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1. Introduction  
 
In the specialized literature, both at the international and national levels, 

research on minorities is not found at a very advanced level. In fact, following the 
study carried out in research in that field, I noticed that there is almost a complete 
lack of studies that present the integration and the way in which minorities work 
within organizations. Most of the time, these people complain about being 
discriminated against at work, not having the opportunity and the chance to occupy 
key positions within the companies where they work. Minority communities face a 
great disadvantage when it comes to the labor market. If we refer to the 
discriminatory factor, it has come to affect human society the most. Categorizing an 
individual as belonging to a certain group leads to the so-called social discrimination 
of the individual. This behaviour results in automatic exclusion from the community. 
Behaviours of this kind carried out over an unlimited time horizon end up having 
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a method is for human resource personnel and managers to promote respect for 
minorities who wish to express their identity in the workplace. Ethnic identity is a 
complex phenomenon and one that organizations must embrace if they are to be 
inclusive and achieve maximum performance from all employees. 
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negative effects on society, so we could make an analogy to liken these behaviours to 
an "incubator" that generates local conflicts. To prevent such unpleasant situations, 
the recommendation is to eliminate these negative behaviours.  

Regarding the theoretical part related to discrimination, Becker is the 
researcher who started the modern economic theory of discrimination, which was 
later developed by Arrow. According to the information provided by the two in the 
research carried out, they believe that people have a set of behaviours that vary 
towards those they work with, towards those they supervise, and towards those from 
whom they purchase goods and demand a compensation to work with members of 
the discriminated group (Becker, 1971; Arrow, 1974). While D.J. Aigner and G.C. 
Cain consider as a consequence of group discrimination ethnic discrimination or 
gender discrimination, these being inevitable between the people who make up a 
group. The two characterize discrimination as the situation in which the average 
wages obtained are not proportional to the average productivity, or the groups that 
achieve an average production, do not receive a compensation directly proportional 
to the effort put into the production process (D.J. Aigner & G.C.Cain, 1977). Mc Call 
suggests that if a minority group ends up being discriminated against, their costs of 
finding a new job increase (Mc Call, 1972). Sloane launches an idea that supports the 
fact that with the increase in the time duration of an employee's search for a new job, 
his chances of being rejected also increase significantly, and regarding the 
opportunity cost, it is lower for a minority group compared to by the majority. The 
explanation of this phenomenon is given by the fact that their potential earnings are 
lower (Sloane, 1985). In fact, the conditions offered on the labor market can have an 
influence on the activity rate of workers, and discrimination leads to the emergence 
of unemployment and the existence of discouraged workers within organizations.  

Carneiro, in his study of ethnic discrimination in the labor market, gives an 
explanation of its presence based on the differences in skills found at the ethnic level 
(Carneiro et al., 2003). These differences in skills that can be found at the ethnic level 
are influenced to a large extent by the level of schooling.  

With increasing ethnic diversity comes the need to have a more refined view 
of what ethnicity means in the workplace, to recognize the role of ethnic identity, and 
to know how it manifests and is experienced in the workplace (Kenny & Briner, 
2013). Therefore, it can be argued that the workplace is a conducive environment for 
the expression of prejudices, stereotypes, and discrimination against colleagues. 
Organizations can be places where societal practices of ethnic prejudice occur (Plaut, 
Thomas, & Hebl, 2014). However, in most situations, individuals do not leave their 
ethnic identity at the door when they arrive at the workplace, and those with 
marginalized ethnic identities are often the target of discriminatory behaviour.  

In 2010, a study was launched under the coordination of the National 
Council for Combating Discrimination (Synthetic Report, CNCD - ToTEM 2010), its 
purpose was to discover the attitude and opinions of Romanian citizens in relation to 
the phenomenon of discrimination. The basis of this research consisted of an 
individual questionnaire applied to a sample of 1400 adults from all regions of the 
country, both from the rural and urban environment.  
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The labor market ranks first in terms of the frequency of discrimination 
situations. Thus, according to the study, the most affected group is represented by 
people infected with HIV, a percentage of 71% considers these people to be the most 
often discriminated at the time of employment. Homosexuals are ranked next, 50%-
55% believe that workplaces and public spaces represent the most common contexts 
for discrimination. The third position is occupied by the ethnic Roma; 56% believe 
that both at the time of employment and at the workplace there is discrimination 
against people belonging to this ethnicity. Discrimination against women is present 
in the last position, and the context of discrimination against women at the workplace 
is emphasized by 13% of the interviewees, another 11% considering public places as 
a major context of discrimination against women.  

Regarding the belonging of an individual to an ethnicity, 24% of the 
respondents to the questionnaire considered this very important to be successful in 
life. As a result of this fact, belonging to one or another ethnicity matters in: 
employment, access to medical services, acquiring a home, access to legal services, 
access to education, and access to public services.  

Through this study, I want to support the idea that people belonging to 
minority groups may have lower performance at work due to discrimination from 
majority employees. I believe that these behaviours can be easily corrected over time, 
and minority employees can be easily integrated into a collective, so that their level 
of work performance is high. 

