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Abstract

This thesis examines how multinational corporations (MNCs) translate and
communicate gender-related Diversity, Equity, and Inclusion (DEI) discourses across
distinct institutional and socio-cultural settings. Deviating from the conventional
“Global North-to-South” trajectory, the study analyzes an unique reverse discursive
flow: a leading Taiwanese semiconductor multinational (Global Inc.) and its highly
egalitarian Danish subsidiary (Danish Sub). Integrating Multimodal Critical Discourse
Analysis (MCDA) with the Communication as Constitutive of Organization (CCO)
perspective and neo-institutional theory, this study explores a corpus of corporate
communications, including annual ESG reports, official policy statements, and
corporate LinkedIn posts.

The findings reveal divergent visibility logics that are driven by the pressures of
institutional duality. Global Inc. employs a hyper-visible, care-centered logic of
“protective paternalism” and “transnational business feminism,” linguistically
anchoring womanhood to motherhood and welfare metrics while visually distributing
authority to male-coded executive bodies and vulnerability to soft, pink-tinted
semiotic spaces. This discursive strategy secures the global ESG rating legitimacy,
while leaving deep-rooted structural job segregation unchallenged and decoupled.
Conversely, Danish Sub mobilizes a muted strategy of “de-gendered professionalism”
and “egalitarian normality”. Rooted in the Nordic institutional logic of “sameness,”
the subsidiary eliminates explicit gender labels, reframing global DEI mandates into
neutral competence narratives and collective responsibility for the green transition,
which is a move that paradoxically renders demographic diversity and structural
inequalities invisible. The wider corporate network further exhibits polyphonic

glocalization patterns, spanning state-sanctioned paternalism in South Korea to



symbolic rights-based aestheticization in Italy.

By unpacking gender equality as a “floating signifier” continuously injected with
context-specific symbolic values, this study contributes to organization studies by
demonstrating that corporate texts possess “textual agency” that performatively
constructs rather than merely reflects organizational reality. In terms of practical
application, it cautions multinationals against the ceremonial compliance of “DEI-
washing” and warns against utilizing cultural baseline integration as a shield for
gender-blind institutional neglect.

Keywords: Semiconductor Industry; Glocalization; Diversity, Equity, and Inclusion
(DEI); Multimodal Critical Discourse Analysis (MCDA); Institutional Duality;

Organizational Myths.
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1. Introduction

1.1 Research Background & Motivation
The global expansion of the high-tech industry has pressured multinational
corporations (MNCs) to translate global Diversity, Equity, and Inclusion (DEI)
discourses into diverse local cultural contexts. When transferring diversity
management practices across borders, multinational corporations face tensions
between global integration and local responsiveness, making DEI implementation far
from straightforward (Bader et al., 2022; Hillman & Wan, 2005; Kostova & Roth,
2002). To address this complexity, recent work highlights the need for a relational
view that links macro-level institutional conditions to meso-level organizational
policies and practices (Syed & Ozbilgin, 2009). Within this broader dynamic,
glocalization captures how globally circulating ideas about DEI are interpreted,
adjusted, and adapted when they encounter specific national, cultural, and
organizational contexts (Drori et al., 2014).

As Corporate Social Responsibility (CSR) or Environmental, Social, and
Governance (ESG) standards continue to evolve, DEI initiatives have shifted from
marginal Human Resource concerns into core strategic elements that increasingly
shape how organizations present themselves and are evaluated (Hansen & Seierstad,
2017; Jayne & Dipboye, 2004; Maier & Ravazzani, 2019). In contemporary corporate
communication, gender diversity is frequently framed through a “business case,”
linking women’s empowerment to financial growth and organizational
competitiveness (Calkin, 2016). By communicatively bridging CSR and DEI
narratives, organizations integrate global sustainability standards into local
organizational practices and strategically negotiate societal demands (Maier &

Ravazzani, 2019). In this way, global expectations around CSR, ESG, and DEI



become intertwined with questions of organizational identity and legitimacy, as
organizations seek to show that they are both economically successful and socially
responsible actors.

However, the implementation of such CSR and DEI initiatives becomes
particularly complex when cultural distance separates the home and host institutional
contexts. Multinational corporations function as political sites of identity construction,
where actors discursively negotiate cultural differences and power relations, often
intersecting with gender (Vaara et al., 2021). While previous research often focuses on
Western multinational corporations exporting values to non-Western contexts
(Kemper et al., 2019), limited attention has been paid to the reverse story: how a non-
Western multinational negotiates, articulates, and translates DEI discourses when
entering an egalitarian Nordic framework.

This study explores these dynamics through the case of a leading Taiwanese
semiconductor multinational (hereafter ‘Global Inc.’) and its Danish subsidiary
(hereafter ‘Danish Sub’). The contrast between the socio-cultural settings of Global
Inc. and Danish Sub provides a compelling context for this analysis. In Taiwan,
traditional gender role expectations and male-dominated informal networks continue
to present systemic barriers to women’s advancement in executive leadership
(Georgiadou & Syed, 2021; Saenz et al., 2025). By contrast, the Danish context is
characterized by strong institutionalized discourses of egalitarianism and long-
standing equality norms (Kamp & Hagedorn-Rasmussen, 2004; Kemper et al., 2019).
At the same time, diversity management can still be interpreted through distinct local
logics, such as assimilation or CSR-oriented charity, rather than through full structural
inclusion (Kamp & Hagedorn-Rasmussen, 2004; Risberg & Sederberg, 2008). By

adopting a cross-cultural comparative lens alongside Multimodal Critical Discourse



Analysis (MCDA) (Machin & Mayr, 2012; Maier & Ravazzani, 2019), this study
seeks to examine how the multinational corporation employs both linguistic and
visual strategies in its corporate communication to translate, negotiate, and legitimize
its gender-related DEI values across these distinct institutional borders (Bader et al.,
2022; Boxenbaum, 2006; Vaara & Tienari, 2011).

1.2 Problem Formulation
DEI values although have been integrated into global ESG or CSR frameworks as
universal standards, the “meaning” of these concepts remains contested and locally
interpreted. Existing studies have focused on “Western to non-Western” cases, which
examine how Western multinational corporations transfer liberal diversity frameworks
to different cultural contexts. Nonetheless, the reverse discursive perspective, where
non-Western multinational corporations participate in shaping, interpreting, and
translating organizational discourses, is underexplored. As non-Western organizations
expand their market globally, they are no longer passive recipients of international
norms but actors that define how these values are communicated across contexts. This
shift introduces new complexities in how DEI is translated and legitimized across
diverse cultures.

This study investigates the discursive flow within non-Western multinational
corporations to fill a critical research gap. By analyzing how global norms are
glocalized, negotiated, and legitimized amidst the tensions of institutional duality
(Kostova & Roth, 2002), this research uncovers the complex dynamics between
headquarters and subsidiaries. On the one hand, headquarters may align with global
DEI discourses to establish legitimacy within international ESG standards, often
functioning as “aspirational talk” to discursively construct a new organizational

reality (Christensen et al., 2013). On the other hand, these discourses must be re-



articulated in ways that resonate with local institutional logics and socio-cultural
expectations. The challenge lies in the potential misalignment between globally
shared DEI narratives and locally embedded understandings of gender and equality.

Moreover, because DEI and gender are not universally understood concepts,
their meanings are always constructed by specific organizational and cultural
contexts. Rather than treating gender as a static variable, this study approaches it as
something that is constituted through organizational communication and linked to
broader values and power relations (Acker, 1990; Ashcraft et al., 2009).

The thesis therefore adopts a Communication-as-Constitutive-of-Organization
(CCO) perspective and a multimodal lens, viewing corporate texts not as neutral
descriptions of policy but as practices that participate in making certain gendered
identities and organizational realities appear natural. Chapter 2 develops this
perspective in more detail and connects it to literature on gendered organizations and
organizational myths.

1.3 Purpose & Research Questions
Based on the identified research gap and the theoretical tensions of institutional
duality, this study examines how multinational corporate communication discursively
constitutes gender-related DEI narratives across different organizational and cultural
settings. Rather than treating DEI as a fixed and universally transferable policy, this
project investigates how such discourse is interpreted, localized, and naturalized
through multimodal corporate texts (specifically public-facing materials such as ESG
reports, corporate statements, and official social media communications) within a
headquarters-subsidiary relationship. The focus is on how corporate communication
simultaneously articulates inclusion, responsibility, and organizational identity while

adapting to local normative expectations.



To achieve this purpose, this study examines the following research question:
Primary Problem Formulation: How does a multinational corporation (Global

Inc.) communicate and construct gender-related DEI discourse across its corporate
communication and those of its Danish subsidiary (Danish Sub)?

