
Course Description 
Diversity in organizations 

 
 

Aim of the course 

 

Aim of the course is: to analyse the effect of stereotypes, prejudices and ideologies on career of 
women and minorities. We will discuss the social psychological mechanism that have been 
introduced to understand women’s experience in organizations and apply them to analyse the 
situation of members of minority groups in the work place generally. The course will analyse how 
stereotype threat and self-fulfilling prophecies determine career choices in school context and 
career progress in work.  Phenomena like the glass ceilling, the glass escalator, the glass cliff, the 
backlash agains agentic women, and the importance of token status will be discussed as well as 
their consequences creating and maintaing unequal opportunities for women and members of 
minority groups on the labour market and in politics. The course will offer an overview of 
diversity issues in organization development and in developin policies for promotion of equal 
opportunities. 
 

Learning outcome, competences 

knowledge: 

• is aquainted with the most important theoretical approaches in the field of social 

psychology of discrimination 

• is familiar with the different research paradigms, especially with the experimental ones  

• is familiar with the basic criteria of programs and trainings aiming at promoting diversity  

 

attitude: 

• understands the different individual and social experiences resulted by social inequalities 

and prejudices 

• is able to critically analyse mechanism resulting and maintaining unequal opportunities in 

organizations  

 

skills: 

• is able to differentiate between essentialist prejudices and stereotypes and their 

consequences 

• is able to reflect at own privileges and social disadvantages 

• is able to develop an experimental research plan for studying organizational diversity  
 
 

Content of the course 

 

Topics of the course 

 

• Introduction 

• Prejudices, stereotypes and discrimination  

• Cultural capital and privilege: social background and school achievement 

• Stereotype threat and self-fulfilling prophecies  

• Perception of status and competence  

• Stereotypes and organizations: glass ceilling, glass escalator, glass cliff, token status  

• Stereotypes, prejudices and the organizational culture (traditional companies and start-

ups)  



• Diversity as a competitive edge  

• Policies promoting diversity  

• Human resource management and equal opportunities  

• Work-life balance and conflict  

• Diversity trainings and the inclusive work place climate  

• Discussing the empirical research plans 

 

 

Learning activities, learning methods 

- refelction on literature in writing  

- small group discussions 

- student presentations 

- lectures 
 

Evaluation of outcomes 
 

Learning requirements, mode of evaluation, criteria of evaluation: 

requirements 

• 30 % short essays 

• 30 % oral presentation 

• 40 % development of an experimental research plan focusing on diversity  

 

mode of evaluation: complex (written and oral) 

 

criteria of evaluation: 

• adequate knowledge of the literature 

• the developed experimantal research design is sufficient to test the hypothesis 
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