 
2. Research methodology 
 
For this article, I resorted to literature research regarding discrimination 

and challenges faced by minority groups in the workplace and within 
organizations. The collection of information was carried out from articles in the 
international literature that have as their main object of research the situation of 
minorities within public and private organizations. Thus, a series of articles 
referring to the research theme were studied and analysed, the respective studies 
being carried out in Europe as well as in the United States of America.  

The main objective of this article is to identify the challenges that national 
minorities end up facing within the organizations in which they operate, and at the 
same time, the detection of the triggering factors for those situations is considered. 
After identifying the elements that generate challenges for national minorities, it is 
desired to find some solutions so that they no longer affect minority employees; as 
a result, their level of performance will not suffer. One of the hypotheses 
underlying this research is represented by the fact that many employees who 
belong to a minority, be it sexual or national, complain that they are mostly 
discriminated against by the employer, not having the opportunity to occupy key 
positions within the organizations in which it operates. Moreover, some minority 
employees may end up having much lower performance at work, which is caused 
by the pressures and acts of discrimination launched by the majority employees. 
Regarding the studied population, for that article a collection of information was 
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made from several articles that studied situations of discrimination against 
minorities within some organizations. The studied population was mainly made up 
of people belonging to national minorities and people representing the majority in a 
country. 

 
3. Results and discussions: Challenges facing minorities  

within an organization 
 
Racial and ethnic minorities are underrepresented in the upper echelons of 

the business hierarchy even when they comprise a large portion of the industry's 
workforce. According to statistics provided by the US Bureau of Labor Statistics, 
46.5% of people employed in the States in 1995 were ethnic and racial minorities. 
However, according to studies conducted by Woods in 1999, less than 8% of 
general managers were members of ethnic or racial minority groups. Consistent 
with Woods' assertions, Chernish and DeFranco showed that ethnic and racial 
minority groups constituted approximately 8% of board members of hotel 
corporations (Woods, Chernish & DeFranco, 2000). 

Beyond these aspects, organizational study researchers have indicated that 
African Americans are "supervised more closely, have significantly lower task 
complexity, and are more likely to hold a job in which they have a high level of 
self-control is lower compared to white employees" (Tomaskovic-Devey 1993, 
107). Also, African-Americans have less access to managerial positions in 
percentage terms compared to white employees (Tomaskovic-Devey 1993).    

The under-representation of ethnic minorities in management is only a 
small part of the problems they face in organisations. I specify that minorities are 
not excluded from all management positions, but only from those that are 
considered to be crucial for the field in which the organization operates.  

To fully understand this phenomenon, I consider it useful to consider the 
concept of social closure. This closure is materialized through the closed 
relationships between employees, through the rules of the organization to exclude 
or limit the entry of certain people, or through certain conditions that must be met 
to be able to enter the organization in question (Weber 1978). Relationships within 
the organization tend to be closed when its members believe that they can optimize 
their situation through monopolistic measures (Weber 1978). In the labor market, 
exclusionary practices ensure the best and most sought-after jobs, while also 
offering the best opportunities to groups with stronger status (Tomaskovic-Devey, 
1993). In most cases, advantaged groups actively try to preserve their advantage, as 
their subordinate groups constantly try to usurp the power of the dominant group 
(Tomaskovic-Devey 1993; Parkin 1994). In efforts by dominant groups to appease 
subordinate groups and not appear monopolistic, they tend to try not to hoard all 
the jobs. Instead, they aim to reserve only the best jobs for themselves, while 
allowing minority groups to acquire peripheral positions.  

Within organizations, some employees belonging to minority groups try to 
maintain their ethnic identity. This is because they feel a reluctance to give up their 
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roots, culture, and language. However, full integration into the workplace is 
difficult for many ethnic minorities, as their ethnic practices and values are often in 
conflict or incompatibility with the workplace schedule and standard work 
practices. For example, various religious groups cannot observe religious holidays 
or attend daily prayer programs because of workplace policies regarding working 
hours. That said, not all ethnic minorities maintain their cultural and religious 
norms where they operate.  

Members of ethnic minorities can assert their identity in different ways in 
the workplace. An example that can support this fact is given by Segura (1992); he 
mentions that the purpose of some actions of ethnic minorities within the 
organizations in which they operate may be to serve the ethnic communities they 
come from. For example, ethnic minorities in a position providing services to 
ethnic minority students may have a reward system that affirms their ethnic identity 
while doing their job. Also, if we refer to the ethnic minority employees in 
management positions, although they sometimes face the feeling of isolation or 
discomfort, they choose to stay in these positions because their success will open 
new opportunities for other members of the community.  

