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				Preface

			The workplace of today is an extraordinarily complex institution. Since the birth of management theory, organizational science has had to evolve with the demands of labor movements, the cultural needs of expanding into new global markets and the changing demographics of the workforce. However, it failed to reflect how all of these shifts are connected. The Diversity, Equity and Inclusion (DEI) industry, born initially out of the U.S. civil rights movement, grew to account for these changes little by little over time. But in its current state, it can feel daunting, overwhelming, and even disjointed for those looking to enter the field or shift to doing DEI work within their organizations.

			And although The Inclusion Marathon was written for the Netherlands, its lessons, insights and tools are applicable around the world. The authors have contextualized DEI as both a workplace necessity and catalyst for societal change, through an understanding of both the legacy of Dutch colonial and imperial history and its often-esoteric present-day effects. It is a book that should be in the library of anyone who is interested in not just DEI, but organizational dynamics and social change.

			At a time when we’re all struggling to make sense of all of these growing complexities, the authors maximize the use of the greatest tool that has yet to be leveraged fully in DEI work: the power of the collective. Kauthar and Zoë meticulously interviewed 41 practitioners and researchers to get their views, insights and methods for effective DEI work and, with dedication and intention, included the most powerful and groundbreaking insights in their book. The care that the authors took in including thoughts and concepts that may push readers outside of their comfort zone is a virtual masterclass in objective and collective writing.

			Those of us working, living and breathing DEI know in our bones that we are interconnected–as humans, as practitioners, as learners and as nations. We are influenced and impacted by each other in a million little (and big) ways. So, as you go through this book, you’ll also find a million little and big ways in which the concepts, practices and harms created by a lack of a DEI lens are mirrored in many cultures. The look and feel of the microaggressions, inequity and injustice might differ, for example, but they are still there. The book might speak of the Dutch constitution, but companies not applying the constitution in practice – and even the fact that the constitution was written when only a certain group held power – those truths go beyond the Netherlands. DEI work is exceptionally complex because every organization and nation has their own cultures and contexts, so a multinational likely cannot apply the same exact approaches to DEI in their offices in Singapore as they do in Germany, for example. What Kauthar and Zoë have done, however, is take that complexity and create a dynamic start-build-sustain format that can be applied across cultures and contexts.

			This extensive summary of the Inclusion Marathon is a must-read for all who are interested in understanding the differences and similarities that countries around the world, like the Netherlands, are grappling with to understand and deconstruct their own identity-based power dynamics. It is a brave interrogation of Dutch image of self–a bold and necessary step in the quest for a better future. They give us real, evidence-based hope that change on a global scale is possible and that the currents of oppression are shifting, so long as we continue the real work and not succumb to the self-serving temptations of profit-driven, performative DEI.

			Shiva Roofeh & Farzin Farzad

			DEI experts focused on organizational justice

		

	
		
				Introduction

			It was a cold March morning in 2020. The coronavirus was beginning to tighten its grip on the Netherlands. Our government was urging people to stop shaking hands, to wash their hands thoroughly and to cough and sneeze into their elbows. We met at Amsterdam’s Lloyd Hotel half an hour before our first interview appointment for our research on The World of the Diversity Practitioner, which was what we were calling this book at the time. For this first interview, we had arranged to meet two seasoned trainers and experts in the field of diversity, equity and inclusion (DEI): Ismahan Ҫürük and Marten Bos.

			For two hours, we talked about the exceptional and complex work of diversity practitioners – experts who deal with diversity, equity and inclusion in the workplace. Their work is remarkable because it requires personal connections and encounters, sharing deeply felt stories that contain pain but also wisdom. The result of this deep dive may be more significant for the workers who are more likely to be excluded due to historical inequality and prevailing norms. The complexities of the diversity practitioners’ task lie in the reasons and mechanisms underlying that exclusion.

			Working toward more diverse and inclusive organizations is not always cozy and cuddly. Diversity practitioners challenge the status quo and seek to change entrenched norms, ideas, structures and practices. They expose power relationships and privilege. They operate within organizations’ areas of exclusion and discrimination. They are the signal-jammers, the killjoys who pour salt on every metaphorical slug of inequality and filter out the noise to keep things on point.1

			Our conversation with Ismahan Ҫürük and Marten Bos was an excellent start to our collective journey. Over the following year, we interviewed 41 diversity practitioners and researchers in the Netherlands about the ever-expanding field of diversity and inclusion.

