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monimuotoisuuttaa, joka epätasa-arvoisuuksien sijaan keskittyy monimuotoisuuden tuomiin mahdollisuuksiin. Postin 

organisaation intresseissä on esittää monimuotoisuus positiivisessa valossa henkilöstölleen, sillä monet Postin 

tarjoamista peruspalveluista vaativat yhä paljon manuaalista työvoimaa. PAU:n rakentama näkökulma työvoiman 
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rakentamaan johdonmukaista ja selkeää lähestymistapaa Postin työvoiman moninaistumiseen ja sen merkitykseen 

postialalle.  
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1 INTRODUCTION 

The foundations for this study were laid during the time I worked as a customer advisor 

for the Finnish postal services company Posti (also known as Itella from 2007 to 2015). 

Although my own work community at the headquarters of the company was anything but 

culturally and ethnically diverse, I came to notice glimpses of on-going discussion in the 

company’s intranet on the growing number of migrant workers being employed in the 

early morning delivery department of Posti. After some quick research on the intranet, I 

found that in the Helsinki metropolitan area, the majority of early morning deliverers 

spoke other than Finnish, Swedish or Sami as their first language. This immediately 

sparked an interest in me, since I could not think of another field of work where migrant 

workers would have already outnumbered Finnish workers. Some further informal 

research I conducted on the topic led me to discover that 1) there were challenges within 

the early morning delivery department and 2) that these challenges were seen to be the 

consequence of such a huge number of workers being immigrants and non-ethnic Finns.  

This led me to consider the position of migrant workers in such a long-standing and large 

company as the postal services of Finland Posti. Eventually I identified a number of 

reasons why postal workers of a migrant background might make for an interesting 

subject for sociological study. First, Posti is a large company with thousands of employees 

around the country, and therefore one can assume that any major strategies regarding 

personnel are deliberated carefully on the executive levels of the company. Secondly, I 

knew that Posti was officially committed to enhancing multiculturalism, equality and 

tolerance, which lead me to think that these values might be visible enough in the 

company to provide valuable data. And thirdly, the majority of the employees of Posti are 

also members of the trade union PAU, which acts as the trustee for the employees and 

might also be interested in the position of migrant workers in the work community. 

Hence, I concluded that a comparison of Posti’s and PAU’s approaches to ethnic diversity 

and equality of the personnel would make for an interesting case study of new workforce 

diversities in Finland.  

The increase of migrant workers in Finnish workplaces is not a unique phenomenon 

limited to Posti. The Finnish population is aging faster than ever before and it has been 

estimated that in order to fulfill the service needs of an aging population, extensive work-

related migration to Finland will be required (Forsander 2002:83). In addition to work-
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related migration, Finland has also received a steady flow of refugees and asylum seekers 

starting from the 1990’s and reaching its highest peak in 2015 due to the unrests in the 

Middle East. In 2017, there were 373 500 people residing in Finland, whose mother 

tongue was not Finnish, Swedish or Sami (Tilastokeskus 2018) and approximately one 

third of these were in employment (Työ- ja elinkeinoministeriö 2018). This means that 

there are thousands of employees around work places in Finland that come from a 

different cultural, ethnic, religious and language background than the majority ethnic 

Finns. 

At the same time the nature of work is changing on a global scale of which Finland is 

naturally a part of. Due to digitalization and technological advances, entire professions 

have been swept of the map, particularly from the industrial field as machines have taken 

the place of people. Even within fields where work is still available, life-long careers 

under the same employer have become the exception rather than the norm. Work 

insecurity touches everyone, but particularly susceptible of falling under the ‘precariat’ 

class are migrants, young people and low-skilled workers. (Standing 2011.) 

The precarious status of migrant workers has not gone unnoticed in Finland. Migrants are 

most likely to be employed in trades of low-income, such as cleaning, restaurant work 

and construction work (Forsander 2002:97). This type of work can be placed on the low 

end of the professional hierarchy as it requires only minimal education and often provides 

below-average wages. Postal delivery work can be regarded as such work as well, because 

it requires a training period of only a few days and the wages are low. Logistical 

warehouse work –which also employs a lot of migrants –similarly requires only limited 

training, although wages can be slightly higher than in postal delivery work. Workers 

recruited into these positions are thus automatically allocated a lower status in the work 

community.  

1.1 The historical and current diversities of postal work 

Posti holds a special position in the Finnish society as well as within the minds of the 

Finnish people. The Finnish Post Office was founded in 1638 as a government system 

that relied heavily on traditional bureaucracy (Pohls et al. 1994:12). This meant that postal 

offices were tied to families that belonged to the highest social groups in society and the 

families were responsible for fulfilling the duties that the post office required (ibid.). 

Gradually, over the 19th century, the Finnish Post Office moved towards modern 

bureaucracy, and created individual civil service offices (ibid.). Hence loyalty towards 
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family members transformed into loyalty towards the state, creating a new system of civil 

service offices governed by the state (ibid.).    

The first female post-office clerks were appointed in the 1860’s and although they were 

civil servants with permanent offices, the position of women at the Post Office was always 

inferior to men (Pohls et al. 1994). Prior to the 19th century, post offices were relatively 

independent units, where the postmaster had absolute authority over the employees and 

received double or even triple the pay as the other civil servants working underneath him 

(Pohls et al. 1994:184). During the 19th century the wages were graded, the superiority of 

the postmaster was dissolved and individual post offices were tied to the central 

administration tighter than before (Pohls et al. 1994: 187). These changes opened up the 

labour market within the Post Office.  

Due to the increase of postal traffic in the 19th century, the Post Office had to open a 

number of new posts; these were mostly low-level positions that could no longer 

guarantee professional advancements for everyone (Pohls et al. 1994:199). This meant 

that less and less men were interested in filling these vacancies, particularly because there 

were other occupational possibilities available at the time (ibid.). As a response to this 

acute need for labour, the Post Office began employing large quantities of women, that 

were never to advance into higher positions and could therefore always be paid minimal 

wages (ibid.). Marjatta Pohls et al. (1994:203), who have researched gender segregation 

in the Finnish Post Office extensively, contend that in addition to education, gender was 

the key feature in the construction of the occupational hierarchy in the Finnish Post 

Office.   

The gender division of postal work is even visible in our deep-rooted ideas of the mail-

carrier as the mail-man. An accurate representation of the stereotypical mail-carrier is 

embodied in the fictional Postman Pete – the main character of a cartoon that aired in the 

UK in 1981, and was also shown in Finland over a number of years. Although mail-man 

(postimies) is no longer the official title for mail carriers, the term is still frequently used 

in both informal and formaö public discussion.   

In 1990 the Finnish Post Office became Posti -a commercial corporation, whose stocks 

are owned by the state. Over the past three decades Posti has grown through corporate 

acquisition abroad and in Finland and by expanding its services into logistics and financial 

administration. In 2016, women accounted for 38 per cent of the personnel and the 
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difference in men’s and women’s wages was three percent, according to the company’s 

website (Posti 2018).  

The gender segregated nature of postal services has also been studied in the UK context, 

on what is nowadays known as the Royal Mail. According to British academics women 

initially entered employment at the post office as part-time and temporary staff that were 

paid substantially less than the men (Jenkins, Lucio and Noon 2002:84). When women 

entered the British Post Office, the local trade unions were quick to react by first 

demanding higher pay for women to eliminate the financial gain for employing them with 

the aim of eventually excluding them entirely from the labour market (Jenkins, Lucio and 

Noon 2002:85). When this failed, the union had to suffice with segregating women to a 

poorer labour position by paying them a smaller wage (ibid.). According to Jenkins et al., 

(2002) it is the power relations between the trade union and the management that continue 

to reproduce gender inequalities within Royal Mail. They contest that trade unions should 

be held accountable for upholding the disadvantaged position of women in postal work 

(Jenkins, Lucio and Noon 2002). This research from the UK offers valuable insight to 

understanding the complex relations of the employer and the trade union. It also raises 

the question on the inflexibility of the hierarchical nature of postal work. In other words, 

is postal work organized in a way that requires for someone, or some group, to exist at 

the margins of employment? If a century ago it was the women, is it now the migrants 

that are segregated from full-time and steady work, because that it simply the way postal 

work is organized? 

Most organizations that consist of more than a handful of people probably function under 

some kind of hierarchy. An organization the size of Posti certainly has numerous 

hierarchies at place based on seniority, pay, education and experience. It is evident that 

the entrance of migrants into the Finnish working life has not in itself created new 

hierarchies or inequalities, but has rather revealed existing, sometimes deep-rooted, 

systems of inequalities in the working life (Wrede 2010:8). Moreover, there have always 

been people in the society and work communities that have remained at the margins 

(ibid.). Due to digitalisation and the advancements of technology, work is scarce, and 

there is a growing number of people who do not earn a living wage for their full-time 

work. This places these workers in a vulnerable position and in the case of migrant works, 

adds to their already vulnerable status.  
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The number of migrant workers employed by Posti has increased exponentially over the 

recent years, while at the same time the overall number of employees has been cut on 

several occasions. In 2015 Posti announced that it was to cut down hundreds of jobs and 

initiated extensive employee cooperation negotiations. The downsizing was justified by 

the decreasing demand in postal service and the rise of digitalisation (Länkinen 2016). It 

has been speculated in the trade union magazine Reitti that it was in Posti’s particular 

interest to dismiss long-term, high-earning, permanent staff, and replace them with 

cheaper part-time employees. Of course Posti has not confirmed this and most likely 

never will, but I myself entered the company after the negotiations were over in 2016 as 

a fixed-term employee. And by the end of 2016, at least three others were employed in 

the same department, either as fixed-term employees of Posti or as agency hired labour.  

Especially in OECD countries, immigration is more prone to creating a ‘precarity trap’: 

stable jobs with high wages and good benefits are decreasing and native workers are being 

offered lower paid temporary work, which they are not willing to accept (Standing 

2011:194). Migrants, however, are ready to take on these jobs rejected by the native 

population (ibid.). Hence, it can be argued that migrant workers are one social group that 

are falling into ‘the precariat’ and that the capitalist labour market, at least to some extent, 

benefits from them being there. 

Workplace inequalities have not been created with migrants entering the working life, but 

rather, are the result of long-lasting, deep-rooted and often taken-for-granted systems of 

valuing one kind of job over another. Sometimes these systems of inequality are the 

remains of history that gradually fade away as society changes. Sometimes however, 

work inequalities are actively sustained for the benefit of some at the expense of others. 

In his study of American employment systems sociologist Aarne Kalleberg (2011) has 

conceptualized the polarization of work into “good” and “bad” jobs and argues that the 

majority of migrants take on the jobs that the native population considers as bad.  

What constitutes a good job or a bad job is far from self-explanatory, but there are 

however some characteristics of employment that would result in a job being considered 

good. These include a relatively good pay, some benefits, autonomy over work activities, 

flexibility and possibility to end the job contract (Kalleberg 2011:9). Unsurprisingly then, 

a job may be considered as bad, when it lacks these characteristics. Part-time and non-

permanent staff are bound to enjoy less benefits than full-time and fixed term employees, 

which implies that jobs performed by part-time staff are usually bad. But even if the work 
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is full-time and stable, if it does not provide a living wage, it cannot be regarded as being 

a good job.  

The wages of early morning deliverers at Posti has been a topic of discussion within Posti 

and in public. In 2015 and 2016 Posti received a fair amount of negative media attention 

for it. Posti was looking to change the early morning deliverers’ collective labour 

agreement into one, which had lower compensation for work performed at night time. 

Following the new labour agreement meant a cut of approximately 200 to 400 euros in 

the monthly wage for early morning deliverers (MTV 2015). Starting from November 1st 

2017 Posti’s early morning deliverers have been employed under Posti’s affiliated 

company Posti Palvelut Oy, which follows the cheaper labour agreement. Based on 

Kalleberg’s (2011) definitions of a bad job, one can argue that at least the early morning 

delivery work of Posti falls under this category. According to one of the managers of early 

morning deliveries, whom I interviewed in August 2017, the wages are so low that it is 

resulting increasingly difficult to keep migrant workers committed to the work. 

Additionally, the insecurity of postal work, which is the result of wage-cuts and weaker 

terms and conditions of employment, has led to the disappearance of ethnic Finns from 

the field. Migrants with little or no education and limited language skills have infiltrated 

the field. It is the aim of this research to examine how the traditionally steep occupational 

hierarchy and strict gender segregation of postal work has affected the inclusion and 

representation of an ethnically diverse workforce within Posti.  

1.2. Aim of the research and research problem  

Despite the controversies of hiring migrant workers to take over the jobs left behind by 

majority Finns, the reality is that ethnic diversity is very much present in Posti – both in 

the physical work places where migrants work, as well as, in the offices and headquarters 

where the position and status of migrant workers is constantly being discussed and 

debated. One such medium, which every now and then takes a stand on migrant workers, 

multiculturalism and ethnic diversity in Posti, is the company’s personnel magazine. 

Through what is said, and what is left unsaid in the pages of the magazine, an image of a 

multicultural and tolerant workplace is constructed. At the same time, however, the image 

depicted through articles on multiculturalism and stories of migrant workers seems one-

sided and fairly narrow.  

Posti celebrates its ethnically diverse workforce and multiculturalism as a company 

guideline, while at the same time weakening the terms and conditions of employment for 
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the most vulnerable employee groups. Therefore, the aim of this research, is to examine 

how exactly Posti is able to do this? More precisely, I am interested in the discourse that 

Posti uses, which at the same time aims to diversify our understanding of postal work but 

also maintains that migrant workers constitute a problem for the field. This research aims 

to examine what these discourses are, and how they are structured in order to support 

Posti’s official line of action of multiculturalism. 

In addition to the discourse offered by Posti on the diversification of postal work, I am 

also interested in how the labour union of postal workers (PAU) perceives the position of 

migrant workers, since it is expected to be somewhat different from Posti. Due to the 

nature of labour unions as an organization that aims to defend the rights of workers, one 

might expect that PAU would have to demonstrate solidarity towards migrant workers 

the same way they defend the rights of native Finnish workers. On the other hand, labour 

unions aim to protect the labour market and its workers from any threats or potential 

harms. The increase of cheap work force from outside the country is evidently one such 

threat, which the labour union might want to diminish. One might expect for these two 

different objectives of the labour union to pose a problem for the union, which can be 

visible in the way that the union discusses the diversification of postal work.  

The key problem that this research aims to examine is the diversification of postal work 

from the point of view of the employer and the labour union. The research looks at the 

discourse that both Posti and PAU use when they talk about the diverse workforce of 

postal work and aims to identify the contexts in which diversity is discussed and the 

contexts in which it is not. Posti, particularly, is committed to advancing multiculturalism 

in its lines of action, and therefore, it is not insignificant, how Posti legitimizes the 

diversification of its workforce through its discourse. Discourses help produce 

inequalities and these inequalities further alter the way the diversification of postal work 

is understood. This is the core problem for my research.  
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2 PREVIOUS RESEARCH ON WORKPLACE DIVERSITY 

2.1 The intersectionality of labour market hierarchies 

The idea of the intersectionality of labour market hierarchies stems from feminist 

research, particularly from the research of the disadvantaged position of ethnic minority 

women (Collins in Bradley and Healy 2008:45). There are three key reasons for why the 

intersectionality of inequalities should be studied. First, the focus on one basis of 

inequality may hide other existing forms of inequality. Second, depending on the context, 

different inequalities may be at work and their dynamics may change across time. Third, 

the most extreme forms of discrimination may be visible only at the intersection of 

differences making them invisible if observed one inequality at a time. Hence, due to the 

often vulnerable status of ethnic minorities in organizations, it is necessary to look beyond 

ethnic and cultural difference in order to grasp the extent of power relations at place. 

(Healy, Bradley and Forson 2011).  Therefore, in the following section, I present a brief 

overview of studies that have taken into consideration the intersection of inequalities in 

their research of organizations. Understanding the intersectionality of inequalities can 

help highlight hierarchies present in postal work that are not directly related to ethnicity 

but for are related example to performing low-paid, low status work.  

Applying Acker’s inequality regime framework in the study of ethnic minority women 

Geraldine Healy and Harriet Bradley have written extensively about both ethnic and 

gender inequalities at the work place (see Bradley and Healy 2008). They have often 

applied Acker’s (2006) conceptual framework of inequality regimes in their empirical 

research on inequalities within the public sector in the UK (Healy, Bradley and Forson 

2011). Like Acker, Healy et al. (2011) are interested in the intersectionality of ethnicity 

and gender, in their case, particularly of Caribbean, Bangladeshi and Pakistani women 

working in the public sector in the UK. The public sector makes for an interesting research 

subject, because unlike the private sector, the public sector generally has to obey laws 

and policies targeted against discrimination and inequalities (Healy et al. 2011:467). 

Acker has identified six inequality regimes (presented more thoroughly later on in this 

research), of which Healy et al. (2011) in their research decide to focus on four that best 

respond to their findings from the interviews conducted with ethnic minority employees. 

These regimes applied were 1) the ‘organizing processes’ that produce inequality, 2) the 

‘visibility of inequalities’, 3) the ‘legitimacy of inequalities’ and 4) ‘control and 

compliance’. Within the equality regime of the ‘organizing processes’ that produces 
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inequality, Acker has acknowledged six different ways of organizing processes from 

official HRM to informal encounters at the work place. Healy et al. (2011), based on the 

data collected through interviews, highlight the practices of promotion and informal 

encounters as key practices of inequality within the British public sector. 

The minority women interviewed felt that at times of hiring and promoting, they were 

often disadvantaged in comparison to their white co-workers (Healy et al. 2011:474). This 

was by large a result of the managers in charge of the hiring or promoting being white 

(ibid.). Additionally, at times when the managers in charge of the employee selections 

were also ethnic minorities, the interviewed women felt advantaged and also inspired by 

seeing representatives of ethnic minorities in managerial positions (ibid.). It is 

unsurprising that minority employees feel disadvantaged in relation to white employees, 

because even in industries where a high number of minorities are employed at the 

performative level, only a portion are employed at higher levels. Healy et al. (2011:474) 

also interviewed minority women in managerial positions and generally found that they 

were more aware of the various forms of oppression that minority women employees 

were subject to, than the white managers in similar positions.  

Another more unexpected organization process which was brought up by the interviewees 

was the predominant after work pub culture that usually involved alcohol (Healy et al. 