To conduct a comprehensive analysis of this complex process, this study further
explores the following sub-questions:

RQ1. How do the corporation and its Danish subsidiary linguistically and visually
articulate gender-related DEI discourse in their corporate communication?

RQ2. How are these discourses glocalized across the headquarters and the Danish
subsidiary, especially in relation to local normative expectations of gender equality?

RQ3. How do these communicative practices contribute to the communicative
constitution of the organization’s identity with respect to inclusion, responsibility, and
gender diversity?
2. Literature Review & Theoretical Framework
Building on the problem formulation and listed research questions in Chapter 1, this
chapter explores as well as develops the theoretical lenses through which the
empirical materials are examined. Rather than viewing the theories in isolation, I
review three interconnected strands of literature to provide a holistic framework. First,
this chapter discusses how DEI discourse is glocalized in multinational corporations.
That is, how global corporate mandates are translated and adapted into local
operations, emphasizing the role of institutional duality and local logics in shaping
diversity practices (Drori et al., 2014). Second, adopting the Communicative
Constitution of Organization (CCO) perspective, this study approaches corporate
communication not merely as a neutral channel, but as an ongoing arena of meaning-

making that continuously negotiates and actively produces organizational identities.



Third, it introduces articulation, floating signifiers, and organizational myths as key
analytical concepts to empirically decode how gender is discursively constructed and
naturalized in the data material (corporate texts).

Together, existing research and literature provide a framework for examining
how Global Inc. and its Danish Sub. communicatively constitute gender-related DEI
discourse across distinct institutional contexts. By “communicatively constitute,” this
study refers to the process that organizations use linguistic and visual resources to
produce, stabilize, and legitimize specific understandings of diversity and gender
(Ashcraft et al., 2009). This integrated approach enables a critical investigation of the
tensions between the organization’s public-facing progressive diversity rhetoric, its
everyday local organizational practices (such as local policy implementation), and the
underlying, inherently gendered structures of organizations, including hierarchies,
divisions of labor, and assumptions about the “abstract worker” (Acker, 1990).
Additionally, to operationalize this theoretical framework into empirical investigation,
the following chapter will introduce Multimodal Critical Discourse Analysis (MCDA)
as the methodological lens that is used to analyze the corporate reports, statements,
and online communications.

2.1 Glocalization of DEI Discourse in multinational corporations
Previous research on Diversity Management in multinational corporations has
consistently shown that DEI practices are deeply shaped by the institutional
environments where they are embedded (Bader et al., 2022; Nishii & Ozbilgin, 2007).
Instead of being unchanged and travelling across borders, diversity initiatives are
often reinterpreted at the intersection of global templates, host-country standards or
regulations, and local cultural logics (Boxenbaum, 2006; Syed & Ozbilgin, 2009). In

this sense, DEI doesn’t function as a single, uniform model but as a set of discursive
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resources, which can be mobilized and constituted in different national and cultural
settings (Vaara et al., 2021).

Within the broader landscape, glocalization provides a useful lens for
understanding how global DEI values are translated into local practice. Glocalization
is not merely a compromise between the global and the local but is a
multidimensional process through which universalist claims are continually
negotiated with institutional arrangements and meaning systems (Drori et al., 2014;
Robertson, 1995). In the context of multinational corporations, this indicates that DEI
policies are not easily transferred from headquarters to subsidiaries. They are
re-encoded through local norms, power relations, and organizational priorities,

99 ¢¢

producing context-specific versions of what “diversity,” “equity,” and “inclusion”
come to mean in practice (Ferner et al., 2005; Kamp & Hagedorn-Rasmussen, 2004).
The process of re-encoding is closely related to what has been described as
“institutional duality” (Kostova & Roth, 2002). Subsidiaries must simultaneously
respond to the expectations of both the home-country institutional environment and
the demands of the host-country context, which generates potential tensions in how
global policies and local practices are aligned (Bader et al., 2022; Hillman & Wan,
2005). In DEI initiatives, the tensions emerge when globally standardized gender
equality policies clash with local gender norms, labor market realities, and cultural
expectations. For instance, in some East Asian settings, traditional gender
expectations and male-dominated networks persistently restrict access to leadership
and career progression, even in industries that portray themselves as meritocratic and
technologically advanced (Chen et al., 2025; Georgiadou & Syed, 2021). By contrast,

the Nordic context is characterized by strong institutionalized egalitarianism and

high female labor force participation (Kemper et al., 2019; Utoft, 2020). However,
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diversity management is often filtered through local logics, prioritizing assimilation
and CSR-oriented charity over structural transformation (Boxenbaum, 2006; Kamp &
Hagedorn-Rasmussen, 2004).

These examples illustrate that DEI in multinational corporations cannot be just
reduced to the existence of formal policies or global codes of conduct. Instead, DEI
operates as a shared narrative that is repeatedly negotiated, stabilized, and adapted
across organizational sites (Drori et al., 2014; Vaara & Tienari, 2011). Headquarters
may articulate a relatively coherent discourse in corporate reports and global
frameworks, yet subsidiaries might interpret and operationalize this discourse in ways
that align with local institutional logics, stakeholder expectations, and workplace
cultures (Bader et al., 2022). The notion of a shared narrative emphasizes that DEI
discourse is both a connecting resource and a potential source of “friction” (Vaara &
Tienari, 2011). It provides a common language across the organization, while opening
up space for divergence, re-articulation, and resistance (Boxenbaum, 2006; Vaara et
al., 2021).

For the present study, this glocalization perspective highlights that gender-related
DEI discourse within Global Inc. cannot be viewed as a fixed template that is
passively transferred to Danish Sub. Instead, the analysis must attend to how concepts
of gender equality, inclusion, and responsibility are discursively constructed at both
organizational sites and how these framings relate to broader institutional contexts
(Maier & Ravazzani, 2019). Through the examination of how these framings relate to
their broader institutional contexts, this study includes not only formal policies but
everyday corporate communication, to uncover how such discourses are (re)produced
and stabilized. This process will be further explored through the lens of

Communication-as-Constitutive-of-Organization (CCO) in the following section.
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2.2 Communication as Constitutive of Organization (CCO) and

Organizational Identity
To understand how DEI narratives are constructed, and negotiated within and across
organizational sites, this study draws on the Communication as Constitutive of
Organization (CCO) perspective (Ashcraft et al., 2009; Cooren et al., 2011). Rather
than viewing organizations as static entities that exist prior to communication
(Schoeneborn & Trittin, 2013), CCO frameworks conceptualize organizations as
ongoing accomplishments that are continuously constituted through communicative
processes (Schoeneborn & Vasquez, 2017). In this view, texts, conversations, and
other forms of communication in organizations don’t merely represent a pre-existing
organizational reality; rather, they are the very means through which organizational
structures, roles, and identities are performatively produced and enacted
(Schoeneborn & Vasquez, 2017). Specifically, building on the Montreal School’s
approach to CCO, organizations are literally “talked into being” through the dynamic
interplay of “text” and “conversation” (Ashcraft et al., 2009; Taylor & Van Every,
2000). “Conversations” refer to the situated, everyday interactions among
organizational actors, while “texts”, such as corporate documents, policies, or
websites, materialize and stabilize these interactions across time and space, allowing a
collection of individuals to appear and act as a collective macro-actor (organization)
(Schoeneborn & Vasquez, 2017).

From a CCO perspective, corporate communication is therefore not a neutral
reporting channel but a performative practice that actively constitutes organizational
reality (Ashcraft et al., 2009; Cooren et al., 2011). Through texts ranging from annual
reports to social media posts, organizations construct their core purposes, boundaries,

and stakeholder relationships (Tregidga et al., 2014). These communicative practices
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participate in the constitution of organizational identity, understood as the relatively
enduring yet fluid answer to “who we are” as an organization (Albert & Whetten,
1985; Gioia et al., 2000, 2013). Additionally, CSR and DEI have become central
resources in this identity work in contemporary corporate discourse (Maier &
Ravazzani, 2019). As organizations face increasing pressure and scrutiny, they present
themselves as responsible, inclusive, and sustainability-oriented actors in response to
societal expectations (Hansen & Seierstad, 2017). Through sustained CSR and DEI
communication on external platforms, these values are also gradually internalized as
the “proto-attributes” of organizational identity, helping the corporation strategically
secure social legitimacy among diverse global stakeholders (Kroezen & Heugens,
2013, as cited in Maier & Ravazzani, 2019).