			From a global pandemic to Black Lives Matter

			Six days after our first interview, the Netherlands went into lockdown. Schools, stores, sports clubs – everything shut down. People worked from home if they could. Healthcare professionals worked overtime to provide the best possible care for COVID patients. Within a few weeks, it dawned on people: we are living through a pandemic. And that pandemic exposed inequality in many areas of our society, including in the workplace.

			The COVID-19 pandemic has had significant economic consequences. In times of economic downturn, working on diversity and inclusion usually fades into the background.2 The benefits of DEI are not recognized, and many companies see it as a “luxury issue”, as noted by Halleh Ghorashi, Professor of Diversity and Integration at VU University Amsterdam. However, working on diversity, equity and inclusion sporadically or suddenly stopping DEI projects is disastrous, especially during such a sensitive change process. American diversity practitioner and journalist Janice Gassam Asare compares this situation to training a muscle; if you stop training, the muscle gets weaker. It’s important to stay active.3

			In the United States, the inequality exposed by the pandemic has fueled outrage and energized the struggle around the centuries of disadvantage some groups have suffered. The virus and its fallout have hit Americans in lower socioeconomic positions the hardest, especially Black Americans and Americans from immigrant backgrounds. Working on diversity, equity and inclusion during this crisis has become even more critical because those who experience exclusion in the workplace have been affected the most.4

			In late May of 2020, protests broke out in the United States that spread across the globe. The catalyst was the murder of Black American George Floyd by a white police officer, who held his knee on Floyd’s neck during an arrest. The long history of police brutality against Black Americans and the societal consequences of the corona pandemic initiated a massive expansion of and support for the Black Lives Matter movement. This movement emerged in the summer of 2013 following the acquittal of neighborhood watchman George Zimmerman for the murder of a Black teenager, Trayvon Martin. Three Black American women founded the #BlackLivesMatter movement: Alicia Garza, Patrisse Cullors and Opal Tometi.5

			In an interview with a Dutch online platform Nieuw Wij – which reports on diversity, equity and inclusion – Aminata Cairo, a scholar and consultant on inclusion and leadership who lived in the USA for decades, described the importance of the BLM movement:

			Black people’s stories opened up the conversation for all of us, as the injustice is so apparent. What does this mean for our self-image? What does that mean for who we aspire to be? […]

			We share the pain now, but that also amplifies the pain. But at the same time, the resistance to change is also growing. It shakes us to the core, but that’s likely necessary. We need these kinds of movements to create change. It hurts. And pain is not logical. We often want to react to pain very calmly and pleasantly, but that’s impossible. People scream, shout and topple statues. If everything were faultless, these reactions wouldn’t happen.6

			The protests also spread to the Netherlands, where thousands of people took to the streets. Several generations of Dutch people would no longer accept discrimination based on skin color and origin, and they loudly demanded change. In the public debate, terms like racism and institutional racism became more frequently used. This crucial social development also affected the diversity practitioners’ jobs. Increasing diversity and inclusion in organizations is closely tied to the dynamics of society. (Historical) inequality and stigmatized differences play a significant role in, for example, internship discrimination, entry to and opportunities within the labor market, or feeling safe in the workplace.

			The Black Lives Matter movement made many organizations realize the importance of diverse and inclusive workplaces. Organizations soon saw diversity issues as urgent, rather than a luxury to only start thinking about when they had spare time and money. Contrary to what often happens in times of crisis, the economic crisis resulting from the corona crisis hasn’t caused a decline in interest in diversity, equity and inclusion. Our interviewees have stayed pretty busy. The awareness they have often had to put effort into creating is developing faster because of the Black Lives Matter movement. Still, there is a big step between an organization realizing that DEI is essential and an organization actually being more inclusive – as we will describe in detail in this extensive summary of The Inclusion Marathon.

			Our interviews took place online from mid-March 2020 onward. We were Zooming, Skyping and Google-meeting our way through the pandemic. In the Netherlands and around the globe, our interviews were lovingly disrupted by partners, roommates, children or pets. The conversations were reflective, revealing and constructive. In this field, self-knowledge and self-reflection are the starting point of initiated change. Naturally, the professionals who guide these changes excel at this.

