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ABSTRACT

This article examines how workplace stereotypes and biases influence the experiences, opportunities, and wellbeing of ethnic 
minority employees. Drawing on research in diversity management and grounded in Pierre Bourdieu’s theories of field and forms 
of capital, the study highlights how unequal power dynamics, cultural expectations, and inherited social advantages reinforce 
discrimination within organizational structures. The discussion shows that stereotypes and prejudices not only affect hiring, 
promotions, and job satisfaction but also shape how minority groups navigate workplace cultures that privilege dominant norms. 
By connecting sociological theory with real-world workplace practices, the article emphasizes the need for stronger inclusion 
policies, bias awareness, and organizational strategies that challenge embedded inequalities. Ultimately, it argues that addressing 
stereotypes is essential for creating equitable, diverse, and socially responsible work environments.
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THE IMPACT OF WORKPLACE STEREOTYPES

INTRODUCTION
The growing global job market and expanding economy are 
seen as both a chance to take advantage of international business 
and a challenge for companies to ensure fairness by managing 
different kinds of people in the workplace. Having a diverse 
team is very important for businesses working in a mix of 
cultures because it helps them compete better and adjust to new 
rules that aim to stop unfair treatment at work. Many experts talk 
about the stereotypes and biases that can be found in workplaces 
and how these issues can influence a company’s profits and 
ability to serve customers well. However, not enough attention 
is given to how these stereotypes and biases impact specific 
individuals and groups, especially those from social, economic, 
and cultural backgrounds that are often disadvantaged. Dealing 
with diversity at work is crucial for achieving success in 
organizations, and it has become a key part of their policies and 
decisions regarding workplace culture. Today, it also plays a 
role in shaping how a company or organization is viewed, both 
publicly and privately. As described by Van ES, “Stereotypes 
often come from unequal power dynamics: a dominant group, 
like the majority ethnic group, speaks for a marginalized group, 
such as ethnic minorities, which strengthens the disadvantaged 
status of the latter. ” This essay looks into research on diversity 
to reveal how stereotypes and biases at work affect the 
wellbeing and inclusion of ethnic minority groups, contributing 
to unequal power dynamics between the majority and minority 
populations. The discussion is based on Bourdieu’s theoretical 
ideas, which help explore the inequalities present at work and 
how they keep these differences in place.
Stereotypes and Prejudices at Work

Research on diversity is mainly conducted by researchers who 
want to help companies that are growing internationally. These 
organizations often deal with problems like discrimination, 
exclusion, and conflicts between different groups in a diverse 
workplace. Both global companies and those within one country 
face issues related to stereotypes and prejudices. The studies 
on diversity highlight how people can be discriminated against 

based on characteristics like Age, Gender, Race, Ethnicity, 
Skin Color, Cultural Background, different Disabilities, 
Relationships with those facing discrimination, and Pregnancy.

In the literature on diversity, stereotypes and prejudices are 
important because they show how people or groups that are not 
well-represented at work can be pushed aside. A stereotype is 
a mental picture that we have about an individual or a group. 
It usually represents a set of traits we think are true about that 
group. Stereotypes can change the way people see, understand, 
and react to members of that group, according to Davido et al. 
(2010). Psychologists define prejudices as negative feelings 
that create fake barriers, making it tough for specific groups 
to succeed. Prejudices create a biased environment and can 
also impact other psychological aspects like self-esteem. On 
the other hand, sociologists see prejudice as a type of. . .group 
function working among groups causing group disagreements. 
‘Prejudice is an attitude that varies for each person (whether it’s 
seen positively or negatively) towards groups and the people in 
them that helps create or keep unequal power between various 
groups. ’ Davido et. al. (2010)

Experts mostly see stereotyping and prejudice as obstacles to 
organizations doing well since they often treat people unfairly 
and stop the inclusion of individuals with different skills and 
backgrounds. Therefore, having these biased views about a 
person or a group may result in conflicts that can go against 
what is best for the organization and its adherence to laws and 
regulations. We lack dependable information from different 
countries to show how much workplace discrimination is 
happening and growing. Most of the studies on managing 
diversity come from Western countries, which struggle more 
with issues related to stereotyping and prejudice in the workplace 
due to a higher number of various ethnic and cultural groups in 
their job sectors. For instance, looking at the different types and 
occurrences of discrimination in the US job market, the Equal 
Employment Opportunity Commission in the US has dealt 
with various discriminatory cases. This includes the highest 
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number of cases related to retaliation at 51.6%, followed by 
32.3% concerning sex, 32.2% about disabilities, another 32.2% 
regarding race, 22.1% linked to age, 9.3% about nationality, 
4.1% concerning color, and 3.7% about religion. Research on 
diversity focuses a lot on a few types of discrimination, like 
age discrimination (Posthuma and Campion, 2009; Posthuma 
et.al. 2012), gender or sex biases (Rudman & Phelan; 2008; 
Stamarski et.al.2015), discrimination related to religious beliefs 
and how a person looks (van Es M. A., 2016), nationality or 
disability stereotypes, and discrimination based on ethnicity 
(Van and Janssens, 2011) or race.

