the financial requirements of working for this

organisation. It means that if one is not capable of bringing in extra financial capital,

one might per definition not be an attractive candidate for this organisation. Ethnic
minorities who are not in a position to assist in the earning of the 5o percent financ-

ing of the yearly budget of this organisation will not be welcomed. According to her,
the democratic processes require people who can earn a certain percentage of the
independent financing receive additional compensation.
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When her story is compared to the account of a Moroccan male respondent, who

works for a welfare organisation, which is almost fully subsidized by the local gov-

ernment, but is also being encouraged by the government to seek other resources, a

different picture emerges. His description of his organisation has to do with its flex-

ibility, its concern for social problems and the impression of caring and solidarity that

people associate with his organisation.

Another male Moroccan respondent who works for another local government organi-

sation as a civil servant, saw this differently. The unique features of his organisations

are the vertical structure of the organisation consisting of educated professionals and

the open-minded manner in which the workers interact with each. He is convinced

that because they are what they are and listen to what the citizen desire, this has cre-

ated a client oriented culture in his organisation, which is most noticeable.

A Surinamese respondent works for an organisation that she describes as a bastion of

diversity. 'We practice what we preach within the organisation but also in interaction with

the society on a whole'. In her account, diversity is not solely a question ofpersonnel

but a way of thinking and of getting things done. Her organisation uses the diversity

policy as a strategic instrument instead ofconcentrating on recruitment.

This qualification is not total in contrast to the manner in which a Surinamese

respondent qualifies his organisation. The organisations are dífferent, but they make

similar use of diversity policy.

"This is an organisation that works on the basis of government laws and rules. It is a rigid
organisation. The rules determine the character of the organisation. Actually, our services have
to do with persons who have no income we provide them with an income. At the same time,

we try to encourage them to find a job. Previously, and I mean years ago, it was a question
of providing an income when one was unemployed now we are moving towards job hunting.

The obtaining of results is more important than just providing unemployed persons with an
income".

This statement defines the identity ofhis organisation. In Table ~.i. this same

respondent remarked that the work they do determines the identity of the organisa-

tion. This is borne out in his assertion. However, in terms of diversity he claimed

a particular role for himself, one that involved implementing a policy and trying to

get his personnel and colleague managers to think and work through the principles

ofdiversity. In his organisation, diversity is both a management instrument in the

human resources management department, and a way of thinking among the rank

and file.
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An Antillean respondent employed in the education sector views the unique charac-
teristics of his organisation in terms of the cooperation between his college and the
business community.

"That is we train the students directly for a job. It is a combination of learning and working.
The role of the business community is very important in our endeavours, in the sense of provid-
ing apprentices with places. We cannot finish our task with students without support from the
business community. We are actually interdependent".

According to him, the interdependency has to do with presenting one product to the
students and another to the business community. In other words, the institution is
struggling to develop of a method ofapproaching and accommodating these and
other stakeholders. The struggle revolves around the fact that the business commu-
nity is not welcoming the ethnic minority students seeking apprenticeship with open
arms. Many in the business community use what they refer to as cultural differences
to justify their reluctance to take on these apprentices. At the end of this section a
native Dutch respondent characterises her government organisation as `grey and
conservative, because that is the image that many people have. They say that we do not do
anything'. She is convinced that people outside the organisation see it differently from
the way that she and her colleagues see it from the inside. To her it is an issue ofnot
being able to market the correct image to the public.

This compelled the researcher to enquire into the essence ofa diversity policy within
the organisations. When everything is said and done the image or the identity of the
organisations does not seem to be greatly influenced by a divers way of thinking.
Even when people from different cultures are employed, multiculturalisation does
not seem to be a norm. In some organísations where diversity is the norm, some
respondents take it upon themselves to promote it. In others, the remarks ofsome
respondents could have been coloured by the fear of a diversity policy. This appears to
be related to widespread misconceptions about what managing diversity really means
and what the benefits could eventually be for the stakeholders in an organisation.
Section ~.q takes a closer look at diversity policy within the organisation.

7.4 DIVERSITY POLICY
Implementing and pursuing a diversity policy in organisations, in the Netherlands
appears to be problematic.x"" The apparent reluctance of managers, business owners
and other employers seems to be related to the distance between the native Dutch and
foreigners, especially those with an Islamic name. An active diversity policy in organ-
isations seems to be related to trends in the polítical economy of the Netherlands
(Benschop, aoor). The fact of the matter is that the diversity policy does not follow
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the economic developments, in the Netherlands in terms ofwhat sort ofexperts or

how many persons are necessary to produce good and services and are these workers

available. It appears to be a case ofwhether such a policy is politically correct. This
begs the question ofhow many organisations in this study now or have ever had a

diversity policy. The objective is to look at those organisations, which enforced such a
policy or whether it existed only on paper.

TABLE 7.2 EXISTENCE OF A DIVERSITY POLICY

Country of parents' birth

Turkey

Morocco

Surinam

Antilles

Netherlands

Exists Existed previously None Only on paper

5 1 i

7 1 2

10 1

2

3

7 1 2 1

6 3 2

Thirty-five of the organisations visited by the researcher had a diversity policy in

place. Respondents from seven organisations claimed that their diversity policy had

been discredited or discarded. All of the organisations in which the diversity policy

has ceased to exit are in Rotterdam, and especially in its local government agencies.
The words of one the respondents summarises why this policy no longer exists in the

some organisations in Rotterdam.

"It has been cancelled. It was here until about three years ago that was before the arrival of
the 'Leefbaar Rotterdam'."" After that, the Mayor and the Aldermen had no interest anymore in
this policy. The previous philosophy was to have members of the various ethnic groups involved
within your organisation, your planning an implementation processes. We employed various
people and participated in different projects with and for migrants and refuges. These were
migrants with a higher education. This is now past time. There were also disadvantages. The
people were labelled. They did not have the chance to show that they could have done it on
their own. The experiment with the neighbourhood approach managers was a failure. They the
managers got a negative stamp. Apparently because they were predominantly migrants. This
would also have happened with Hollanders. If such projects should develop in the future then I
won't be interested, in the sense of being responsible such a project".

Even though this respondent had acclaimed to be an enthusiastic supporter ofdiver-

sity policy, his experiences and the social political climate tainted his opinion of

having a diversity policy. He thought that diversity had not been given a fair chance

to evolve and the same could be said about the people that he hired from the ethnic
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groups. The diversity policy generated too many responsibilities and therefore make
his shy away from endorsing such a policy in the near future.

Another respondent who had worked with a diversity policy before they fell out of
fashion remarked:

"It was a policy geared at making sure that the work place was a mirror of the inhabitants of
the society, in the sense of having the same sort of people within your organisation as those
which are seen in the society. At the same time there was also an interest in the general weak
position of some groups in the society, this policy was suppose to offer them more equal
opportunities or extra chances. We were even looking actively for workers from the various
migrant groups it was a good policy and it would have worked".

The first respondent went from supporting to opposing a diversity policy because
its intended beneficiaries had been stigmatised by it. He had taken a'bottom line'

approach to what the policy could bring to the organisation, the workers and to soci-
ety. The second respondent viewed the diversity policy from a more moralistic angle.
She argued that many members of some ethnic groups could only obtain employ-
ment under such a policy. She was a staunch advocate of a diversity policy and hoped
that one would be implemented again in the not to distance future.

The organisations without a diversity policy were generally concentrated in the edu-
cational, welfare and healthcare sectors. The challenge with this information was to
verify whether the ethnic minority respondents who were working for the 35 organi-
sations that had a diversity policy actually profited from it. However, before discuss-
ing this question it is necessary to examine the respondents' descriptions of the

diversity policy in their organisations.

7.4.1 DEFINING THE POLICY

In the cases where the diversity policy has been implemented, the researcher wanted
to know whether it had been useful to the development of the organisation's people
and services. The quotations below are respondents' interpretations of the diversity
policy of their organisation. One Turkish female respondent described the policy in
this manner:

"They are actually saying in my organisation that we are aware of diversity; we want more
migrants in our services, more women in management positions, etc. They want everything so
long as they are getting money from the central government but it remains a paper reality".

She does not think that higher management takes diversity policy seriously. The

central government is actually financing the policy as it is. If the central government
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stopped subsidising the policy it would have been terminated. She was not alone in
her opinion. A Turkish respondent admits that on paper the policy in his organisa-

tion applies to all ethnic groups. However, in practice it is about migrants and native
Dutch. According to him, the organisation has had a diversity policy since zoo4 with

the stated purpose of employing more migrants. 'We had a number of trainees. We
trainedfive of them. Only one of them got ajob here by us'. His assertion is that the diver-

sity policy does exist but it only marginally effective.

This statement was in stark contrast to the experience of the Moroccan respondents.

One of these respondents summed up the policy in his organisation, which mirrors
those oforganisations in which some of the other Moroccans are employed, by say-
ing that his organisation is diversity. `The team is diverse. The image and presentation is

diverse' and what is done and has to be done in these welfare organisation was blessed
with an active diversity policy.

The following citation from a Surinamese respondent, whose organisation had an
active diversity policy. was His statement praised the policy.

"This could be a very long story. Our standpoint is that the quality of all our personnel has to
sparkle and this should happen via the diversity policy. We are looking at the competencies of
these workers and employing them as such. We went trom positive action to diversity policy.
There are principles like respect for each other, open communication and working together.
This policy is a continuation of the positive action policy, which was implemented before my
time. This policy came from the Municipality of Amsterdam".

The diversity policy in his organisation reflects the broad concept of diversity as

defined by Meermans and Scholten ( aoo3) and Benschop (zoor): a diversity policy

that caters to everyone in the organisation. Such a policy would have been a manage-
ment instrument that serves the interest ofall stakc~holders.

Yet this is not how a Surinamese respondent saw her organisation's diversity policy.

She works in the welfare and healthcare sector in the Amsterdam area.

"We are conscious that the diversity policy is not only dealing with ethnicity but also with
gender and other group characteristics. However, I have the impression that the policy is not an
active one and when you get higher within the organisation, you notice, that no one is really
interested in the policy. There are no blacks in the top management of the organisation and
scarcely any women".

This respondent uses 'black' here as a political concept, not only an ethnic or racial

category. It is also possible that this respondent when speaking ofdiversity equates
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the benefits as being somewhat like a remedy geared at the improving of the posi-
tion ofblacks in management positions in the top of the organisation. Interestingly
enough, this respondent was employed in an organisation whose staff was almost
exclusively native Dutch. According to her, ifblacks are going to be appointed to the
management team then they will have to be recruited externally.

The attitude of native Dutch respondents to the diversity policy in their organisations
was noncommittal; one statement epitomizes their sentiments. One female native
Dutch respondent claimed that diversity is related to space and how much one can
give to others. It also means paying attention to multicultural values and also the sort
of image one wants to display to the public. However, at her vocational college, many
of whose students are members of the ethnic minority groups, there is still a strug-
gle to recruit ethnic minority lecturers and managers. This is comparable to a large
welfare and healthcare organisation, where only one manager from the ethnic groups
is employed. That organisation does not have a diversity policy. The Surinamese
respondent who is a manager there declared that that is difficult to handle.

"I know that my department is too white and I am prepared to bring in a qualified black per-
son next year into the organisation. There have been ideas to do this for a long time but every
policy paper disappears in a draw of the desk."

In fact, this respondent is conscious of the need for a diversity policy but has no sup-
port from the management team. She is therefore thinking ofemploying a black
female manager as an answer to diversity. It is also clear that she also views a diver-
sity policy as a tool for the recruitment ofmigrant workers and not as a strategic
instrument. As far as diversity policy is supposed to work, it is questionable wether
there is potential for progress in her organisation if its diversity policy is used only to
recruit another black woman.

A native Dutch respondent commented that a diversity policy does not create any sig-
nificant value. To check the soundness of this assertion the respondents were asked
to explain how their colleagues see their organisation's diversity policy.

7.4.2 PERCEPTIONS OF COLLEAGUES REGARDING DIVERSITY POLICY

The fact that an organisation announces a diversity policy does not mean that every-

one in that organisation likes it. This does not lead to multiculturalisation. In many

cases the ethnic minorities who are employed in such organisations are not happy

with the decision, because their organisation had gone public as a provider ofequal

opportunities. Many qualified members of the ethnic minority groups fear that their

colleagues will assume that they are incompetent and obtained their position through

a diversity policy or multiculturalisation. They are also aware that their organisation
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is not a multicultural or pluralistic organisation. People of different cultural back-
grounds work for organisations, but this does not make those organisations multicul-

tural or pluralistic.

The first excerpt is from a Turkish respondent, who was asked what his colleagues

thought about the diversity policy in his organisation.

"This differs, there are those who feel that it is good that we have done what has been done
and that is enough and there are others who feel that we have to go further. However, in the
long run they think that you have to look at the quality of the person and should not discrimi-
nate. They view the employment of more ethnic minorities especially in higher functions as
discrimination".

This respondent is not a passionate supporter of his organisation's diversity policy. To
him the policy evokes discussions of the quality of the migrant. This respondent fears

backlash from the native Dutch. It means that the native Dutch man could claim that
he is being discriminated when the diversity policy is utilized to promote a migrant

into a higher management position.