2011:472). Bangladeshi and Pakistani women are usually Muslim and therefore refrain 

from alcohol, but many Caribbean women also abstain from alcohol due to being devout 

Christians (ibid.). According to Healy et al (2011:473), this is something that is taken into 

consideration much less than the religious affiliations of Bangladeshi and Pakistani 

women. Finland is a similar country to the UK when it comes to high alcohol consumption 

and Muslims being the largest group of immigrants after Russians and Estonians. 

However, I failed to find any research conducted in Finland on how not consuming 

alcohol might put migrant workers in an unequal position in the work place compared to 

majority Finns.  

Furthermore, Healy et al. (2011) highlight that diversity and equality policies can only 

function when the inequalities present in an organization are both visible and 

illegitimated. If the inequalities are only visible to the ethnic minority employees and not 

for example to the white managers, the policies cannot hold the legitimacy they need in 

order to work. The white managers interviewed all believed that the minority employees 

in their sector would have positive experiences of equality, whereas the minority 
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managers believed that they might have encountered some difficulties due to their 

ethnicity (Healy et al. 2011:479). Moreover, many of the women who participated in the 

research did not want to challenge the state of affairs at their workplace, and risk standing 

out as a ‘troublemaker’ (Healy et al. 2011:482) and thus complied with the inequality 

regimes present in the organization. Healy et al. (2011) are critical of equality and 

diversity policies and in their research aim to justify their critique by demonstrating the 

complexity and perseverance of ethnic and gender inequalities in the British public sector. 

In addition, they put Acker’s (2006) inequality regimes to practice and validate their use 

as a valuable conceptual framework to identify existing inequalities in organizations.  

The role of class in the intersection of labour market hierarchies 

The intersectionality of gender and ethnicity has also been researched in the context of 

social identities of migrant workers in the British service sector. It has been argued that 

ethnic women’s social identities are both gendered and racialized, which means that they 

will always be represented as inferior in comparison to the other end of the binary, which 

consists of white males (McDowell 2008). Furthermore, the possibility of downward 

social mobility of migrant workers has been brought to light; when migrating to a new 

country, migrants often have to take on the most precarious jobs in order to survive and 

therefore at least temporarily enter a lower social class than in their home country 

(McDowell 2008:500). Thus, in addition to gender and ethnicity, class also plays a role 

in the intersections of inequality ‘taking on different forms in different cities even where 

economic conditions seem to be similar’ (McDowell 2008:503). The intersection of class 

and ethnicity is of particular interest for my research, since the postal and logistics field 

is not a field dominated by women, unlike for example the care work sector, which, also 

employs a high number of migrant workers. Therefore class, in addition to ethnicity, can 

play a key role in understanding the status of the increasingly diverse postal work force. 

2.2 Labour unions’ stand on ethnic workplace diversity  

Labour unions in Finland remained fairly silent regarding work-related migration and 

migrant workers throughout the 1990’s (Simola 2008). It wasn’t until 1998 that migrant 

workers were included in any way in the labour market negotiations (Simola 2008:86). 

Despite the relatively minor involvement of the labour union movement in the labour 

affairs of migrants, some significant research has been conducted in Finland over the last 

two decades on immigrants and their labour union involvement from the points of view 

of both the immigrants and the labour unions.  
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Labour unions have traditionally held a fair amount of power within the Finnish labour 

market due to the high organization density at work places. Over the recent years 

however, this strong position of labour unions has been gradually decreasing, as labour 

unions are failing to attract new members, particularly among the younger working 

population. It has been suggested, that attracting migrant workers to join labour unions 

might help to save the otherwise dying labour union membership population. (Alho 2010; 

2012.)   

This section intends to identify some of the research conducted in Finland and abroad on 

labour unions’ stand on migrant workers and more specifically consider the problems that 

employing migrant workers might pose in the work place, according to labour unions. 

According to Bradley and Healy (2008:91), ‘organisations that recognise trade unions are 

more likely to have made some progress in equality and diversity’ and therefore including 

the labour unions’ position is not only interesting but also expressive of the social position 

of migrants within Finnish working life; particularly since Posti is an organisation that 

has a long history of cooperation with its trade union.  

Because Finland is a rather unique case due to its high number of employee organizations, 

it is useful to focus on research conducted specifically in the Finnish context. However, 

to be able to understand labour union trends on a global scale, I will also look at research 

conducted outside Finland towards the end of this section.  

Labour union strategies on migrant workers in Finland: tension between exclusion and 
inclusion 

The topic of migration and labour unions in Finland has been researched mainly by 

Finnish scholar Rolle Alho, who in his doctoral dissertation Inclusion or exclusion: trade 

union strategies and labour migration? (2015) studied the migration strategies of two 

large labour unions in Finland: the Service Union United (SUU) and the Finnish 

Construction Trade Unions (FCTU). Alho (2012; 2015a) found that the labour unions had 

rather differing approaches to migrant workers. Alho refers to these approaches as 

strategies, which, according to him, not only refer to the official policies of the unions but 

also to the way things are done in the day to day work of the unions (Alho 2012:177).  

Alho uses the concepts of closure and inclusion when analysing the unions’ strategies on 

migration. Closure refers to action taken in order to prevent migrants from working in 

Finland due to for example breaches of collective labour agreements at the work place 

(Alho 2012:179). Inclusion then refers to the ways in which unions attempt to attract new 

https://helka.finna.fi/Record/helka.2869400
https://helka.finna.fi/Record/helka.2869400
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(migrant) workers to join the union in order to maintain a high level of organization (Alho 

2012:181). 

When Alho examined the strategies of FCTU and SUU, he found that they had two very 

different strategies in place. FCTU has made an effort to actively include migrant workers 

in their activity by founding a separate branch in the union for migrant workers. The union 

has also hired a Russian-speaking agent, because they feel that the lack of Finnish 

language skills is one of the biggest obstacles in recruiting migrant workers to join the 

union. When interviewed, the representatives of FCTU highlight that they have nothing 

against migrant workers but then proceed to list some of the problems that arise when 

migrant labour is used:’ long subcontract chains, rental work, employers’ transnational 

activity and authorities’ inability to monitor endorsement of labour contracts’ (Alho 2012: 

188). The biggest concern FCTU seems to have regarding migrant workers, is their lack 

of interest in joining the union. This is understandable since the bargaining power of 

unions depends directly on the level of organisation of the employees (Alho 2012:188). 

The SUU has a rather opposite strategy to migrant workers. Unlike FCTU, SUU has not 

founded any separate branches that would focus primarily on the supervision of the 

interest of migrant workers employed in the service sector (Alho 2012:190). 

Notwithstanding, they shared a similar concern for the abuse of the terms and conditions 

of employment of migrant workers, which according to the unions would eventually lead 

to weaker terms for the majority population as well (Alho 2012). SUU’s principal concern 

regarding migrant workers in the service sector were concerns of inadequate language 

skills and cultural differences (Alho 2012:191). They did not have a strategy to attract 

migrant workers to join the union since they had already experienced that it was a very 

difficult task to take on. Moreover, representatives of SUU admitted that there were 

people in positions of trust in the union that had negative attitudes towards migrants, 

which made the cooperation between the union and migrant workers even harder (Alho 

2012:192) .  

Alho’s thorough research on the changing position of Finnish labour unions in relation to 

migrant workers and globalised labour movements highlights the differences in approach 

that labour unions can take when dealing with migrant workers. FCTU has founded an 

additional branch to concentrate on any issues brought to light by migrant workers whilst 

SUU feels that it does not have the resources to focus on migrant workers separately. 

Based on Alho’s (2012) research, it seems evident that representatives of both unions feel 
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that migrant workers face different obstacles in their daily work life than majority Finns 

do. However, not much is said about how the unions might resolve any instances of 

unequal or unfair treatment experienced by the migrant worker at the workplace. The lack 

of consideration of such topics by the representatives of the unions might suggest they 

are not deemed to be of importance or that the representatives interviewed are not aware 

of such issues because they are usually mediated at the grass-root level instead of the 

executive level.  

Labour union responses to ethnic inequalities 

Labour union responses to inequalities experienced by migrant workers has also received 

some attention in academia outside Finland. Trade union responses to immigrants and 

ethnic inequality has been compared in the UK and Denmark and it has been found that 

the two countries have responded in very different ways (Wrench 2004). Wrench (2004) 

stresses that even historically, labour unions in different European countries have 

responded to immigrants and ethnic diversity with huge variety. Generally, northern 

European countries have been more concerned with the equal opportunities of established 

second and third generation migrants when southern European countries have been more 

worried about the floods of migrants entering the country and working there illegally 

(Wrench 2004:8). Wrench’s research, which consisted of interviews with labour union 

activists, found that Danish and British labour unions understood ethnic inequality 

experienced by migrant workers in very different ways and therefore responded to it very 

differently.  

The UK, which has a traditionally much weaker labour movement than Denmark, has 

developed more policies towards combatting discrimination and ethnic inequalities 

(Wrench 2004:21). Wrench (2004:13) argues that this is the result of higher self-

organization of minorities and greater awareness of ethnic discrimination and inequalities 

as social processes instead of problems of individual workers. Moreover, immigration to 

the UK started already in the 1960’s when large numbers of immigrants arrived to the UK 

from former colonies in order to enter paid employment (Wrench 2004:10).  

Denmark, on the other hand,  maintained an ‘equal opportunities’ policy for immigrants 

far longer than the UK, since Danish labour unions believed that any preferential 

treatment of immigrants would harm the employment opportunities of majority Danes 

(Wrench 2004:11). In other words, Denmark is interested in keeping an equal playing 

field for everyone, despite ethnic background. According to Wrench (2004:21), this has 



14 
 

resulted in Danish labour unions’ lack of interest in combating issues of discrimination 

and unequal treatment. Furthermore, Wrench argues that ‘[t]he implicit assumption [of 

Danish labour unions] is that the problem of ethnic equality is in large part related to 

deficits within immigrant communities themselves’ (2004:13). This idea contrasts 

dramatically with how British labour unions have regarded problems of ethnic 

(in)equality.  

Finland, like Denmark, has a fairly strong and influential labour movement. It has also 

only since the 1990’s started receiving immigrants systematically, and the percentage of 

native speakers of a foreign language is merely 6,4 (Tilastokeskus 2018). Based on Alho’s 

(2012) research of SUU and FCTU discussed above, there seems to be substantial 

variation on how issues regarding ethnic diversity and equality are tackled in Finland by 

different labour unions. Furthermore, one might argue that the reason for such variety 

within Finnish labour unions’ responses to ethnic inequality is that the labour unions have 

yet to come to an agreement on how foreign workforce should be responded to in the first 

place.  

According to Alho (2010), the difference in attitudes is visible for example in the way 

different concepts are used when discussing migrant workers in the membership 

magazine of labour unions. For example, SUU in its membership magazines discusses 

how migrant workers are taken advantage of (hyväksikäyttö), while FCTU uses a much 

stronger wording of exploitation (riisto) in its articles (Alho 2010:110). In addition to 

considering labour unions’ responses to migrant workers, it would be crucial to consider 

migrant workers’ responses to Finnish labour unions to understand the different dynamics 

of the phenomenon. However, due to the focus of this research being on evaluating 

inequalities constructed within employer organisations, I will not discuss the experiences 

of migrant workers further here. For a more detailed research on labour unions that takes 

into consideration both the unions’ migration strategies and the migrant workers’ 

perceptions of the unions, see Rolle Alho’s doctoral dissertation Inclusion or Exclusion: 

Trade Union Strategies and Labor Migration (2015a).  

In Finland, labour unions are influential players within the Finnish labour market due to 

their high membership rates. In countries like the UK, where trade union membership is 

fairly marginal, the key responsibility for applying fair and equal ethnic diversity practice 

is on the human resource management of companies and organisations. It has been argued 

that the marginal position of labour unions in the UK has led to the lack of academic 
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research conducted on labour unions’ organisation and recruitment of migrant workers 

regarding equality and diversity (Alberti et al. 2013). Furthermore, in their research, 

Alberti et al. (2013) are interested in how intersectionality works in the context of labour 

union practices regarding equality and diversity. As their data, Alberti et al. analysed four 

separate campaigns by three different unions based in the UK.  

Alberti et al. (2013:4139) found that all of the three unions included in the research had 

internal debates on whether to apply a universalistic approach or a particularistic approach 

to organising the way issues regarding migrant workers were addressed. In this 

consideration, it became central to evaluate which aspects of the migrant workers’ 

identities were most crucial; was it the fact that they were migrants and ethnic minorities 

or was it that they were workers like everyone else (Alberti et al.:4139). This is the 

dilemma the unions faced in which the intersectionality of the migrants’ identities became 

a key topic of concern.  

Based on their research, Alberti et al. (2013:4144-5) came to the conclusion that British 

labour unions have yet to successfully consider the intersectional identities of migrant 

workers as both ethnic minorities and workers, and therefore, in their organisational 

strategies, often result to addressing only one or the other. Futhermore, Alberti et al. 

(ibid.) contend that in order for labour unions to be able to address migrant workers as 

both migrants and workers, issues regarding equality and diversity have to be embedded 

in the strategies and policies of the union on every level, and not in a branch separate 

from the rest of the union. Alberti et al. (2013) offer an interesting take on the versatility 

of the concept of intersectionality when discussing ethnic minorities in the labour market 

context. They consider intersectionality of migrant workers not solely on the basis of 

ethnicity and gender, but also on their identities as workers and members of the work 

community. In addition, they contribute to the existing literature on labour union 

strategies towards migrant workers by considering diversity and equality through the 

worker identities of migrants. 

2.3 Institutional discrimination and ethnic hierarchies in Finland 

Finland is generally regarded as a fairly advanced country in terms of gender equality. 

The public sector as well as the private sector have taken vast measures to ensure that 

men and women have equal access to education and equal opportunities to progress in 

their careers. Parity and equality are seen as key values in the Finnish work ethics. 

Nevertheless, based on research conducted in Finland, it seems that the importance of 
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equality has yet to reach the ethnic hierarchies embedded in Finnish work communities. 

Much of the research conducted in Finland on ethnicity as a basis for inequality has 

concentrated on care work. Research on ethnic inequalities seems to focus on fields where 

a significant number of employees have a migrant background and care work is one such 

field.  

Institutional hierarchies in Finnish care work 

An interesting contribution to the study of inequalities at the work place is offered by 

Laurén and Wrede (2010) as they focus on the institutional practices of work places as 

experienced by practical nurses and identify these institutional practices as potential 

enablers or inhibiters of migrants’ integration into the work community and consider 

these practices through the concept of institutional racism. The concept of institutional 

racism is considered to be particularly useful, because care work in itself has been 

recognized as a highly hierarchical institution (Laurén and Wrede 2010). Laurén and 

Wrede (2010) found that some institutional practices made it impossible for workers with 

a migrant background to engage with the occupational set ups, which resulted in ethnic 

segregation at the work place. Hence, Laurén and Wrede (2010) emphasize that 

interrelationships between colleagues in an organization cannot be explained by reducing 

the relationship to exist only between two individuals; the relationship always exist as 

part of the organization.  

Migrant care workers in the Finnish labour market has also been studied by Olakivi 

(2013), who like Laurén and Wrede has focused on the occupational group of practical 

nurses in his research on ethnic inequalities. According to Laurén and Wrede (2008:20) 

‘[p]ractial nursing is increasingly viewed as an occupation to which it is considered to be 

not only possible, but desirable to recruit large number of workers among recently arrived 

immigrants.’ The training is fairly short and rather practical. Hence, Olakivi (2013) 

conducted interviews with registered or soon-to-be registered practical nurses in the 

Helsinki region in order to make sense of their experiences of discrimination. What he 

found, however, was an assertion for the lack of discrimination in many cases and even 

when discrimination had been present, it was perceived as the misconduct of the 

individual and not the institution (Olakivi 2013:93). The responses of the migrant workers 

are rather different from the ones presented by Healy et al. (2011) based on their 

interviewees with ethnic minority employees in the UK. It is worth noting that Healy et 

al. conducted their research with British ethnic minorities that quite possibly were born 
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in the UK and therefore cannot be considered migrants like the workers interviewed by 

Olakivi. 

Olakivi (2013) made some interesting observations about discrimination and ethnic 

hierarchies that are worth highlighting here. On one hand, ethnicity was not emphasized 

by the interviewees, and focus was rather given to individual skills and traits that allow 

them to be successful in their work and provide good care to the elderly (Olakivi 

2013:95). On the other hand, the personal qualities the care workers attributed to 

themselves were specifically related to their cultural heritage being different from the 

Finnish culture. For example, one care worker expresses how in her home country elders 

are respected and taken care of in the homes (ibid.). Another interesting remark brought 

forward through the interviews with the care workers is the importance put on language 

skill – either by affirming that it is important or by pondering whether it really is important 

(Olakivi 2013:96). One of the care workers interviewed suggests that there is no 

discrimination as long as one can speak at least sufficient Finnish (ibid.). Olakivi 

(2013:95) suggests that the noticeable status of language could be explained by its 

‘legitimate base for differential treatment’ unlike for example race and ethnicity, which 

would considered as illegitimate bases for differential treatment. Highlighting language 

skills as a justification for unequal treatment is an interesting phenomenon, which re-

emerges in my data. In addition to being defined as a ‘legitimate base for differential 

treatment’, language skill also seems to be a socially acceptable one.  

The social acceptability of differentiating between native-Finn and migrant workers based 

on Finnish language competence is visible, for example, in the way that also Finnish 

recruiters talk about migrant workers. In Näre’s (2013:76) research with recruiters of care 

workers, ‘lacking language skills was mentioned by all the interviewees as the main 

difference characterizing migrant workers.’ Näre (2013:77) also brings forth the 

problematics of evaluating whether someone is able to speak Finnish ‘properly’ or what 

having ‘good’ Finnish skills actually means. Moreover, merely having a foreign accent 

can be used to justify ethnic inequality at the workplace (Näre and Cleland cited in Näre 

2013); also, because very few non-native Finns have no accent at all (Näre 2013). In 

addition to recognizing the poor Finnish skills as a disadvantage of migrant workers, at 

the same time recruiters felt that migrants were in fact ‘ideal workers’ for elder care (Näre 

2013:78). This was due to the positive characteristics recruiters felt that migrant workers 

possessed in comparison to Finnish employees, such as flexibility and respect for elders 
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(ibid.). Interestingly, these were similar characteristics that the migrant care workers 

themselves emphasized they possessed in Olakivi’s (2013) research discussed above.  