Within this communicative process, public commitments to DEI often function
as “aspirational talk” (Christensen et al., 2013). Instead of only describing existing
practices, aspirational talk proposes a desired future state and serves as a performative
resource for mobilizing internal change and managing external impressions
(Schoeneborn & Vasquez, 2017). For instance, CSR and DEI statements may present
a narrative of strong commitment and progressive values that exceeds current
organizational realities. These texts still do important constitutive work even when
there is a discrepancy between talk and practice. As Christensen et al. (2013) discuss,
such discrepancies can be necessary and even desirable, because they commit the
organization to practice in certain ways and help shape a new social reality that the
corporation must strive to achieve (Utoft, 2020). Aspirational DEI discourse not only
defines legitimate behavior but also sets the standards against which the organization
is judged (Christensen et al., 2013; Utoft, 2020), and then it constitutes a shared

understanding of its social responsibilities among all stakeholders (Maier &
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Ravazzani, 2019; Pless & Maak, 2004).

For a multinational corporation, this identity work unfolds across multiple sites
and media, making it a complex and polyphonic process (Vaara et al., 2021).
Communication from the headquarters-level often constructs a global narrative about
who the organization is and what it stands for, drawing on globalist “antenarratives”
to legitimate overarching corporate agendas and to establish a coherent
multinational’s identity (Boje, 2001, 2008, as cited in Vaara & Tienari, 2011).
Meanwhile, local subsidiaries generate their own discursive accounts that may
reinforce, re-interpret, or subtly contest this global narrative, depending on their
specific socio-cultural contexts and institutional logics (Boxenbaum, 2006; Vaara &
Tienari, 2011). In the case of DEI, this means that gender-related discourse at Global
Inc. and Danish Sub. cannot be analyzed in isolation. Instead, it must be seen as part
of a wider communicative process in which organizational identity is co-constructed
through ongoing interactions and tensions between global scripts and local
articulations.

The CCO perspective thus provides a theoretical foundation for treating the
corporate texts examined in this study not as informational documents but as
constitutive acts that possess “textual agency” (Cooren, 2004). From this perspective,
agency is not solely located in individual managers or employees, but is distributed
across a heterogeneous network of human and non-human agents. As Ashcraft et al.
(2009) emphasize, organizing is an ongoing process whereby “human and non-human
agencies interpenetrate” (p. 34), including texts, technologies, and material
arrangements. Consequently, corporate policies, ESG reports, and online
communications don’t merely reflect organizational reality. Instead, through this

“textual modality, organizations take on the status of beings and actors” (Ashcraft et
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al., 2009, p. 21). These texts actively “speak’ on behalf of the organization and enact
particular discursive identities, such as the responsible employer, the equal-
opportunity workplace, or the global pioneering innovator.

However, these identities are never fully fixed. They are temporarily stabilized
through ongoing communicative practices and may differ across organizational sites
and media. In the context of DEI, this means that different texts might enact partially
overlapping or even competing versions of who the organization is, for example, as a
meritocratic high-tech company, a caring and family-friendly employer, or a leader of
gender equality. To unpack further how such gender-related identities are strategically
linked, naturalized, and potentially contested to broader corporate values, the next
section draws on theorizing articulation and the notion of organizational myths.

2.3 Articulation, Floating Signifiers, and Organizational Myths
Within the communicative constitution of organizations, gender is not a neutral
attribute, which can be added or removed from organizational life. Instead, gender is
embedded in organizational structures, routines, and meaning systems (Ashcraft et al.,
2009). Joan Acker’s (1990) theory of gendered organizations demonstrates that
organizational hierarchies, divisions of labor, and concepts of the “abstract job” are
not gender-neutral but tend to be built around assumptions about a “disembodied”,
implicitly male worker (Acker, 1990). Even though organizations adopt formal equity
or equality policies, these underlying gendered substructures can persist, shaping who
is seen as a “fit” employee, manager, or leader (Acker, 2006; Heilman, 1983, as cited
in Bader et al., 2022).

These gendered structures intersect with broader economic and political logics in
contemporary organizational discourse. The rise of what has been termed

“transnational business feminism” illustrates how feminist claims about gender
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equality are increasingly articulated through market-based and managerial rationales
(Fodor et al., 2019; Roberts, 2015). Building upon this discourse, women’s
empowerment is framed as beneficial for competitiveness, innovation, and economic
growth, and gender equality is represented as “smart economics” or a strategic
resource (Calkin, 2016; Roberts & Soederberg, 2012). Additionally, corporate DEI
discourse often draws on this logic by emphasizing the business case for gender
diversity, linking inclusion to talent attraction, creativity, and financial performance
(Jayne & Dipboye, 2004).

These dynamics can be understood through the theory of articulation, which
refers to the contingent linking of different elements, such as values, practices, and
identities, into temporary, context-specific unities (Slack, 2006). In this study, gender
functions as a “floating signifier” (Laclau & Mouffe, 2001, as cited in Stavrakakis &
Galanopoulos, 2018) that doesn’t carry a fixed meaning but can be connected to
various signifieds, such as care, professionalism, innovation, or leadership, depending
on the discursive context (Ashcraft et al., 2009; Linstead & Brewis, 2004). In
corporate communication, gender-related DEI discourse is thus articulated with
broader organizational values such as responsibility, wellness, or competitiveness,
shaping normative expectations about men’s and women’s roles (Fodor et al., 2019).

Through recurrent communicative practices, such “contingent articulations”
become naturalized into “organizational myths,” which are taken-for-granted
narratives that stabilize particular discourses and often mask “the inherently gendered
substructures of organizations” (Acker, 1990). From a neo-institutional perspective,
organizations ceremonially adopt progressive DEI rhetorics as rationalized myths to
secure social legitimacy, even if these discourses are decoupled from everyday

practices (Meyer & Rowan, 1977, Clarke et al., 2024). Similarly, contemporary
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corporate contexts often reproduce a “meritocracy myth” that functions as a
discursive mechanism, naturalizing existing social orders while hiding the deep-
rooted biases, unfair treatment, or systemic inequalities embedded in the organization
(van Dijk, 1993; Clarke et al., 2024). For example, repeatedly linking women with
care, emotional labor, or work-family balance normalizes expectations that women
will occupy certain organizational roles, even in companies that are committed to
gender equality (Fodor et al., 2019; Padavic et al., 2020). These myths don’t merely
distort reality, but they actively constitute the reality by stabilizing specific discourses
and gendered expectations, while masking underlying structural inequalities (Acker,
1990).

Taken together, the CCO perspective (Ashcraft et al., 2009) and the concepts of
articulation, floating signifiers, and organizational myths enrich a framework for
examining how gender-related DEI discourse is produced, stabilized, and normalized
across multinational corporate communication. Yet, these processes of communicative
constitution are inherently complex and context-dependent. Different corporate texts
prioritize different values. For instance, some highlight care and family, another
meritocracy and performance, and still others innovation and global talent.
Importantly, they construct these meanings through both what is said and what is left
unsaid. This reminder of what is “absent” within the representations resonates with
what Machin and Mayr (2012) argue from a critical view that it must reveal the
“absences and taken-for-granted assumptions” in texts, as these omissions often
conceal ideological interests. Many of the linkages that naturalize gendered
expectations remain implicit. They reside in recurring wordings, metaphors, and
visual patterns that are taken for granted by audiences and therefore remain

“invisible” in everyday organizational life.
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In order to let these subtle meaning-making processes analytically visible, it is
necessary to concentrate on concrete “slices” of communication. Thus, this requires
attending not only to linguistic choices but also to how corporate actors or values are
visually represented, arranged, and framed across different digital platforms (Maier &
Ravazzani, 2018). A mere textual analysis might be insufficient to capture the whole
scene of corporate identity work, because “semiotic resources can be used to both
create meaning but also to avoid certain kinds of commitments” (Machin, 2013, p.
350). Multimodal Critical Discourse Analysis (MCDA) therefore serves as a more
precise analytical tool. Through integrating Critical Discourse Analysis with social
semiotics, MCDA enables a systematic exploration of how language and image work
together to recontextualize social practices and stabilize particular gendered
ideologies. Accordingly, the next chapter introduces MCDA as the methodological
lens that is utilized to operationalize this theoretical framework in empirically

analyzing corporate reports, statements, polices, and online communications.

19



3. Methodology

3.1 Research Philosophy and Logic of Inquiry
Ontologically, this study is grounded in social constructivism, which “implies that
social phenomena and categories are not only produced through social interaction but
that they are in a constant state of revision” (Bryman, 2012, p. 33). Following the
CCO perspective, an organization is best understood as an “emergent” phenomenon
where communication serves as its very “site and surface” (Christensen et al., 2013;
Taylor & Van Every, 2000). This view posits that organizational reality is not a stable
entity, but rather an ongoing, dynamic accomplishment continuously constituted
through social practices. From this constructivist stance, corporate DEI commitments
and gender structures don’t exist independently of the texts and conversations that
articulate them. They are discursively constructed, negotiated, and stabilized over
time.