A Turkish respondent disagrees. In her organisation, diversity policy is a hot item on

paper.

"It is not an active item, actually they look at it negatively. They are interested, they say. But
they feel that the white man is being discriminated against. I prefer no attention than negative
attention. They denied the fact that we as migrants and women have it harder in the organisa-
tion".

Both statements reflect a critique of diversity policy. However, there is this con-

stant anxiety that a native Dutch will claim discrimination. In the first case it is the
migrant who is afraid of being targeted; in the second the native Dutch men see this

policy as favourable to ethnic minorities and women.

Most of the Moroccan respondents declared that their colleagues are not hostile to

their organisation's diversity policy. Table ~.z., shows that seven of ten Moroccan

respondents worked for organisations that had an active diversity policy. Their asser-

tion that their colleagues were not opposed to the diversity policy is incomplete. Three
of these respondents said that the attitude to the diversity policy depends on how

many migrants are employed in the organisation and what their job titles are. Their

stories could therefore imply resistance to the policy only surfaces when more ethnic

minorities are brought into the organisation.
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The majority of Surinamese and Moroccan respondents claimed that diversity policy
in their organisation is not really controversial. However, some of these respond-
ents had strong views about the way in which their colleagues interpreted it. One
Surinamese male respondent said:

"I do not think that my colleagues know how to handle this subject. They are still searching to
find out how to deal with diversity. They remain uncertain. The people who I lead or manage
have had training, seminars, etc. in diversity. If people are together and they are not twins then
their diversity, meaning differences are going to play a role".

According to him, his organisation does not really have a problem with diversity,
because he sees himself as its 'diversity man'. It is his personal mission to create
circumstances where the organisation could profit maximally from the talent and

knowledge of its workers. Hence, in addition to implementing the policy in regard
to recruitment and employment of personnel based on the principles of managing

diversity, he ensures that the personnel attend training and seminars pertaining to

managing diversity. Like many others he sees his organisation as multicultural, his
organisation is a combination ofservice organisations. He is a diversity man in his
organisation, but the other organisations that are run by his colleagues have yet to

come to terms with what a diversity policy is.

A Surinamese respondent who is the director of a large welfare organisation, is satis-
fied with her diversity policy but interprets some of its aspects in terms of a competi-
tion among ethnicities and sees its implications for the organisation. When asked

about the attitude of colleagues to the policy, she replied:

"I have a diverse management team; hence, they see it as normal. I strive to get more black
women in a management position. Last year this led to my white deputy director leaving the
organisation. People find it strange when the white deputy had to leave because of a black
director, who pushed her out, but when it happens the other way around this is explained as
normal".

Actually, this goes even deeper than ethnicity; it is also a question of power and of

the perceptions that others have about having a management position and what this

means for the place of ethnic minorities in organisations and in society. Gender was

also a factor. The director is a black Surinamese woman, who insists on using the

diversity policy instrument to bring in more black women managers. She is not par-

ticularly interested in what the colleagues think of the diversity policy. At the same

time, she does not see her intentions and action as discriminatory. The idea of more

black women in management positions is an ideological stance for which she is will-
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ing to fight. She declared that black women who apply to the organisation will have to

possess the necessary qualifications, but it was time to do more.

Positive action is not the same as positive discrimination. Positive action is a dírect

and deliberate action intended to rectify a situation wherein members of ethnic

minority groups and women have suffered from employment discrimination. Positive

action offers the tools to offer these people an equal opportunity. Positive discrimina-

tion is the making of a choice between two equally qualified people (one native Dutch

and the other an ethnic minority) for a position and choosing the ethnic minority

person. In this sense the ethnic minority person benefits from discrimination. This

is not unlike positive action in which past discrimination is corrected.

One Antillean male respondent who worked for a large government organisation said

that his attempt to hire more ethnic minority managers did not amount to much.

"I had no direct feedback on this point, the other managers did not participate in the implemen-

tation of the policy. My department, as the only one did the most with the diversity policy. Now
that it is a failure I could hear them thinking you should not have started with that policy, in the
first place. They are also thinking we could have warned him but it was too painful".

He takes the matter light heartedly and could even laugh at his abortive attempts to
get a diversity policy implemented. However, he had stated that the success of such a

policy depended on the city politicians and the political economy of the Netherlands.

His organisation dropped the diversity policy when a new local government came into

power in aooa.

One respondent whose local government organisation in Rotterdam rescinded the

then active diversity policy an analysed the circumstances in which decisions about

the diversity policy were taken.

"This had to do with a differential structure. It had to do with the persons with whom you are

dealing with. It has also to do with complex processes. The point is Leefbaar Rotterdam`x came
into power and started to mention things that other whites thought and believed in. Things
about the Muslims, intermarriages and contact with ethnic minority neighbors, etc. Before they

came into power there was a change happening and they (native Dutch) were perhaps more
inclined to accept migrants. However, certain politicians who were member of the council were
of the opinion that it was time to pay more attention to the white people in the society. The

issue some of them raised was whether the policy was successful and should be continued. The
answer was a resounding no".



15ó SOCIAL MOBILITY OF ETHNIC MINORITIES IN THE NETHERLANDS

The conclusion was quickly made that the diversity policy within the government
organisation and all its semi-government agencies and institutions was a failure.
By aoo3 the diversity policy, which had officially been implemented in r~~~ was
rescinded. According to a respondents, a policy that had been intended to increase
the participation and integration of certain migrants into the Dutch society was

unceremoniously shelved. In its place came rhetoric and the prejudice against ethnic
minorities, with intense scrutiny of the activities of Muslims.

In organisations whose six native Dutch respondents stated that a diversity policy
has been implemented there was no praise for the diversity policy or it effects. Their
colleagues were said to be in uninterested in the policy. This was also true in other
organisations, in which the native Dutch colleagues supported either a limited
policy, opposed it, or did not take it seriously. They did not view the policy as a threat
because it already had the reputation of a'paper tiger'. It transpires that the policy has
been implemented, but was seen more as the political correct thing to do. One native
Dutch respondent referred to occasional casual comments and occasional derogatory
remarks about a Turkish colleague as being just playing around.

In another case an Antillean respondent declared that the policy has led to discus-
sion about the quality and competence of the ethnic minority personnel. Another
Antillean respondent, who claims to speak from experience, put the issue into per-
spective.

"This differs. Some of them are happy with the policy, even the director is. However, it is dif-
ferent when they are employing workers. They go always for the white worker with some sorry
excuses".

This last citation heightens the interest in finding out whether the diversity policy
in the organisation actually influences the position ofethnic minorities within the
organisation.

7.5 ETHNIC MINORITIES IN THE ORGANISATION
In this section both the position of the ethnic minority manager and other members
of the ethnic minority groups is of imperative interest. By focusing on the position of
ethnic minorities in the organisation, the opportunity is taken to determine whether
ethnic minorities have an equal chance of reaching their professional goals, with or
without a diversity policy. The respondents were asked whether ethnic minorities
have problems in their organisations. The answers are divided into three categories
and are presented in Table 7.3.
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TABLE 7.3 ETHNIC MINORITIES AND PROBLEMS IN ORGANISATIONS

Country of parents' birth Yes No Not sure

Turkey 7 t 1

Morocco 6 4

Surinam 7 3 4

Antilles 8 3

Netherlands 7 3 1

The majority of respondents claimed that ethnic minorities face cultural problems
within their organisations. Ten respondents declared that they did not and another

ro were not sure. In cases where the respondents claimed that they did not know
whether or not ethnic minorities in the organisation had problems, the respondents

were not managers but directors of the organisation. This means that the director
had the final responsibility for whatever happened in his organisation. This could
mean that these directors were not prepared to admit that they were having cultural
problems.

To give more credence to the statements of the respondents a few excerpts from a
number of respondents in regards to problems of ethnic minorities within the organi-

sations. A Turkish male respondent shares his insights.

"I do not think that there is a problem. I am not in favour of pigeonhole thinking. By choos-
ing to place too much emphasis on the migrants and their problems in the organisation, other
aspects of the organisation are ignored. The danger ís that the Dutch colleagues are going to
think that everything that has to do with migrants is problematic and has to be dealt with by
migrant colleagues".

He did not see an ethnic minority problem in his organisation, nor did he wish to be
blamed for them. He was certainly afraid ofbeing asked to handle every problem that
involved someone from an ethnic minority. He was not alone in this opinion. Most
respondents did not want to be categorized as a loser or a victim.

A Turkish respondent relates a different experience. She deplored the fact that ethnic
minorities are constantly forced to prove themselves.
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"They (the ethnic minorities) are always walking on their toes. You have to constantly make
known on which side you are on. After the murder of van Gogh`x' there was a conflict between
Moroccans and white colleagues in my organisation Because the murderer was a Moroccan all
the Moroccans in the organisation were more or less held responsible and called on to declare
their loyalty to the organisation and to white Western people, even those who were against
them".

In her perception, it was more a matter ofwhat was done, not what was said. It means

that whether one is invited to a colleague's birthday party or some form of gathering,

this is often experienced as an indication ofone's acceptance within the organisation.

'When one is left out one gets the feeling that one does not belong.'

A Turkish respondent who commented about management elaborated on being

socially accepted. He saw a problem at the management level. He is the only migrant

among the six managers in his organisation.

"The migrant workers have a lot of problems with the neighbourhood organisations. It is often
a question of getting accustomed to each other. For the migrant workers in the organisation
this is a one sided affair. They think that they are constantly under pressure to prove them-
selves to the people in the field, especially in the neighbourhoods where they work".'

One Surinamese female respondent described the way that the ethnic minorities

were approached and classified.

"That you are not approached on the basis of your own person or identity but as a migrant or
someone from a certain ethnic minority group, is one of the things that gets to me. That you
are assessed on the basis of stereotypes over that group. Whereby people think they know
how you are and what your response to certain stimulants shall be. For example; We are
drinking with colleagues at the bar and some of them kept on stating that for Ali (a Turkish
colleague) there should be no alcohol. Somebody actually said Ali you do not drink beer, you
are a Muslims. He said I am a Muslims but I am a liberal Muslims and I drink beer. They did not
believe him. They wanted to speak for him".

In her mind, this is a question ofconception and interpretation. The colleagues are

not aware of the misconceptions in their own cultural 'black box'. Operating from a

self-conceived and allocated position of power, they assume that they possess more

cultural knowledge of the other than the other knows of them. This condescending

attitude generally leads to avoidable conflicts.

A Surinamese respondent concluded that he did not know if there are problems,

because his is a bureaucratic organisation and the migrants employed are behind
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the counters or working as receptionists. According to him the organisation is inter-
cultural in its intentions but should attract more qualified Turks, Moroccans and
Surinamese.

After commenting on the problems ethnic minorities faced in these organisations
the attention is turned to an Antillean respondent who replied to the question is this
manner:

"The problem is the social acceptation you don't feel and knowing that you have to work at
getting rid of prejudices. You will do this by performing excellently. All the talk of ethnic minori-
ties having to work harder is absolutely true, but it means that outside of the negative images
in the media the migrant has to make sure that what ever he does, is sound and solid. You
cannot get frustrated. It is a fact of life. Just accept it and move on. If you stop breathing, you
are going to die, therefore continue to breathe. Do not fall into the self-pity trap. These things
determine our image".

This respondent complains about racism, discrimination, rejection and misunder-
standings arising from devaluation of communicatíon within the organisation. His
advice: 'breathe or die'. Table 7.3 shows that ten respondents believed that there were
no problems and this could be correct. Ten other respondents were not sure. Thirty-
five respondents admitted that ethnic minorities have certain cultural problems
within the organisations in which they were employed. One respondent remarked
that this came with the territory. It means that certain cultural conflicts in organisa-
tions are going to be inevitable. What is important is how these conflicts are defused.

7.5.1 BARRIERS TO UPWARD MOBILITY WITHIN THE ORGANISATION

Whether the channels toward upward mobility are open or blocked could be impor-

tant to the respondent. Available resources, constraints and the opportunities that

are created, taken or given, also influence one's attempts at upward mobility. By not-

ing the barriers to upward mobility, it possible to find out whether these were there

within the structures influencing the mobility processes. As an illustration Table 7.4.

shows whether the respondents were confronted with obstacles. The representation

distinguishes those who see barriers from those who do not and those who did not

know. The majority of the native Dutch respondents claimed that they faced some

sort ofbarriers to advancing in their organisations. Four native Dutch respondents

(two males and two females) qualified their barriers as being double loyalty. To them

double loyalty meant being caught between loyalty to their working class family,

friends and ex-neighbours on the one hand, and having a sound social relationships

with middle class positions or with those in a higher social class. This problem was

touched upon in the literature (cf. Brands, r~~z).
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TABLE 7.4 BARRIERS TO UPWARD MOBILITY IN THE ORGANISATION

Country of parents' birth Yes None Not sure

Turkey 4 3 2

Morocco 6 3 1

Surinam 8 6

Antilles 8 2 i

the Netherlands 7 4

Eighteen respondents declared that they have not faced obstacles to their upward

mobility. The majority of respondents claimed that they had been hindered in their

upward mobility. The Turkish respondents constituted a slight majority of people

who claimed that they had not encountered barriers. This is different with the other

respondents. In a few these cases, Moroccan respondents mentioned their problems

with the Dutch language and lack ofknowledge ofWestern culture. In general,

respondents who declared that they had not experienced obstacles in their upward

mobility had a strong belief in themselves, their social skills and their ability to com-

municate and collaborate with others inside and outside of the organisation.