Sometimes inequalities based on ethnicity in organizations have also been referred to as 

ethnic hierarchies (Laurén and Wrede 2008), which successfully grasps the complexity 

of inequalities that are usually in place in organizations, particularly in larger ones. In 

other words, ethnicity is just one of many categories on which difference can be built. In 

their research interviewing both immigrant and native Finnish practical nurses, Laurén 

and Wrede (2008:25) found that work practices leading to ethnic hierarchies were more 

likely to form when there were not sufficient formal policies in place on how the work 

should be organized. The possibility for informal work practices to arise was particularly 

high when orientation at the beginning of the employment was minimal or non-existent 

(Lauren and Wrede 2008:27). Hence, Lauren and Wrede (2008) argue that ethnic 

hierarchies should be actively resisted within the organization-level and not merely by 

trying to affect the attitudes of individual people. Lauren and Wrede (2008) use the 

concept of ethnic hierarchies in their research on care work distribution, but there is no 

reason why the concept could not be applied to other work organizations as well, where 

people from different cultural and ethnic backgrounds are employed. Moreover, it could 

be argued that ethnic (and other) inequalities in the work place contribute towards an 

ethnic hierarchy being constructed that allows for institutional discrimination to be 

practiced. 

2.4 Representation of migrants in the media 

As migration to Finland has increased, so has the media coverage dedicated to issues 

regarding migration, multiculturalism, cultural and ethnic diversity and integration. The 

media not only works as a seemingly objective source of information, but it also shapes 

the way we perceive and understand the world around us (Van Dijk 1988). Therefore is 

it not a matter of indifference, which topics receive attention in the media and in what 

way. Considering how migrants have been portrayed in the mass media can provide 

insight into how they are represented on a smaller scale, in the internal communication 

outlet of Posti and the labour union PAU.  

The way media can legitimate ethnic hierarchies and inequalities has been studied in 

Finland in the context of migrant eldercare workers. As its material, the study used articles 

from Helsingin Sanomat, which is the biggest daily newspaper in Finland and Kuntalehti, 

which is published by the Association of Local and Regional Authorities. It was found 



19 
 

that that there were certain patterns in the way that migration and ethnicity was discussed 

in relation the eldercare between the years 2003 and 2013. I will briefly highlight a few 

of the most interesting findings here. 

When the need for immigrant care workers was discussed in the articles, the need was 

often reasoned with the extensive use of statistics and numerical data (Nordberg 

2016:106). Additionally, this need was mostly discussed in reference to economic 

advantages and potential labour market gains (Nordberg 2016:107). According to 

Nordberg (ibid.), this kind of efficiency talk is considered to be very standard in Finland 

because economic prosperity and the welfare society have traditionally been understood 

as complementing each other instead of overruling one another. Hence, it is acceptable to 

openly talk about the economic gains generated by recruiting and employing care workers 

from abroad because in addition to benefiting Finland, the arrangement is expected to 

benefit the immigrant workers as well.  

Another interesting observation made by Nordberg (2016:107) worth noting here is the 

binary categories of the articles. One category included articles that commented on the 

political events, administrative changes and official policymaking regarding immigrants 

coming into eldercare work in Finland. The other category relied on personal narratives 

of individual immigrants and in these articles, the political debate was left to the side 

(ibid.). Additionally, a similar analysis of U.S. entertainment media focusing on 

immigrants has demonstrated, how ‘individualized narratives […] have the effect of 

absolving collective responsibility, minimizing problems, and erasing the need for more 

in-depth discussion about issues’ (Sowards and Pineda 2013:86).  

If it is assumed that Nordberg’s data is representative of Finnish media in general, one 

can argue that the two different categories of immigrant eldercare related articles remain 

separate in the minds of the public. This then affects the way people understand issues of 

international labour migration both on a global scale and locally. And this further affects 

the position of migrant workers in Finnish work places.   

On a more general level, research has been conducted on how ethnic inequalities are 

reproduced in the media. Understanding the more general representations of migrants in 

the mass media can also help us in identifying the different way that media reproduce the 

differences between us and them. Van Dijk (2000) has taken a discursive approach in his 

analysis of ‘race’ or ethnic inequalities in the media. According to van Dijk (2000:34), 

the subtle racism found in text and talk can be equally as harmful and efficient in 
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marginalizing and segregating migrants as the old more explicit forms of racism. In order 

to test the validity of this idea, van Dijk conducted discursive analysis on an article of the 

Sun (a British tabloid) that discussed recent migration to the UK. 

The analysis looked at the themes of the articles in which migrants were represented, 

whether quotes were stated by a migrant or a representative of the white majority, 

meanings of words in the local context and formulation of sentences and whether they 

gave agency to migrants or took it away from them (van Dijk 2000). From the analysis, 

van Dijk (2000:48) concluded that media reportage on migrants and ethnic minorities 

usually reinforces positive self-presentation and negative other-representation. Due to the 

limited contact of the (white) majority with minorities the media serve as a major 

influence of regenerating negative ideologies and prejudices of ethnic minorities and at 

the same time produces cohesion amongst the majority which in turn reinforces their 

control in the society (ibid.). The analysis conducted by van Dijk (2000) serves as useful 

window to the research of the production of creating difference in public texts. However, 

the data used in Van Dijk’s (2000) research is representative of the journalistic style of 

British tabloids and therefore such results might not be repeatable in the Finnish context 

of personnel and labour union membership magazines.  

The representation of migrant workers has also been studied through the analysis of 

labour union magazines (Simola 2008). The research consists of analysing articles 

associated with work-related migration and migrant workers from magazines of the three 

central unions of labour unions in Finland. All together the data consisted of 18 

magazines, six from each central union that included 34 relevant articles in total. Simola 

(2008) uses the method of frame analysis in her research in order to identify the different 

points of departure through which migration is discussed in the magazines. The frames 

present in the articles are categorized as 1) values of the labour movement, 2) problems 

of work-related migration, 3) increasing need of labour, 4) cultural clashes and 5) migrant 

worker as a member of the labour union (Simola 2008:89). All of these frames are present 

in the data collected, but some more than others. According to Simola (2008:106), the 

dominant frame in all of the three magazines was the approach of migration related 

matters through the values they represent. These include values such as tolerance, 

multiculturalism, anti-discrimination and equality (ibid.). Furthermore Simola (2008) 

concludes that overall, the magazines examined approached these issues from an all-

inclusive perspective, meaning that the disadvantages faced by migrant members were 

seen to have a negative effect on the entire membership. Therefore, the labour unions 
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stressed how it was in everyone’s favour to advocate for migrant workers’ interests 

(Simola 2008:107.)  

Out of the three central unions included in the research, The Central Union for Finnish 

Trade Unions (SAK) is the umbrella organization for unions of mostly manual labourers. 

Simola (2008:94) contests that SAK was the only central union that considered work-

related migration with certain reservation, but even then, there were signs of changing 

attitudes among the representatives of the union. PAU is a member of SAK and therefore 

it is of interest to see whether these reservations towards migrations are visible in PAU’s 

own union magazine.   

It is evident that the research of media texts can provide a channel to understanding how 

the audience of the media outlet is influenced through the choices made prior to the 

publication of the text or other publication. Van Dijk (2000) highlights the importance of 

discourse in recognizing the construction of ethnic inequalities constructed in public and 

Simola (2008) offer a valuable framework for the analysis of diversity in labour union 

magazines. The previous studies discussed in this section further support the decision to 

examine new workforce diversities in this study through the analysis of personnel and 

membership magazines. 
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3 THEORETICAL FRAMEWORK FOR THE STUDY OF HOW NEW 
WORKFORCE DIVERSITIES ARE FRAMED 

3.1 Critical diversity studies 

Research on diversity in the workplace has largely focused around the concept of diversity 

management ever since the Hudson Institute published a report in 1987 predicting a 

significant increase in women and ethnic minorities entering the workforce (Zanoni et al. 

2010:12). The focus of diversity management has from there on been on enhancing 

business prospects and profits by successfully managing a diverse group of employees. 

This has especially been the case in business literature, but the concept has received a 

substantial amount of attention in academia as well, due to its popularity, particularly in 

the Anglo-Saxon world. Academics have also taken a critical stand on diversity 

management and introduced new perspectives for understanding diversity in 

organizations in opposition to the business rhetoric. Critical diversity studies emerged as 

a call to re-claim diversity as basis of inequality and power relations and not merely a 

positive attribution to employees’ differences. (Zanoni et al. 2010:9.)  

One development of critical diversity literature has focused on studying the discourses 

through which diversity is constructed in different contexts by different actors. Diversity 

discourse borrows heavily from gender theories in that discourses are seen to have a major 

role in the production of social categories of race and ethnicity as it has in the production 

of gender (de los Reyes 2010:255). Diversity as a managerial trend thus tends to diminish 

the social dynamics of power relations and inequalities at the work place (de los Reyes 

2010:262). Where there is difference, there are also power relations at place. However, 

they may be hard to identify due to their implicit nature embedded not in the inferiority 

of ethnic minorities but rather their difference (van Dijk 2000:34).  

Van Dijk (2000) argues that the current forms of racism and discrimination appear 

particularly in text and talk, which makes the study of discourse exceptionally useful for 

understanding the reproduction of ethnic inequalities. The structures of discourse that can 

be identified in texts and talk ‘are systematically related to elements of the social 

‘context’, such as the spatio-temporal setting, participants and their various social and 

communicative roles, as well as their knowledge and opinion’ (van Dijk 2000:35). Hence, 

the theoretical assumption is that discourse may reveal inequalities and power relations 

that without critical analysis might be overlooked.  
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3.2 Inequalities in organisations 

According to Bradley and Healy (2008:49), ‘[e]mployment or industrial relations have at 

their core power relations’. This is also the theoretical assumption for this research; the 

existence of power relations presupposes that someone holds more power while someone 

else holds less. The second theoretical assumption of this research is that inequalities in 

organizations are complex, hybrid and multifaceted. It is not easy to grasp the way in 

which inequalities are reproduced in organizations and therefore the theoretical 

framework also has to include an understanding of the different factors that influence the 

formation of inequalities. These factors include gender, ethnicity, employment relations, 

career relations and social relations, which are all influenced by each other and also 

through history (Bradley and Healy 2008:43). Bradley and Healy (2008:42) highlight the 

importance of incorporating a historical approach on the study of organizational 

inequalities on all levels. This is why it also important to understand the historical and 

social context of postal work and labour unions in Finland.  

Much of the research on inequalities in organizations, particularly in the working life, is 

owed to feminist researchers, who since the 1980’s have aimed to make known 

discriminatory practices based on gender in the workplace. Drawing on research by 

Collinson, Knights and Collinson, Bradley and Healey (2008:50) argue that 

discrimination on the basis of ethnicity can take place systematically within an 

organization even though officially advocating for equal opportunities. Furthermore, 

these were often the taken-for-granted practices that required little or no justification 

(ibid.) and therefore are also the hardest to break down.  

A key theoretical framework for this research is also in the understanding of inequalities 

as reaching beyond the relations between individuals in an organization. Organizational 

hierarchies are embedded within the working life beyond any one individual, or even a 

group of individuals. This is often referred to as institutional racism, which instead of 

appearing in personal interactions, is based ‘on institutional practices and structures and 

is accompanied by blindness to power difference‘(Hugman in Laurén and Wrede 

2008:21). Institutional racism can be addressed by policies and equality strategies, but 

due to the nature of institutional practices, policies may only work to hide the racism, 

therefore making it difficult to claim any actual changes to the practices (ibid.). Hence, it 

is this taken-for-granted, mundane way of organizing work that can be expected to reveal 

something of the power relations behind it. Because of the “invisible” nature of these 
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power relations, it may be difficult to recognize them. In order to be able to identify some 

of the ethnic inequalities, I make use of Acker’s conceptual framework of inequality 

regimes, which is discussed in more detail below.  

Inequality Regimes 

Joan Acker (2006) argues for an intersectional approach to the study of inequalities that 

take place in organizations. Instead of studying racial, gender and class inequalities 

separately, which has been the case for decades, Acker suggests that the inequalities that 

take place in organizations ought to be considered as ‘complex [and] mutually reinforcing 

or contradicting processes’ (Acker 2006:442). Acker (ibid.) criticises the study of ‘race’ 

and ‘ethnicity’ separately in organisational research, since it does not depict the complex 

social reality of hierarchies and inequalities present. Therefore, Acker (2006) suggests 

that when inequalities are to be investigated, we should at least look at look at the 

intersection of class, gender and ethnicity.  

Bradley and Healy (2008:58) in their own study of ethnicity and gender in organizations 

propose that in addition to class, gender and ethnicity also religion should be considered 

as a basis for inequality. Indeed Bradley and Healy (2008) as well as Acker (2006) both 

recognize that there are numerous potential bases for inequality such as sexual orientation 

and age, but nevertheless they focus on the three bases previously mentioned. 

Furthermore, Bradley and Healy (2008:43) emphasize the linear hybridity of inequalities 

at work: at one time gender was at the core of all discussions around work place 

inequalities and now discussions have shifted more towards ethnicity. The importance is 

to understand the historical context in which these discussions take place at each time 

(ibid.). 

Acker (2006:443) defines ‘inequality in organizations as systematic disparities between 

participants in power and control over goals, resources, and outcomes; workplace 

decisions such as how to organize work; opportunities for promotion and interesting 

work; security in employment and benefits; respect and pleasures in work and work 

relations.’ I think it is vital to understand the difference between inequalities in society at 

large and in an organization, because the latter is by default hierarchical due to the way 

work is organized in industrialized countries. This does not mean that inequalities in 

organizations are not influenced by changes and attitudes in the society at large. In fact, 

inequality regimes found in organizations are closely linked to the politics, history and 
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culture of the surrounding society (Acker 2006:443). In what follows I will briefly go 

through the six inequality regimes as identified by Acker.  

The first inequality regime according to Acker is the base(s) of inequality, which are often 

race, gender and class (Acker 2006:444). Class often translates to the hierarchies present 

in organizations, which are particularly well established in large organizations (ibid.). 

According to Acker (2006:445), both race (and ethnicity) and gender have often been a 

part of class hierarchies in the workplace; women have been working in lower-ranking 

jobs and other than white men have sometimes been completely excluded from certain 

professions. This is evidently no longer the case in many countries. However, inequalities 

continue to exist and they are often based on differences in gender, ethnicity and class.  

The second inequality regime is defined by the shape and degree of inequality, with 

hierarchies often being steepest in large and influential organizations (Acker 2006:445). 

The degree of racial and gender inequality within organizations is often hard to measure 

and grasp since people with the same title can still carry out very different work tasks. In 

addition, hierarchies within an organization can depend on class levels of a particular job 

(Acker 2006:446).  

The third inequality regime refers to the processes carried out within the organization that 

produce and enhance class, gender and ethnic inequalities (Acker 2006:447). These 

include aspects of daily managerial work such as recruiting new staff as well as more 

subtle ways of producing inequalities such as the way that job descriptions are crafted out 

in order to direct them towards a certain wage group (Acker 2006:448-9). Other 

organizing processes identified by Acker (2006) include ‘organizing the general 

requirements of work’, ‘wage setting and supervisory practices’ and ‘informal 

interactions while “doing the work”’, which refer to daily interactions between colleagues 

and supervisors and supervisees that produce and reproduce inequalities. The text 

produced in personnel magazines can be considered as such a process through which 

potential inequality regimes could be produced and enhanced.  

The fourth and fifth regimes identified by Acker (2006) are concerned with the visibility 

and legitimacy of the inequalities at the workplace. The lower the visibility and awareness 

of the inequality, the harder it is to take measures in order to change it (Acker 2006:452). 

The same applies to the legitimacy of inequalities: especially large bureaucratic 

organizations may find inequalities legitimate due to the way their overall operations are 

organized (Acker 2006:453). 
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The final inequality regime has to do with the way the organizations control their 

employees and generate compliance through various means. The control used can be both 

external and internal. (Acker 2006:454.) A way for a company to produce internal control 

and compliance for employees could be through the content of personnel magazines that 

are targeted at the employees of the company.  

Frame Analysis 

Drawing on the study of media texts by Simola (2008), the present research also aims to 

identify the frames used in the articles where the topic of an ethnically diverse workforce 

is discussed. Simola (2008) uses frames and frame analysis in her research of the media 

discussion on hiring Filipino nurses to Finland, as well as, in her research of membership 

magazines of Finnish labour unions debating migrant workers. When applying frame 

analysis in the study of media discourse, it is important to consider whether, what we 

consider a frame, is in fact a frame and not a theme (Simola 2008:42; Horsti 2005:51). 

Therefore, I wish to highlight here that the theme of this research is the ethnically diverse 

workforce of Posti and the frames are the means through which the theme is discussed 

throughout the selected material. 

Moreover, framing can be defined as follows: 

To frame is to select some aspects of a perceived reality and make them more 

salient in a communicating text, in such a way as to promote a particular problem 

definition, causal interpretation, moral evaluation, and/or treatment 

recommendation for the item described. (Entman 1993:52). 

According to Entman (1993) then, texts define problems as well as offer solutions to 

them. Texts also place moral judgements on the topics that it discusses and texts 

themselves suggest how the text at hand should be interpreted (Entman 1993).  

Frame analysis can be understood as both a theoretical framework and a method guiding 

the analysis of media texts. I consider it here as a theoretical framework first and foremost 

because it, in this case, works as a justification of why text should be examined, rather 

than how. Frame analysis is founded on social constructivism (Pan and Kosicki 1993:69) 

meaning that it does not see texts as representing a single truth, but rather understands 

texts as being able to portray a variety of meanings depending on the frames that are 

attributed to it. According to Goffman (cited in Pan and Kosicki 1993:56) these ‘frames 

enable individuals to locate, perceive, identify and label occurrences and information’, 

which helps people give meaning to what they see and experience. When applied to this 

research, it means that frames allows the reader to make sense of what he or she reads. 
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According to Entman (1993:52), the reader (i.e. the receiver) of the text is not the only 

source through which frames appear. Communicators – often the editors of the magazine 

for example – make decisions on what to say and what not to say based on frames, which 

are guided by their values and beliefs. The text itself contains frames that are present in 

the way the text is organized, the way pictures are placed and in the way that certain kinds 

of words and phrases are used. The fourth and final location of frames in discourse is the 

culture in which the discourse appears. (Entman 1993:52-3.) I understand culture here as 

referring to the larger social context in which the discourse appears. My research focuses 

particularly on the frames present for the communicator, the text itself and the culture. 