(Tomlinson et.al. 2013). This kind of discrimination happens 
in many areas of work. It can be seen in job ads where there 
may be an unfair favoritism towards certain people or groups 
over others. It also includes not hiring qualified individuals 
during the recruitment process, unfair distribution of benefits 
or pay, a difference in salaries for people doing the same job, 
unequal access to facilities, and promotions that unjustly favor 
one group instead of another. Evidence is increasing that shows 
workplace discrimination is happening and getting worse over 
time. Stereotypes and biases are making the gap wider between 
the dominant majority and the subordinate minority groups that 
are working together for the same goals.

THEORETICAL UNDERSTANDING OF 
STEREOTYPING AND PREJUDICES
Globalization and internationalization have pushed businesses 
to get better at skills and knowledge so they can succeed in 
a competitive free market. On one side, it is expected that 
workforces will be more multicultural because of uneven social 
growth, unequal education opportunities, and international 
migration in western countries. On the other hand, having a 
diverse workplace is celebrated because it can bring knowledge 
specific to different countries and fit the jobs better, enhance 
the company’s image as a global player, benefit from talented 
individuals from other countries, and improve competitiveness 
by bringing in talent from abroad. However, there are limits to 
this multiculturalism and companies are facing challenges with 
exclusion and a widening divide between locals and those who 
have certain traits often linked to ethnicity, race, gender, and 
skin color. To break down such barriers to workplace inclusion 
in planning, decision-making, and job execution, it’s crucial 
to tackle stereotypes and biases in the workplace and create 
strong policies against these issues. Diversity researchers are 
now joining different theoretical ideas to better understand how 
stereotypes and prejudices contribute to ongoing inequality 
through work-related practices in companies. Bourdieu, with 
his views on inequality and discrimination, has been a key 
influence in merging sociology with management studies. There 
is a rising interest in Bourdieu’s work on understanding social 
and cultural differences and how these differences continue to 
create disadvantages across class.

inequality in society on a large scale. The same kind of study 
has been done in management research, where the concepts 
of ‘field’ (Bourdieu, 1977 and 1990) and ‘forms of capital’ 
(Bourdieu, 1986) were used to explain this inequality at work 
and highlight differences as a way to encourage the inclusion 

of marginalized groups and ethnic minorities. Even with a solid 
theoretical base, only a few studies have used Bourdieu’s work 
to provide real evidence. Tatli (2010) applied Bourdieu’s theory 
of field to look into the complex realities of organizations. 
Bourdieu claims that fields represent the dynamics of social 
life where particular rules and practices govern social spaces, 
making the field legitimate. Individuals who do not show traits 
like legitimacy are more likely to experience inequality and 
discrimination. Bourdieu prefers to explain the field, which 
sets the rules and controls within it. The field is shaped by the 
conversations and social activities that occur within it. Bourdieu 
also imagined the interactions between the field and individual 
participants as a competition of power within the field. Agents 
compete for dominance in this competitive environment. This 
situation can also be seen at work, where different individuals 
engage in this competition; those with particular knowledge, 
preferences, and qualities that match the accepted rules can 
succeed, while those who don’t may be marginalized and face 
discrimination in different ways (Tatli, 2010).

Tatli and Ozbilgin (2012) introduce another theory about forms 
of capital created by Bourdieu (1986). Bourdieu states that 
people inherit four types of capital: cultural, social, economic, 
and symbolic capital, which help maintain class advantages. 
Cultural capital includes the habits, tastes, knowledge, and 
attitudes learned from family life, making background, language, 
and ethnicity important for shaping an individual’s cultural 
capital. Social capital refers to the networks, information, and 
connections a person has with influential people, which provide 
advantages. Economic capital involves owning valuable things 
like money or property, which can be changed into other types 
of capital easily. For instance, someone might spend money on 
French lessons to learn the language and stay ahead in their 
field. Symbolic capital consists of power, status, and respect in 
a certain area, giving individuals a competitive edge.

those who have it include famous business figures like Mark 
Zuckerberg and Steve Jobs. The theory of capital is basically 
about explaining how power and advantages are spread among 
people who are always trying to gather more capital to stay in 
control, which helps them keep their power over others. The 
way capital and chances to gather it are shared is not fair, and 
only a select few have figured out how to successfully amass 
capital. The ‘forms of capital’ theory was mentioned by Tatli and 
Ozbilgin in 2012 to highlight the importance of having a system 
that can adapt to the changing nature of a business and help us 
see the different experiences within the workforce. This theory 
also aids in understanding the biases and stereotypes related 
to different skin colors, nationalities, and ethnicities, showing 
that these issues come from the ongoing impact of social class 
linked to capital accumulation over time. When you look at 
both theories together, it appears that the differences created 
through capital gathering over time significantly disadvantage 
people who are different in a workplace. Tatli and Ozbilgin in 
2012 point out the importance of ‘forms of capital’ for future 
initiatives aimed at diversity, suggesting that we should assess 
the types and amounts of capital that lead to advantages and 
disadvantages. By following a five-step process, researchers 
can find out what causes discrimination and then try to reduce 
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the gaps that lead to such inequalities at work.