A Turkish female respondent tells her story.

"That was a language handicap, being a Turkish woman in a man's construction world. I was

dealing with three strikes against me. Being a woman, being Turkish and the language prob-
lem, the advantage I derived or had was my previous architectural study in Turkey. It was much

better than that in Holland. I brought that to the work place. Hence, I was always three steps

further than my Dutch colleagues who studied here, that was my advantage".

This respondent claimed that she wanted to stress the advantages more than the bar-

riers. She saw her struggle with the language as just another reason to be motivated

and to succeed in a work place that was dominated by men, especially native Dutch

men. In her evaluation, ethnicity and gender shaped her conception of the barriers

she faced but they did not keep her from achieving her objectives.

A Moroccan respondent had similar problems with the Dutch language. He figures

that his colleagues earned more income than he did as a result. He claimed to have

hit the glass ceiling. `This was the feeling I always had'. He claimed not to have had

an advantage from this experience. He characterises it as a never-ending struggle.
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A Surinamese respondent answers the question of the glass ceiling, more often asso-
ciated with limits on female professional mobility, from another angle.

"In the intellectual sense I have risen at a steady and easy tempo but it was the other way
around with my career. This was and is still difficult. I think that I am over qualified for this
present position. I am in the practice these days of shortening my CV. To be accepted. The
advantages have been of an intellectual nature. I am able to use my theoretical knowledge to
get things into focus. I am also less unsure. Previously, I had the feeling that the workers were
rejecting me. I can now distinguish between my function, my private self and their notions".

This respondent declared that she has gained intellectually and in self-confidence
and trust. She does not care much about what her colleagues think about her. If this

also meant applying of new strategies such as shortening her curriculum vitae to get
accepted by higher management, then she will. This was an as ambitious a competi-

tor as they might have presumed.

Another Surinamese respondent claimed that her problem began i3 years ago when

she entered the organísation. `I came in as a coordinator and one worker did not want to
accept me as a black manager. She wanted to put pressure on me to leave. She had worked

z5 years within the organisation and wanted the position, I got. Nowever, within a year she

had to leave. This was actually, because she refused to accept my authority. Right now she

is still at home without ajob'. In response to the question ofwhether she has learned

from this experience, she replied:

"No, I won't know in what sense. You should not lower yourself to the level of racial discrimina-
tion. For instance I got another white woman involved in the issue and she figured that I should
have fired the other worker long ago".

Unlike the female respondents who emphasised being accepted by their colleagues,

an Antillean respondent had different obstacles: striving for emancipation and the

lack of financial resources. She often had to miss classes because she had to work.

She had refused to burden her parents with her expenses. 'They sent me every year a

ticket to come back to Curacao for the vacation, for me that was enough'. This respond-

ent claimed to have had an advantage, which she took to the work place and actually

exemplified her ambition ofwanting to work for everything she had. This was only

one of the respondents who spoke of the additional pressure of them constantly hav-
ing to prove themselves to their native Dutch colleagues.

In contrast to these respondents, a native Dutch respondent cite ill health and giving

birth to her son as barriers. She is not inclined to blame anyone or the system for not

having risen to a higher management position. This respondent claimed that she is
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not planning to leave the organisation. She is trying to implement a diversity policy
and believes in encouraging good practises. Her department is an example ofhow
this policy could and can work. She sees potential in the organization and believes
that she is going to rise higher in the organisation in the coming years.

Many of the ethnic minority respondents did not share this view. Some said that they
were just biding their time until retirement age to leave, yet others were hoping on a
position in another organisation or planning to start their own business. The issue of
perceived or real barriers have several sources.

7.5.2 CULTURAL CONFLICTS AND SOLUTIONS

In an effort to ascertain whether cultural conflicts played a role on the work floor
respondents were asked to inform the researcher whether these occurred. And to

explain these and suggest what should or could be done to accommodate persons of
divers culture within the organisation who are confronted by cultural conflicts. This
poses the question ofwhat should or could the organisation do to make ethnic minor-

ities and other categories of persons feel at home in the organisation.

TABLE 7.5 CULTURAL CONFLICTS ON THE WORK FLOOR

Country of parents' birth

Turkey

Morocco

Surinam

Antilles

Netherlands

Yes No

4 5

5 5

Not sure

1

As many respondents declared that there were cultural conflicts on the work floor as

those who said that there were not. One point ofdoubt by these answers is the fact
that earlier some respondents claimed that ethnic minorities were not faced with
problems within the organisation and another a few others were not sure. It was even
mentioned that some organisations had not witnessed problems because except for
the respondent, who was the manager few or no other members ofethnic minority

groups were employed. In this section, a parallel case could perhaps be made when
considering that the majority claims that there were no cultural conflicts on the work
ftoor. Another point of interest is the almost equal distribution of the respondents

among the ethnic groups. The matter was complicated by a native Dutch respondent
who declared that there were cultural conflicts in his organisation, but that these cul-
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tural conflicts `had nothing to do with ethnicity and everything to do with the unu-

sua] cultural behaviours of some workers, who happen to be native Dutch'.

An Antillean respondent had this to say about the cultural conflicts in his organisa-

tion:

"Yes I think so. The department is a representation of the society. Racism and discrimination
exist in the wider society. Hence, there will be people here who have problems with migrants
and also the other way around. If you are a racist in the wider society: What stops you from
being a racist inside the organisation?"

His opinion was that a person's attitude and behaviour were not conditioned on the

basis of location but rather on character and attitudes. Hence, a racist is apt to think

and act like a racist and would therefore have a difficult time when he enters the work

place trying not to be a racist. This respondent was consequently asked what should

be done to make ethnic minorities feel at home in such organisations.

"There are different things you could do. However, certain actions could be counter productive.
I am against all actions that are specifically aimed at migrants. You have to begin by establish-

ing what sort of competencies workers within certain functions need to have. Then you could
decide to train people in the competencies that are non-existent. For instance, a course per-

taining to the Dutch language will obviously carry more weight by some migrants, who want to
perfect their use of the language. Every form of problematization has it own roots, you have to
deal with the problem and not with the group".

His manner at looking at the issue is premised on rendering equal opportunities to

all, but enhancing the chances ofethnic minorities by offering them compensatory

or remedial training in the areas where they are at a disadvantage. However, there

was also an awareness that offering special treatment to migrants could alienate

employees who think that they are being denied certain privileges or benefits.

His stance was contrary to the views ofa Surinamese respondent who contended that

the only conflicts on the work f3oor were political, but were becoming deep seated.

His story was:

'There are no cultural conflicts in the organisation, but people are influenced by incidents. The
developments around Pim Fortuyn have started a new communication process also in the rela-

tion with the citizens in the Borough. If there is one incident with a Turkish woman, then the
white citizens speak about the Turks and not about one Turkish woman. The statements of the
citizens are centred around stigmatization of minorities I try to show them that this is not the

right way to communicate in our society".
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This respondent went on to describe the sort ofcultural misunderstandings exist in
his borough. He did not mention whether or not some workers and managers brought
their attitudes and prejudices to work. In response to the question ofwhat should be
done to accommodate ethnic minorities in the organisation, he mentioned patience,
sensitivity to dietary preferences and cultural education. His is not a believer in a
grand policy ofchange and appeasement but one grounded in practicality.

A Turkish male respondent had this to say:

"No, my organisation is not open. You can't really tell whether there are cultural conflicts or
not. Everything happens behind the closed doors".

This might be double talk. He later said:'One need to have a clearpicture of all the work-
ers so one can work with them in afruitful manner'. An Antillean respondent employed
in the education sector, while keeping on the issue ofcultural conflicts and solutions,
gives his vision on the issue.:

"Yes, here are cultural conflicts definitely, especially between the teachers and the students.
They do not speak the same common language. It is an issue of communication between
groups who are facing powerlessness and insecurities. It is very complex situation especially in
the education system".

Like other respondents, he recommends creating a more welcoming atmosphere
for the ethnic minorities. 'This must be reflected in your personnel policy, thefood
in your canteen, extra Dutch language ifnecessary. intercultural traíningfor all con-
cerned, Generally, you must invest in your people. It is a question of respect for diversity'.

Nonetheless, if the emphasis is placed on diversity within the organisation it means
that an active diversity policy will have to be implemented. The following section
explores the probable effects of diversity policy on the respondents' behaviour and
opportunities.

7.5.3 INFLUENCE OF THE POLICY ON OWN BEHAVIOUR AND CHANCES

Many researchers believe that the presence of a diversity policy in an organisation

delivers more advantages than disadvantages. Van der Zee (zoo3) views members of

multicultural teams as belonging to various groups. which are influential in forming

their social identity. According to Van der Zee, a Turkish woman who is a chemist

and works for Shell could use any of these identities when she chooses. However,

it is important to know to what extent this Turkish woman chemist will use any of
these identities and to what effect. This study has found that many of the ethnic
minority respondents were not eager to identify with the diversity policy within their

organisations. However, to get a better picture about the influence of this policy in
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relation to their Uehaviour and chances, the respondents were asked whether a diver-

sity policy has influenced them and if so, to what degree. Their incomplete answers

are presented in TaUle ~.6. The answers are incomplete, because next to information

in the TaUle they offered additional clarifications. The respondents who had earlier

claimed there was no diversity policy in their organisation were placed in the scarcely
category. If one does not have a diversity policy in his organisation, then the question

becomes unnecessary.

TABLE 7.6 INFLUENCE OF DIVERSITY POLICY ON BEHAVIOUR AND CHANCES

Country of parents' birth

Turkey

Morocco

Surinam

Antilles

Netherlands

Yes No Scarcely

4 5

3

4

4

6 1 4

The majority of respondents claimed that the diversity policy affects them. In terms
of the effects of the diversity policy, the majority of the native Dutch respondents

stated that their interaction with others has improved Uut that does not necessarily

mean that their chances have Ueen influenced Uy the policy. Some comments that

respondents made in reference to the active diversity policy are presented Uelow. The

first comes from a Turkish male.

"I am the program manager for participation. We are busy with the diversity policy. Diversity
does not mean only migrants and native Dutch it is also about old and young, etc. We are also
preoccupied with interculturalisation. However, as manager when there is a vacancy I will make
sure that someone is employed with another cultural background or someone who has affinity
with the various culture but the interest of the organisation remains very important".

This respondent did not only indicate what the policy did in terms ofhis functioning

in the position of program manager Uut also his intentions to employ someone with

an ethnic cultural Uackground to enforce the policy and at the same time serve the

objectives of the organisation. To him the objectives of the organisation are bigger

than the diversity policy.

In contrast to his beliefs of how the diversity policy ought to work a Turkish respon-

dent describes the influence of diversity policy on her behaviour and chances.
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"Without that policy I would have continued to think the same way. I still work the same way.
The policy makes it easier to deal with certain persons. It is no more than that. If the policy is
not accepted and respected it does not make any sense You could just as well give it up".

The policy makes no difference to her. But she admits that two points are of crucial

importance to having a workable diversity policy: acceptance and respect for the
policy by all stakeholders.

Two Surinamese disagreed. The first was a male who worked for a large government
organisation in Amsterdam.

"It plays a very important role, because I am a promoter of this policy. I am constantly mak-
ing people aware of this policy. I have also sat many time in think tanks having to do with the
diversify policy. I also participated in an Equal project, in November 2005, we had a conference.
And there is an article written by me in Management Executive in November over diversity.
I am also in a European work group pertaining to diversity policy. In that sense I am directly
involved with the policy. In the different facets. I am the diversity man in the organization".

This assertion echoes the overall engagement of this respondent with his organisa-

tion's diversity policy.

His statement is in stark contrast to that ofanother Surinamese respondent who

works for a government organisation in Rotterdam.

"The diversity policy has nothing to do with me or my role in the organisation. I have my own
meaning when it comes to quality and the way in which diversity is explored. I believe that one
should want to apply preferences by the employment of migrants. If the person in question is
qualified then there is no discussíon and mistrust within the ranks of the white workers an oth-
ers".

The assertions of this respondent is not unlike a few others in this study who give
preference to the devaluating of the diversity policy in their organisation. This pre-

sumably has a great deal to do with not wanting to identify with a weak group (cf.

Ellemers, r~~t). His remarks could be taken in the context of the discredited status
ofdiversity policy due to political discussions having to do with diversity policy the
municipality ofRotterdam. Hence, when Van der Zee's (aoo3) thesis is taken into

consideration, one detects a parallel with the social identity theory of Van de Veen
et al. (aoo4) in which the claim is made that diversity policy has the best chance of

success when an individual does not identity strongly with a certain group, culture

or background. The majority ofpoliticians in Rotterdam identified its diversity policy
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with a preference for ethnic minorities. The anti-migrant politicians exploited this

perception to abolish the policy.