The frames available through the receiver are left outside the focus of this research 

because it would be difficult to study the frames influencing the reader without including 

a sampling of the readers of the texts. 

3.3 Narrowing down the research problem and research questions 

On the basis of the previous research and theoretical framework presented above, the 

current research aims to contribute to understanding how Posti and PAU understand and 

portray the position of a new diverse workforce in postal work. The focus of this research 

is on identifying the more subtle and taken-for-granted discourses that are used when 

discussing migrant workers, work-related migration to Finland and the ethnic diversity of 

the postal workforce. Postal work is going through many changes at the moment in the 

way that the work is organized and who is chosen to do the work. Postal workers used to 

hold civil service offices, but lately the field is increasingly relying on foreign workforce 

to deliver its main service. 

 Research on ethnic inequalities in the working life in Finland has often focused on 

interviews with either the migrant employees or the native Finnish employers and their 

views on the state of affairs (Näre 2013; Olakivi 2013; Laurén & Wrede 2008). Regularly 

in these interviews, the most common form of discrimination experienced by ethnic 

minority employees is the discriminatory behaviour of colleagues, managers or clients. 

In other words, the most salient experiences of discrimination are born from interactions 

with other people. Inequalities however, and specifically systems of inequalities, can 

extend far beyond interaction between individuals. Therefore, this research concentrates 

on examining the larger and broader picture of possible inequalities reproduced by the 

diversification of postal work.  The research uses existing published texts as its main data 

in order to identify how the new diversity of postal workforce is portrayed to the 
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employees of Posti and the members of PAU. The portrayal of the diverse workforce is 

observed by analysing the discourses of the two magazines. The current research is 

interested in how, despite possible existing inequality regimes, Posti is able to frame its 

diverse workforce in a way that induces a collective understanding the necessity of 

employing migrant workers. Correspondingly, the research also looks at how, if at all, 

PAU frames the diversification of the postal workforce to its members. 

Because personnel magazines can be seen as a tool for constructing a company image for 

the employees, it can be expected that, for example, severe misdemeanours on behalf of 

both the employee and employer, would be left out. Therefore, to acquire a more 

extensive view on issues concerning diversity and equality, I will also include the point 

of view of the trade union that represents the employees of Posti. Once again, trade 

unions’ attitudes towards migrant workers and work-related migration has been mostly 

researched by conducting interviews with representatives of the unions or with workers 

or by analysing the unions’ official strategies towards migration (Alho 2012; 2015b). Yet, 

besides Simola’s (2008) analysis of trade union member magazines, the day-to-day 

communication of the trade union to its membership has been largely ignored in the study 

of workplace diversity. This research contributes to this gap in the study of ethnic 

diversity in Finnish work places and presents a new perspective on the topic, since it 

includes the point of view of the labour union, in addition to the employer organisation. 

To be able to address the aforementioned research problem I intend to conduct the 

research by presenting the following questions: 

How does the employer construct the idea of a diverse and multicultural workplace and 

one of equality and inclusiveness among all workers? Which inequality regimes, if any, 

are present in the articles that deal with the diversification of the workforce in Posti? 

How are these inequality regimes framed in order to promote the goals of both Posti and 

PAU with regards to the inclusion of migrant workers in their communities?  
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4 MATERIAL AND METHODS 

4.1 Deciding on the methodological approach to the research 

The research design of my thesis is a case study, which in this case was ‘self-selecting’, 

meaning that the research was designed around the case rather than the case being 

representative of the phenomenon (Buchanan 2012:355). Since I am interested in the way 

that Posti constructs the idea of a diverse workforce in everyday postal work, I soon 

realized that interviewing some of the early-morning delivery supervisors was not going 

provide me with a an exhaustive understanding of how the company views the 

diversification of its workforce. After reading Simola’s (2008) research on the 

representation of migrant workers in the labour union magazines, I imagined a similar 

research method could be applied to my research problem. I already knew from having 

worked at Posti for almost a year at the time, that they published a personnel magazine 

and after quickly browsing through some of the issues came to the conclusion that the 

magazine would provide sufficient material for my research.  

I then carried out a similar process with the membership magazine of PAU and came to 

the conclusion that it too could be used to analyse the views of the trade union concerning 

the ethnically diverse workforce of Posti. Based on the constructivist theoretical 

framework of my research, it seemed evident that I were to examine the discourses 

produced in these magazines, and therefore rely on a discourse analytical approach. The 

choice of using DA is also validated by the notion of the epistemology for my research 

being constructivist, since I study the construction of a reality through language (Lee 

2012:403) – in this case the construction of the reality of an ethnically diverse workforce 

through an internal communication outlet. According to Oswick (2012) discourse 

analysis should only be used for the analysis of naturally occurring texts, which my data 

is.  

Discourse analysis is an umbrella concept for a variety of theoretical and methodological 

approaches that are interested in the way that language creates realities. After considering 

different approaches of DA came to the conclusion that the most appropriate tool for 

analysing my material is Critical Discourse Analysis (CDA), since I aim to critically 

evaluate the diversity represented in the internal communication outlet of Posti and 

membership communication outlet of PAU. I expect CDA to work well with the 

theoretical framework of this research, since both are interested in critically evaluating 

the existing state of affairs.  
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There are also many variations of CDA of which I will be concentrating on Fairclough’s 

means of applying CDA to analyse the material. Fairclough (2011:122) argues that CDA 

should be understood as a theory in addition to or even instead of being merely a method. 

Critical discourse analysis is critical because it assumes that there are things about our 

social practices in relation to our use of language that often go unnoticed (Fairclough 

1995:54). Therefore, it is not only a box of tools that can be applied to the critical analysis 

of texts but also the reason, why it is seen as important to investigate those texts in the 

first place. Moreover, according to Fairclough (1995:54), it is particularly the 

‘connections between the use of language and the exercise of power [that] are often not 

clear to people, yet appear on closer examination to be vitally important to the workings 

of power. It is these self-evident truths that I aim to scrutinize in my research and for this 

objective CDA offers the most informed means of analysis.  

Discourse Analysis and more specifically Critical Discourse Analysis offers ideas and 

advice to help grasp the possible inequality regimes hidden in the selected material. 

However, I will not use CDA as a specific set of tools but rather as a guideline for the 

critical examination of the material, which is further limited by the theoretical concepts 

of inequality regimes and frame analysis applied to the research. 

4.2 Personnel magazine Me Postilaiset and membership magazine Reitti 

I have collected data from two magazines: ‘Me Postilaiset’ and ‘Reitti’. Me Postilaiset is 

the internal communication outlet for the employees of Posti. ‘Me Postilaiset’ in English 

can be loosely translated as ‘Us the workers of Posti’. I collected all the magazines 

published since the beginning of 2014 until January of 2017 by downloading them from 

the company intranet. Between the years 2014 and 2016, Me Postilaiset was published 

five times a year and during 2017, only two issues of Me Postilaiset were published, of 

which the first one is included in the data. In 2014 the personnel communication outlet of 

Posti was called Pointer and not Me Postilaiset, but otherwise it is the same magazine, so 

I decided to include publications of Pointer in my data as well. Me Postilaiset (and 

Pointer) is published in the internal online platform of Posti and a print version of it is 

delivered to the homes of all of the employees of Posti in Finland. 

Most of Posti’s migrant workers are employed in jobs in which Finnish skills are not 

required and most of them have poor Finnish skills. Therefore, one can make the informed 

assumption that personnel communication outlets of the company, such as Me Postilaiset, 

are primarily targeted at the native-Finn workers and for the few migrant workers that 
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have already acquired sufficient knowledge of Finnish. The audience of the magazine, 

therefore, is not the migrant workforce of Posti, because the magazine does not include 

any articles in English 

Additionally, I see it as important to consider the authorship of the magazine Me 

Postilaiset. In order to conduct discourse analysis on Posti by using Me Postilaiset 

magazine as my material, I have to understand the authorship of Me Postilaiset as 

reaching beyond the one or two editors that actually produce the magazine. Therefore, I 

understand Me Postilaiset as representing the company as a whole, including its official 

and unofficial strategies and policies. The authorship of the magazine is therefore the 

company at large. 

Reitti, on the other hand, is the magazine publication of the trade union that represents 

the employees of Posti and other workers working in the field of postal and logistics 

services. Reitti is published ten times a year. I collected all the magazines from the 

beginning of 2015 until the latest one published at the time of the data collection, which 

was the seventh of the year 2017. Unlike Me Postilaiset, whose content is solely in 

Finnish, Reitti also always has at least one article in both English and Swedish in each 

published magazine.  

I proceeded through the data collection by gathering articles that were in anyway relevant 

to topics such as diversity, migrant workers, ethnicity related discrimination, 

multiculturalism and ethnicity. I only included articles in which it was explicit that the 

workers or worker in question were not native Finns and therefore I did not make any 

conclusions solely based on appearance or name. After going through the material I had 

gathered a little over ten articles from both Reitti and Me Postilaiset. After discarding 

some articles based on irrelevance, I ended up with 12 articles from Reitti and 12 from 

Me Postilaiset. 

In addition to the 24 articles I analysed thoroughly for the purpose of conducting the 

research, I also paid attention to the contents of the magazines as a whole. This allowed 

me to observe the integrity of the publication and identify the larger contexts in which the 

chosen articles were published. Placing the articles in the right contexts enables me to 

conduct more thorough analysis of the discourses present and un-present in the articles; 

for example, if a current topic is mentioned in all of the other articles except in  the ones 

concerning migrant workers, it is equally as telling as if something is only discussed in 

articles concerning migrant workers. 
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Before I decided to gather my data from pre-existing texts, I considered conducting 

interviews and completed an interview with one of the supervisors of early morning 

deliveries. Later, another supervisor contacted me wanting to participate in the study so I 

conducted an interview with her as well. Before these interviews and the collection of the 

data from the magazines, I also had an informal meeting with the person in charge of 

developing the early morning deliveries. The two interviews with the supervisors were 

semi-structured interviews that lasted 45-50 minutes each. The meeting with the 

development manager lasted about an hour and was not recorded and therefore cannot be 

transcribed. At most, I will use these encounters as so called expert knowledge or insight 

on the topic of migrant workers at Posti as a basis for the analysis of the actual data.  

In addition, I participated in a recruitment event of recently hired early morning delivery 

workers, which took two and a half hours and took place at the Posti headquarters. I took 

notes from this event based on my observations. 

The articles I collected vary in content from articles specifically concerned with 

multiculturalism in Posti to articles in which non-native Finnish workforce is mentioned 

in only one sentence. Articles that where about equality had to mention ethnicity or 

nationality in some way to be included in the data; for example articles concerning 

equality of men and women at work were excluded for this reason. However, it must be 

highlighted that on many occasions when equality between workers of different ethnic 

background was discussed, it was discussed side by side with gender equality –and vice 

versa.  

4.3 The data analysis procedure with ATLAS.ti 

For the analysis of the data I used ATLAS.ti, which is a qualitative data analysis tool, 

which does not analyse the data but rather supports the process of data analysis (Friese 

2014:1). The use of analysis software allows the researcher to systematically go through 

the data in a way that would be much more time consuming if carried out manually (ibid.). 

Friese (2014:2) argues that using analysis software can even increase the validity of the 

research since it allows the researcher to work much closer to the raw data than if using 

manual methods.  

I familiarized myself with the software by looking at ATLAS.ti tutorials on Youtube and 

the learning environment Moodle on the university web. In addition, I consulted a book 

on how to use the software by Susanne Friese (2004). According to one of the ATLAS.ti 

tutorials provided by the university, it can be beneficial to work with a part of the material 
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at each time, so I started by carrying out the analysis of Me Postilaiset first. I wrote down 

an initial analysis of the material, after which I carried on with the analysis of the articles 

from Reitti. 

I created hermeneutic units for both the articles from Me Postilaiset and the articles from 

Reitti. The articles from the different magazines were in separate hermeneutic units at all 

times and therefore the comparative analysis of the two is based on the independent 

analysis of both magazines. I initiated the analysis by coding all of the sentences that I 

considered to be of importance for my research. After the initial coding, I went through 

all the codes again and made some modifications to them by connecting some and 

separating others and forming families of codes that were linked to each other. Gradually, 

I started to see patterns and re-occurring themes that I will discuss further in the empirical 

chapters of this research.  

Frame analysis and inequality regimes as guidance for the analysis of the material 

After an initial coding and reorganizations of the material based on these codes, I started 

looking for patterns through the lens of Acker’s (2006) ‘inequality regimes’. Because 

this study is a sociological study, and not a linguistic one, I focused on what was said in 

the materials rather than focusing on the exact wording. Nevertheless, repetitiveness of 

codes was something that caught my attention and meant that I would look into the 

quotes more in depth.  

Since my material was not too abundant, I was able to pay attention to detail, when 

going through the articles. I proceeded to analysing the sections of the material that I 

had previously marked with certain codes, by considering whether the section 

demonstrated the presence of any of the inequality regimes as identified by Acker 

(2006). In other words, the theory worked as a guideline throughout the entire analysis 

process for both of the magazines. 

After I had identified, what were and were not possible indications of inequality 

regimes, I looked at how they related to any previous research and what explanations, 

problems or other observations had been discussed in relation to similar data earlier. 

This gradually provided me with a greater understanding of the phenomenon. Finally, to 

be able to provide answers to the research questions, I identified frames in which the 

ethnic diversity of the workforce was discussed. I paid particular attention to the frames 

that seemed to dissolve the inequality regimes present in the text. I reflected on existing 
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research for the recognition of frames in the texts but eventually identified the frames 

based on the collected material and not previous research. 

When identifying possible frames from the texts, I do so based on the definition of 

frames offered by Entman (1993), on what frames do.  

Frames, then, define problems-determine what a causal agent is doing with 

what costs and benefits, usually measured in terms of common cultural values; 

diagnose causes-identify the causes creating the problem; make moral 

judgements-evaluate causal agents and their effects; and suggest remedies-offer 

and justify treatments for the problems and predict their likely effects (Entman 

1993:52). 

It is these four framing functions through which I identify existing frames in the data. 

All four framing functions are not identifiable in every frame, but whenever they are, 

the functions are explicitly accounted for. The identification of the individual framing 

functions assists in understanding why and how each existing frame functions in the 

text.  

4.4 Available background material on Posti’s and PAU’s multicultural 
policies 

Although this research focuses on the analysis of the material collected from the two 

magazines presented above, I also collected material and information on Posti and 

PAU’s multiculturalism guidelines from other sources. Some of the information below 

is from public sources, such as the company website, meaning that it is available for 

everyone to see. Some of the information was collected from the company intranet, 

which means that it is only available for the employees of Posti. Although I am 

interested in the more covert discourses that construct the organizations’ image of a 

diverse workforce, it can be important to see, what the company has said about the topic 

explicitly. 

For the remainder of this chapter, I will outline some of the key information concerning 

multiculturalism and equality that Posti and PAU themselves offer. The goal is to 

provide the reader with some background information on the two organizations 

examined in this research in order to then place the analysis of the material in the right 

context.  

Posti’s commitment to advancing diversity and equality 

Today Posti is one of the largest private companies in Finland employing over 20 000 

professionals in over 11 countries (Posti 2018). As an employer Posti is committed to 
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advancing multicultural values within its working life according to the company website 

(Posti 2018). Out of Posti’s 23 000 employees, approximately 14 000 are employed in 

Finland and these employees represent over 80 different nationalities. In 2012, Posti 

joined the diversity network of FIBS (Finnish Business Society) by signing FIBS’ 

diversity commitment. The diversity commitment is not a legally binding agreement, but 

rather, its purpose is to encourage FIBS’ member companies to consider diversity 

management in all aspects of business development (FIBS 2018).  

Workers with a migrant background are concentrated in certain work units – mostly in 

tasks that do not require extensive knowledge of the Finnish language (Nylander 2010:6). 

Such units where a large number of migrant workers are employed include for example 

the logistics units in Helsinki and Vantaa as well as the early morning delivery unit, 

particularly in the Helsinki Metropolitan area. The development manager of early 

morning deliveries estimated that in some areas of early morning delivery in Helsinki, 

already 70 per cent of the employees’ mother tongue was something other than Finnish 

or Swedish. The initial trainings for new deliverers have been held in English for some 

years and all of the written material is also produced in English.  

During the time that I was employed at Posti, I conducted some initial research on Posti’s 

multiculturalism and diversity strategies in the company’s intranet. In addition to articles 

from the personnel magazine, which constitute the data of this research, I came across 

two official guidelines or strategies of Posti in relation to diversity, equality and 

multiculturalism in the work community.  

First, and rather easily accessible, was a bulletin on Posti’s multicultural line of action 

(Postin monikulttuurinen toimintatapa), which I found by typing in ‘multiculturalism’ in 

the search engine of the intranet. The bulletin states the following: 

- The multicultural line of action of Posti is based on the company’s values, 

ethical guidelines, principals of equality and legislation regarding equal 

opportunities.  

- We accept multiculturalism and we respect it. We ensure equal and unison 

opportunities to each employee of Posti irrespective of his or her nationality, 

race, gender, religion, sexual orientation or cultural background.  

- The goal is to be a truly multicultural work community. We acknowledge the 

benefits, challenges and the richness that multiculturalism brings to the work 

place. The aim is to create a working environment in which multiculturalism is 

regarded as Posti’s internal resource (my translation from Finnish.) 
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Another relevant document, which was also fairly easily accessible in the intranet, but 

required a few more steps to be located, was the Equality and Parity Agenda for the years 

2016-2018. The agenda has been discussed at the cooperation advisory committee in 

December of 2016. Unlike the short bulletin for multiculturalism which is evidently 

meant for the entire workforce of Posti, the equality agenda is a seven-page official 

strategy, which makes reference to equality operative laws and regulations in Finland and 

is considerably more difficult to understand. 

Posti has also been subject to a number of master’s theses on a variety of topics and under 

numerous majors from different fields of study. One such thesis from 2010 looked at the 

internal communication material of Posti from the point of view of the early morning 

deliverers (Nylander 2010). Nylander (2010) used both interviews as well as existing 

visual and textual material as his data in order to identify possibilities of 

miscommunication and misunderstanding. The informants consisted of both native 

Finnish and non-native Finnish workers. In his interviews with the workers, Nylander 

briefly touches upon the topic of the personnel magazine Pointer (Me Postilaiset since 

2015) and inquires whether the workers are familiar with the magazine (Nylander 

2010:61).  