There are a number of reasons why ethnic minorities are reminded of their 
ethnic identity at work (Wharton, 1992): they feel discriminated against by other 
colleagues; within a work group, there are only a few individuals or none from a 
minority group, and as for ethnic identity, it is distinctive only within a certain 
framework of the work process. Therefore, when the person belonging to a 
minority is the only person representing his ethnic group at work, he becomes 
aware of his ethnic identity (Kenny & Briner, 2013). When the ethnic identity is 
viewed in a less favourable way, here we can give as an example, Muslim 
employees with a stigmatized identity, which over time can lead to a low 
satisfaction of the individual on the job (Kenny & Briner, 2013). The idea of being 
aware of the social identity of ethnic minorities can lead to stereotyping and 
pressure on them to perform to a higher standard than peers from majority groups.  

Individuals become aware of their ethnic identities as a result of 
stereotypes related to the minority they belong to. To support this claim, a study 
was conducted by Calliste (1996) on stereotypes of white and black nurses in 
Canada. According to the study, black nurses were perceived as less competent, 
less skilled, and less disciplined compared to white nurses. In such situations, when 
individuals perform activities in conditions where negative stereotypes are 
attributed to their ethnic group, they experience a phenomenon called "stereotype 
threat" or "stigma consciousness," which leads to a lack of motivation, confidence, 
and inevitably poor performance at work (Brown & Pinel, 2003; Steele, 2010; 
Walton, Murphy & Ryan, 2015). Ethnic discrimination and harassment are also 
reasons that lead to increased levels of stress in the workplace, causing ethnic 
minorities to physically distance themselves from the workplace through 
absenteeism, tardiness, and consumption of various prohibited substances. On a 
psychological level, discrimination related to one's ethnic identity results in 
feelings of anxiety, anger, helplessness, paranoia, hopelessness, frustration, fear, 
depression, and anxiety.  
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There are certain industries in which ethnic minorities may remain at the 
bottom of the corporate ladder with minimal prospects for career advancement. For 
example, in the hospitality industry, women from ethnic minorities go unnoticed in 
reception or customer service positions. They are usually employed in positions 
where they are invisible to customers and are assigned to do menial tasks (e.g., 
cleaners) (Adib & Guerrier, 2003). There are cases where ethnic minorities at 
higher levels in organizations are subject to less discrimination than those at lower 
levels (Sanchez & Brock, 1996). This tells us that they are being discriminated 
against based on their low status in the workplace and not on their ethnic identity.  

There are some situations where ethnic minorities face micro-aggressive 
behaviour from colleagues and supervisors. Such micro aggressive behaviours 
displayed toward minority employees include, but are not limited to questioning 
their qualifications and intelligence, treating them as second-class citizens, 
criticizing the quality of their speech and language, treating them as foreigners and 
criminals, all these automatically attract non-promotion (Rivera, Forquer, & 
Rangel, 2010). These behaviours make members of minorities feel disrespected, 
ignored, under rewarded, invalidated, and delegitimized. 

Language in the workplace also becomes an essential element for ethnic 
identity. Humour creates social cohesion and solidarity in the work team. On the 
other hand, jokes and sarcasm within workgroups can exclude ethnic minorities, 
especially when they are ironic and ambiguous. Due to miscommunication during 
job and promotion interviews, the career prospects of ethnic minorities can be 
diminished. Language use is vital to securing a job and subsequently to 
maintaining good collegial relationships with other employees (Holmes & 
Riddiford, 2010). Hosoda, Nguyen, and Stone-Romero (2012) investigated the 
linguistic accents of ethnic minorities in the US workplace. Their study found that 
compared to applicants with an American-English accent, people with a Mexican-
Spanish accent were at a disadvantage when applying for software engineering 
jobs. For many ethnic minority groups, language is part of their ethnic identity, and 
giving up their home language is perceived as giving up a strong and significant 
part of their personal and social identities (Johnson, 2000). 

Racialization is a phenomenon that has implications for the functional 
segregation of ethnic minorities on the labor market (Collins 1997). Work can 
often be reorganized into racial roles, which can lead to so-called occupational 
ghettos in organizations (Collins 1997). These occupational ghettos are represented 
by occupations that are often laborious, repetitive, and relatively poorly paid 
(Feuchtwang 1982). Moreover, such occupations are traps in which climbing the 
ladder is both difficult and unlikely. 

 
4. Conclusion 
 
As we noted in this article, minorities face a number of problems in the 

workplace. These, along with the coming challenges, must be addressed and passed 
on to higher levels; otherwise members of minority groups continue to feel 
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threatened and their inclusion cannot be achieved. There are various ways to create 
an inclusive workplace environment for minorities. An example of such a method 
is for human resource personnel and managers to promote respect for minorities 
who wish to express their identity in the workplace. Thus, HR managers can 
undertake a zero-tolerance anti-discrimination policy against those who overtly 
and/or covertly discriminate against minorities in the workplace. One day of the 
year can be set aside for members of a minority to have the opportunity to present 
their culture. A Ukrainian can introduce his Roma colleague and the rest of the 
employees in the department about the type of food they eat, their way of 
celebrating religious holidays, and their style of dancing.  

In my view, ethnic identity is a complex phenomenon and one that 
organizations must embrace if they are to be inclusive and achieve maximum 
performance from all employees. 
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