The next section inquired into whether an organisation could function now and

especially in the near future without a diversity policy.

7.6 FUNCTIONING WITHOUT DIVERSITY POLICY
Diversity policy is a human resources management tool. Organisations, which reject

its use are eventually going to suffer. Organisations ought to focus on rendering the

best services and products to their clients. The clients of organísations are external

and internal. The ability to deal efficiently with internal clients adds value to an

organisation and enables it to meet the needs of their external clients.

TABIE 7.7 COULD YOUR ORGANISATION FUNCTION PROPERLY WITHOUT PAYING
ATTENTION TO DIVERSITY POLICY?

Country of parents' birth

7urkey

Morocco

Surinam

Antilles

Netherlands

Yes No

2 7

1 9

t 11

1 10

1 9

Not sure

1

1

The majority of respondents stated that their organisation will not be able to function

properly without due attention to diversity policy. However, they did not claim that a

diversity policy should immediately be implemented. In Table ~.~, the necessity for a

diversity policy is in contrast to the number of respondents who commented earlier

on the existence ofa diversity policy in their organisation. More respondents claim

that diversity policy in their organisations will eventually be conducive to the func-

tioning of the organisation. A few ethnic minority respondents opined that diversity

policy is not the answer. They were convinced that their organisation could function

without a diversity policy.

The issue is whether those that claimed that they could continue to function without

a diversity policy have calculated the price of their choice. The Antillean respondent

who stated that his organisation could continue to work without such a policy said:
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"Yes, But this won't be good. It means that you are not aware of a number of loopholes in your
organisation. It is better to know about these and go about dealing properly with diversity,
because you could have a problem without knowing why you have that problem".

This respondent is not alone in his yes, 'but' more has to be done. A native Dutch
respondent concluded that 'even though it seems like yes, this won't be good'. He had
said no to a diversity policy, but was not sure of the consequences of implementing
such a policy.

However, a Turkish respondent was adamant in her rejection of a diversity policy. She
saw a diversity policy as giving assistance to losers.

'I do not see the value of diversity policy. I think migrants should be able to operate in differ-
ent organisations. The possibilities have to be used to get what you want. I only need coaching
for certain things and this should be same with my Dutch colleagues. It has to do with groups
dynamics. I won't feel good working with a diversity policy'.

This last citation reiterates the sentiment among a few respondents that diversity
policy could benefit ethnic minority workers and women. They see themselves as
winners and winners don't need special assistance.

[n the final analysis, diversity policy is viewed as a prerequisite for organisation to
meet the demands of its internal and external clients. Nonetheless, some respondents
are still undecided in regard to whether they want to be associated with a diversity
policy. Hence, they claimed that diversity policy is important for the development
of the organisation in terms of delivering the services and products that its clients
need. Yet they are apprehensive about being seen as profiting from such a policy.
They insist on advertising their success and upward mobility as self-made men and
women. However, 4~ respondents form the 55 cases ín this study stated that their
organisation could not function properly now and definitely not in the near future
without a diversity policy.

7.7 CONCLUSIONS

Diversity policy is an offshoot ofmanaging diversity as propagated by researchers like
Thomas, Jr, (i~~a). Glastra (i~~~) asserts that Thomas, Jr misses the point by placing
too much emphasis on the role of the individual within the organisation to the exclu-

sion of categories which are relevant for the creation oforder and productivity within
the organisation. This chapter has noted that the identity of the organisation depends
on factors such as the mission and vision of the organisation, the workers, the man-

agement, the target group and the role of the organisation in the society. Just as the
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products and services that these organisations produce or render shape the identity of

the organisation, this was the case as far as the characteristics of the organisation are

concerned.

Diversity policy was never whole-heartedly accepted in Dutch organisations as a stra-

tegic or even as a human resources management tool which could benefit all stake-

holders. However, the channels to adopting the principles of díversity existed before

two milestones: the '~-rt' attack in the United States and the rise of Pim Fortuijn in

zooz. These developments have influenced the willingness of some organisations

to implement diversity policy in Dutch organisations. The murder ofTheo van Gogh

by a Moroccarr Muslim added to the uncertainty of decisions makers about having a

diversity policy in their organisation. The municipality of Rotterdam, dropped what

had been an active diversity policy.

Thirty-five of the organisations visited had a diversity policy. Some respondents

viewed diversity as benefiting ethnic minorities and women within the organisation

or as a means of recruiting more of these people. Others viewed the diversity policy

from the broader perspective that it was designed for everyone. [n a few cases diver-

sity policy was seen as a strategic management and human resources instrument that

reflected a way of thinking and acting inside and outside of the organisation.

The colleagues of responderrts, and many respondents themselves were not sympa-

thetic to the effects of the diversity policy. They refused to be associated with this

policy because they did not want to be stigmatised by their native Dutch colleagues.

This confirms the thesis of Gorashi (zoo6) who referred to 'categorical thinking' in

the Netherlands. As it transpires many ethnic minority respondents seemed to have

internalised the opinion of some researchers that meritocracy is the norm towards

upward mobility; there is no discrimination in the labour market, everyone could

progress if he does his best. The ethnic minority respondents were rather very sensi-

tive about being seen or being classified as whiners and complainers. They did not

want to be pigeonholed or backed into a supporter ofdiversity policy or being in an

anti-.anti discrimination corner. Other respondents claimed that colleagues and even

higher management claimed to support the diversity policy but offer no concrete

improvements for ethnic minorities and other protected categories.

As far as cultural problems within their organisations are concerned, some respon-

dents were in denial. They refrain from `rocking the boat'. Many of those respondents

who claimed that there were no cultural problems in the organisation and those who

rejected this notion were in the same breath claiming that what they experienced was

tantamount to social non-acceptance. The perception ofwhether one belong to the

organisation and could give his whole hearted loyalty was related to the feelings of
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many of the ethnic minority respondents. In this respect, many claimed that they had
to work twice as hard as their native Dutch colleagues. They were constantly called
upon to prove themselves. Some respondents claimed that they had not experienced
any impediments to their upward mobility within their organisation, but the major-
ity of respondents said that they had. This majority were of the opinion that they had
been hindered in their upward mobility. Some of the Turkish and Moroccan respond-
ents blamed a lack of proficiency in the Dutch language and not understanding the
ins and out ofWestern culture. Surinamese and Antillean respondents cited the
undefined processes. In this sense they are referring to racism, discrimination and
other exclusionary factors.

Some native Dutch respondents spoke of double loyalty. They were not sure whether
to be loyal to their group oforigin and working class background or to their newly
acquired middle social position or the class above to which they aspire. Even though
only one Surinamese respondent was willing to speak freely about racial discrimina-
tion she remained unyielding in her belief that it was beneath her to react to racial
discrimination. Paradoxically, a majority of ethnic minority respondents noted the
invisible processes or what actually was racial or ethnic discrimination was. Slightly
more than a third of the respondents agreed that ethnic minorities come daily to the
conclusion that everything is okay. Okay is referred to as coping. The conflicts that do
erupt are not necessarily about ethnicity. 'We do not discriminate'. However, wher-
ever a power structure exists and resources are available, one's ethnicity will always
plays some role.

In most organisations that had a diversity policy a majority of respondents claimed
the policy altered their behaviour or improved their chances. A slight majority of
native Dutch respondents stated that, they had been influenced by this policy in
terms ofa change in behaviour but not in regards to improvements in their chances.
Equal opportunity was viewed by a majority of the ethnic minority respondents as a
significant contribution in the recruitment of ethnic minorities. For the majority of
the ethnic minority managers, arriving at equal opportunity via diversity policy was
not totally to be recommended. A few of these respondents declare that they were
staunch supporters of diversity policy. One Surinamese manager declared himself
proud to be the diversity man ofhis organisation. In most of the other cases the
fear ofbeing classified as a loser was a factor that prevented most ethnic minority
respondents from claiming that diversity policy is a solid management instrument,
which could provide benefits for all. Where the owners of business, managers and
personnel chefs to follow this line of reasoning they will miss the point of the eco-
nomic and financial bottom-line.
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The vast majority of the respondents claimed that their organisation could not prop-
erly function now and would not in the future without a diversity policy. However,
they did not claim that such a policy ought to be implemented immediately. The
other respondents were not strongly convinced that they could continue to function

properly now and in the fiature without a diversity policy. The majority of respondents
agree that the diversity policy has a role in their organisation. However, many are

reluctant to admit that it has played a role in their own chances.

[n the final analysis, diversity policy has played a vaguely beneficial role. This leads
also to the answering of the sub-question in Chapter 6: 'Are the mobility processes
within Dutch labour organisations favourable to the upward mobility opportunities

of inembers of the ethnic minority groups?' According to the data, the answer is a
resounding no. Chapter 8. answers the central question of this study and presents the
relationship between the theoretical points of departure and the empirical findings.



8.1 THE ISSUE

Ethnic minorities in the Western societies are often viewed by the media, politicians,

academics and others as unwelcome. In most cases members of these groups are

under persistent pressure to integrate. The assumption is that integration leads to

success. The majority of the members of the ethnic minority groups are said to be

more than willing to integrate, ifdoing so will result in fair and equal opportunities.

This study was a testimony to this development.

The objective of this study was to answer the question ofhow ethnic minority

groups attain upward social mobility in the Netherlands. Socia] mobility research

has produced a huge body of literature on the immense importance ofsocial mobil-

ity via intergenerational processes (cE Thompson, i~~~; Breen and Rottman, i995;

Marshall, i~~~; Chamberlain, r~~8; Bertaux and Thompson, i~~~). There are other

studies, which give credence to individual efforts (cf. Crompton, zooo; Savage, i~~~)

that point to a significant difference between research premised on the individual

and that based on the family. Thompson (i~~~) settled the matter of intergenera-

tional and the individual efforts by claiming that transmission ofsocial and cultural

resources, in terms of social change and upward mobility, is both an individual and a

collective process, which takes place through a two-way relationship. The loosening of

family ties may often be the prerequisite to upward mobility, either backed by family

support or through one's own determination.
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This study applied an intergenerational approach to the efforts of the individual.
Chapter z reviewed the international literature dealing with the premises of the
theories of ineritocracy and those of the theory of class analysis. The conclusion was
then drawn that the class analysis approach was more appropriate for the gathering of
the empirical information. In essence the efforts were geared at finding out whether
the theory of ineritocracy with its emphasis on the influence of education, ability,
effort and innate talents were also addressing members ofethnic minority groups, in
regards to social change and social mobility processes. (Cf. Blau and Duncan, r~6~;
Hasseleraut and Rodriguez, r~~8: Saunders, r995 c~c zooz; Dagevos en Veenman,
i~~a; Veenman, r~~6; Niehof, r~~~). Because the implementation ofa diversity
policy was envisaged as influencing the life-chances ofethnic minorities in organisa-
tions, the theoretical characteristics ofdiversity were also noted. The same goes for
the exclusionary factors in organisations, which could impede or propel the upward
social mobility of ethnic minorities.

By choosing the class analysis approach, it was possible to examine other important
factors. This necessitated documenting the way in which class relates to education,
the total resources of the individual, ethnicity, identity, gender and social networks.
]n an analysis of the mobility strategies used by individuals of differing class back-
grounds, Goldthorpe (aooo:aq~) wrote that children from more advantaged class
origins are better prepared for higher education than children of similar ability from
less advantaged origins. Here a correlation was found between class and education.
However, in many cases, an analysis was done without taking stock of the individu-
al's total resources. As Sorensen (zooo:z4) declared, a person who obtains a higher
education will not orient his lifestyle to the level of income in his youth, but to the
expected living conditions corresponding to his human capital. In other words if the
ability and intelligence are present, children of less advantaged class origins will, like
those from privileged origins, strive to obtain better outcomes than are expected by
virtue of their social class position.

By juxtaposing the meritocracy theory against the class analysis theory it was noticed
that the theory of ineritocracy places immense emphasis on educational qualifica-
tions, efforts and motivation for the pursuit ofupward mobility in an open society.
Empirical evidence found in the literature implied that attained educational qualifi-
catíon without due attention to the individual total resources and his parents' social
class environment will not suffice to understand and explain the social mobility of
ethnic minority members in the Netherlands. Categories such as ethnicity, gender,
and social class do not seem to determine the perceptions that go with this theory of
meritocracy. The same is applicable to researchers who take merit in the open society
as their approach to social change and upward mobility. The class analysis theory
appears to offer a better approach to describe, interpret and analyse the manner in
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which ethnic minorities experience and give meaning to their quest for upward social

mobility.

At the same time, the information with reference to the mobility processes of the eth-

nic minority respondents were gathered from their life stories which were then inter-

preted with the help of the theory of class analysis. The utilization of the life-history

method was designed to collect this information. In this sense, a cue was taken from

Thompson (r~~~), Savage (i~~~), Bertaux and Bertaux (i~~~) Fellowship linkage

was also discovered as an important method in the collection and interpretation of
information from ethnic minority respondents. The objective in this study was not to

calculate what the respondents might have meant to say, but to work from an anthro-
pological perspective and interpret their experiences with them.