All of the migrant workers interviewed by Nylander knew of the magazine but highlighted 

that they could not make use of it since it was only published in Finnish and all of the 

deliverers had limited Finnish skills (ibid.). One native Finnish employee, who had 

previously worked as an early morning deliverer, saw that the magazine was too 

superficial in dealing with the different duties of the employees of Posti, and felt that the 

early morning delivery section did not receive enough attention in the magazine’s articles 

(Nylander 2010:61-2). The personnel magazine, which changed its name from Pointer to 

Me Postilaiset along with the name change from Itella to Posti in 2015, is still only 

released in Finnish and starting from 2017 only released twice a year.  

The Finnish Post and Logistics Union PAU and migrant workers 

The Finnish Post and Logistics Union, also referred to as PAU, is the largest employee 

organization within the Posti Group. PAU has about 28 000 members and was founded 

in 2005 when the Postal union (Postiliitto) and Posti’s officials’ organization (Postin 

Toimihenkilöliitto) united to form the present Finnish Post and Logistics Union. PAU has 

had a significant role over the recent years in Posti’s actions regarding the extensive 
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cooperation negotiations and the transition to the new collective labour agreement as far 

as the early morning delivery is concerned.  

There is no data available on PAU’s website on the demographic statistics of their 

members. I enquired about this data from PAU’s communications manager and received 

confirmation that PAU does not profile its members according to ethnicity or language. 

The communications manager was unable to give an estimate of the number of non-ethnic 

Finns that belong to the union and therefore I am unable to provide any data on the number 

of members with a foreign background of the union. 

.  
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5 “OPTIMISM, COURAGE AND THE WILL TO TAKE ON NEW 
CHALLENGES” – FRAMING DIVERSITY AS A BUSINESS 
OPPORTUNITY FOR POSTI 

The 12 chosen articles from Me Postilaiset can be divided into types of articles based on 

the purpose of the article. Some of the articles even have a header that indicates to which 

theme or topic category the article belongs to. It works as a one word summary of the 

content of the article. Ten of the articles had a clear header and they were a close-up (3 

articles), news (2 articles), amongst people, multiculturalism, property services, 

enterprise culture and futurist (each in one article).Therefore, based on the material, the 

most common way of communicating about multiculturalism and ethnic diversity issues 

is through a profile of a migrant worker.  

Overall, the ethnic diversity of the workforce is depicted as something positive and 

necessary for the growth of the industry. Migrant employees of Posti are portrayed in a 

light that emphasizes the features that make them relatable to the rest of the employees of 

Posti, both foreign and native-Finns. Since the themes and styles of the articles do not 

vary much across the 12 articles, in my analysis I focus on the frames that highlight certain 

aspects of the themes and possibly hide others. 

5.1 Building bridges across the diverse workforce of Posti through the frames 
of competence and kinship 

The profiles are constructed in a form of an interview in which both the direct questions 

and the answers are visible. The questions vary to some extent depending on the tasks of 

the employee, however, all of the employees are asked, what they enjoy most or what 

they find most interesting about their work at Posti. In addition, all of them are asked 

about their pastimes and, what they enjoy doing when they are not at work. One of the 

profiles did not include any questions that were in any way related to the employee being 

a migrant. It was only stated in the introduction of the profile that the employee had 

moved to Finland from Croatia with her husband and son in 2000 (MP 2/2016).  

The two other profiles included a number of questions that addressed the non-Finnish 

background of the employees. Such questions included: Why are you known as “Mr 

Cuba”?, Which languages do you speak?, How did you end up in Finland?, How does 

the Finnish enterprise culture differ from the Russian one? What do you think is the best 

thing about Finland and what do you miss from Russia? (Pointer 2/2014 and 3/2014). 

The question about language skill could be relevant to all workers, but as I browsed 
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through some of the profiles done of native-Finn workers and saw that none of them had 

been asked about language, one can make an informed assumption that it was asked due 

the non-Finnish background of the employee. 

Other questions posed to the employees were related to topics such as plans for the future, 

daily work tasks, residence in Finland, reasons for happiness and career path. Overall the 

tone of the profiles is very positive and the employee profile is constructed in mainly two 

ways. The first way is in reference to the migrant background of the employee by stating 

the home country of the employee. Family and its importance is mentioned in each profile 

as well as pastimes that bring the employee joy in addition to paid employment; things 

that most readers of the articles can likely relate to. The other construction of the profile 

is through the employee’s relation to his or her employer Posti. All three employees are 

asked about their work or Posti as an employer and nothing negative is said about either 

one. Hence, through these profiles, the migrant employees are framed as ‘good’ people 

as well as a ‘good’ workers. These kinds of worker profile articles are a very direct way 

of choosing whose life stories the editors or communicators want to share with the rest of 

the company personnel.  

Hence, here the communicators, who in this case are the editors, have either consciously 

or unconsciously decided to include the profiles of certain employees and at the same 

exclude others. This decision is guided by frames that direct the communicators to choose 

stories that are in line with the rest of the magazine, and support the image of the company 

in the best possible way. It should be noted, however, that the presence of such frames in 

the decision-making of the communicators does not guarantee that the receiver of the text 

will perceive the text as was intended by the communicator (Entman 1993:52). If the 

frames that direct the receivers thinking are very different from the communicators, the 

text might gain a completely different meaning.  

Life stories of employees are presented in more discreet ways as well. For example an 

article about an event discussing migrant related issues (MP 2/2016) included the brief 

personal stories of two migrants in the first two paragraphs of the article. According to 

the article, these two stories are connected by optimism, courage and the will to take on 

new challenges (MP 2/2016) and they work as an introduction to the rest of the article 

which then discusses migrant workforce in Finland more generally.  

In one article about employee equality workers from Posti are asked to present their views 

on the topic. One of the commentators is a migrant worker, who has progressed far in his 
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career at Posti and shares both his career path and perception of Posti as an employer in 

his comment which is titled Being social and having good language skills break the ice 

(MP 1/2017). The focus of the workers comments are on his personal achievements of 

overcoming situations where his migrant background might have been seen as a problem. 

This is visible in a number of his statements: 

The biggest challenge with working with customers and colleagues has been the 

language. I feel that it is very important to know the language even if one might 

not need it to carry out the work itself (MP 1/2017). 

I have succeeded quite well [to use the Finnish language] by being social, 

especial at lunch, in the corridors and at the gym. That way it is easier for 

people to approach me with work related issues as well (MP 1/2017).  

I have learnt to accept that it is not easy to get people’s acceptance, but rather 

that one must work hard for it (MP 1/2017). 

In the articles where the migrant worker’s voice is present it appears to be important for 

the editors to present at least a brief summary of the career path of the worker at Posti and 

in some occasions a further introduction into their personal lives. This point was already 

mentioned above. Additionally, when migrant workers are directly quoted, Posti as an 

employer and workplace is discussed in a positive light.  

Thus a second frame that is present in these articles where the migrant workers “speak” 

in the first person, is one of personal achievement and the overcoming of obstacles that 

most native-Finn workers might not face in their daily work routines. This is visible for 

example in the extracts above. The frame of personal competence and achievement often 

has to do with the difficulty of learning the Finnish language. If the migrant employee 

has succeeded in doing so, it is suggested in the texts that the employee has overcome the 

largest possible obstacle the employee might face during his or her career and is therefore 

portrayed as having succeeded overall in adapting to Posti’s workforce. Hence, it can be 

argued that where successful Finnish-learning stories are present, so is the frame of 

personal competence. Interestingly, non-migrant supervisors do not explicitly mention 

poor Finnish language skills as a challenge in any of the extracts where discussing migrant 

workforce. They do, however, discuss issues such as workplace security and challenges 

on being understood that can be understood as deriving from employees having poor 

Finnish skills.   

Portraying migrants as good workers was also present in Näre’s (2013) study on 

recruiters’ attitudes on recruiting nurses with a migrant background. Despite seeing the 

recruitment of migrant workers as problematic in many ways, nurses with a foreign 
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background were also seen as “ideal workers” (Näre 2013:78). The profiles in Me 

Postilaiset do not necessarily portray migrant workers as “ideal” the same way as migrant 

nurses were portrayed, but they are depicted as being very competent workers.  

Moreover, the profiles, through the positive constructions of the workers’ identities as 

family oriented people and active members of the community, work to bring the migrant 

workers closer to the readers. Since the articles are in Finnish and the majority of Posti’s 

employees are ethnic Finns, one can make the assumption that most of the audience of 

the articles are native Finns. Hence, the articles can function as creating objects of 

identification for the majority Finn employees and producing a sense of ‘us the employees 

of Posti’, which is also present in the name of the magazine Me Postilaiset. This can be 

seen as a way of creating unity and removing difference amongst the workers. It has 

already been identified in previous research that personal narratives in media texts often 

exclude commentary on any larger collective issues and therefore are used to diminish 

any prevailing problems (Nordberg 2016:107; Sowards and Pineda 2013:86).   

In conclusion, the frames of ’good’ people and ’good’ workers and personal competence 

and achievement could be combined to form the frame of competence and kinship, which 

highlights the competences of migrant workers for the jobs that they do, but also provides 

the reader with a possibility to identify with the workers. The frame offers a moral 

judgement on the people it portrays, since it does not allow for an alternative 

interpretation of the migrant employees; they are good people and competent workers and 

this is the only way they should be perceived. Hence, there is no need to question the 

diversification of the workforce.  

5.2 Frame of equality and parity: Posti’s official approach to diversity 

When migrant workers are not discussed directly nor are they themselves the active voice 

of the article generating the discussion, topics such as ethnicity and multiculturalism are 

often deliberated with regards to equality (tasa-arvo) and parity (yhdenvertaisuus). Out 

of the 12 articles analysed, five were concerned with issues of equality and parity. Often 

they were also mentioned together with other relating topics, such as tolerance, workplace 

bullying and sexual harassment and discrimination. In these articles ethnicity and 

religious background are never discussed separately from for example age or gender. This 

strongly supports Acker’s (2016) notion of the intersectionality of inequalities in 

organizations, in that if there are inequalities present on one basis it is very likely that 

there will be inequalities present on other bases as well.  
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It is oftentimes emphasized in the articles that equality and parity issues are generally 

well addressed to in the daily organization of Posti. For example:  

Most of Posti’s workers feel that equality is executed well at the work places. 

Three percent are of an opposite opinion (MP 2/2015).   

Drawing conclusions on experiences of equality and discrimination based on surveys can 

be misleading since migrant workers are most likely not equally represented in these 

surveys. Even if the survey had been sent out in English in addition to Finnish and 

Swedish (which is not stated in the article), the employee would still need a computer to 

fill out the survey. The employees that do not have personal computers, usually have 

access to a computer at their so called delivery point or a communal area at the warehouse 

or at another location easily accessible to them. Early morning deliverers, however, of 

whom a majority in Southern Finland at the moment are not native Finns, often start and 

finish their shift outside, which inevitably means that they do not have access to a 

computer on a daily basis. Furthermore, most of the migrant workers are not native 

English speakers and some even have poor English language skills in addition to having 

no Finnish skills at all, according to one of the early morning delivery supervisors. One 

of the early morning delivery supervisors I interviewed, explained how she had once 

discovered that an employee of hers was illiterate after he had been hired and had already 

been working for some weeks. It is hard to imagine that these most vulnerable workers 

could have their voices heard in these surveys. Therefore, one might argue that surveys 

as a mean for enhancing ethnic inequality are fairly unequipped ways of doing so.   

Then again, it seems that the executive level at Posti is also aware of the potential de-

representation of migrant workers in aforementioned surveys and the potential 

occurrences of discrimination and harassment, despite its reporting being relatively low. 

In each segment where equality and parity are discussed, there are also guidelines on how 

to proceed if you as an employee experience or witness any misdemeanour that might be 

against the organization’s zero tolerance policy. For example: 

If problems nevertheless appear, there are ways of interfering at Posti: one can 

talk to his/her own supervisor, their supervisor or contact people higher up 

through the feedback channels of the ethical instructions (MP 1/2017). 

In this article more detailed instructions on who to contact and through what means are 

not offered if one does not know where to find such feedback channels. In other articles, 

however, more detailed advice is offered:  
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If you notice defects in terms of equality, parity or discrimination at your 

workplace, contact your own supervisor or the HR-contact person for your unit. 

Observations and questions can be sent via e-mail to tasa-arvo@posti.com.  

Here, I must point out that during my time as a customer advisor at Posti I never knew 

who the HR-contact person was for my unit. However, not knowing the HR-contact 

person for one’s unit would be fairly irrelevant for the majority of migrant workers at 

Posti due their lack of Finnish skills and hence the inability to read Me Postilaiset in the 

first place. It can be relevant for native Finn workers though, who might have witnessed 

discriminatory behaviour, whether it may be on the basis of ethnic background or gender 

and are hesitant about reporting it. Furthermore, the difficulty of declaring discrimination 

might suggest that the legitimacy of inequalities is high; the inequalities that exist are 

ones that are accepted as being the norm within the organization. The same could also be 

said about the visibility of inequalities. Only three per cent of the survey’s respondents 

stated that they did not feel that equality was executed well at their work place. Such 

figures can indeed be the result of an egalitarian work community, or they can be the 

result of the invisibility of inequalities, which, according to Acker (2016) are much harder 

to tackle than visible inequalities.  

Addressing equality and parity issues at Posti can be summarized as making up the frame 

of equality and parity. This frame moves away from individual employees and takes a 

more official and objective stand on ethnic diversity at Posti. Moreover, the frame defines 

a problem that diversity can cause: discrimination, inequality and harassment. Because 

our cultural values condemn workplace inequality and discriminatory behaviour, the 

frame also offers remedies on how to tackle these problems. In this case the frame offers 

a remedy in the form of advice on what action to take if one is subject to or witness of 

discrimination at the workplace. Hence the frame offers the cause behind the problem, 

which is the diversification of the workforce and a solution for the problem, which is the 

advice of who to contact in case of discrimination. This framing of the theme offers the 

receiver a premeditated way of receiving the information presented in the discourse. It 

directs the focus on what the editors or communicators want to direct it to and shifts it 

away from, for example, considering the responsibility of Posti as an employer.   

So far I have discussed in detail the two different types of articles present in Me Postilaiset 

that revolve around the themes of a diverse migrant workforce, equality and 

multiculturalism. One is the profiles constructed on individual employees of Posti and the 

other is the discussions of equality as an official code of conduct or policy of Posti when 
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interacting with people with a diverse background. There are some articles that do not fall 

under either of these categories. These were articles that focused on a variety of different 

themes in relation to the diversity of the workforce of Posti. My aim for the remainder of 

the chapter is to identify the contexts and frames through which these topics are discussed 

in the articles. This paints a picture of how Posti views its diversifying workforce at a 

time when many aspects of postal work are rapidly changing. 

5.3 The use of arguments often present in diversity management discourse 
to justify the diversity of Posti’s workforce 

It is evident that the diverse workforce of Posti is visible in Me Postilaiset. The articles 

contain a multitude of pictures of people that do not look like ethnic majority Finns and 

a number of the articles explicitly remind the reader that Posti is an ethnically (and 

otherwise) diverse workplace. In this next section I unravel, how exactly the 

multicultural and diverse workforce of Posti is portrayed in Me Postilaiset. By doing 

this, I expect to find patterns and consistencies that suggest that the diversity of the 

workforce of Posti is discussed in relation to certain topics and left out in relation to 

others.  

Frame of diversity and multiculturalism as a strength and benefit of the company 

Multiculturalism as a strength is a prevalent frame in most of the articles regarding 

migrant workers, especially, when the main focus of the article is on a diverse work 

community. A native Finn employee from the customer service unit states the following 

when asked about the candour of the atmosphere at the workplace:  

I wish we could be an even more multicultural work community here at the 

customer experience and channels unit. Different backgrounds enrich the work 

community and create an environment in which we have many different 

viewpoints and contributions to our work (MP 1/2017).  

Often the ‘multiculturalism as a strength’ –frame present here overlaps with or is related 

to the frame of the ‘benefit of the company’, because multiculturalism and diversity are 

represented as a strength that should be put to good use for the benefit of the company. 

This idea is repeated on multiple occasions throughout the articles. In order to validate 

this idea one article for example refers to scientific knowledge:  

It has been researched that acknowledging diversity increases profits and 

commits employees to the company (MP 1/2017). 
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[…] multiculturalism creates customer understanding. […] a diverse team is 

creative, is more cohesive and communicates better and commits more to their 

work (MP 2/2016). 

Based on these quotes one can argue that Posti promotes multiculturalism and diversity 

as a necessity for efficiency and essentially, corporate gains. Due to the readership of the 

publication being predominantly native-Finnish, it seems likely that statements such as 

the extracts above are targeted particularly at the non-migrant workers of Posti. They 

might also serve as a justification of a growing migrant workforce in a company that had 

to lay off hundreds of permanent native Finnish workers in 2015. 

The frame of diversity and multiculturalism as a strength and benefit for the company 

implicitly defines diversity as a possible weakness and disadvantage. This underlying 

problem is, however, systematically ignored and focus is given to the positive effects of 

employing a diverse workforce. The causes resulting in the problem are also ignored in 

the frame. This can be due to the fact that the diversification of the workforce of Posti is 

not a carefully deliberated strategy of the company but rather an inevitable course of 

action that has been taken in order to keep producing certain services. The terms and 

conditions of employment for postal work no longer attract majority Finn workers to even 

apply for the jobs and therefore the company has had to result to employing more and 

more foreign workforce.  

This idea of a diverse workforce, which increases profits and aims to commit employees 

to the company is characteristic of the ‘diversity management’ discourse, which is 

widespread in management and business literature. However, it is the use of this type of 

management discourse that Zanoni et al. (2000) argue, creates inequalities in the 

organization. Diversity management favours difference, but often ignores the power 

relations and inequalities that the difference creates at the work place (de los Reyes 

2010:262). This is also observable in the articles of Me Postilaiset. Diversity is celebrated, 

but the possible inequalities it may cause among the workers of Posti are mostly ignored. 

Where inequalities are discussed, they are presented as stemming from the individual 

characteristics of the worker, for example religion, age, cultural background and so on. 

When Posti advocates for a more equal and tolerant workplace it addresses the readership 

as individuals that are all independently responsible for creating an atmosphere in Posti 

that supports equality. This is visible in the following suggestion of Posti: 

Treat everyone equally. Do not discriminate against anyone. Diversity is an 

asset for Posti. (MP 3/2016). 
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By urging its workers to practice equality, Posti, to some extent, shifts the responsibility 

of creating an equal workplace from the organization to its employees. Institutional 

discrimination and inequalities, however, cannot be resolved at the interpersonal level. 