ETHNIC MINORITIES AND THE IMPACT OF 
STEREOTYPES AND BIASES ON WORK LIFE
The study of diversity looks at how stereotypes and biases 
affect the lives of marginalized groups, especially those related 
to ethnic and racial differences in the workplace. Ogbonna and 
Harris in 2006, along with Van and Janssens in 2011, discuss 
how biases among coworkers and managers create problems in 
hiring, promotions, job satisfaction, and the overall well-being 
of employees.

They also said that the identities of people from different 
races and cultures are at risk because they don’t fit in with 
the main culture of the company, and they often face tough 
mental challenges at their jobs. Dietz and others in 2010 
looked into how negative stereotypes about Turkish people 
affected how they are seen at work. Their research showed 
that believing in negative stereotypes about Turkish people 
hurt the job stability of these employees. Heilman and Parks-
Stamm in 2007 discussed gender stereotypes, highlighting 
two main aspects: what women are actually like and what 
society expects them to be like. These stereotypes create a gap 
that makes it harder for women to advance in their careers. 
Similarly, in another study by Heilman in 2012, it was pointed 
out that gender stereotypes lead to unfair judgments against 
women in the workplace, resulting in negative reactions and 
social penalties when they don’t conform to these stereotypes. 
Özbilgin and others in 2011 suggested that we should look at 
work-life balance beyond just women’s home life and that the 
historical background has a bigger influence on understanding 
work-life interactions than just focusing on individuals. This 
idea shows how work-life balance is connected to accumulating 
resources. Discrimination and stereotyping can be understood 
through Bourdieu’s perspective, where the workplace acts like 
a field where different individuals try to become leaders or 
managers. Each person has and shows different sets of skills 
and strategies to build their own resources. Discrimination and 
stereotypes are unfair and highlight differences, which often 
puts people at a disadvantage if they don’t fit the company’s 
accepted norms. As a result, higher-ups like senior managers 
may make biased decisions, either intentionally or without 
realizing it, that unfairly affect employees or workers from 
diverse backgrounds. Those with different cultures, social 
backgrounds, and economic resources may feel inferior or 
out of place with the organization’s accepted rules, leading to 
their marginalization. They might accept this marginalization 
as normal due to the lack of resources they have compared to 
others. These differences and mismatches create unfairness at 
work and add to the challenges faced by people from varied 
ethnic and cultural backgrounds. In summary, stereotypes and 
prejudices significantly contribute to the exclusion of minority 
groups, regardless of their background, gender, skin color, or 
any other factor that makes them different in the workplace.
Other effects that ethnic minorities face include unfair 
judgments based on gender in reviews, obstacles in getting 
promotions, and the emotional stress that comes from facing 
discrimination and stigma every day. Stereotypes and biases 
often come up in discussions about diversity, and to address 

these issues, experts suggest creating workplaces that are 
more welcoming. A more welcoming workplace can lead to 
new ideas and better creativity, attract and keep top talent, 
and create chances for people to grow both in their jobs and 
personally. On the downside, increasing diversity at work can 
cause problems like the wrong portrayal of certain groups and 
conflict within the workplace. Also, minority groups may not 
be well represented or may participate less in team activities. 
It’s hard to get everyone to work similarly since diverse groups 
might stay apart from the dominant group, creating barriers to 
growth. To tackle these issues, it’s important to address biases 
and stereotypes through training and raising awareness about 
discrimination.

CONCLUSION
Diversity and inclusion at work matter a lot because they 
positively affect not just individuals but also businesses and 
society as a whole. It is crucial to shift from a dominant mindset 
to one where everyone is treated equally, which helps promote 
inclusive growth and breaks down barriers caused by stereotypes 
and biases. Even though stereotypes and social pressures often 
affect people’s attitudes and actions, it’s encouraging to create 
internal rules and work habits that offer equal opportunities to 
everyone, no matter their looks, background, ethnicity, age, 
culture, or gender. Bourdieu (1986) offers a way to understand 
how to create such policies and apply them in complicated 
organizational systems. When used correctly, this theory 
can help both organizations and individuals by encouraging 
equality and inclusiveness, creating environments where shared 
interests for business and development can flourish without 
being affected by stereotypes and biases.