8.2 THE QUESTION
The centra] question of this study was, "Which specific factors have been conducive
to the upward mobility ofethnic minorities?" The research was conducted with

respondents from four ethnic mínority groups and those from a native Dutch group
to grasp the essence of their narratives about their upward mobility processes. These

respondents were approached as individuals and not as representatives of their ethnic

group. They also saw themselves as involved in social mobility processes without a
minimum offuss attached to their ethnic group or background.

Four sub-questions were additional tools geared at not missing outstanding aspects
of the relationship between the theoretical points ofdeparture and the social reality

of the respondents. These sub-questions were the following:
t. What role do the parents' social and cultural resources play in the upward mobi-

lity of the respondent?
z. Do the social and cultural resources of the individual create enough resources to

propel him~her into the achieved position?

3. Which structural forces (discrimination, exclusion and domination) are of unde-
niable influence on the labour market performance of these respondents?

g. Is the pursuit ofa diversity policy of any importance for the mobility chances of

ethnic minorities?

177

These four sub-questions structured Chapters q to ~. In the following section, the

findings of the research are reproduced and establishes the link to these answers in
the theoretical discussion.
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8.3 THE FINDINGS

THE SOCIAL MILIEU OF PARENTS

The social environment of the parents (Chapter 4), was of particular interest to this

study in terms of the manner in which resources were transmitted from parents to

respondents. Social and cultural capital plus the links with their social networks were
looked at to understand the influence of the parents on the social mobility processes.
The parents fell into three distinct groups:

r. Turkish and Moroccan parents who were generally first generation guest workers
with a minimum experience and knowledge ofprimary school attendance and

mothers who were analphabetic (cf. Section 4-3.1:.
a. The parents of native Dutch respondents attended school, nonetheless, the vast

majority of them only made it to the primary school level, with the exception ofa
few fathers, who obtained a secondary school education or went on to vocational

college:
3. The parents of Surinamese and Antillean respondents had a better educational

qualification record. Surinamese fathers had received a primary or tertiary edu-
cation. The tertiary training was usually in the Netherlands. ln the case of the
mothers, all of them went to primary school and higher education. Only three of

the Antillean parents stayed at the primary school level while, the others obtained
a secondary or tertiary education.

A difference was found regarding the manner how and reasons why some parents
came to the Netherlands to work and eventually settle, while others did not. The first
Turkish and Moroccan fathers came ín the r~6os and r~~os as guest workers. They

were later followed by their wives and children. Many of the respondents in this study
migrated to the Netherlands as children in the r~~os or r~8os. The parents of the
native Dutch respondents were born and bred in the Netherlands and so were the

respondents. Almost all of the parents of the Surinamese and Antillean respond-
ents resided in Surinam or the Dutch Antilles. Some parents had studied in the

Netherlands but had returned to their country of birth. A few of these Surinamese
respondents had parents who migrated to the Netherlands, with them from r~~q to
r~8z in conjunction with the independence of Surinam, the military coup and~or the

fear of ethnic violence.

The socialisation of the respondents begun in their famílies, whether working- or

middle class. It was found in Chapter q, and later in Chapter 5, that the parents of
all the but one of the respondents were sincerely committed to the education of their
children. They expected their children to achieve more than they did. This belief was

especially popular among the Turkish and Moroccan families, where some parents
were analphabetic and others had obtained a minimum of education. The parents of
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the native Dutch respondent held the same belief ofwanting their children to achieve

more than themselves. In the case of the Surinamese and the Antillean parents,

they constantly encouraged their children to obtain degrees go on to become a top

person in one's profession. This was part and parcel ofa drilling process respondents

had received from their parents. The parents transferred their social and cultural

resources to the respondents, who subsequently made the best of them.

Goldthorpe and Breen (aooo:aq8) stated that children from more advantaged class

origins are more ready to proceed to higher educational levels, while children of

similar ability, but from less advantaged origins, would be reluctant to do the same.

No evidence was found in this study to sustain this thesis. All the respondents in this

study heeded their parents' advice and continued their education. Goldthorpe and

Breen (aooo) presumed that the actions ofchildren had to do with mobility strate-

gies. The researcher agrees since all the respondents maintained and used certain

strategies to get where they wanted to be. It became clear, however, that all of the par-

ents were dedicated to and involved in the education of their children. The social ori-

gin and milieu were of enormous importance in terms of the resources one had at his

or her disposal. Nonetheless, this did not dictate that persons faced with constraints

(cf. the Turkish and Moroccan and some of the native Dutch respondents) were not

prepared and motivated to educate themselves and succeed. The starting positions of

the respondents were dissimilar, but the outcome was more or less the same.

The social networks of the parents were ethnic This is most evident in the case of

the Surinamese and Antillean parents, who were well connected and commanded

access to sources ofpower. However, their social networks were situational and geo-

graphical. In other words, their network connections and relationships were based

respectively in Surinam or the Dutch Antilles and not in the Netherlands. The social

networks of the Turkish and Moroccan parents were limited to their own ethnic

groups and to their social class. These networks were not instruments ofupward

social mobility. The native Dutch parents might have been better connected than the

Turkish or Moroccan parents in the Netherlands, but they failed to profit from social

network relationships. Hence, the usage of the parents' social networks to advance up

the ladder of social mobility was limited.

In terms of the social and economic status measured on the basis of the profession

and job titles, the Surinamese and Antillean parents were much better off than

the native Dutch and the Turkish and Moroccan parents. This became clear when

the professions or work title of the parents when respondents were at the age of t4

were explored. The parents of the Turkish and Moroccan respondents were working

class, while those of the native Dutch were in the working and middle classes. The

Antillean and the Surinamese parents were positioned in the middle classes. Some
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Surinamese parents were even located in the elite class of Surinam. It should be
noted that the snowball sampling method used to recruit the respondents could have
been responsible not only for the number of Surinamese respondents received, but
also for the obtaining ofcertain respondents ofa specific social class. Even though
there were differences regarding the social origin of the respondents via parents
rather class position at destination what the parents had in common was the commit-
ment to the education of theír children. It is safe to say that the parents' social charac-
teristics and environment were relevant in the upward mobility of these respondents.
These parents provided the respondents with the foundation they needed to build on
and achieve future success.

SOCIAL RELATIONSHIPS AND INDIVIDUAL RESOURCES

The individual social relationships and resources were of massive importance for
respondent upward mobility processes. Unlike the parental resources, the personal
resources of the respondents consisted of educational qualification, social orienta-
tion, social skills, life philosophy, membership in civic organisations and institutions,
social networks and knowledge of the Dutch language and culture. These could be
referred to as his total wealth. Using the r4-age conception as a point ofdeparture
it was found that in reference to the social relationships including friends, which
respondents had at that age amounted to a mixed bag. A salient point, in this choice
ofplaymates was the fact that while the majority of Surinamese respondents claimed
to have had friends and playmates from the different ethnic groups, this was not the
case with the native Dutch respondents. The Surinamese respondents were born and
grew up in a multiethnic and multicultural society in Surinam. The native Dutch
respondents lack of friendship with persons from different ethnic groups is related
to the absence of inembers ofother ethnic groups in their vicinity when they were
teenagers.

Many respondents informed the researcher that their 'significant others', next to
their parents, could be divided into other members of their extended family, teach-
ers, and world leaders. The combination of family and teachers was the most popular
construction. A minimum ofrespondents choose world leaders as their 'significant

others'. By comparing what they have achieved ín the educational and professional
field, many respondents were convinced that they had attained more than their
ex-schoolmates. However, the Moroccan and the Surinamese respondents seemed

to be extraordinarily different. Both groups claimed that their ex-schoolmates had
also done quite well both in terms ofeducation and profession. This is explained by
the fact that the majority of the Surinamese respondents went to secondary school
in Surinam with children from the same middle class background. In Moroccans
respondents had attended secondary school in the Netherlands.
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All the respondents claimed to have been highly motivated. Although their parents

were one of the driving forces behind their decision to pursue a higher educational
career, the parents did not interfere in the choice of respondents' study subject or

profession. There were cases ofparents having other wishes than the respondents
but in the end, the wish of the respondents prevailed The majority of the respondents
choose to enrol in college or university courses in order to enter a certain profession.
Among respondents having had an opportunity to choose another course of study,
the majority would have chosen something else. The majority also stated that their

priority to obtain as education with support from their parents and to establish a

good social position and more life chances. In fact these respondents in their choice
of study subjects and professions were bent on achieving certain goals. To many of
these the degree or certificate was an objective but also a vehicle for upward mobility.
The main drive of most of these respondents was to achieve more than their parents

and their peer group.

In terms of having social contact and making friends outside of one's own ethnic
minority group, when the respondents were at college or university the Surinamese
and the Antillean respondents were more adept in this area than the members of

the other ethnic groups. Among respondents who participated in this study only a
minimum were members of a Dutch student foundation. However, some of these
respondents were members of student foundations or groups catering to their own
ethnic group. Students of these ethnic groups kept their social and ethnic distance.
This was also obvious in their relationships native Dutch students, lecturers and

professors. These relationship were described as "practical". One of the consequences
of this sort of social relationship is that when the study was over, the contacts ended.
Many respondents evaluated their relationship with others during their study in
terms of the effects of skin colour and ethnicity. It appears that ethnic identification
was the order of the day (cf. Zweigenhaft, zooi). The Caribbean (Surinamese and

Antillean) respondents were most open about having to deal with exclusion, which
was related to their ethnicity and skin colour. The other respondents claimed not to
have had any such problems, with the exception ofa few Moroccans.

The educational qualification of the respondents, showed that the Surinamese

respondents were the most educated. This was the case with the males as well as
with the females. Most of the Moroccan group had attended a vocational college. This
was also the case with the native Dutch and the Antillean respondents. More Turkish

respondents went to the university than to college. Most of the respondents had
network connections. However, they did not use these networks (ethnic or general)

to obtain a higher position. Some respondents received help from a general network

connection. The non-use of network connections was probably related to the sense
that many respondents wanted to be seen as 'making it' on their own.
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The respondents were asked to explain their present relationships. The majority

of the respondents described the nuclear family, the extended family and friends.

The Surinamese and the Turkish respondents has the most friends who belonged

to their ethnic group. The Surinamese respondents also had the most contact with

their neighbours. In terms of the number of activities the respondents had outside

of the work environment and related to civic duties, all of the respondents except the

Antilleans participated in these activities. The Antillean respondents claimed to be

more interested in raising their children and enjoying recreational activities. The

Turkish and Moroccan respondents were more active in the Dutch labour unions and

the political parties than the other respondents. Only the Surinamese and Moroccan

respondents were members of churches and mosques. It transpires that only the
Surinamese respondents who claimed to be open to social relationships with mem-

bers ofother ethnic groups. This could possible be a spin-off of the Surinamese cul-

tural history of mingling with other ethnic groups.

The respondents in this study had in their possession next to their higher educational

qualifications the social intelligence to make and keep contacts, which some of them

sought to maintain. Nonetheless, during their period of study, there was a mínimum

of investment in relationships with the native Dutch students, or lecturers. This was

also the other way around; the native Dutch did not make an effort either. What does

this say about the thesis ofSnel et al. (aoo6) regarding the `the social and cultural

aspects of integration'? The conclusion is that the ethnic minority respondents might

have achieved social-economic integration but are yet to be socially and culturally

integrated into Dutch society. The Surinamese respondents could be the exceptions

because they tried to reach out to others. The Turkish and Moroccan respondents are
involved in the Dutch political parties and Dutch labour unions. They are perhaps

better placed than the other respondents to make use of their political positions to

improve their career opportunities. The Antillean respondents are the least involved

with these sorts ofcivic duties or activities. The question is whether this could affect

their career chances in the future.

The above findings open a wíndow to knowledge, in the sense of where the Turks and

Moroccans are heading in comparison to the Surinamese and Antilleans. The Turks
and Moroccans are apparently better net workers than the Surinamese, Antilleans

and native Dutch respondents and will probably surpass the others in the near future

on the career ladder. It could be noted that the personal, social and cultural resources
of the ethnic minority respondents provide the tools for upward mobility. This was

also the case with the native Dutch respondents. However, some respondents were

better prepared than others to use these resources.
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THE MOBILITY PROCESSES

Entering the labour market and attaining a management position by members of

ethnic minority groups was not dependent on educational qualifications and good

efforts alone. Many more factors played a role in determining whether a respond-
ent attained a particular position. In this study, it was noticed that the respondents

utilized a variety of inethods and strategies to enter the Dutch labour market. Some

entered as apprentices and got a job later in the same organisation, but the majority

of the respondents applied for their first paid job. There were three ways to become a

manager: promotion, a request from a more senior manager to apply or applying. The
majority of respondents applied for their positions. Promotion opportunities seemed

to have been at a minimum. Even though in some cases the higher management

would have known what the capacity and management talents were of their own peo-

ple, this was not enough to get them promoted. The prevailing culture seems to have

been one ofknowing that a position was available and applying for it.