Furthermore, this study adopts an interpretive-critical epistemological stance. On
the one hand, it embraces an interpretivist commitment to understanding how
meaning is symbolically produced in texts. Aligning with della Porta and Keating’s
(2008) notion, interpretivism holds that “the world can be understood not as an
objective reality, but as a series of interpretations that people within society give of
their position; the social scientist, in turn, interprets these interpretations” (p. 25).
Consistent with Bryman’s (2012) view that knowledge is indeterminate and
continuously open to reinterpretation, this stance recognizes that concepts such as
organizational identity and DEI are not pre-existing facts but are communicatively
constituted. Accordingly, departing from a positivist stance that searches for direct
cause-and-effect links, this study employs an interpretive-critical framework to

scrutinize how corporate discourse actively defines, shapes, and contests these values.
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On the other hand, the study simultaneously adopts a critical stance to interrogate
these very interpretations. While interpretivism uncovers how subjective realities and
meanings are actively constructed in texts, the critical paradigm pushes further to ask
whose interests these constructions serve. Specifically, Critical Discourse Analysis
(CDA) investigates how discursive practices maintain unequal power relations and
often collude with dominance by providing “support and legitimation of the power
elites” (van Dijk, 1993, p. 254; Phillips and Jergensen, 2002). To ground this critique,
Machin and Mayr (2012) argue that being critical means looking beyond surface
meanings to examine “what kinds of motivations, processes and causalities are being
justified and served” in language use (p. 11). Therefore, knowledge production in this
critical paradigm is aimed at unmasking how seemingly progressive corporate
diversity discourses may obscure power asymmetries and reinforce ideological
understandings of gender, work, and responsibility.

This study adopts an abductive logic, which is suitable for investigating the
complexities of institutional duality and glocalization. Rather than testing predefined
hypotheses, abduction often begins with the “exploration and description” of
empirical phenomena (Blaikie, 2018). This resonates with Van Maanen et al.’s (2007)
argument that “abduction begins with an unmet expectation and works backward to
invent a plausible world or a theory that would make the surprise meaningful”
(p-1149). In the case of Global Inc. and its Danish Sub, this abductive inquiry is
driven by the “mystery” of how the multinational corporation’s gender-related
narratives are simultaneously aligned with global ESG standards while remaining
anchored in persistent local gendered substructures. Thus, solving this mystery
requires a recursive analytical process, which works between empirical data and

theoretical frameworks. That is, theoretical concepts such as “floating signifiers” and
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“aspirational talk” (Christensen et al., 2013) are used to interpret the corporate texts,
while the empirical findings help refine the application of these theories to this
specific headquarters-subsidiary dynamic in turn. Finally, to systematically unfold this
dynamic across distinct institutional contexts, a rigorous research structure is required,
which leads directly to the qualitative comparative case study design that is detailed in
the following section.

3.2 Research Design: A Qualitative Comparative Case Study
To empirically investigate how gender-related DEI discourses are communicatively
constituted, this study adopts a qualitative comparative case study design. By
prioritizing interpretive depth over statistical quantification, qualitative inquiry
centers on the rich textuality and nuanced meanings generated through data collection
and analysis (Bryman, 2012). Beyond this, a case study approach is especially suited
to capturing the complexity and nature of an organization in its real-life context. By
focusing intensively on a single multinational corporation, the research can unpack
the contextual nuances of how organizational reality is constructed through both
linguistic and visual communication content.

The design is comparative in that it systematically juxtaposes two organizational
sites within the same multinational corporation: Global Inc. (the headquarters in
Taiwan) and Danish Sub (its subsidiary in Denmark). Instead of comparing unrelated
companies, this designed approach helps control for industry, ownership, and
overarching corporate strategy, while foregrounding how common global scripts are
re-articulated in different institutional settings. Importantly, studying the dynamic
between an East Asian headquarters and a Nordic subsidiary provides an insightful
context for examining “institutional duality” (Kostova & Roth, 2002). As Bader et al.

(2022) emphasize in their comparative study of gender diversity management, the
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transfer of diversity practices is neither symmetrical nor linear. It is heavily contingent
upon the relative levels of institutional pressure regarding gender equality in the home
versus host countries. To this point, because Denmark exhibits stronger
institutionalized gender equality norms than Taiwan, comparing these two sites may
allow the study to explore how the subsidiary navigates global mandates from the
headquarters while actively responding to advanced local expectations.

The primary unit of analysis is public-facing corporate communication, such as
ESG reports, policy statements, official news, website content, and corporate
LinkedIn posts, rather than individual employees or internal interaction. Selecting
these external and digital texts is a deliberate methodological choice. As Maier and
Ravazzani (2018) argue, corporate digital contexts serve as crucial sites where
organizations discursively frame their diversity commitments to construct a
progressive organizational identity. Furthermore, focusing on public rhetoric aligns
with Christensen et al.’s (2013) concept of “aspirational talk.” Rather than dismissing
public-facing DEI reports as mere window-dressing, analyzing these content
acknowledges that such communication proactively constitutes the organization’s
diversity reality and sets the stage for future organizational practices.

3.3 Research Method: Multimodal Critical Discourse Analysis (MCDA)
To operationalize the interpretive-critical epistemology outlined in Section 3.1, this
study applies Multimodal Critical Discourse Analysis (MCDA) as the primary
analytical lens. MCDA is particularly suited to this project because the empirical
corpus consists of public-facing corporate texts, such as ESG reports, official policies
and statements, “friendly workplace” news, and LinkedIn posts, that combine written
language with images and visual design choices to construct narratives.

Building on traditional Critical Discourse Analysis (CDA), MCDA investigates
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how power, ideology, and inequality are (re)produced and contested through language
(Fairclough, 1992; van Dijk, 1993). MCDA extends this critical analytical focus
beyond language to the interaction of multiple semiotic resources (Machin & Mayr,
2012). Drawing on this social semiotic view of communication, MCDA
conceptualizes language, images, layout, and colors as interconnected semiotic
choices that are socially regulated and that work together to produce meaning and
shape “social practices” (Machin, 2013; van Leeuwen, 2007).

Organizations’ policies, statements, reports, official websites, and social media
posts are inherently multimodal texts (Maier & Ravazzani, 2018). They often
combine written text with images of employees, icons, colors, and specific layout
arrangements that frame how audiences interpret content. To systematically analyze
these visual elements, MCDA focuses closely on three important dimensions: who
and what is depicted (participants, activities, settings), how viewers are positioned in
relation to these participants (gaze, distance, angle), and how elements are arranged
and made salient on the image or screen (Machin & Mayr, 2012; Machin, 2013). In
this study, selections about which employees appear in images, how they are
represented, and what roles they are shown performing, are treated as meaningful
communicative practices that contribute to the constitution of organizational identity
and the representation of gender.

From a critical perspective, MCDA not only describes these semiotic patterns but
also investigates how they contribute to the legitimation and naturalization of
particular social orders (van Leeuwen, 2007). Crucially, MCDA provides the
approach to view how complex social realities are strategically “recontextualized”
into corporate texts through discursive processes of “deletion, substitution, addition,

and abstraction” (Machin, 2013). Thus, it is useful for examining how corporate texts
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may present certain DEI themes, such as opportunity, empowerment, or meritocracy
(Clarke et al., 2024), while marginalizing or silencing issues related to structural
inequality or power asymmetries. As Dobers and Springett (2010) argue, in critical
discourse analysis, “it is the ‘silences’ that are deafening” (p. 65). In addition to
explicit statements about gender equality and inclusion, the analysis therefore attends
to more subtle multimodal cues. For instance, whether men and women are depicted
in technical versus caring roles, whether “Women in Tech” campaigns employ
specific color palettes or visual elements, or whether family imagery is conflicted
with productivity slogans. Such choices are examined as articulations that link
“gender” to specific values, which potentially can stabilize organizational myths
about who “naturally” fits certain roles (Acker, 1990; Machin & Mayr, 2012).

In this study, MCDA functions as an analytical and methodological bridge
between the macro-level concept of glocalization, the meso-level concern with
organizational identity, and the micro-level practices of gender articulation in
everyday corporate communication (Clarke et al., 2024; Fairclough, 1992). This
analytical tool enables a comparative analysis of Global Inc.’s and Danish Sub’s
corporate texts by attending to both linguistic features (e.g., lexical choices,
evaluative adjectives, metaphors, and thematic structures) and visual resources (e.g.,
participant configuration, gaze, composition) in their DEI discourse (Machin & Mayr,
2012). Through this analytical lens, the study explores how language and image
jointly contribute to the construction of gender-related DEI narratives across distinct
institutional contexts, therefore capturing the “institutional duality” that is
experienced by the multinational corporation (Bader et al., 2022; Kostova & Roth,
2002). Finally, it reveals how these multimodal practices not merely reflect, but

actively participate in co-constructing the organization’s identity as a DEI-committed
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actor (Ashcraft et al., 2009; Maier & Ravazzani, 2019). The following section
explains how this MCDA approach is operationalized in concrete analytical steps and
in the selection of empirical materials.