According to Laurén and Wrede (2010), the relationships between colleagues always 

exist at an organizational level in addition to an interpersonal level.  

The different contexts of multiculturalism and diversity in Me Postilaiset 

The discourse around the diversity of the company workforce seems to revolve around 

two contexts: multiculturalism being one and diversity and parity being the other. For the 

most part, these two are not discussed together, but rather as two separate concepts that 

have different effects on the company, and require different kinds of measures to be taken 

by the company. Multiculturalism is constructed as a necessity for financial growth, 

whereas diversity and parity issues are presented as a concern of employee well-being 

and employee rights. I will consider this argument by providing some examples from the 

articles.  

The diversity of people is part of everyday life at the workplaces. Employees 

might have a different religion, ethnic background, sexual orientation, family 

form or even physical capability. […] Everyone has the right to anti-

discriminatory and respectful treatment. (MP 4/2016). 

In the above extract diversity is represented as something that is always present, and 

therefore as something that has to be ignored or overcome in order for people to treat each 

other equally. The extract suggests that diversity is somewhat problematic, because it may 

lead to discrimination and disrespectful treatment amongst peers. In other instances, 

however, diversity is not presented as being problematic. On the contrary, a diverse 

workforce can benefit the company by increasing profits and committing employees to 

the company (MP 1/2017).  

Therefore, there seems to be a dual discourse on diversity present in the internal 

communication of Posti. First is the diversity management type business discourse, which 

can hide, or even include, elements of inequality. The second discourse emphasizes 

equality and parity despite cultural, ethnic and any possible differences. The reason for 

why these two discourses on diversity are discussed separately, could be the fact that they 

contravene each other, but yet both discourses are relevant for the image of Posti as both 

a business and also a work community comprised of the people working there.  
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Constructing a positive employer image of Posti – methods of compliance and control 

A further discourse that can be identified in the material, is the positive display of Posti 

as an employer, which essentially has the purpose of constructing a positive employer 

image of Posti for the employees. The discourse contains two overlapping themes, which 

I first examined separately, but upon further observation discovered that they were in fact 

the same discourse. The initial difference between the two discourses of ‘positive 

employer image’ was that some of them were not about Posti explicitly, but rather 

discussed what is required from a good employer more generally. For example: 

A fair workplace appreciates the employee and the customer (MP 1/2017).  

Although Posti is not mentioned in the extract above, which is the heading of the article, 

the rest of the article then includes the opinions of employees on Posti as well as 

instructions on what action to take if one faces unequal or unfair treatment. Hence, it is 

evident that notions of positive employer images are always strongly connected to Posti, 

even if it is simply because they are published in Posti’s personnel magazine.  

Examples of positive displays of Posti in the data are mostly directly related to how the 

employees view their employer, or at least how their views on their employer are 

presented in the text. In all of the profiles for example, the employees are explicitly asked, 

what they think about their employer or their work, mostly in ways that do not allow for 

much space for bringing forth any negative commentaries. The questions are worded for 

example as follows: What do you enjoy most about your job? What is interesting about 

your job and what is challenging? and What kind of a workplace do you think Itella 

(Posti’s previous name) is?. Their responses include expressions of gratitude, joy about 

being able to work for Posti and appreciation for the opportunities Posti offers. When an 

e-commerce specialist with a Russian background is asked about what she thinks of Itella 

(now Posti) as an employer, her response reads:  

A good workplace, there is a broad variety of expertise here. People also feel at 

home here and many have long careers behind them. There are also good 

training and educations possibilities available and people are encouraged to 

seek further training in different ways – for example I teach Russian to the other 

members of my team (Pointer 3/2014).  

Although this is just the comment of one employee, it is representative of the style and 

sense of the way in which Posti as an employer is represented.  

According to Acker (2006:454), taking pleasure in one’s work is a form internalized 

control and therefore, is a way through which the inequality regime of control and 
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compliance is at place. Based on the employee’s positive views of Posti as an employer 

presented in the personnel magazine, there exists a deep of control of migrant employees, 

which maintains inequality within the organization. It must be noted, however, that the 

migrant workers present in Me Postilaiset represent only a small portion of the quantity 

of migrant employees working for Posti. Ostensibly, not all of the migrant workers at 

Posti regard their employer in such high value. But understandably, it is in the interest of 

Posti to highlight the voices that do.  

Constructing a positive image of the employees of Posti 

A further discourse discussed here is the representation of positive characteristics of the 

employee. This is evident in the way that employees themselves discuss the qualities 

necessary to succeed in their work and in the way that representatives of the employer 

discuss qualities that migrant workers at Posti have or should have. Thus, this discourse 

could be further divided into two different points of view: positive employee image 

constructed by the employees themselves and positive employee image constructed by 

the employer. This said, there seems to be only minor variation on what kind of positive 

employee traits are discussed depending on whether the speaker is a migrant worker or 

not. This is unsurprising, since in the end, all of the articles in Me Postilaiset are written 

by the editors, even if the original thoughts or opinions are someone else’s.  

Interestingly, the characteristics of employees presented in the articles have little or 

practically nothing to do with skills required for the completion of the work tasks 

themselves. Instead, they could be categorized as personality traits. I identified six 

personality traits reproduced in the articles to describe Posti’s migrant workers: social 

skills, positive attitude, courage, optimism, enthusiasm, trustworthiness and cheerfulness. 

It should be added that optimism, positivity and a positive attitude were mentioned in 

multiple articles. I also identified two skillsets that one could consider as being related to 

the work itself: language skills and being hardworking.  

This is an interesting find and very telling of what is expected of the non-native Finn 

workforce of Posti. For one, it seems that a lot more is required from migrant workers in 

comparison to native-Finn workers. For native-Finn workers it is enough to carry out the 

tasks relevant to the job, but migrant workers have to do the same and make an effort to 

get to know colleagues, and make an attempt to use Finnish language while maintaining 

a positive attitude throughout. The use of positive attributes in constructing the image of 

a migrant employee can work to hide the visibility of inequalities present in the 
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organization. Acker (2006:452) argues that class inequalities, for example, tend to be 

invisible since they are actively hidden by management. In the same way, it is possible 

that ethnic inequalities are hidden through the underlining of the positive personality traits 

of migrant workers.  

Moreover, it is plausible that the intersectionality of inequalities is at work here. Migrant 

workers, in addition to often belonging to ethnic minorities in Finland, also work at the 

lowest levels of the organization. They are subject to inequalities based on their position 

as being non-ethnic Finns and migrants as well as on their position of working at the 

lowest levels of the organization thus temporarily entering an entirely lower social class  

(McDowell 2008:500). The intersectionality of Acker’s (2006) inequality regimes could 

be at place here in the way that a positive image of Posti’s lower-level non-management 

migrant workers is constructed by the management level of the organization.  

The frame identified earlier in this chapter of competence and kinship is also present here 

when positive characteristics of the workers of Posti are discussed. The frame offers 

moral judgement on the ethnically diverse workforce of Posti. Since the migrant workers 

are depicted as possessing these good characteristics, they can only be good people, great 

colleagues and a valuable input to the company. Once again, there is no room left for 

alternative points of view. The company frames the migrant workers working at the 

lowest levels of the organization in a positive light, which is how it want the receivers to 

understand the message present in the text. 

5.4 Constructing difference by demonstrating concern for the limited 
language skills of the migrant workers 

A final discourse discussed here is the way that Finnish language skills are contemplated 

in Me Postilaiset. Overall, migrant workers, multiculturalism and diversity in general are 

discussed in a fairly positive manner. If any negative aspects of migrant workforce is 

discussed, the importance of language skill is often brought forward. In addition to 

language skill, the high turnover of migrant workers is also mentioned. Especially, 

migrant employees themselves seem to stress the necessity of using Finnish and also its 

difficulty.  

I think that it is extremely important to know the language, even if one might 

not need it to complete the work itself. (MP 1/2017). 

I find it challenging to speak Finnish. We communicate in English in my own 

team, but otherwise I would like to learn to speak Finnish better. (Pointer 

3/2014).  
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Both extracts are good examples of how Finnish language is regarded by the migrant 

employees. For them, learning the language is a challenge, which needs to be overcome 

in order to integrate and adapt completely into the Finnish working culture.  

However, could it also be that the Finnish language is the innocent victim for any 

challenges or problems that migrant workers might face at the work place and in the 

Finnish working culture in general? Insufficient language skills are possibly easier to 

discuss and suggest measures for its improvement, than for example racist attitudes and 

institutional inequalities. Also, improving one’s language skills is somethings that at the 

end of the day depends on the employee him or herself, whereas allowing more migrant 

workers to advance into higher positions would require an organizational change. Thus, 

it can be argued that language is a legitimate basis for inequality, unlike race, ethnicity or 

gender, and therefore decreases possibilities for change due to its legitimacy (Acker 

2006:454). The legitimacy of language skills in creating difference is further enhanced 

by its position as ostensibly being a skillset required for the completion of the job, when 

in reality, ‘one might not need it to complete the work itself’ (MP 1/2017).  

In the extracts displayed above, there is no indication of the employee overcoming the 

struggles of learning the Finnish language and therefore, it can be argued that the frame 

of competence and kinship is not present here. Here the ethnic diversity of the workforce 

emphasizes the difference of ethnic minorities and ethnic majority Finns. It is presumably 

not a feature of diversity that the company wants to highlight since it can decrease the 

cohesion of the employees. Nevertheless, having poor Finnish skills is brought up on so 

many occasions in Me Postilaiset that it seems to be the predominant threat to the future 

of postal work according to Posti.  
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6 THE DIVERSIFICATION OF THE WORKFORCE AND PAU’S 
RELUCTANCE TO TAKE A STAND ON IT 

The focus of this research is on the diverse workforce of Posti and the organizational 

inequalities that may be present due to it. The theoretical framework for the research also 

stems from research conducted in organizations and media texts. Although labour unions 

are also organizations, their position in the current research is not one of a hierarchical 

organization, but rather that of providing an alternative point of view. This research does 

not investigate the organizational hierarchies within the trade union as a work community 

or even as a community consisting of thousands of union members. Instead, the focus is 

on comparing how migrants, migrant-related work and ethnic, cultural and language 

differences and diversity are discussed and debated in the union magazine in comparison 

to the employer’s personnel magazine. The aim is to identify whether similar frames are 

present in Reitti as in Me Postilaiset. The comparison between the two publications will 

be carried out in the final section, but first an extensive analysis of the selected articles 

from Reitti is conducted 

6.1 Justifying solidarity despite difference: drawing focus on the stories of 
individual migrants 

Like Me Postilaiset, Reitti also relies heavily on the introduction of its multicultural 

membership through detailed personal profiles. Out of the 12 chosen articles, three are 

such profiles, of which one was a cover-page story featuring three different workers from 

three different countries. So altogether six personal profiles were included in the data. 

The workers brought to the attention of the reader are from Somalia, Thailand, Poland, 

Estonia and Hungary. They are all employed by Posti. All of the profile articles are quite 

detailed about the life of the worker prior to coming to Finland. Something that the articles 

also have in common is that they portray the migrant workers in a very positive light. In 

the next section, some of the discourses raised from these articles are identified and 

deliberated.  

Stressing the significance of Finnish language 

The question of Finnish language skills is of relevance for almost all of the migrant 

workers introduced in the personal profiles. The general consensus seems to be that the 

workers have been able to proceed professionally as their Finnish language skills have 
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improved, and that having poor language skills is seen as being fundamentally 

problematic.  

For example, a truck driver for Posti first entered Finnish working life through a trainee 

position at a car dealership while studying Finnish at a ‘culture centre’ (kulttuurikurssi). 

Once he had acquired sufficient Finnish skills, he was able to attend the vocational 

training for the logistics trade and complete the practical training period included in the 

studies at Posti. After his training period, he remained at Posti first as a temporary worker 

and later on as a permanent worker. The article highlights how despite at the moment 

having working life proficiency in Finnish, the worker sometimes struggles with official 

documents and forms that need to be filled, with which he sometimes requires the 

assistance of a supervisor. (Reitti 10/2016.) 

A postal worker originally from Poland recalls, how in the beginning he struggled when 

people would ask him something in Finnish when he was out delivering mail. However, 

he quickly learnt to answer the basic questions, and constantly improved his Finnish skills 

by listening to the radio and watching television in Finnish –in addition to speaking 

Finnish to his spouse at home. (Reitti 10/2016.) The cover-page story in which the 

previously presented Thai and Polish workers were introduced, also included a personal 

profile of a warehouse worker of Somalian origin. Language skill in this case was 

addressed very briefly by stating that: 

He also speaks good Finnish, and therefore the language used at the workplace 

has not caused any difficulties. (Reitti 10/2016). 

Essentially then, one might argue that having at least so called good enough Finnish skills 

is seen as a channel into the Finnish working life. A Hungarian deliverer introduced in 

one of the articles was also able to proceed to day-time delivery work from early morning 

delivery after having completed a Finnish course (Reitti 4/2017). The important status of 

the Finnish language resonates with the findings of Olakivi (2013) in his research on 

practical nurses. Olakivi (2013:95) suggests that the importance of language might be 

highlighted due to its ‘legitimate base for differential treatment’. In these examples 

language is presented as a justification for being employed at the lowest levels of the 

organization and as a tool for personal and professional advancement within the company.   

A personal profile of an early morning deliverer of Estonian origin gives a slightly 

different perspective of the benefits of knowing the language. She has been working as 

an early morning deliverer for seven years and excluding a short six-month period during 
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which she attended a Finnish course, has been employed by Posti throughout the seven 

years. Unlike the Posti workers from Thailand, Poland and Somalia, this delivery-worker 

from Estonia has not seen significant progress in her Finnish skills and has not advanced 

in her career at Posti since she remains in the same position as when she first came to 

Finland. Despite her attending a Finnish course some years ago, according to the article, 

her Finnish skills remain rather poor: 

Meos, who is from Estonia and speaks Russian as her mother tongue apologizes 

for her poor Finnish skills, since she works on her own and rarely has the 

opportunity to speak Finnish. Even at home, the language used with her 

husband is Russian. (Reitti 7/2017) 

Here the image portrayed is that of lonesome work, which can be performed without 

adequate Finnish skills for a number of years. This might function as a legitimation for 

the low-status work of early-morning delivery, which is often carried out by migrant 

workers at Posti. However, the article contains a commentary, which speaks against the 

suggested cuts in the wages of early-morning deliverers, which contravenes with the idea 

of portraying early-morning deliverers as unskilled labourers. The concern for poor 

language skills of migrants has been expressed for example by the Service Union United 

(SUU) as the principal concern regarding migrant workers (Alho 2012:191).  

The versatile skills of the diverse workforce of Posti 

The use of detailed personal profiles as a way of displaying the versatility of the personnel 

of Posti is visible in both the publications of Posti and the trade union PAU. However, 

one major difference between the profiles of the two publications is the broader approach 

of Reitti in the way migrant workers are considered in it. An example of this approach is 

the showcasing of the skills and characteristics of the workers beyond their position as a 

worker of Posti in a very positive light.  

There are numerous examples of how the migrant workers in the personal profiles are 

portrayed as excellent workers and colleagues: 

He was so liked [by his peers] that he was hired by Rinta-Jouppi [a car 

dealership in Finland]. (Reitti 10/2016) 

Every colleague and acquaintance that I talk to about Khureh [a worker 

originally from Thailand] praise him as a skilled worker and an all-around kind 

and cheerful person. (Reitti 10/2016) 

Also, the physical abilities of the workers are highlighted; one article describes how a 44-

year old deliverer climbs up the stairs without losing her breath, while holding up a 

conversation, and adds that not many office workers could do the same (Reitti 7/2017). 
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Here, the idea of the necessity for migrant labour is visible. Walking ten kilometres a 

night delivering newspapers climbing up and down apartment buildings is not something 

that many office workers would be willing to do. Office workers could be understood 

here as native Finnish workers that have disappeared from early morning delivery work. 

Moreover, the possibility that workers like the Estonian deliverer might leave the field 

once the new labour agreement comes into effect, is suggested in the article. When asked 

whether she wishes to continue in her work once the labour agreement changes, she 

replies: 

I’d like to, I’m happy here and I like this job. We’ll have to wait and see what 

happens with the wages [once the labour agreement changes]. (Reitti 7/2017). 

The article paints a picture of a worst-case scenario of what might happen now that Posti 

has decided to apply the cheaper labour agreement to its early morning deliverers. 

Nevertheless, it does not take a stand on the migrant status of the Estonian deliverer but 

rather depicts her as a representative of the entire group of early-morning deliverers that 

are under threat of having their wages cut comprehensively.   

In addition to positive personality traits, workers are also displayed as having a multitude 

of working life skills extending far beyond their work at Posti. For example the Estonian 

deliverer introduced above, in addition to working at Posti, is also a masseuse, cleaner, 

nail-technician and she used to work at a factory that made seatbelts (Reitti 7/2017). The 

Hungarian delivery worker is first and foremost presented through his second work and 

hobby of importing horses and taking care of the stables to the extent that he is almost 

exotified. This is visible in the following extraction:  

Cser is one of those famous Hungarian horse shepherds that one can see in the 

travel posters of Hungary. Those that are said to have been born on the saddle, 

for that is how exquisitely they handle horses. (Reitti 4/2017).  

Besides stating that Cser works as a deliverer at Posti, nothing is said about his work, but 

rather the personal profile is built through his peculiar interests in horses and his 

exceptional skills in this field. Exotifying migrants in the working life context was rather 

absent in the majority of the literature I reviewed on work place inequalities, but the 

concept has been studied for example in the representation of migrants in Finnish media. 

According to Horsti (2005:241-2), articles that portray migrants in a positive light, often 

do so particularly by exotifying them.   

Even when the migrant workers are not explicitly exotified or praised, their spirit of 

enterprise is highlighted in each profile. All of the five migrant workers presented in the 
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articles have interesting hobbies, carry out volunteer work or are active within their 

children’s extra-curricular activities. The workers presented here all work at the 

performative level of the organization, which means that they possibly have little say over 

their work conditions or how they wish carry out their work. The multitude of activities 

outside the work place allows for these workers to pursue their interests and apply their 

professional knowledge in a way that is perhaps not possible in the completion of their 

day-to-day work tasks. 