The respondents said to have surely benefited in the having of a management posi-

tion. Nonetheless, one has to feel at home in an organisation before he can func-

tion optimally. The majority of respondents claimed to have felt at home within

their organisations. The native Dutch were more at home than all the others. The

Surinamese, Antillean and native Dutch were better paid than the Turkish and

Moroccan respondents. The partners of the Surinamese and the Antilleans were
the best paid, and most of them were native Dutch. In the majority of cases, the

Moroccan partners had no income because they were housewives. In terms ofsocial

status measured on the basis of take home salaries the Turkísh and the Moroccan

respondents will be at a lower middle class position than the native Dutch, the

Antillean and the Surinamese, especially when the incomes ofboth partners were

added up as one household income. However, one's place in the middle classes

depends on more than the take home income. There are other factors such as status,

job title, place of residence, civic activities and others.

When the attainments of the respondents were compared with the achievements

of their parents, it was found that a big contrast existed between the answers of the

Turkish and Moroccan respondents and those of the Antillean and Surinamese

respondents. The Turkish and Moroccan respondents were sure that they have

achieved more ín the material and immaterial sense than their parents. In the case

of the Surinamese respondents, they had doubts. There was only one female who

was sure that she had achieved more than her parents. A few Antillean respondents

claimed to have achieved more than their parents. The majority of the native Dutch

respondents had achieved more than their parents. The others claimed that their

parents had attained more. If the information above is anything to go by it could be

inferred that the Surinamese parents and some of the Antillean parents had either
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maintained their social class position from the time that the respondents were r4 and
in some cases they would have accumulated more wealth, knowledge and contacts
in their own societies. The Turkish and Moroccan parents were relatively stuck in
the same social class position of many years ago. In the native Dutch, a differential
amount of information was obtained, where the social circumstances have changed
gradually for some and not for others.

As far as the professional status of the manager was concerned, many respondents
claimed that their parents, friends and family members are proud of them. Some of
the respondents mentioned however, that their friends are of the opinion that they
deserve more. There is also a difference between the manner in which the friends of
native Dutch respondents react to their management position and the friends of the

ethnic minorities. The native Dutch friends view the position as a job, or a function,
nothing more than that. In the case of the ethnic minority managers, they received
more respects and validation from members of their own ethnic groups and others.

Those respondents with a native Dutch partner are said to be amazed in relation to
how little their management position is valued in the native Dutch circles. In the
analysing of this information the conclusion could be drawn that the native Dutch
friends are accustomed in their circles and in the society as a whole ofseeing and
hearing ofpersons acquiring certain positions of 'social power'. This development is
not common knowledge in the ethnic minority communities. It is not often that they
see or hear ofan ethnic minority manager in a Dutch organisation.

Many respondents claimed that the job satisfaction and the feelings ofwhether one is
at home or not in the organisation have to do with the communication and relation-
ships in their organisation. Some respondents placed much value on the quality of

the relationship which they had or maintained with their colleagues. It was found
that the colleagues of respondents were divided into three categories: Ethnic and gen-
der diversity; whites only; and mostly Dutch. The group ofnative Dutch only, spoke

for itself. It means that the persons employed in these organisations or departments
were all native Dutch. In these only whites organisation the Surinamese respondents
were seen to be delivering the most the largest number of persons from the other
ethnic groups employed in one of these organisations. In general, the majority of
respondents claimed that their relationship within the organisation is good, friendly
and practical. The relationship with colleagues influenced and informed the mobil-
ity processes. The communication between respondent and colleagues was said to
be generally friendly. However, a few respondents were not prepared to invite their

native Dutch colleagues to their homes. The relationships were ofa professional and

not a social nature.
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Discrimination is an obstacle to upward mobility. Only the Surínamese respondents
admitted that there is racial discrimination in their organisations. The majority of

native Dutch claimed that they too have been discriminated against. Women tended
to speak of sexual discrimination and the men ofpolitical discrimination. Racial
discrimination, however, is difficult to prove. An example is the assertion of a few
Moroccan respondents that they were never confronted with racial or ethnic discrimi-
nation, yet most of these respondents recount stories that might have been coloured
with discrimination. In general, the tenor of most of the narrative of the ethnic
minorities could easily influenced one to think that most of what they had to say
could be interpreted as racial, gender and other sorts ofdiscrimination. This could be
referred to as fear of the anti-antí- discrimination syndrome, or denial.

In terms of the benefits of mobility, it could be concluded that these processes did not
really work in the interest of the ethnic minority respondents. The factor ofexperi-
ence in the labour market and its relationship to upward mobility ofethnic minorities

was riddled with constraints. The ethnic minority respondents were however able to
turn events to their advantage.

THE ROLE OF DIVERSITY POLICY

This study looked at diversity policy in Dutch organisations. Ethnic minority manag-
ers were consulted to ascertain whether this policy had had any influence on their
professional advancement. The nature of the organisation, which informs the identity

of the organisation was looked at to determine whether this organisation had arrive
at a certain stage in its development and ready to implement a diversity policy. It was
found that the identity of the majority oforganisations in this study had chiefly to do
with a combination of factors, such as vision, mission, the management, workers, the
product and others. Respondents described the characteristics of their organisation

in terms of the same combination of factors. A total of 35 respondents claimed that
their organisations had an active diversity policy.

Organisations, which could be considered multicultural were not found during this
research. The presence of many members ofethnic minority groups in an organisa-

tion did not make it pluralistic or multicultural. In many cases, the diversity policy
was defined as narrowly as possible. This contrasted with Benschop's (aoor) thesis
that diversity policy ought to minimise fear and uncertainty in organisations and

at the same catering to a broad number of stakeholders. The social reality was that
many members of ethnic minority groups in some organisations were reluctant to

identify with the diversity policy because they were worried that their native Dutch

colleagues would assume that they were unqualified for their position. To many of
these managers it was obvious that a diversity policy could serve the bottom line (see

Thomas, Jr., t~~z) and not a philosophical notion ofhelping ethnic minorities to
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obtain higher posítions in their organisation. However, these same respondents were

not prepared to commit themselves to the present diversity policy in their organisa-
tion.

Some respondents declared that their colleagues were indifferent to and ambivalent
about the diversity policy. Their colleagues did not view this policy as a threat to their

own position. The pressure was on the ethnic minority manager to prove whether he

or she had truly earned the position. Because many of the ethnic minority respond-
ents refused to be identified with the diversity policy it was easier for the native Dutch

colleagues to view the policy as ineffective. Actually it was the tasks ofhigher man-

agement and others in the management team to sell the idea of diversity policy to all

stakeholders and to educate them pertaining to its benefits for the servicing of the

bottom line. This was not done as well as it should have been.

Most of the respondents claimed that ethnic minorities had cultural problems in

their organisation. Another ten respondents were not sure and ten others said that

they did not have cultural problems. This was interpreted to mean that these manag-
ers did not go all the way in disclosing the information in relation to these problems.

The later statements of some of these very managers, confirmed this assumption. A

majority of respondents also claimed that the age of the present director and their

own age plus the non-existent of promotion opportunities have dented their interest

to achieving more in their present organisation. They viewed these factors as obsta-

cles to their advancement. Only a few respondents disagreed and some were not sure.

Interestingly enough, a majority ofnative Dutch respondents expressed the opinion

that there were barriers to their upward mobility in the organisation. All of the native

Dutch respondents said that they felt at home in their organisation. These manag-

ers apparently did not see a contradiction between feeling at home and accepting the

limitations on their professional advancement within the organisation.

Respondents split almost equally over the presence ofcultural conflicts in their

organisation. One native Dutch manager stated that cultural conflicts did not have

necessarily to do with ethnicity. The existence of cultural problems was a real one.

However, the conclusion was thereafter drawn that and the statement made 'wher-

ever there is ethnicity there is a potential for cultural conflicts'. Ethnicity frequently

entails identification and competition among members of different ethnic groups.

These cultural conflicts are inevitable, in organisations and in society.

In case of the effects of the diversity policy on respondents' behaviour and their life

chances, it was found that of the 35 organisations which pursed a diversity policy
z8 respondents claimed that the policy affected them personally. The native Dutch

respondents who declared that they were affected were quick to state that they change
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the way they related to ethnic rninorities, but their professional status have not been
affected nor their position within the organisation.

The majority of respondents claimed that their organisation would not be able to
function properly without a diversity policy. There was no consensus among the

respondents regarding for whom such a policy should be implemented.: 'Such a
policy is good but it is not meant for someone like me'. Another frequently- heard

statement was: ' When they are ernploying new people they should look at the quality

of that person and not at his ethnicity'. The diversity policy seemed to be a small fac-
tor in the upward mobility of ethnic minorities. Although respondents were familiar

with the diversity policy and some were supporters of the policy, others saw it as
being inconvenient. The opponents ofa diversity policy outnumbered the supporters.

Many ethnic minority supporters of the diversity policy were of the opinion that the

policy should be aimed at other ethnic minoríties.

8.4 CONSIDERATIONS
The attainment of a university or vocational degree was an important factor in
upward social mobility. All the respondents in this study had a degree either from

a vocational college or from a Dutch university. Some respondents first obtained a

college degree and followed it with a university degree. Social class did make a dif-
ference, but it had to do with the social class origins of the respondents. The Turkish

and Moroccan respondents had working class origins. They had parents with little
are no formal education. Their fathers tended to be labourers or blue collar factory

workers. The native Dutch respondents were somewhat better off, compared to the

Turkish and Moroccan respondents. Their parents had attended primary and some-

times secondary school. Most of these parents (including some mothers) held blue-

and white-collar jobs. The Surinamese and Antillean respondents were from the

middle classes. They had more resources and possibly fewer constraints. However the

class destination ofall the respondents was more or less the same.

This study concurs with Jackson ( zoor) that employers did not offer a position to the

respondents on the basis of their educational qualifications alone. The assumptions
of researchers in regards to education qualifications as being just one of the factors

were confirmed in this study ( cf Gowricharn, r~~r; Glastra, t~~~; Crompton, r~~8

ik, aooo; Sorensen, aooo; Plaza, r~~8). The possession of a social network was sig-
nificantly influenced by the social skills of the respondents. This was not the case

during their vocational and university studies. Their relationship with native Dutch

strictly work- or study- related. In their present work or social positions the relation-
ship with native Dutch is much the same, except for a few respondents who have

native Dutch partners. Like their parents, these respondents have their social net-
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works but they are not yet effective in upward mobility. The findings do not support
Rossides (r~~~:.}t3) who stated that'the social experience of blacks in the USA had
shaped them for failure'. In this study, the ethnic minorities knew what their goals
were and were prepared to reach them.

Gowricharn (i~~a) asserted that the ideology in the Netherlands in regard to the
integration of inembers ofethnic minority groups was that their participation in
the labour market would solve their problems. One could agree that participation

in the labour market matters to everyone, regardless ofethnicity, class or status.
Nonetheless, labour market participation could be just one of the aspects which
propels members ofethnic minority groups into management positions. It is also

obvious that being a manager (or any occupational status) does not necessarily lead to
social mobility. One needs to participate in civic organisations, community service,
and have the right kind of residence. People from the working and middle classes
could at some points in their career share a class position on the basis of their occupa-
tion, job title and other factors. However, the upward mobility depends on their total
wealth and their packet of strategies.

The class position of the parents could have compelled the Surinamese and
Antilleans to have a more relaxed view of life, since their class of origin were more

or less their class destination. They were early members of the middle classes. Their
only worry could have been downward mobility (cf. Teles et al., zoo5). Among the
Turkish and Moroccan managers, the fact that they had working-class parents might

have given them an added incentive to work harder to enter the middle classes. This
could explain why the Turkish and Moroccan managers are more interested in the
civic duties which could bring better access to resources of power. The Surinamese

are also engaged in civic activities but seem to obtain less noticeable rewards form
their efforts. By the same token, the Surinamese and certainly the Antillean manag-

ers are lagging behind. The native Dutch are in the middle, between participation in
some networks and making a conscious effort to become or stay upwardly mobile.

he Surinamese and Antilleans certainly run the risks of being eventually surpassed
by the Turks and Moroccans in their upward mobility. [n this case one could speak

of the Surinamese and the Antilleans suffering from a slight form of social mobility

stagnation. It means that even though the Turkish and Moroccan respondents and to
some extent the native Dutch respondents had a longer distance to travel from their
class oforigin to their present social class position, they did that. The distances of the

Surinamese and the Antillean respondents were shorter, the question is whether this
stagnation of the Surinamese and Antilleans could be explained on the basis of race
and ethnicity. If racial or ethnic discrimination does not matter, why are Surinamese

and Antilleans being left behínd? Gender discrimination might be less noticeable,
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but it does not change the fact that black, migrant and refugee women bear the dou-
ble burdens ofgender and racial discrimination. However, in terms of resources such
as parents' social environment, proficiency in the Dutch language, knowledge of
Dutch cultural norms and parental financial support, Surinamese and Antilleans in
this study seemed to have retained an advantage in terms of their take-home income.