3.4 Data Collection & Analytical Procedure
3.4.1 Purposive Sampling

For this study, the empirical materials are collected and gathered through purposive
sampling, in order to capture a comprehensive and multimodal view of how gender-
related DEI discourse is communicatively constituted. In qualitative research,
purposive sampling is a strategic approach that texts are selected based on their direct
relevance to the research questions instead of statistical probability (Bryman, 2012).
The data corpus is systematically formed from three external communication

channels, referring to different levels of discourse:

Channel 1: Annual ESG Reports (macro-level institutional discourse)

Official ESG reports that are published by Global Inc. over a recent three-year
period (e.g., 2022-2024). The data extraction from these reporting focuses on the
“Social” dimension, specifically chapters and sections related to “Friendly
Workplace,” “Human Rights,” “Diversity, Equity(Equality), and Inclusion,” and
“Employee Care.” As Dobers and Springett (2010) point out, such reports are not just
objective accounts, but rather key discursive and narrative spaces where organizations
strategically legitimize their societal commitments and construct their official

corporate values.

Channel 2: Corporate Websites & Press Releases (meso-level corporate identity)
As Maier and Ravazzani (2018) note, corporate websites function as crucial

digital contexts where organizations multimodally frame their diversity commitments
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to co-construct a progressive corporate identity. Thus, this study collects content on

official websites and DEI-related press releases of both Global Inc. and Danish Sub.

Channel 3: LinkedIn Posts (micro-level dynamic narratives)

The social media posts on corporate official page often feature short textual
narratives that are combined with images visualizing employees, CSR activities, and
international talent initiatives. Therefore, this study collects these posts from the
official LinkedIn accounts of both entities within a defined timeframe that is the 12
months prior to data collection. According to previous research, in the context of
Social Media Critical Discourse Studies, such digital platforms have become central
arenas where institutional identities are dynamically performed, negotiated, and
consumed in everyday interactions (KhosraviNik, 2017).

A keyword-driven filtering approach is adopted through the process, using lexical
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equity (equality),” “inclusion,
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markers such as “diversity, gender,” “women,”
“workplace,” “family,” “friendly workplace,” “social sustainability,” and “CSR.” This
approach also aligns with critical discourse methodologies that use specific lexical
choices as entry points to navigate rich sites of ideological meaning (Machin & Mayr,

2012). Ultimately, content that doesn’t contain any reference to these themes is

excluded. Table 3.1 provides an overview of the final corpus:
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Data Source Author Timeframe | Focus / search keywords

Total items

selected

“Friendly Workplace,” “Human Rights,”
Annual ESG Reports | Global Inc. | 2022 -2024 | “Diversity, Equity, and Inclusion,”
“Employee Care,” “Social,” “CSR.”

3 reports

) “Work Environment,” “Culture,”
Global Inc. | Active

Corporate Websites . “Colleagues’ Development,” 7 documents /
) o & Danish (Accessed T ) ]
& Official Policies “Sustainability,” “Human Rights Policy,” webpages
Sub 2026)
“DEI statement.”
. Global Inc. “Workplace Equality,” “Maternity
Official News ) Dec. 2024 — i ] )
& Danish Protection,” “Age-friendly,” 8 items
Releases Jan. 2026 i
Sub “Anniversary,” “Green Gazelle”
“Diversity,” “gender,” “women,”
Official LinkedIn May 2025 — | “family-friendly,” “equality,” “social
Global Inc. o 11 posts
Posts Apr. 2026 sustainability,” “CSR,” “workplace
wellbeing.”
Total 29 items

Table 3.1 Overview of Selected Empirical Materials

3.4.2 Analytical Dimensions of Multimodal Critical Discourse Analysis

Following the principles of Multimodal Critical Discourse Analysis (MCDA) and the
analytical distinction of discursive practices (Phillips & Jergensen, 2002), the selected
corpus is analyzed through a set of interwoven analytical dimensions instead of a
linear, step-by-step procedure. It is important to clarify that these analytical
dimensions serve as a comprehensive lens for the entire data corpus. However, they
were applied flexibly and purposefully. Specific approaches (e.g., visual semiotics or
linguistic deconstruction) were foregrounded based on each text’s modality and its
theoretical relevance to the emerging themes. Therefore, this combined yet adaptable
approach enables a holistic understanding of how organizational reality is

communicatively constituted.
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Dimension 1: Thematic Mapping & Corpus Immersion

To begin, all selected texts and visual elements are immersed in and reviewed
holistically, to capture the multi-faceted nature of multinational corporate
communications. Through initial screening and analytical memos, the study maps the
macro-discursive landscape of the corpus by coding the materials into four broad
overarching themes: Care (encompassing DEI values and friendly workplace
practices), Green (focusing on environmental sustainability), Safety (addressing
general operational and legal protections), and Achievement (highlighting corporate
performance and external recognitions). Rather than immediately isolating gender
variables, this inclusive thematic mapping approach establishes the structural
boundaries of what the corporation communicates as its core values, serving as the

necessary foundational map for subsequent critical deconstruction.

Dimension 2: Linguistic Analysis

Furthermore, the texts are scrutinized for lexical choices, evaluative adjectives,
metaphors, and omissions. According to van Leeuwen (2008), the recontextualization
of social practice often involves strategic “deletions” that effectively block certain
aspects of reality from being further examined or contested. Thus, critical attention is
paid to what is strategically left silent and how specific actions, responsibilities, and
identities are explicitly articulated to gender. For instance, the analysis examines
when “gender equality” is associated with health and care (e.g., maternity protection),
when diversity is framed as a business resource, and how categories such as “talent,”

“senior workforce,” or “family” are constituted.

Dimension 3: Visual Analysis

In conjunction with the texts, accompanying visual elements (photographs,
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images, layout) are analyzed by using the MCDA dimensions of participants, gaze,
and salience (Machin & Mayr, 2012). The analysis focuses on gender composition
(male versus female participants), represented roles (e.g., technical, managerial,
caring, beneficiary), settings (e.g., office, classroom, events), and compositional
features, such as centrality, size, and color. These observations help decode how

gendered roles and hierarchies are visually co-constructed and naturalized.

Dimension 4: Synthesizing Articulations & Organizational Myths

By triangulating both linguistic and visual findings, recurring articulations are
identified, such as the potential association of women with motherhood and care, or
the implicit male figures with engineers and international talents. The purpose of this
analytical dimension is to reconstruct broader organizational myths, such as the
“work-family narrative” (Padavic et al., 2020), the “meritocracy myth” (Clarke et al.,
2024), or the “friendly workplace” as a primary welfare issue. Specifically, it applies
the concepts of articulation and floating signifiers outlined in Chapter 2, in order to

evaluate how texts possess agency in stabilizing or naturalizing these gendered myths.

Dimension 5: Intra-site & Cross-site Comparative Analysis

The macro-level dimension of the analysis involves taking both intra-site and
cross-site comparison. Intra-site analysis first examines Global Inc. and Danish Sub
separately, identifying dominant patterns, tensions, and silences in each site’s gender-
related DEI discourse. Then, in the cross-site phase, these patterns are compared to
explore further how similar global DEI templates are glocalized across two sites.
Specifically, it investigates how “institutional duality” shapes the convergences and
divergences in the ways that gender, diversity, and responsibility are articulated in

different socio-cultural contexts (Bader et al., 2022).
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Throughout this analytical process, analytic memos are conducted to document
coding decisions, emerging interpretations, and alternative readings (Bryman, 2012;
Charmaz, 2014). This back-and-forth movement between empirical data and theories
aligns with the abductive logic of inquiry outlined in Section 3.1.

3.5 Quality Criteria, Ethical Considerations, and Reflexivity
Different from the quantitative research that is typically evaluated through reliability
and validity, the qualitative research is assessed through its “trustworthiness” (Lincoln
& Guba, 1988; Bryman, 2012). According to Bryman (2012), “trustworthiness is
made up of four criteria, each of which has an equivalent criterion in quantitative
research: credibility, transferability, dependability, and confirmability” (p. 390). In
this study, credibility is enhanced through data triangulation across three different
communication platforms (reports, websites, and LinkedIn) and through the
systematic application of the MCDA framework. Furthermore, by presenting extended
textual excerpts and screenshots of key visuals in the analysis chapters, allowing
readers to assess the believability of the interpretations. Then transferability is
pursued by providing thick descriptions of the institutional, industrial, and
organizational contexts of Global Inc. and Danish Sub that enables readers to judge
the applicability of the findings to other settings. Meanwhile, dependability and
confirmability are established by adopting an “auditing approach” (Bryman, 2012, p.
392). This is supported through a rigorous auditing trail of sampling decisions, coding
schemes, and analytic memos that document how themes and interpretations were
refined over time.