The frame of competence and kinship introduced in the previous chapter is also present 

here to some extent; the frame of competence is highlighted while the frame of kinship is 

left slightly more to the side. The problem of poor-Finnish skills is defined and at the 

same time a remedy is suggested – Finnish language courses, Finnish “culture courses” 

and learning the language through independent study. At the same time the frame makes 

rather implicit moral judgements on those who cannot or do not want to develop their 

Finnish skills. The judgement is that those who are willing to put in the effort will be 

rewarded by receiving more responsibilities or more demanding tasks at work and those 

who are not, will have to suffice to remaining at the lowest levels of the organization.   

The frame of kinship is not as predominant here as in the articles of Me Postilaiset since 

the migrant employees presented here are introduced as having skills and traits that the 

majority of postal workers presumably do not possess. The migrant workers’ backgrounds 

from around the world are also emphasized, which makes it harder for majority-Finn 

postal workers to relate to their life stories. It is possible that PAU does not have a similar 

need to create unity and kinship amongst the workforce of Posti as the company itself 

does and therefore, can choose to present the workers as exotic additions to the workforce 

rather than relatable fellow-men and colleagues.   

Expressing feelings of gratitude 

In addition to the more subtle expressions of appreciation for one’s possibility to work at 

Posti, more explicit expressions of gratitude towards the possibilities offered by Finland 

are also present in the articles. A Posti worker originally from Thailand discusses his 

relationship with Finland in the following extract.  

‘We were told that in Finland, even the president can sit next to you on the bus. 

I told my mother that that sounded like a really good place.’ […] With regards 

to the rise of racism in Finland, Khureh states that he wishes people would get 

to know one another better before judging. An immense positivity is present in 

everything Khureh talks about: he is grateful for his family, especially for his 



56 
 

two little girls, the opportunity to work and lead a normal life in peace. ‘I am 

grateful for Finland for helping me and my family move forward from zero.’ 

(Reitti 10/2016) 

Here Khureh’s life in Finland and career at Posti are presented in an overtly positive light. 

Even the rise of racism in Finland is passed over quickly by a general remark of how he 

wishes people would act in relation to each other. Displaying the workers as feeling such 

vast gratitude towards their opportunities in Finland can be seen as placing them in a 

position of being controlled. According to Acker (2006:454), having pleasure in one’s 

work is an internalized form of control, which results in accepting the existing inequalities 

in the organization.  

The gratitude for employment opportunities available in Finland and offered by Posti can 

also be explained by economic self-interest. Particularly if the worker sees a substantial 

increase in income compared to wages in his or her country of origin, the personal interest 

in maintaining these higher wages causes the worker to practice internalized control 

(Acker 2006:454). This in turn results in the worker disregarding any potentially harmful 

organizational inequalities that might come to light if the economic self-interest is no 

longer fulfilled. Therefore, cuts made to the early-morning deliverers’ wages might reveal 

discontent with the way organizational processes are structured in such a way that has 

previously been veiled by the higher wages.  

These expressions of appreciation for the possibilities offered by Finland and Posti can 

be compressed into a frame of thankfulness. The frame of thankfulness highlights the way 

the migrant workers are not only good at what they do, but that they are also extremely 

thankful for being allowed to do it. The frame of thankfulness makes moral judgements 

on the entire topic of employing foreign workforce. It declares that the morally right thing 

to do is to employ migrants - not because the industry needs them or because they do such 

a good job - but because they have been through hardships in their lives and are extremely 

thankful for whatever work is given to them. The frame appeals to the empathy of the 

receiver in a slightly similar way as the frame of kinship does.   

6.2 Suggesting the possibility of inclusion – but leaving room for alternative 
approaches 

The union’s approach towards migrant workers is visible in some of the articles that 

emphasize the union’s attention to the needs of a diverse workforce. In the following 

section, I will map out some of the articles that did not introduce individual workers but 

rather inform the reader about the actions that the union has taken in order to 
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accommodate the expanding group of migrant workers. A concern for the inadequate 

level of Finnish language proficiency of migrant workers is an overarching theme in the 

following articles alongside other issues. 

PAU’s (and SAK’s) new initiatives 

Considering how PAU has increased the amount of services targeted directly at migrant 

workers is comparable to Alho’s (2012) research on the strategies of SUU and FCTU 

towards migrant workers. PAU’s approach is similar to FCTU’s inclusive approach, in 

that they have also founded services targeted at migrant workers. Whether this is done in 

order to attract new members, or to respond to the needs of those who are already 

members, is not discussed in the articles. What is interesting, is that PAU’s approaches 

seem more inclusive than that of SAK, which is the umbrella organization of PAU. A 

possible explanation for this is that Simola (2008) conducted her study on SAK’s 

strategies a decade ago and since then, the central organization for Finnish trade unions 

has updated its approach.  

One of the articles that suggests that PAU has taken an inclusive approach to migrant 

workers, is an informative article on how PAU’s umbrella organization SAK has opened 

an employment information office specifically for migrant workers. The article is titled 

Employment advice for migrants, which suggests that the content of the article might be 

targeted at migrant workers. However, the aim of the piece remains questionable: is it an 

announcement to migrant workers that this new service is available or is it information 

targeted at the majority population on the different status of migrant workers in the 

Finnish working life? The following extract from Picture 1 highlights some of the 

problems that might result from including migrant workers in the Finnish working life. 

Employees, who lack language skills and are from a different cultural 

background are in greater danger to encounter problems in the working life than 

majority-Finns. (Reitti 3/2016) 

A number of problems concerning migrant workers are visible in this extract. First of all, 

the extract suggests that other than majority-Finns are likely to have poor language skills 

and this is bound to affect the way they succeed in the Finnish working life.  
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PICTURE 1 (REITTI 3/2016) 

Second, stressing the problematic nature of employing workers from a different cultural 

background assumes that there is a common Finnish working culture at place to which 

the migrants’ culture is different. And finally, stating that migrant workers have a higher 

risk of encountering problems in the workplace, suggests that these risks could be avoided 

if we simply avoided employing migrant workers altogether. Culture is also one of the 

socially defined differences that construct the notion of ‘race’, which is used as a basis 

for inequality according to Acker (2006:444).  

The above extract analysed here displays the complexity of the union’s attitudes and 

approaches to diversity. On one hand, services are targeted at migrant workers because 

their vulnerable status in the labour market is recognized. On the other hand, migrant 

workers entering the labour market is seen as problematic and as a phenomenon that 

should be approached with caution and reservation.  

In addition to the text, Picture 1 consists of a picture equal in size to the text that portrays 

what looks like a family carrying their belongings, and walking on an empty road next to 

a field. The text is about the union’s new services to migrant workers in Finland, but the 

people in the picture look more like refugees or asylum seekers who have left their home 

country and are making their journey on foot. This leads me to consider the question 

posed earlier about the aim of this article and its supposed audience and purpose. One 

might also wonder, how many of the migrant members of PAU can relate to the people 

in the picture. Taking into consideration the different aspects of the article, it first and 

foremost seems like a piece of information targeted at the majority-Finn members and 
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possibly representatives of the organizations working under SAK. Using this picture as 

an illustration for the article also suggests that SAK has a very limited, stereotypical and 

maybe even a false idea of who the migrant workers working in Posti are.  

Another initiative targeted at migrant workers presented in the magazine is a Know Your 

Rights Know Your Union -course in English, which according to the article was first of 

its kind. When the need for this kind of course to be held in English is discussed, the issue 

of lacking sufficient Finnish skills is again brought up. 

‘Looking ahead, it seems certainly very important that course selection is also 

available in English. A lot of important information remains a problem due to 

language loss’, said PAU Training Officer Päivi Vuovirta. (Reitti 4/2016).  

Based on this extract, it seems to be in the union’s interest to include its migrant members 

in the union’s activities and to provide them with similar assistance and advice as they 

provide their Finnish speaking members. This argument is further supported by the fact 

that the article’s English translation has been published alongside the Finnish version.  

The final approach considered here is an article on the Speak in plain language! (Puhu 

selkokielellä!) - campaign. This campaign is not PAU’s own, but like the employment 

advice service for migrants, it is an initiative introduced by the central union SAK. 

Interestingly, the article takes a stand on the responsibility of majority-Finn workers to 

assist their migrant colleagues with the use of Finnish language. 

It makes it easier for asylum seekers to integrate and learn the language, when 

other employees use plain [Finnish] language. […] “Migrants often have poor 

knowledge of Finnish rules. Therefore it is important that us labour movement 

actors develop our guidance regarding working life and labour unions towards a 

more plain language”. (Reitti 10/2015).  

Once again the use of the term ‘asylum seeker’ here is controversial for reasons already 

mentioned earlier in this section. Moreover, labour movement actors are positioned above 

migrants ‘who have poor knowledge of Finnish rules’ and therefore are unable to integrate 

successfully into the Finnish working life; migrants are depicted as being lost in the web 

of Finnish working life rules and the labour union activists are the ones able to help them 

find their way. What remains unclear here is whether migrants’ poor working life 

knowledge is due to poor Finnish skills or social circumstances. What is evident, 

however, is that that PAU sees the increase in language skills as a way of lifting migrant 

workers from a vulnerable labour market position and that this can be done through plain 

and simple communication in Finnish.  
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The approaches towards migrant workers present in Reitti seem more inclusive than 

segregating. The key concern for PAU seems to be migrants’ insufficient Finnish skills 

and the differential position that this puts them in in comparison to majority-Finn workers. 

The initiatives introduced here take a stand on this concern. However, two out of the three 

initiatives present in Reitti are campaigns put forward by SAK and we do not know to 

what extent these initiatives are supported or enforced by PAU. Instead, migrant workers 

are compared to asylum seekers and portrayed as a group that requires the assistance and 

guidance of both the union and its majority-Finn members.  

Hence, it may be argued that a frame of inclusion is present in the texts concerning PAU’s 

approaches to diversity. According to the frame of inclusion, the problem is that migrant 

workers remain at the margins of the work community due to a variety of reasons outlined 

earlier in this section. The frame also diagnoses the causes that lead to the problem. Most 

importantly then, the frame makes suggestions on how to overcome these problems – 

these are the initiatives that PAU has put forth, either on its own or with the help of SAK. 

The frame of inclusion highlights concrete measures that aim to improve the employment 

positions of non-native Finns working in the postal industry.  

Inclusion of migrant workers in the labour battles of PAU 

The articles in Reitti that discuss migrants and diversity and cannot be categorized as 

personal profiles or information on initiatives targeted at migrant workers, discuss these 

issues only briefly. A diverse workforce and non-native Finn employees are generally 

presented as a challenge, if not an outright problem in some cases. Unsurprisingly, many 

of the articles in the union’s magazine are concerned with the defects of the working 

conditions and labour agreements. Migrant workers are thus often portrayed as an 

additional challenge to these already challenging times.  

For example, an article, which discusses strike actions carried out in opposition to the 

new labour agreement for early-morning deliverers, brings forth the difficulties of 

carrying out communication in Finnish.  

Information [regarding the strike] was passed on via flyers, e-mail, text 

messages and phone calls. The high number of migrants and the resulting 

language barrier added their own challenge to the task [of informing employees 

about the strike]. This burdened the union trustees that were in charge of 

organizing the strike quite a bit. (Reitti 1/2016).  

Evidently here, the lack of Finnish skills of migrant employees has resulted in the union 

representatives having to take extra measures to ensure that the strike would not be broken 
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due to miscommunication. Once again, a concern, on behalf of the union, for the 

insufficient Finnish skills of migrant workers, is visible in the text. Because we know that 

the level of migrants belonging to unions is much lower than that of the majority 

population, it is reasonable to ask, whose case is actually being fought for. The extract 

suggests that the only problem encountered was the language barrier while informing 

employees about strike. However, nothing is said about whether the migrant workers were 

willing to participate in the strike once the language barrier was exceeded. Knowing that 

the level of organization is much lower amongst migrants than the majority population, 

one might expect that unwillingness to participate could be as big of a problem for the 

union as possible language barriers. Yet, this is not discussed in the article. 

The burdening effect of migrant workers is also visible when initiation into work is 

discussed.  

At the event, the problematic nature of initiation into work was discussed from 

the point of view of most common work tasks and multiculturalism by using 

real life examples from companies. (Reitti 5/2015).  

The extract above links multiculturalism to the perceived problematic nature of initiation, 

suggesting that initiation into work is more difficult in a multicultural working 

environment. Further along the article the same is stated more explicitly by saying that 

multiculturalism is indeed a challenge for initiation (Reitti 5/2015). Once again, initiation 

is presented as a burden for the employer in the first place, whose workload is further 

augmented by the presence of migrants. According to the article (Reitti 5/2015), this is 

due to integration problems that migrant workers possibly face in their personal lives that 

in turn affect their working life.  

In addition to portraying migrant workers as a burden to the organization of the union and 

the actions of the employer, concern for the unequal treatment of the workers based on 

ethnicity is visible in the articles. This concern, however, is not strongly featured in the 

analysed articles, but rather only briefly touched upon. Only one article is dedicated 

clearly to considering equality at the workplace – an article presenting the results of the 

equality survey conducted at Posti.  

The unequal treatment of workers on behalf of Posti is presented as something that the 

union strictly opposes and is actively dedicated to defending its members that become 

subject to the wrong-doings of the employer. The primary objective of the union is of 

course to defend its member-employees in any conflicts between the employee and the 

employer. A chief shop steward expresses his concern for the possibility of discrimination 
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on the basis of ethnicity, although the main concern in the column of the shop steward is 

the linking of sick leaves that led to the dismissal of an employee. The shop steward 

questions, whether it is mere coincidence that the three dismissed employees are all 

migrants (Reitti 1/2015), and hence accuses Posti of discrimination. The shop steward 

expresses concern for the way Posti treats its employees: 

Now I wonder, have Itella’s/Posti’s moral and values been completely lost 

when it comes to obeying the law and is this the just treatment of an employee? 

(Reitti 1/2015). 

The migrant background of the dismissed employees appears to be a subsidiary matter, 

and the unlawful actions of Posti the primary problem. At the same time however, the 

chief shop steward suggests that Posti is unable or possibly unwilling to treat its workers 

the way that the law demands and this in turn requires countermeasures from the union. 

Hence, the union is portrayed as an organization, which is able to act according to its 

moral and values, unlike the employer organization Posti.  

Posti’s unequal treatment of its workers could be further supported by the voice of the 

migrant workers themselves that are present in many of the personal profiles; but instead, 

all of the migrant workers claim that they have not encountered unequal treatment at work 

nor have they ever felt discriminated against due to their migrant background. Therefore, 

it seems that the concern for Posti’s discriminatory actions towards its workers is mostly 

the cause of anxiety for an individual shop steward, and not for the entire organization. 

Hence, it can be argued that PAU is interested in ensuring the equal treatment of its 

membership, but it is not willing to give preferential treatment to a specific group of 

workers, in this case migrants. This is in line with Wrench’s (2004) findings on labour 

union strategies in Denmark, where Danish unions have maintained an ‘equal 

opportunities’ policy, which has resulted in their lack of interest in combating issues of 

discrimination and unequal treatment. According to Wrench (2004:13), Danish labour 

unions regarded problems of ethnic inequality as stemming from the immigrant groups 

themselves, and therefore, combatting these inequalities in the working life was not seen 

as a priority. A similar pattern of thought is visible in the following extract from Reitti. 

Many people with a migrant background find it difficult to integrate into the 

Finnish society and working life culture. They can experience severe 

integration difficulties in their private lives. (Reittti 5/2015) 

The above extract suggests that migrant workers’ problems in the working life stem from 

problems they encounter in their personal lives. This idea eliminates the employer’s 

responsibility on ensuring an equal and just working environment, and places that 
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responsibility on the individual migrant worker. PAU demands equality from Posti, but 

whether PAU is willing to consider migrant workers in equal terms to native Finnish 

workers, remains unclear. 

The frame of equality and parity that is so strongly present in Me Postilaiset is not as 

evident in Reitti. The possibility of the unequal treatment of workers with a migrant 

background is acknowledged, but not challenged. Unlike the frame of equality and parity, 

which appeals to the receivers through the use of common values such as equality, the 

discourse here merely projects the blame on Posti and the personal difficulties of migrant 

workers. It does not, therefore, call for its members or the organization itself to take action 

to oppose inequality and advocate for equality and uniformity as a response to the 

diversification of the postal workforce.  
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7 MEANING-MAKING OF NEW DIVERSITIES IN ME POSTILAISET AND 
REITTI:  FOR POSTI NECESSARY AND WELCOMED, FOR PAU A 
DIFFICULT PHENOMENON TO GRASP 

The empirical analysis conducted in the two previous chapters demonstrates how Posti 

and PAU emphasize very different aspects of the diverse postal work force. Although the 

themes, topics and problems brought forward in both publications are fairly similar, they 

are framed rather differently. This is unsurprising since both organizations and their 

publications serve different purposes.  

One of the aims of this research is to provide on answer to the last research question which 

reads: How are these inequality regimes framed in order to promote the goals of both 

Posti and PAU with regards to the inclusion of migrant workers in their communities? In 

the two previous empirical chapters, I have tried to provide answers to first two research 

questions. I have considered the questions from the point of view of both Posti and PAU 

separately, but have yet to make any extensive comparisons between the two.  

This final empirical chapter focuses on highlighting the commonalities and differences of 

Posti and PAU in how they approach the increasingly diverse postal workforce. This is 

done by comparing the inequality regimes and frames identified in each chapter, and by 

reflecting the findings on the previous research available here. 

Both Posti and PAU approach diversity through the frame of competence. A diverse 

workforce is depicted as a necessity and individual capabilities of migrant workers are 

constantly brought up in the texts. The over-appreciation and admiration of migrant 

workers has also been identified in previous research. In Näre’s (2013) research on 

recruiters’ attitudes towards migrant workforce, the recruiters saw migrants as ideal 

workers and considered that they possessed some positive traits that their Finnish 

colleagues lacked. Although the research setting for Näre’s (2013) and my research is 

rather different, I believe the contexts are fairly similar. In both fields of work it is 

becoming increasingly clear that the fields can no longer rely on merely a majority-Finn 

workforce. Hence, it is in the best interest of the fields to embrace the change and 

celebrate the skillsets that the new diverse groups of workers can bring to the table. Based 

on the data, it is difficult to say whether this is the official policy of the executive level 

and human resources department of Posti or whether this is the sincere opinion of Posti’s 

employees. It is at least the former but could also be the latter. However, in my interviews 

with two early-morning delivery supervisors, it was evident that they did not see anything 
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positive in employing migrant workers. Both supervisors implied that they understood 

that it was necessary to employ migrant workforce but stressed the extra workload that 

this caused them as supervisors.  