According to Zhou (aoo5), different ethnic minority groups use different strate-
gies to cope with and thereby influence their mobility outcome. In this study, ethnic
minority strategies were surely applied. An example is the ethnic minority manag-

ers, who claimed that they were never confronted with racial discrimination at work.
Yet, many of these same managers were quick to describe incidents which they sus-

pected could have been racism, sexism or something of the sort. It stands to reason
that because of the political environment in the Netherlands, it is futile to mention
racism, sexism or discrimination because of the myth that they do not exist. Many
respondents had chosen to go along with this ideology of a racism-, sexísm- and dis-
crimination-free society.

It was noted earlier that the respondents were unwilling to be seen or portrayed as
been victims and~or losers. In their minds, they are winners. However, the thought of
being winners seem to blur their awareness to the cultural problems ethnic minori-
ties face in organisations. The thought ofbeing caught up in a anti-anti discrimina-

tion context have deterred many from speaking freely about the manner in which
upward mobility processes in organisations might have been constrained. The mobil-

ity processes in these organisations do not necessarily serve the interest ofethnic
minorities, but although less favourable than they expected, the ethnic minorities
prevail.

The main obstacle to the implementation of a diversity policy seemed to have been

the attitudes and political economy within the Netherlands in the last zo years.
Meermans and Scholten (aoo3) referred to `narrow' and a'broad' definitions of
diversity policy. Diversity policy was frequently associated with the interests ofeth-

nic minorities and to a lesser extent women and senior citizens. Some respondents
reported that many ethnic minority sought to distance themselves from diversity pol-
icy. A few ethnic minority respondents were willing to express their support for diver-

sity and what this policy has meant to them personally. It goes without saying that in
the organisations with such a policy it was generally developed and implemented on

the basis ofcultural difference. Hence, the lines of Hofstede (r~8q) and Trompenaars
(i993) were followed. Siebers (aoo4) focused on differences and inequality in his def-
inition of multiculturalism. One assumes that this importance ofcultural differences

in the diversity policy in Dutch organisations was related to what Ghorashi (zoo6)
called `categorical thinking, where people are defined by their cultural background.
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Hence, cultural differences seem to be the basis upon which diversity policy has to be

developed and be implemented.

Another interesting finding which contradicts the theory of ineritocracy, is the claim

that the Netherlands is an open society that offers equal opportunities to all. The case

ofachievement overriding ascription has not been proven (cf Niehof, i~~~; Braat en

Veenman, i~~o; Dagevos et al., aoo3; De Graaf and Ganzeboom, r993; De Graaf and

Luijkx, i993). This study has shed more light on this issue and concludes that this

is not the case. There is hope and more avenues with opportunities are opening up

but one social class still plays a role in the allocation ofcertain positions, inclusive

top management functions. Even when members of the ethnic minority groups have

degrees from the best Dutch colleges or universities, familiar with Dutch cultural

habits, and are driven to work harder than even native Dutch, this does not guarantee

that the mobility processes will work in their interest. The ethnic minority respond-

ents in this study have prevailed but just that for the time being.

The researcher did not find out much about ethnic minority managers at the top
of Dutch organisations in the civíl service, health care, welfare services, or educa-

tion. The point is, that these managers do not work there and therefore cannot be

counted. This supports the thesis that the Netherlands might be an open society

for native Dutch but is only partially so for members of ethnic minority groups. All

the respondents reported limited social mobility. This was most noticeable among

the Surinamese and Antilleans than among the native Dutch. The Turkish and the

Moroccan respondents are the ones who had really moved from their working class

origins into a middle class destination.

Achievement does play an important role in upward mobility ofethnic minorities

but ascription remains the norm in obtaining certain management positions in the

Netherlands. The respondents had all reached the management level, but were hop-

ing for hígher positions which seem to be out of their reach. Education, like social

class background play a significant role in upward mobility, but so too do ethnicity,

class, gender, racial discrimination and strong social networks. Even when faced with

exclusionary constraints the ethnic minorities in this study were all eager to get to

the top and were willing to use the resources they had at their disposal. When the

mobility processes in the organisation and the diversity policy did not work in their

favour, they were still determined to persevere. They saw themselves as winners in

Dutch society. However, stakeholders need to make an extra effort to accommodate

them, because the peculiarities ofclass and ethnicity will always have a role in the

social mobility ofethnic minorities in the Netherlands.



i. In this study upward and social moUility are used interchangeaUly.

ii. Jackson quotes (Young, i~~8:94) in his thesis that intelligence and effort together

comprise merit (1 t E- M). 'In Young's meritocracy, the ranking of individuals is done

purely on the bases of the measures ofintelligence and effort: those with the highest scores on

these variables will be at the top of the occupational hierarchy, those with the lowest at the

bottom' (Jackson, zoor:31.

iii. [n ~~~8, Amsterdam implemented a diversity policy as an alternative for its ethnic

minority policy, in response to voca] criticism ofmulticulturalism. This was also

a method of switchíng from structurally subsidising migrant organisations to the

provision of project suUsidies in the framework ofneo-]iUeral politics ( Uitermark en

Van Steenbergen, zoo6).

iv. Gowrícharn (t~~z) had predicted that these laws were going to fail because of the

Dutch normative perception.

v. Next to the import of Africans to work as slaves on the plantations great numbers of

Hindi, Javanese and Chinese labourers were imported from Asia in the ~~`h century,

after the abolition of slavery in t863 by the Dutch, to work on the land and farmíng

activities.

vi. In reference to Antilleans, this concept includes Arubans and people of the Dutch

CaribUean islands of St. Eustatia, Bonaire, Saint Martin, Saba and especially Curacao,

which is the Uiggest.

vii. In an effort to show how Rational Action Theory works in relation to Class Analysis,

Goldthorpe uses Bourdon's (i974) positional theory ofaspiration to explain the

distinction between 'primary' and 'secondary' effects on the stratification of

educational attainment (Goldthorpe, zooo:i~o).

viii. The Turkish and Moroccan groups are taken here are compared to the Surinamese and

Antillean groups Uecause the educational level and occupational status of their parents

are quite different.

ix. According to Dagevos en Veenman, Hindus are encouraged by their religion to

maximise their abilities. Hence, the acquisition ofadvanced education is a source of

social prestige within the community (Dagevos en Veenman, igqz:~~).

x. Joop Den Uyl, was a popular leader of the Dutch Labour Party (PvdA) in the ~o's and

early r~8o's. He is renowned for his efforts to disseminate more welfare, work and

knowledge to the DutcU working class and Ueing politically friendly to migrants.

xi. In c965, there were about 8.8oa persons of Turkish origin living in the Netherlands.

These were chiefly men living in makeshift and unsafe dwellings. They had to ]earn

to share their dwelling space with other migrant workers. The Turkish women and

children Uegtm to arrive later, in accordance with the policies of family reunion and

reached its peak in i974, and later around r~8o (DemirUas. i~~o).
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xii. The concept national is use here in the sense of nationality rather liberal in this sense

because most people who are labelled Surinamese and Antilleans in this study are

Dutch nationals. Moreover, many of the Turkish and Moroccans respondents in this

study are Dutch by naturalisation. The Moroccans they have dual nationality. Hence,

'national' says more about the birth country of the respondents' parents than about

the respondents. Surinam gained its independence from the Netherlands in r975. The

Dutch Antilles are still Dutch colonies.

xiii. Family is used here to denote the nuclear family. The extended family includes the

respondents' parents, siblings, cousins and other relatives.

xiv. In the Netherlands, there is a habit of joining a broadcasting company. This

broadcasting company earns a section of its budget by providing its members with a

weekly television and radio guide. It is a throwback to the days ofcompartmentalisation

along social political and religious lines. This tradition is falling by the wayside,

partially because daily newspapers and some website normally carry the daily TV

programmes.

xv. The majority of these ex-school mates would have been native Dutch and other

members of the ethnic minority groups, depending on where the respondent went to

school.

xvi. RADAR, based in the Rotterdam-Rijnmond region, promotes E-equality and opposes

racism and discrimination. People who believe that they have been discriminated

against could go to RADAR for assistance.

xvii. The intention at this point was to see the respondents compare their organisation's

diversity policy to others in the same field. This course was not further followed

because in the gathering of information only;5 respondents claimed that their

organisation had a diversity policy. A comparison then becomes redundant when the

organisations ofzo respondents cannot be compared to others.

xviii. This bears reference to ~-ir and zooz when Pim Fortuyn, a anti-Muslim and anti

migrant politician in the Netherlands became very popular with his rhetoric but was

murdered.

xix. At the time of this interview in zoo4, Leefbaar Rotterdam, a right wing, anti Muslim

and anti-immigration party, was the largest partner in a coalitíon government with the

Liberal and the Christian democrats in Rotterdam. They were voted out of power in

March zoo6.

xx. See note xx,. Alderman Jansen was a member of the Liberal party, which nationally has

a dubious way ofdealing with issues having to do with migration and integration. The

party is right wing inclined and is not seen by many ethnic minorities as a party that

has their interest at heart.

xxi. Theo van Gogh was a native Dutch filmmaker and columnist who criticised Muslims

and especially the Moroccans. A Moroccan Muslim fundamentalist in Amsterdam

murdered him in zoo;. This murder complicated relations between some native Dutch

citizens and some members ofethnic minority groups.
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Over de sociale mobiliteit van etnische minderheden in Nederland is weinig bekend.

In studies over deze groepen gaat het vaak over werkloosheid, tienerzwangerschap,

het ontbreken van de juiste startkwalificaties, slechte huisvesting, de slechte beheer-

sing van het Nederlands, de gebrekkige integratie en - in de laatste jaren - de radica-

lisering van de islamitische jongeren. Het aantal studies over de opwaartse mobiliteit

van leden van deze groepen is gering.

Daarom ligt de focus in de onderhavige studie op de sociale stratificatie van etni-

sche minderheden. De centrale vraag luidde: "Welke specifieke factoren bevorderen de

mobiliteitsstijging van etnische mínderheden?" Omdat er nog steeds sprake is van mo-

biliteitsstijging, is ook nagegaan hoe betrokkenen in het verleden hebben gereageerd

op dilemma's die zij op hun weg naar de 'top' zijn tegengekomen, welke keuzen zij

hebben gemaakt en met welk resultaat. De operationele onderzoeksvragen luiden: (i)

Welke rol hebben het sociale en culturele kapitaal van de ouders gespeeld in de stij-

gingskansen van de individuele respondent?, (z) Was het sociale en culturele kapitaal

van de respondent voldoende om de gewenste positie te verwerven?, (3) Welke facto-

ren hadden invloed op het functioneren van de respondenten?, (4) [s het bestaan van

diversiteitsbeleid in de arbeidsorganisatie van belang voor de mobiliteitskansen van

etnische minderheden?

Uitgangspunten in deze studie zijn de klassenpositie en de etniciteit van de responden-

ten. Door deze benadering kon het verschil tussen de positie van de ouders en die van

de respondent in beeld worden gebracht. De doelgroep in de studie was afgebakend tot

leidinggevenden op midden en hoog managementniveau uit de Surinaamse, Turkse,

Marokkaanse en Antilliaanse groepen in de sectoren zorg, welzijn, onderwijs en de

overheid. De redenering was dat een hoge positie niet alleen het gevolg is van een hoge

opleiding. Wanneer deze personen zijwaarts in de arbeidsorganisatie zijn ingestroomd,

moest er gekeken worden of er een verticaal (of diagonaal) traject is afgelegd.
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Omdat het aantal leidinggevenden beperkt is~was en niet gelijk verdeeld over de
verschillende etnische groepen, zijn 55 casestudies verricht. In deze groep bevinden
zich ook autochtone Nederlandse managers. De respondenten werden geworven via
de sneeuwbalmethode. Van de respondenten werd de levensloop gereconstrueerd,
een benadering die de beste garantie bood om de complexiteit en dynamiek van
de diverse stijgingsbevorderende variabelen in beeld te brengen. Hierbij is gebruik
gemaakt van een halfgestructureerde vragenlijst én door participatie en observatie in
diverse etnische minderheden gemeenschappen opgedane ervaring en kennis. Ook
is 'fellowship linkage' als methodiek gebruikt, bij deze werkwijze wordt er gebruik
gemaakt van informele contacten. De aard en combinatie van deze kwalitatieve
methoden (interviews, biografische analyse, participerende observatie en fellowship
linkage) hebben geleid tot materiaal over de relevante factoren en hun werking. Door
de arbeidsintensiteit van de gekozen methoden moest het aantal casestudies worden
beperkt (hoofdstuk i t~m 31.

In hoofdstuk 4 is getracht te achterhalen ofhet sociaal-economische milieu van de
ouders met de bijbehorende hulpbronnen en beperkingen belangrijk was voor de
opwaartse mobiliteit van de respondenten. Er is ook gekeken naar de betekenis van
deze startpositie voor de respondenten, in de zin van de personen met wie zij zijn
omgingen en de invloed van deze factor op hun schoolcarrière.

De meeste Surinaamse en Antilliaanse respondenten kwamen naar Nederland
om te studeren; zij zouden na hun afstuderen naar het land van herkomst terugke-
ren, hetgeen overigens niet gebeurde. De overgrote meerderheid van de Turkse en
Marokkaanse respondenten was als kind in het kader van gezinshereniging naar
Nederland gekomen. Zij maakten kennis met het Nederlandse onderwijsstelsel als
zij-instromer. Enkele respondenten kwamen na hun twintigste jaar naar Nederland
als asielzoeker en zetten hier hun opleiding voort.