Besides, social research requires a careful attention to ethical priciples, which
regards to particularly “harm to participants” and “invasion of privacy” (Bryman,

2012, p.135). The empirical materials analyzed in this study are made up exclusively

31



of publicly available corporate documentation, official reports, and public online
communications. Therefore, the traditional risks associated with human subjects are
mitigated. However, for analytical clarity and to maintain the research focus on
multimodal critical discourse rather than corporate branding or reputation, the
organizations are referred to using pseudonyms (referring to “Global Inc.” and
“Danish Sub”), even though the underlying companies could theoretically be
identified from public resources.

Finally, drawing on Bryman’s (2012) notion that “social researchers should be
reflective about the implications of their methods, values, biases, and decisions for the
knowledge of the social world they generate” (p. 393), I maintain methodological
reflexivity by critically examining how my own backgrounds, values, and
positionalities influence this research process. As Guillemin and Gillam (2004) also
emphasize, “a reflexive researcher is one who is aware of all these potential
influences and is able to step back and take a critical look at his or her own role in the
research process” (p. 275). As an interpretive-critical researcher located in the
Taiwanese context, | am aware that my cultural background, gendered experiences,
and theoretical pre-understandings may sensitize me to certain discursive patterns,
such as the marginalization of structural gender inequalities or the privileging of
business-case arguments for diversity. Throughout this research process, I have
operationalized analytic memos to systematically document these personal reflections.
Additionally, I have further engaged in ongoing discussions with my supervisor based
on the data and memos to actively scrutinize these influences, ensuring I maintain a
critical distance from the naturalized organizational myths I aim to decode.

4. Analysis of Data and Findings

To systematically unpack how Global Inc. and Danish Sub communicatively
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constitute their gender-related DEI discourses, this chapter organically applies the
analytical dimensions of MCDA outlined in Section 3.4.2. Rather than presenting a
rigid step-by-step account, the analysis demonstrates how these dimensions (thematic
mapping, linguistic deconstruction, visual semiotics, myth-synthesizing, and cross-
site comparison) are interwoven to generate the findings. This chapter employs the
theoretical resources that have been developed in Chapter 2 and Chapter 3, treating
these selected texts not merely as neutral descriptions, but as communicative practices
that constitute organizational realities and gendered identities. Furthermore, to ensure
analytical traceability and maintain the empirical trustworthiness of this study, all
empirical materials that are analyzed in this chapter have been systematically indexed.
Each textual reference and visual configuration is cross-referenced with its unique
corpus ID (e.g., HQ-ESG-01 or SUB-NEWS-02). The complete raw data corpus and
the corresponding five-dimension analytic memos are thoroughly documented across
Appendix A (Data Reference — Original Content) and Appendix B (Analytic Memos),
allowing for readers verification.

4.1 Thematic Mapping & the “Deafening Silences”
In the initial phase of unpacking the data, the analysis first engaged in thematic
mapping & corpus immersion (Dimension 1) across all media types. As established in
the methodology, the macro-discursive landscape was initially coded into four broad
themes: Care, Green, Safety, and Achievement. Through this macro-level mapping,
a profound discrepancy emerges immediately regarding where and how gender is
positioned.

For Global Inc., gender is hyper-visible and anchored heavily within ‘Care’ and

‘Achievement’ themes. The keywords such as “friendly workplace”, “maternity

protection”, and “women’s health” dominate across the macro-level texts and micro-
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level narratives communicated and produced by Global Inc. For instance, Global Inc.
consistently dedicates specific sections in its ESG reports to “Employee Care”
(Global Inc., 2023; Appendix A, HQ-ESG-01). Furthermore, Global Inc.’s Human
Rights Policy specifically lists protective categories, ensuring non-discrimination
“regardless of gender or sexual orientation, race, nationality, class, age, marriage,
language, thought, religion, party affiliation, place of origin, place of birth,
appearance, facial features, or handicap” (Global Inc., 2024; Appendix A, HQ-POL-
02).

The ESG reports further illuminate how Global Inc. saturates its communication
with caring and achievement narratives while leaving the gendered distribution of
work largely uncommented upon. In the 2023 Sustainability Report, for instance,
women account for roughly one-fifth of the global workforce and remain especially
under-represented among the most prestigious technical and leadership positions, yet
these figures are presented as neutral statistics rather than as a stated problem or target
for change (Global Inc., 2024; Appendix A, HQ-ESG-02). By contrast, the 2022
“Employee Care” section and the 2024 “Talent Development and Social Inclusion”
chapter provide extensive detail on benefits, disability hiring, and “friendly
workplace” initiatives, presenting such measures as key evidence that the company
“practices DEI”” and “puts people first” (Global Inc., 2023, 2025; Appendix A, HQ-
ESG-01, HQ-ESG-03). From a thematic standpoint, this combination suggests that
‘care’ and ‘responsible growth’ are highly speakable, while the structural gendered
segmentation of the workforce remains a kind of organizational silence that appears
primarily in tables and ratios rather than in interpretive discussion.

By contrast, applying the exact same thematic mapping to the texts that are

produced by Danish Sub, reveals that their discourse is mainly concentrated in the
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Safety and Green themes, while explicit demographic categories are almost absent.
Under the Safety umbrella, for example, Danish Sub’s (n.d.) “Whistleblowing Policy”

99 <6

focuses exclusively on “serious offences,” “serious wrongdoings,” and “Violation of a
number of EU rules” (Appendix A, SUB-POL-01), without specifying the protection
of particular minority groups or genders. Similarly, under the Green theme, Danish
Sub’s “Work Environment and Culture” webpage foregrounds a workplace that is
characterized by “trust, professionalism, knowledge-sharing, and diversity” aimed at
contributing to the “green transition” (Danish Sub, n.d.; Appendix A, SUB-WEB-01),
treating diversity merely as a generalized organizational trait rather than an explicit
demographic agenda.

When the corpus is divided by media type, the phenomenon of “silence”
becomes more nuanced. At Global Inc., formal ESG reports explicitly quantify gender
ratios to comply with global reporting frameworks, functioning as an achievement
indicator to secure external legitimacy. Yet, on public-facing platforms, the visibility
is highly selective, spotlighting welfare-oriented events rather than structural equality
metrics. This contrast illustrates evidently how corporate digital contexts function as
strategic arenas where organizations multimodally frame their diversity commitments
to construct a progressive, yet highly curated, corporate identity (Maier & Ravazzani,
2018).

For Danish Sub, silence regarding gender is widespread across all media types.
Drawing on Dobers and Springett (2010), engaging in linguistic analysis (Dimension
2) reveals that this structural silence should not be read simply as a lack of data, as
“discourses are constitutive and productive” (p. 64). As van Leeuwen (2008) notes,
strategic “deletions” are utilized to block certain aspects of reality from being further

examined or contested. In the case of Danish Sub, the consistent avoidance of gender
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labels is an active communicative choice, which is considered a local legitimacy
strategy that reframes global DEI mandates into culturally resonant narratives of
professional neutrality and “sameness”. From the perspective of organizational myths,
such silences are not empty spaces but constitutive moves. By omitting explicit

29 ¢

gender categories while repeatedly invoking “trust,” “professionalism,” and
“knowledge-sharing” (Danish Sub, n.d.; Appendix A, SUB-WEB-01), Danish Sub
fosters naturalizing a taken-for-granted image of the gender-neutral, competent
worker, thereby masking the gendered assumptions that may still underlie everyday

practices.

4.2 Multimodal Construction of DEI: Intra-site Findings
4.2.1 Global Inc.: Constituting Gender through Protective Paternalism

At Global Inc., gender diversity is frequently communicated through what
Christensen et al. (2013) term “aspirational talk,” which “announces ideals and
intentions rather than reflecting actual behaviors” (p. 373). On its official LinkedIn
account, Global Inc. highlights its chairperson’s recognition as one of Fortune’s “Most
Powerful Women Asia” (Global Inc., 2025; Appendix A, HQ-LI-05), constructing a
progressive corporate myth around female leadership at the very top. This top-down
narrative is further reinforced in the company’s “Diversity, Equity and Inclusion
Statement”, which prominently features the chairperson’s signature to affirm that
“PEOPLE is one of our core values” as well as to promise a “global perspective”
(Global Inc., 2024; Appendix A, HQ-POL-01).