			We also noticed that our interviewees have a great need to share their experiences and knowledge. The field of diversity and inclusion is young, and diversity practitioners work hard, which can quickly make them feel lonely. They also do the dirty work within organizations: in every nook and cranny, they look for abuse of power, discrimination and exclusion – not the nicest human behaviors. Questioning the status quo is complex and exacting. As the approach to diversity issues varies from one setting to another, diversity practitioners sometimes have little guidance.

			That is the main reason why we wrote this book. The knowledge and experiences of Dutch diversity practitioners have not been brought together on a large scale before. These experts shed light on the dark side of organizations and human behavior in order to find ways to create a work environment where everyone is equal. Assembling their insights could yield valuable information because these professionals are out there, day in and day out. They work in all types of organizations: from banks to insurance companies and from municipalities to the commercial and cultural sectors. What do they encounter? How do they approach their work? How do they sustain their work? And what can organizations, employers and managers learn from their experiences?

			Context

			The Dutch DEI field has grown considerably in recent years. In addition to the practical work that diversity practitioners perform, researchers are conducting more and more studies within this field. An essential examination of the daily activities of diversity practitioners and one of our inspirations for this book is On Being Included: Racism and Diversity in Institutional Life (2012) by British-Australian scholar Sara Ahmed.7 She describes the experiences of diversity practitioners in British and Australian higher education. We recommend this book to all readers who want to delve deeper into this field.

			Aspects of inclusion in the workplace are being researched at all major Dutch universities, colleges and vocational schools. The Netherlands also has more and more research on diversity issues within organizations, including studies on those who guide these issues in practice. Here are just some of the parties and researchers working on these issues in the Netherlands:

			‒	the work of Halleh Ghorashi and her team at VU University Amsterdam on power relations within diversity and inclusion;

			‒	the Dutch Inclusivity Monitor, for which a team from Utrecht University led by Naomi Ellemers is mapping and researching the diversity and inclusion policies of organizations;

			‒	Jojanneke van der Toorn is conducting research at Leiden University on the well-being of LGBTQIA+ employees in the workplace;

			‒	Marieke van den Brink and her colleagues at Radboud University Nijmegen research change, resistance and power within organizations;

			‒	the research of Karen van Oudenhoven-van der Zee and her colleagues at VU University Amsterdam on diversity in management;

			‒	Several universities of applied sciences have professorships in the area of diversity and inclusion, such as the professorship on Diversity at Leiden University of Applied Sciences led by Saniye Çelik and the professorship on Diversity Issues at Inholland University of Applied Sciences led by Machteld de Jong;

			‒	Within the field of vocational education, several institutes are working on diversity and inclusion, such as the institute Valuing Differences led by Birgit Pfeifer; and

			‒	The national knowledge institute Movisie and the Kennisplatform inclusief samenleven (Knowledge Platform for Inclusive Coexistence) contribute with several practical studies on diversity and inclusion in the workplace.

			In addition to research on diversity and inclusion within organizations, many critical studies in the Netherlands and abroad shed light on the darker sides of the DEI field: racism, sexism, ableism, trans hatred, Muslim hatred, homophobia, abuse of power and exclusion. The vital work of Philomena Essed, Gloria Wekker, Nancy Jouwe, Willem Schinkel, Aminata Cairo, Domenica Ghidei Biidu, Sinan Çankaya, Sara Ahmed, Edward Said, Houria Bouteldja, Audre Lorde and others is indispensable to our interviewees. It is impossible to mention all the valuable research contributions in one paragraph. That’s why we’ve included a reading list with recommendations for those who want to delve further into this field. This list in the final pages of our book is not exhaustive, but hopefully, it will be a great start to further exploration.

			The research and studies mentioned above play an important role in our book. Still, the knowledge and experience of the diversity practitioners were our focal points. After all, they are the best choice to articulate what is happening within organizations whose goal is to make their workplaces more diverse and inclusive. We are delighted that over thirty diversity practitioners dared to openly share what happens when they enter organizations and start doing their thing. We spoke with people who work on diversity issues internally and as external consultants. They are active within different organizations (from the government to commercial companies). They are well-known in the field for their achievements and represent a growing group of courageous pioneers.

			Additionally, we interviewed eight scholars based in the Netherlands, who have been researching the various aspects of diversity and inclusion within organizations for many years. Their insights provide an additional layer to contextualize our interviewees’ experiences.

			Before we take you through our research, we have a few remarks.
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