The frame of kinship was more prevalent in Me Postilaiset than in Reitti. This frame aims 

to dissolve any feelings of difference the diverse workforce of Posti may evoke in the 

majority-Finn readers. Van Dijk (2000:48) in his media analysis found that media 

reportage on migrants usually enforces negative other-representation, but the frame 

present in Me Postilaiset functions in quite the opposite way. It aims to enforce positive 

other-representation and by doing so emphasizes the uniformity of the workforce of Posti 

instead of the diversity. This type of enforcement of uniformity is not present in Reitti.  

The frame of equality and parity is rather self-explanatory. It encompasses many of the 

analysed discourses in Me Postilaiset, and essentially works as a justification for why 

Posti has a zero tolerance policy for discrimination and why the employees are required 

to treat everyone equally. Equality and parity are core values of the Finnish working life, 

through which also issues related to diversity are approached at Posti. Simola (2008:106), 

in her study of labour union magazines came to a similar conclusion. In fact, Simola 

(ibid.) argues that the dominant frame, in the magazines she analysed, was the approach 

of migrant related issues particularly through the values they represent – equality being 

one such value. Hence, one can argue that diversity offers a channel for Posti to explicitly 

practice its value of equality. 

Rather surprisingly, the same conclusion cannot be drawn from the data collected from 

Reitti. In fact, the unequal treatment of Posti’ employees is only briefly touched upon, 

whereas the general weakening of the terms and conditions of postal worker receives far 

greater attention from PAU.  

Another frame, which is not present in PAU’s discourse but dominated much of Posti’s 

discourse, is the frame of diversity and multiculturalism as a strength and benefit for the 

company. This frame heavily borrows from the diversity management discourse often 

found in business literature, which has been argued to even diminish the social dynamics 

of inequalities at the work place (de los Reyes 2010:262). The frame of diversity and 

multiculturalism as a strength and benefit for the company is also connected to the frame 

of competence since it uses the notion of the competence of Posti’s diverse workers to 

rationalize their benefit for the company. Since the frame stems from the concept of 

diversity management it is no surprise that it is not present in Reitti. PAU, unlike Posti, 
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does not need to justify its use of an increasingly diverse workforce and therefore does 

not have to result to the use of the frame of diversity and multiculturalism as a strength 

and benefit for the company. 

The frame of thankfulness is mainly present in the discourse of PAU, although it can also 

be observed in Posti’s discourse. The difference between the two is that the frame of 

thankfulness in Me Postilaiset is directly related to the work tasks of the employees, but 

in Reitti the thankfulness extends beyond the working life into other aspects of the 

migrants’ life in Finland. This way, PAU takes a broader stand on the diversification of 

Finnish workforce beyond the diversification of the work force of Posti.  

As was mentioned previously in the research, the frame of thankfulness can be seen as 

being closely linked to the frame of inclusion. The frame of thankfulness appeals to the 

membership of the union. Although PAU does not have to validate the diversification of 

Posti’s employees, it does have to explain its own stand on migrant workers to its 

members. Based on the data, PAU has not taken the approach of exclusion, which would 

be a possibility for the labour unions if they were to practice protectionism in response to 

migrant labour (Alho 2015b). On the contrary, the frame of inclusion is present in much 

of the union’s discourse. Previous research has identified at least two possible reasons for 

labour unions’ inclusive approaches to migrant labour. One possible reason is solidarity, 

which has been identified as one of the key is core values of labour unions (Juntumaa 

2012:214). The second possible reason is the decreasing membership rates and interest in 

trade unions (Alho 2010; 2012). This downward trend encourages unions to take an 

interest in migrant workers entering the workforce, as they are seen as potential new trade 

union members.  

An additional and final frame considered in this chapter is the frame of culture clash, 

which is directly borrowed from Simola’s (2008) research on labour union magazines. 

The frame is based on the idea that the coming together of different cultures inevitably 

produces conflicts, which the labour union then aims to resolve to the best of its abilities 

(Simola 2008:89). This frame is present in most of the analysed articles in Reitti and fairly 

absent in the articles of Me Postilaiset. According to PAU, most of the conflicts caused 

by the employment of migrant employees are the result of miscommunication and 

misunderstanding due to poor Finnish skills. The same has been observed in previous 

research (ibid.). The emphasis of the frame is on conflicts that can emerge during the 

daily organizations of the work, for example challenges in understanding instructions and 
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therefore not being able to perform the work tasks as expected. The frame understands 

conflicts between people from different ethnic backgrounds as stemming from individual 

interactions, which is opposite to what has been argued in earlier in sociological research. 

Laurén and Wrede (2010) have contested that interrelationships between colleagues are 

always part of an institution. Thus, if there are grass-root level conflicts at the work place 

caused by the diversity of the employees, there is also institutional racism at place in the 

organization. It ought to be noted that this conclusion on the institutional practices of 

Posti can be drawn only based on the data from the union’s magazine, since the frame is 

comprehensively absent in Me Postilaiset. 

Although I have identified individual frames here for the sake of the analysis, it should 

be highlighted that the frames do not exist on their own, but are continuously linked to 

the other frames present in the text. Nor are the frames exhaustive understandings of how 

Posti and PAU construct their representation of a diverse workforce at a time when postal 

work is losing much of its prestige as well its salaries. A frame has been referred to as the 

‘central organizing idea or story line that provides meaning’ (Gamson and Modigliani 

cited in Pan and Kosicki 1993:56). Hence, the frames identified in the empirical chapters 

here are understood as providing meaning to the diversification of postal work from the 

points of view of both Posti and PAU. The frames to an extent analyse the events for the 

reader, in order to ensure that they are to be understood the way that has been intended 

by the communicators. Nevertheless, Entman (1993:53) reminds us that ‘the presence of 

frames in a text, as detected by the researcher, does not guarantee their influence in 

audience thinking.’ This is inevitably the case in this research as well.  
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8 CONCLUSIONS 

The aim of this research has been to identify and make visible the structures and patterns 

through which both Posti and PAU make understood the ethnic diversification of postal 

workforce. I have done this by identifying possible inequality regimes as proposed by 

Acker (2006) and by further examining how the inequality regimes are then framed in 

order to build a cohesive and uniform picture of the diversity of the postal workforce. A 

key part of the research has been to compare Posti’s and PAU stand on diversity as they 

are two very different components closely working with the same workforce. And due to 

their different relations to the workforce of Posti, also their approaches to the topic of 

ethnic diversity are very different.  

On the basis of the data used in this research, one can argue that the predominant 

inequality regimes present in Posti are that of control and compliance and legitimacy and 

visibility. The regime of control and compliance is constructed by the portrayal of migrant 

workers as thoroughly enjoying their work and appreciating the job opportunities offered 

by Posti. The inequality regimes of legitimacy and visibility are constructed by portraying 

poor Finnish language skills a legitimate base for difference, because it is seen as a 

requirement for the work. Inequalities based on language, therefore, have high legitimacy 

and low visibility, at least for the majority of the workers at Posti who are not in daily 

contact with the migrant workforce of Posti. This makes it harder for change to take place 

according to Acker (2006). The bases of inequality are very much the same for the 

employees of Posti as have been identified by Acker (2006) as producing inequality 

regimes. Due to the perspective of the research the bases of race and class were clearly 

highlighted and the basis of gender is not discussed in similar depth.  

Identifying the inequality regime of organizing processes that produce inequalities 

resulted difficult based on the data of this research. In order to identify these processes 

one would have to get involved in the daily organization of the work and make 

observations on what processes, if any, possibly produce inequalities within the 

organization. This would be one opportunity to deepen one’s understanding of the issue 

and could provide a point of view for future research.  

One significant difference between the two sources of data analysed in this research could 

be summarized down to the focus of the diversity discourse. For Posti, in Me Postlaiset, 

the focus is on a business literature inspired general level of equality and multiculturalism. 

Neither terms are really defined, nor explained – they simply exist and are used a lot. The 
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labour union PAU, in Reitti, on the other hand, do not take a stand on whether the 

workforce is multicultural or equal, but rather focus on commenting and offering 

assistance on individual injustices that have taken place between the employer and the 

workforce.  

Both organizations rely heavily on individual narratives of the diversity of the postal 

workforce: personal profiles were the largest single type of article regarding migrant 

workers at Posti. However, there were also differences in how the personal profiles were 

used. Posti highlighted the employee’s relationship with the employer and thus 

emphasized the employer organization. PAU, in its personal profiles, stressed the 

employee’s personal life stories, for example prior to being employed by Posti. I believe 

the intention for both organizations to bring forth representatives of the diverse workforce 

of Posti is principally the same: the employees visible in the magazines should represent 

the diversity of the people involved in the organizations behind the magazines. The 

communicators can also have additional motives for personifying the ethnically diverse 

workforce into a few suitable representatives presented in the magazines. These potential 

motives have been extensively discussed in the empirical chapters of the research and 

therefore it is suffice to state here that the two organizations do not share the same 

motives. Posti aims to construct company cohesion by portraying the employees in 

relation to the employer, while PAU portrays them as migrants that are content with their 

lives in Finland. Migrant workers’ connections to the union are not discussed. To 

investigate what kind of influence these profiles have on the receivers is also beyond the 

scope of this research, but would certainly make up an interesting research question to 

examine further. 

The diversity at Posti is made very obvious because Posti often states in the analysed 

material that it is a multicultural work place. And, it has published multicultural 

guidelines and lines of actions to advocate for equality and parity despite religion, ethnic 

background language and so on. The diversity of the workforce – including the LGBTQ 

community in addition to ethnic minorities – is definitely acknowledged on the higher 

level of the organization. It is hard to say whether this acknowledgement trickles down 

to the workplaces and has real effect on grass-root level organization of daily work. On 

one hand, based on the initiation session for new early-morning deliverers I attended I 

would answer that it has had an effect. Posti has taken steps in ensuring that all the 

necessary material is available in English, and the initiation sessions are also held in 

English whenever possible and necessary. On the other hand, based on the interviews I 
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did with two of the supervisors, the answer would be no. The grass-root level employees 

and supervisors are too weighed down by the day to day operations of the work, that they 

simply do not have the resources to ensure that multicultural and equality policies are 

met. Both supervisors also felt that they lacked support and know-how to deal with the 

problems they faced when employing migrant workers. PAU, on the other hand, does not 

declare multiculturalism nor equality to the same extent as Posti, but rather focus on 

concrete tasks of the labour movement by informing about strikes and collective 

bargaining. 

Finnish language skills – or rather the lack of – has already been discussed extensively 

throughout the research, but deserves additional focus in the conclusive chapter as well, 

due to its dominant presence in the data. Particularly within Posti, it is depicted as the 

only direct negative consequence of diversity. It would indeed be difficult to argue for 

the insignificance of language and communication within the working life. It is such a 

significant part of human interaction and human life both in private and public that it is 

undoubtedly often taken for granted, which then leads to the conclusion that without 

effortless communication one cannot succeed in the working life. To what extent this is 

true, is debatable. An early-morning deliverer working alone at night can go for days if 

not weeks without seeing or talking to a colleague or supervisor when everything goes 

smoothly. It is when something goes wrong that communication is required and when 

something has gone wrong, there is already a negative preconception towards the migrant 

worker before any communication takes place between the worker and representatives of 

the employer. Hence, this research underlines the possibility of language as a tool for 

creating difference within a diverse workforce. Language is used to create inequality 

amongst the postal workforce because discrimination on the basis of for example ethnicity 

and religion is illegal in Finland but language skills can always be linked to the effective 

performance of the work.  

One of the aims of this research has been to answer the question of how Posti and PAU 

position the ethnic diversification of the workforce of Posti in relation to the ongoing 

changes of postal work. To answer this question, I result to analysing the frames present 

in Me Postilaiset and Reitti, because frames can be understood as ‘packag[ing] 

information for efficient relay to their audiences’ (Gitlin cited in Pan and Kosicki 

1993:56). Hence, this research intends to identify those packages that are used to convey 

information on the diversity of the postal workforce to the employees of Posti and 

members of PAU.  
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Evidently, the packages used to explain the ethnic diversity of postal workforce vary 

between the two sources of data. Posti frames the diversity of the workforce as a necessity 

for the continuous growth of the company and wraps the package in generally accepted 

and utilized concepts such as multiculturalism and equality. PAU, on the other hand, 

frames the diversity of postal work force as a consequence of changes that are happening 

in the world of paid labour due to phenomena such as globalization and technological 

advancements. PAU does not oppose to the aforementioned phenomena but rather 

criticizes Posti for the drastic measures it has taken in order to respond to the current 

challenges in postal work. For example, PAU contends that the wages of early morning 

deliverers should not be decreased even though the demand for paper versions of 

newspapers has dropped significantly in recent years. Alternatively Posti blames the 

consumers for no longer ordering their morning papers to be delivered to their doors. It 

is a cycle, where both organizations understandably promote their own interests. Even if 

PAU were to acknowledge that for Posti to be able to ensure the continuity of postal 

services by weakening employees’ terms and conditions, PAU would still advocate for 

the interests of the employees, because that is its role as a labour union. Regardless of the 

positions of the workforce, the union intends to perform its duties and defend its members 

in possible conflict situations, of which the diversification of the workforce presents only 

one of many.  

The intersectionality of inequalities was not present in the data in the way that might have 

been expected on the basis of previous research (Healy and Bradley 2008; Healy et al 

2011; Acker 2006). However, the idea of addressing migrant workers as both employees 

and migrants was constructed in Reitti, which results to the intersection of inequality 

based on both the migrant status of the employee as well as the low status of a low-paid, 

low-skilled worker in Finland. Due to the current precarious labour position of all delivery 

personnel in Finland, having a migrant background further increases possibilities of 

inequality. It is, therefore this intersection of postal workers and migrants where the 

employee is at a higher risk of being subject to a variety of inequalities.  

As has already been noted previously in the current research, identification of frames does 

not mean that the frames have affected the receiver in the way that is identified by the 

researcher. Throughout the research I have identified the data, and therefore the frames 

present in the data, as being directed mainly towards the majority ethnic Finn employees 

of Posti and members of PAU, who still make up the majority of the postal workforce. 

Although the focus of this research is on the increasing ethnic diversity and migrant 
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employees of Posti, it ought to be noted, that the audience of the magazines analysed here 

consists predominantly of white majority-Finns. Hence, the ethnically diverse workforce 

of Posti is positioned in the way that it is, precisely because it is directed at non-minority 

Finns. It can be argued that if the publications were wholly targeted at the migrant work 

force of Posti, the material would look somewhat different and would include entirely 

different frames.  

The present research provides a synopsis of how the increasingly diverse workforce of 

Posti is positioned in relation to other changes happening in the field at the moment and 

possibly in the future. The research uses the company’s and the union’s magazine 

publications to gain insight on this matter. The presumption is that the magazines 

represent the views of the executive level of the organizations and by no means are 

expected to represent the views of the employees of Posti or the members of PAU. Hence, 

the inevitable weakness of this research is that it in no way provides an answer to what 

the actual position of the ethnically diverse workforce is within Posti and among the 

union. It can only answer the question of how they are positioned, not what the position 

is. Therefore, the research cannot make conclusions on the workplace dynamics of the 

ethnically diverse employees of Posti nor can it comment on how migrant workers 

position themselves within the workforce. Addressing these topic would require further 

research with a different research setting.  

The results and conclusions of this research for the most part follow the results of previous 

research on the topic identified earlier in this research. With regards to the labour 

movement, its position toward migrant workers seems relatively ambiguous and a variety 

of approaches towards diversity are present. What is, however, fairly absent in the 

material altogether is the approach of exclusion towards migrant workers. The general 

attitude toward the diversification of the workforce of Posti is cautious and even 

suspicious, but the exclusion of the migrant workforce is at no point offered as a solution 

to the diversification of the workers of Posti.  

In many of its actions towards the inclusion of migrant employees within the labour 

movement, PAU results to the lines of action of its umbrella organization, the 

confederation of Finnish Trade Unions (SAK). Hence, it seems that PAU adopts many of 

its policies and approaches from SAK and applies them in their practical work with 

migrant employee. This is unsurprising since PAU is a relatively small union that employs 

only a handful of people and therefore, would not have the resources to provide some of 
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the services on its own that are now provided through SAK. PAU relies on SAK to 

provide concrete employment advisory services for its members as well as to outline the 

general approach in responding to the diversification of the Finnish workforce in postal 

work and other relevant fields. 

The results drawn from Me Postilaiset regarding the employer organization of Posti also 

reflect the results of previous research conducted in the field of ethnic diversity in Finnish 

workplaces. One significant difference worth noting here is the dominant presence of 

diversity management style discussion stemming from business literature. In previous 

literature on ethnic diversity and the increase of migrant employees in Finnish work 

places, this type of business discourse has been fairly absent. This might be a result of the 

focus of Finnish ethnic diversity research at work places often concentrating on the 

context of care work. In the care work context, research on the inequalities of the migrant 

employees has often focused on identifying the intersections of race and gender, due to 

the feminized nature of care work. This research moves away from the analysis of 

inequalities at the intersection of race and gender and rather focused on race and the 

position of postal workers in general. It is possible that the absence of the gender issue 

opens a space for the discussion of diversity as a business matter. Postal work can also be 

more easily perceived as being business oriented in comparison to care work.  

Including a diversity approach in the Finnish working life is bound to increase as is the 

academic study of the diversity of the Finnish working life as a result of it. Right now the 

diversity of the Finnish workforce is made up of two extremes; there are fields, such as 

the early-morning delivery section of Posti around the capital region, where the majority 

of the workforce is foreign and consists of over 80 nationalities and there are work places 

that consist of a completely white majority-Finn workforce. Where diversity does exist, 

it is also addressed. This is done by, for example, enforcing multiculturalism or declaring 

zero tolerance policies for discrimination on the basis of ethnic background, language, 

religion and so on. Workforce diversity is far from being a self-evident truth in Finland 

even though gender diversity has been a natural part of Finnish working life for many 

decades.  

Moreover, addressing diversity does not automatically translate to equality. It might not 

even be a first step if diversity is only approached from a diversity management 

perspective. For diversity to translate into multiculturalism, equality and parity, it ought 

to be understood as a phenomenon that affects the entire workforce. The way the 
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employers that are right now the pioneers of employing a diverse workforce position these 

new workforce diversities, can function as a bellwether for the industries that are to follow 

later on, as diversity penetrates further into the Finnish labour market.  
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