This gender-related DEI discourse is first articulated through highly general
declarations before being translated into more concrete HR systems and welfare
programs at the headquarters level. Global Inc.’s (2024) DEI statement positions itself
as a globally rooted yet “people-oriented” actor that “respects differences, promotes
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equality, and inspires innovation,” while listing an exhaustive range of protected
characteristics that extends far beyond gender (Appendix A, HQ-POL-01). In parallel,
its Human Rights Policy anchors this moral language in international compliant
standards such as the “UDHR, UNGC, ILO conventions, the UNGPs, and the RBA
Code”, and promises “a safe, equal, and dignified working environment” for all
categories of workers and job seekers (Global Inc., 2024; Appendix A, HQ-POL-02).
Reviewing its ESG reports, these abstract commitments are then operationalized
under the “Talent Development and Social Inclusion” section, which groups human
resources, talent attraction and retention, training, and human rights into a single
managerial apparatus that is expected to deliver both business continuity and
inclusion (Global Inc., 2024, 2025; Appendix A, HQ-ESG-02, HQ-ESG-03).
Together, these documents configure DEI not as a discrete political struggle, but as a
governance issue to be handled through policies, key performance indicators (KPIs),
and training procedures.

However, a deeper multimodal analysis reveals how this visibility is carefully
framed. Linguistically, Global Inc.’s texts frequently articulate “women” with “care”
and “protection”. Official news releases deploy strongly protective vocabulary, stating
that expectant mothers deserve to be “gently supported” through the distribution of
“Mama-to-be care kits”, which tangibly include “a maternity nursing pillow (market
value NT$1,500)” (Global Inc., 2025; Appendix A, HQ-NEWS-03). Furthermore, the
company explicitly highlights the provision of a “lactation room equipped with
independent space” and quantifies this care through a “subsidy of NT$14,000 upon
the birth of a child” alongside an “additional subsidy of NT$12,000 per childbirth”
(Global Inc., 2023; Appendix A, HQ-NEWS-01). Visually, LinkedIn posts promoting

women’s cancer screenings rely heavily on soft pink color palettes, delicate butterfly
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illustrations, and slogans such as “Your health matters to us” (Global Inc., 2025;
Appendix A, HQ-LI-01), thereby anchoring the representation of women in imagery
of biological vulnerability and tenderness.

Taken together, these official news releases and LinkedIn posts offer concrete
examples of how systemic DEI declarations and ESG categories develop into
gendered welfare events in everyday corporate communication, rendering women
both visible and vulnerable as primary objects of corporate care.

The contrast between different media also reveals a strategy of selective
visibility, pointing to significant limits in Global Inc.’s inclusion strategy. The 2024
ESG data make this tension explicit. Women remain a numerical minority across all
regions, generally accounting for less than one-third of the workforce, while the
largest share of employees worldwide (72%) is concentrated in “Support Staff” roles
and only 1% hold the prestigious technical “Fellow” positions (Global Inc., 2025, p.
113; Appendix A, HQ-ESG-03). At the same time, the company’s reports devote an
entire section to “maternity health protection”, highlighting a range of initiatives for
pregnant and breastfeeding employees, such as risk assessments, exclusive parking
spaces, breastfeeding rooms, and “Good Pregnancy Pack” care kits (Global Inc.,
2023, 2024; Appendix A, HQ-ESG-01, HQ-ESG-02). In a subsequent LinkedIn post
that celebrates Global Inc.’s top-5% ranking in the 2024 Corporate Governance
Evaluation, the company also underscores that women account for 37.5% of its board
directors, presenting an image of numerical progress at the board level (Global Inc.,
2025; Appendix A, HQ-LI-03). Together with the extensive promotion of several
social-aspect awards in both ESG report and social media, such as the “Outstanding
Employment Award”, “Best Equality Workplace”, and “CommonWealth Talent

Sustainability Award” (Global Inc., 2025, p. 4, ; Appendix A, HQ-ESG-03), these
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texts foreground welfare, care, and symbolic achievements while backgrounding the
stark gendered job structure. By framing diversity primarily as a welfare and health
issue instead of structural empowerment, the organization leaves internal power
hierarchies largely intact and risks producing “a tokenistic representation” (Ciuk et
al., 2022, p. 879), which only focuses on increasing the number of minority groups
without acknowledging the structural value they bring.

From a broader perspective, this pattern resonates with what Fodor et al. (2019)
describe as “transnational business feminism”, where gender equality is articulated
primarily through managerial and economic rationales rather than as a challenge to
structural hierarchies. Through foregrounding board-level diversity figures,
prestigious governance rankings, and “friendly workplace” awards, Global Inc.
employs a business-case narrative in which women empowerment is equated with
competitive advantage and corporate reputation, while the gendered segmentation of
the technical workforce remains largely unquestioned. Meanwhile, the recurrent
emphasis on maternity protection, health screenings, and family-friendly benefits
reinforces a work—family storyline. This specific articulation reflects broader
sociocultural norms in East Asian management, where female employees are
frequently stereotyped as “family oriented,” and diversity management tends to
emphasize harmonious welfare rather than challenging fundamental inequalities
(Georgiadou & Syed, 2021). As Padavic et al. (2020) argue, the work-family narrative
functions as an “unconscious social defense,” acknowledging women’s needs in a
caring register but redirects the attention away from the male-dominated technical
core and the gendered distribution of high-status roles. In this sense, the floating
signifier of “gender equality” is articulated less with structural empowerment, and

more with a humane corporate paternalism that stabilizes existing organizational
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myths about who “naturally” occupies certain positions.

A similar depoliticizing move can be observed in how Global Inc. communicates
about human rights and misconduct. One of its LinkedIn posts about mandatory
“RBA training” and workplace misconduct prevention present these issues primarily
as matters of awareness, knowledge, and “gray areas”, highlighting the need for
supervisors to build empathy and strengthen communication skills rather than
explicitly interrogating the hierarchical power relations that make harassment or abuse
possible (Global Inc., 2025; Appendix A, HQ-LI-04, HQ-LI-06). When combining the
Human Rights Policy’s strong focus on alignment with international standards and
codes of conduct, this framing recasts rights and protections as technical compliance
tasks that can be fulfilled through checklists, training sessions, and external assurance
(Global Inc., 2024; Appendix A, HQ-POL-02). In doing so, Global Inc. reinforces its
identity as an ethical and self-correcting organization, while placing relatively limited
discursive pressure on its own gendered and hierarchical structures.

Beyond textual descriptions, the visual elements from Global Inc.’s further
consolidates these articulations. Images associated with corporate governance
excellence and global talents typically feature senior managers that predominantly are
men in formal business attire, standing in front of trophies, ceremony backdrops, or
boardroom settings, thereby visually linking authority, performance, and recognition
to male-coded bodies (Global Inc., 2025, 2026; Appendix A, HQ-LI-02, HQ-LI-03,
HQ-NEWS-06). By contrast, visuals accompanying women’s health screenings ,
maternity protection initiatives, or “friendly workplace” workshops center on women
employees, soft color palettes, and intimate, caring interactions (Global Inc., 2025,
2026; Appendix A, HQ-NEWS-03,HQ-LI-08), reinforcing the association between

femininity, vulnerability, and care. In recruitment and “global talent” narratives, the
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faces of international technical expertise and cross-border collaboration are frequently
male engineers and executives, often depicted in technical discussions (Global Inc.,
2025; Appendix A, HQ-LI-02). Taken together, these multimodal choices distribute
gender across different symbolic domains: men embody global competitiveness,
governance, and technical excellence, while women are positioned primarily within

the spheres of care, health, and work—family balance.
4.2.2 Danish Sub: De-gendered Professionalism and Egalitarian Normality

In contrast to Global Inc.’s highly visible, care-centered framing of gender, Danish
Sub responds to global DEI mandates through what can be described as de-gendered
professionalism. Linguistically, Danish Sub consistently avoids explicit gender labels.
This is vividly illustrated in the official news (2025) celebrating a woman employee’s
40th anniversary, for instance (Appendix A, SUB-NEWS-02). She is praised for her
“thoroughness, honesty and great knowledge” without any reference to her being a
woman in a male-dominated industry (Danish Sub, 2025; Appendix A, SUB-NEWS-
02). This competence-centric narrative extends to leadership transitions as well. The
farewell announcement for the outgoing Danish Sub’s CTO praises him as a
“visionary, never afraid to think big,” meanwhile highlighting his “good mood and
good natured humor” (Danish Sub., n.d.; Appendix A, SUB-WEB-04). Similarly, on
its official webpage’s “Colleagues’ Development Journey” column, a woman
employee’s career advancement is narrated in terms of “analytical and process-
oriented understanding” and the experience of being “seen and heard” as a “whole
person” whose potential is recognized, rather than in terms of gender (Danish Sub,
n.d.; Appendix A, SUB-WEB-02). At the level of Danish Sub’s website architecture,
this “Work Environment and Culture” page promises that employees are “placed at
the center” and repeatedly emphasizes trust, professionalism, knowledge-sharing,
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humor, and “diversity”, but this diversity is never tied to specific demographic
categories or numerical goals (Danish Sub, n.d.; Appendix A, SUB-WEB-01). Also,
reading across the “Colleagues’ Development Journey” profiles (Danish Sub, n.d. ;
Appendix A, SUB-WEB-02), long tenure, internal mobility, and managerial trust are
foregrounded, while gender, ethnicity, or nationality remain unspoken, articulating a
culture in which being seen, heard, and given opportunities to try, fail, and grow is
treated as normal for “everyone”. In this sense, Danish Sub’s discourse can be read as
aligning with Acker’s (1990) notion of the “abstract worker”: competencies, loyalty,
and professionalism are presented as self-evident attributes of an unmarked
“colleague”, which masks how deeply gender continues to be embedded in
organizations..