Het onderwijsniveau van de ouders van de respondenten verschilde. Het opleidings-
niveau van de Turkse en Marokkaanse ouders was nihil of laag; veel van deze ouders
zijn dus ófniet naar school gegaan óf ze hebben de school bezocht en al dan niet
slechts het basisschooldiploma gehaald. De ouders van de autochtone Nederlanders
hebben allen ten minste de basisschool doorlopen. De Antilliaanse en Surinaamse
ouders waren beter geschoold dan de ouders van de overige respondenten. In som-
mige gevallen hadden ze een hogere opleiding dan de lagere school; er waren zelfs
enkele vaders die wetenschappelijk geschoold waren aan een Nederlandse univer-
siteit. Ondanks het verschil in bronnen waarover de diverse ouders van de respon-
denten uit de verschillende etnische groepen beschikten, hebben zij een wezenlijke
invloed gehad op de wens van de respondenten om te gaan studeren. De ouders heb-
ben naast het stimuleren van de respondenten om te gaan studeren in veel gevallen
financieel in hun verdere opleiding geinvesteerd.
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In het onderzoek bleek ook dat de ouders van de respondenten vooral over etnisch-

sociale netwerken beschikten, die niet waardevol waren voor de opwaartse mobiliteit

in Nederland. Niettemin heeft de sociale achtergrond van de ouders een cruciale rol

gespeeld in de motivatie en ambitie van de respondenten om te gaan studeren en in

materiële en immateriële zin, meer dan hun ouders, te willen bereiken.

In hoofdstuk 5 zijn de sociale oriëntatie en de opgebouwde relaties van de responden-

ten in kaart gebracht. De sociale oriëntatie werd beschouwd als een belangrijke factor

om de wijze waarop respondenten in het leven stonden te achterhalen. Deze levens-

houding bepaalde de zelfidentiteit en sociale relaties van de respondenten enigszins.

Samen met het behaalde opleidingsniveau vormen de sociale oriëntatie en relaties

een onderdeel van hun sociaal en cultureel kapitaal. De sociale relaties waren in de

meeste gevallen etnisch gekleurd en gebonden.

Voor de meeste respondenten was de belangrijkste 'andere' persoon naast hun

ouders, een leerkracht, familielid of vrienden.

Bij sommige respondenten stonden de motivatie en keuze voor een bepaalde

studie al vanaf de middelbare school vast. De belangrijkste motivatie van de meeste

respondenten was dat zij meer dan de eigen ouders wilden bereiken (zie hoofdstuk q)

om hogerop in de maatschappij te komen.

Vriendschapsrelaties tussen verschillende respondenten met zowel personen uit

andere etnische groepen als autochtone Nederlandse studenten en docenten tijdens

het volgen van een studie op de hogeschool of universiteit waren gering. Factoren

zoals cultuur, huidskleur en etniciteit, en de wijze waarop anderen met hen omgin-

gen, hebben volgens de respondenten een bepalende rol gespeeld in hun opstelling

ten opzichte van anderen. De meeste respondenten waren vaak geen lid van een

Nederlandse studentenverenging; respondenten die wel lid van een vereniging waren

geworden, kozen voor een vereniging die gestoeld was op de eigen etnische achter-

grond. Het ondernemen van activiteiten in de eigen etnische groep en het gemakke-

lijker sluiten van vriendschappen met personen uit de eigen etnische groep dan met

anderen was evídent in de samenstelling van de vriendenkring tijdens de schoolcar-

rière; dit geldt vanaf de basisschool tot het tertiair onderwijs. Men identificeerde zich

sneller met de eigen dan met een andere etnische groep.

Hoofdstuk 6 gaat over de wijze waarop respondenten toetraden tot de Nederlandse

arbeidsmarkt en vervolgens in staat waren om een managementpositie te bemachti-

gen.

De opstap naar een managementfunctie hing vooral samen met de wijze waarop

de respondenten een plaats hadden verworven bij indiensttreding. Bij het verwer-

ven van een managementpositie waren er geen aanzienlijke verschillen tussen de

verschillende etnische groepen. De meeste respondenten gaven aan dat zij voor de
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functies hadden gesolliciteerd. De respondenten zagen vooral voordelen in het heb-
ben van een managementpositie. Ze waardeerden de status en de inkomsten die een
dergelijke positie met zich mee bracht.

De meeste respondenten waren van mening dat zij qua opwaartse stijging meer dan
hun ouders hebben bereikt. Echter, veel Surinaamse respondenten gaven aan dat hun

ouders meer dan hen hebben bereikt. Hun huidige positie vergeleken zij met de soci-
ale status en prestige van de ouders in het land van herkomst.

De professionele status van manager sprak alle respondenten aan. Vooral enkele
vrouwelijke Surinaamse en Antilliaanse respondenten ervoeren het regelmatig als
een teken van aanzien en 'macht' als zij op bezoek gingen naar andere organisaties
en als de directeur werden~worden voorgesteld. Dit werd geïnterpreteerd als een

overwinning op diegenen die hen niet willen accepteren als volwaardige Nederlandse
burgers.

Respondenten uit de etnische minderheidsgroepen gaven aan dat de sociale relaties
en communicatie c.q. omgangsvormen met anderen vooral autochtone Nederlanders
in de organisaties vaak goed, zakelijk en vriendelijk waren. De meerderheid stelde
dat zij nooit met racisme en discriminatie tijdens sollicitatieprocedures ofop de
werkvloer zijn geconfronteerd in de periode dat men manager ofdirecteur was~is.
Hetzelfde geldt voor problemen rondom het gendervraagstuk. De respondenten
zagen zichzelf het liefst als winnaars en niet als verliezers. Met andere woorden
alleen verliezers klagen over discriminatie en etnische conflicten binnen de eigen
organisatie.

In hoofdstuk ~ werd geconstateerd dat de meeste respondenten van mening waren
dat de implementatie van diversiteitsbeleid in de organisatie een bepalende factor is
voor de sociale mobiliteitskansen van etnische minderheden. Opvallend is dat het
hierbij vooral gaat om de kansen van andere leden van de etnische minderheidsgroe-
pen, maar niet voor zichzelf.

Respondenten vonden wel, dat het voeren van diversiteitsbeleid in de huidige

tijdsgeest in Nederland meer dan gewenst is, maar dan met de economische 'bottom-
line' als bepalende factor. Opmerkelijk is ook dat het grootste deel vond dat hun
organisatie in de toekomst niet goed zal kunnen functioneren zonder aandacht te

schenken aan diversiteit. Hierbij moet de nadruk niet slechts liggen op de werving en
selectie van etnische minderheden als onderdeel van het personeelsbeleid en in min-
dere mate op vrouwen. Ze willen een diversiteitsbeleid ervaren dat onderdeel is van
het strategisch beleid. De autochtone respondenten stonden veelal onverschillig ten
opzichte van diversiteitsbeleid.
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In veel gevallen was de respondent de enige uit een etnische minderheidsgroep die

werkte in een bepaalde organisatie. Van pluralistische of multiculturele organisaties

kan dan ook nauwelijks gesproken worden.

Respondenten uit de etnische minderheidsgroepen zeiden met diverse belem-

meringen te zijn geconfronteerd binnen de eigen organisatie in het proces van sociale

stijging. Naast moeilijk te concretiseren factoren, zoals discriminatie en uitsluiting,

noemden zij bijvoorbeeld leeftijd van de leidinggevende, het niet automatisch in

aanmerking komen voor promotie en uitsluiting van de mogelijkheid om een hogere

managementopleiding te volgen.

Het lijkt erop dat de sociale mobiliteit van Surinaamse en Antilliaanse respondenten

stagneert. Zij hebben weliswaar mobiliteit in opwaartse richting gemaakt, maar dit is

tamelijk dichtbij hun oorspronkelijke startpositie. Gezien hun huidige sociale positie

kunnen zij gemakkelijk voorbijgestreefd worden door de Turkse en Marokkaanse res-

pondenten. Wellicht spelen onzichtbare en moeilijk te concretiseren factoren, zoals

racisme en discriminatie, toekenning van posities en politieke sentimenten hierin

een rol.

Bij de Nederlandse respondenten is er zeker sprake van opwaartse mobiliteit. Dit

varieert echter. Sommigen autochtone respondenten zijn gestegen van de arbeiders-

naar de middenklasse; anderen zijn blijven steken in de middenklasse, maar er is

toch sprake van stijging van de lagere naar een midden of hogere middenklasse.

Etniciteit speelde een significante rol in de opwaartse mobiliteitsprocessen en kansen

van de respondenten uit de etnische minderheidsgroepen. Enerzijds had dit te maken

met de wijze waarop ze zich identificeren met de eigen groep en anderzijds was dit

een kwestie van hoe zij vanuit de optiek van etniciteit in de samenleving gezien en

benaderd werden. Dit is een onderbouwing voor de theorie dat etniciteit een rol zal

blijven spelen in opwaartse mobiliteitsprocessen en kansen van respondenten uit
etnische mínderheidsgroepen. In de zin dat diverse etnische groepen andere en ver-

schillende strategieën zullen blijven gebruiken in hun mobiliteitsprocessen.

Tot slot het volgende. Hoewel er bij respondenten uit de etnische minderheidsgroe-

pen sprake is van mobiliteit in opwaartse richting, wordt deze mobiliteitsstijging

niet slechts bepaald door een goede opleiding, talent, het beschikken over intrinsieke

motivatie en de bereidheid om hard te werken; andere factoren, zoals sociale klasse,

etniciteit, de kansenstructuur van Nederlandse arbeidsorganisaties, het hebben van

bepaalde sociale netwerken en daarmee additionele hulpbronnen en in- en uitslui-

tingsmechanismen bepalen grotendeels wie op welke plaats in een arbeidsorganisatie

komt.



3.t Demographic Representation of Respondents Sa

4.t Number of people from Ethnic Minority Groups in the Netherlands:

the four largest groups
Highest attained educational level, with or without diplomas

Parents' Occupation when respondents were at the age of t4 years

Network of parents

68
73
77
79

4.z
4.i
4-4

5.t

5.2

S.3

5.4
5.5
5.6

5.7

Help with homework and assistance at age t4 87

Friends and playmates at age t4 8~

Friends and social relations during study 96

Highest obtained educational level tot

Present social relationships to3

Activities outside ofwork to6

Membership in organisations to7

6.t Methods; obtaining present management position tt6

6.a Age at attainment ofmanagement position tt7

6.3 At home in the organisation tzt

6.4 Income per Month tz4

6.S Partner's monthly income t25

6.6 Will take opportunity to leave tz7

6.7 Belief in attaining a higher position in the present organisation ta8

6.8 Job satisfaction t~9

6.~ Background ofColleagues t3o

6.to Preference in colleagues for cooperation t3a

6.tt Experience ofdiscrimination on the Labour Market t37

7.I

7.z

7.3
7.4

7-5
7.6

7.7

Giver oforganisational identity

Existence ofa diversity policy
Ethnic minorities and problems in organisations

Barriers to upward mobility in the organisation

Cultural conflicts on the work floor

Influence of diversity policy on behaviour and chances

Could your organisation function properly without diversity policy

t47
t5t
t59
t6z
t64
t67
t69



Artwel] Cain (z95a) hails from Saint Vincent and the Grenadines, in the CaribUean.

He studied cultural anthropology at the University of Utrecht, The Netherlands and

received his doctorandus degree, the equivalent of a master degree in i~8~.

His general labour experience in the Netherlands ranges from musician~composer to

the present function of business consultantJadvisor. His present professional career

hegun in c~8~ with a function as a scientific researcher at a research institution in

Utrecht, which specialized in role ofmigrants and their organisations in the Dutch

society. Later he worked as a director of a welfare organisation in city of Rotterdam for

nine years There he was able to initiate and assist in the coming into being ofvari-

ous policies and projects geared at the self sufficiency of migrants, especially those

with an Antillean and Aruban cultural background. He left this position in zooo

and went on to work in the commercial sector, as manager of strategy, marketing and

innovation at a management and organisation agency, which specialized in the man-

agement and training ofdiversity in organisations.

Next to having a position on divers board of trustees in various organisations and

heing a memUer ofdivers government policy commissions he worked, in the last

five years including the period of this research, in his own management agency, Ace

Advies. Ace Advies provides services pertaining to management development and the

issues of managing diversity.



i i

'

'

'

Bibliotheek K. U. Brabantui i u
Artwell 1 7 000 O~ 689~ 28 6 he

upward mobility of ethnic minorities in The Netherlands.

Because this topic has not been studied, Cain's research has great
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the study adopts a distinctive perspective by focussing on the

factors that have generated the professional success of ethnic
minorities.
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analysis as its theoretical point of departure and investigating the
influence of factors as higher educational level, talent, attitude and
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the respondents are employed and inquires whether this policy
affected their chances for upward mobility. Among the features
taken into consideration are the distance travelled between the
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their ethnic identification which colours their social networks and
subsequently the effectiveness of these networks and their unique
perspective on exclusionary factors in organisations.
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