Danish Sub’s textual insistence on neutrality is mirrored in its visual language.
Rather than employing the “pink palettes” or demographic emphasis that are seen at
Global Inc., Danish Sub prefers ordinary work scenes. For instance, photographs on
Danish Sub’s official website often depict employees in standard, unfiltered
laboratory or office settings, wearing similar protective clothing engaged in routine
tasks. What stands out in this sampled material is not the presence of highly diverse
imagery but the absence of any visual highlighting of particular demographic groups.
Everyone is shown simply as a competent worker contributing to the production of
ultra-pure silicon and, by extension, to the company’s role in ‘sustainability’.

Even in more informal, community-building contexts, this de-gendered framing
remains intact. In Danish Sub’s (2026) “Football-jersey-Friday” news release, for
instance, visual variety appears mainly through colorful football shirts, yet the
accompanying text frames the event just as a collective effort to raise the fund and to

support charity, emphasizing “coziness, smiles and community” rather than any
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specific social categories (Appendix A, SUB-NEWS-01). At the same time,
sustainability communications highlight environmental metrics and initiatives, such as
climate accounting, GHG inventories, and participation in “RE100,” positioning
Danish Sub as “actively working to become more sustainable” and focusing heavily
on the “green transition” (Danish Sub, n.d.; Appendix A, SUB-NEWS-03). In fact, the
global DEI mandate is locally reframed into generalized professional and
environmental responsibility, while demographic diversity remains largely
unarticulated.

This insight aligns with Kamp and Hagedorn-Rasmussen’s (2004) observation
closely that, in Danish contexts, diversity management often emphasizes “sameness”
rather than difference. Also, according to Boxenbaum (2006) quotes, “the Danish
tendency to equalize and homogenize is, in fact, an obstacle to diversity management”
(p- 943), because there is a strong cultural belief that treating people fairly means
ignoring their differences. The silence of Danish Sub about DEI values is therefore
not simply an absence of ideologies but is grounded in Denmark’s institutionalized
egalitarianism. By replacing gendered visibility with a vocabulary of trust,
competence, and environmental sustainability, Danish Sub maintains its local identity
as a fair workplace that “ansatter hele mennesker og ikke blot funktioner med titler”
(hires whole people and not just functions with titles) (Danish Sub, n.d.; Appendix A,
SUB-NEWS-01). Nonetheless, such discursive individualization “operates as a self-
perpetuating frame” that protects existing privileges and marginalizes systemic
inequalities (Clarke et al., 2024, p.654). While everyone is depicted as contributing
equally to the green transition, questions about who may be structurally excluded
from or under-represented within this seemingly neutral category remain unasked.

4.3 Cross-site Comparison: Translating DEI across Institutional Duality
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Moving from intra-site observations to a macro-level evaluation, this section
operationalizes the final analytical dimension: intra-site & cross-site comparative
analysis (Dimension 5). As introduced in the methodology, this step is not merely
about identifying differences, but about comparing how dominant patterns, tensions,
and silences diverge across sites, and exploring how “institutional duality” (Kostova
& Roth, 2002) shapes these communicative practices. By doing so, this analysis
addresses the RQ2 through examining how similar global DEI texts are re-encoded
under different institutional pressures at headquarters and the subsidiary.

Comparing these two primary sites reveals fundamentally different logics of
visibility in how gender is communicatively constituted. Global Inc. operates with an
explicit, care-centered logic, employing highly gender-marked imagery to signal its
commitment to DEI. Danish Sub, in turn, adopts a muted, generalized logic, relying
on de-gendered employee imagery and competence-based narratives. This multimodal
contrast illustrates the “illusion of symmetry” (Shenkar, 2001, as cited in Bader et al.,
2022). That is, the implementation of global mandates is heavily shaped by the
relative institutional pressures between home and host countries.

Crucially, examining other branches within the corporation’s network provides
robust evidence of this polyphonic glocalization. For instance, the Korean subsidiary
mirrors Global Inc.’s Asian logic by heavily promoting its “2025 Family-Friendly
Excellent Company Award,” extending the protective paternalism to state-sanctioned
maternal welfare and “reduced working hours during pregnancy” (Global Inc., 2026;
Appendix A, HQ-LI-09). Conversely, the Italian subsidiary rejects the headquarters’
“pink” protective framing, launching a “Red Library” where red “symbolizes respect
and protection of women’s rights” (Global Inc., 2026; Appendix A, HQ-LI-11). The

Italian site further translated DEI into a rights-based empowerment logic by

44



sponsoring a theatrical performance of “NO: The Story of Franca Viola,” celebrating a
young woman who bravely challenged the patriarchal “rehabilitating marriage
practice” in the 1960s to protect her dignity (Global Inc., 2026; Appendix A, HQ-LI-
10).
These divergent practices illuminate how institutional duality is managed discursively.
As Ciuk et al. (2022) state, because contemporary “EDI approaches originate in the
Global North,” their uncritical transfer often fails to “account for contextual
differences”, creating deep implementation challenges in distinct local cultures (p.
870). Thus, gender operates as a floating signifier across the wider network: it is
articulated as protective maternalism in Taiwan and Korea, as rights-based
empowerment in Italy, and as egalitarian professionalism in Denmark, each time
being linked to different values (e.g., care, competitiveness, citizenship, or neutrality),
while still drawing on the shared corporate vocabulary of DEI. This polyphony
highlights that multinational corporations are fundamentally “sites of identity politics”
(Vaara et al., 2021), where organizational identity is negotiated through a complex,
polyphonic process. Glocalization is less a linear transfer of a fixed DEI template than
an ongoing struggle over how gender-related DEI discourses should be made to mean
in specific institutional contexts.

4.4 Discussion: Strategic Communication, Normalization, and DEI-Washing
If Global Inc. and Danish Sub are utilized as analytical lenses to examine the larger
discourse of DEI language, they reveal a fundamental divergence in how

multinational corporations operationalize equality.

Strategic Communication vs. Integrated Daily Life

For Global Inc., DEI is mobilized as ‘strategic communication.’ It is an explicit,
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highly visible branding tool designed to signal ESG compliance to external
stakeholders. In this logic, diversity must be conspicuously labeled, protected, and
celebrated. Conversely, for Danish Sub, equality is ‘integrated into daily life.” Because
egalitarianism is the cultural baseline in the Nordic context, highlighting specific
demographic differences is deemed unnecessary. DEI is so deeply embedded into
“normal” professional routines, which are manifested through general competence-
based evaluations. As a result, it is no longer considered worth discussing outside of
everyday life, and explicit references to gender or minority categories could even

appear to contradict local understanding of fairness.

DEI as a ‘Context Resource’ and the Risk of ‘DEI-Washing’

Within this European / Asian cross-cultural workplace, global DEI discourse
largely functions as a ‘contextual resource’ rather than a mechanism for addressing
primary structural problems. Rather than confronting the cultural tensions between
East Asian paternalism and Nordic egalitarianism, the multinational corporation
allows each site to selectively appropriate DEI vocabulary.

Reading these empirical patterns through the lens of organizational myths
clarifies how this contextual resource is deployed. At Global Inc., the repeated linking
of women to maternity protection and board-level metrics articulates a myth of
protective, business-friendly feminism, allowing the corporation to appear as a caring
guardian while leaving everyday job segregation unchallenged. At Danish Sub, the
emphasis on horizontal community and environmental leadership stabilizes a myth of
egalitarian normality, where fairness means treating everyone as the same unmarked
“whole person.”

Consequently, the global DEI mandate provides a flexible discursive repertoire
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that allows both sites to maintain their respective status. At Global Inc., corporate
communication strategically amplifies marginal welfare initiatives (for example,
maternal care kits and one-off subsidies) and visible board-level gender indicators to
project an illusion of structural equality. At Danish Sub, however, the very absence of
explicit gender and minority categories is normalized as a sign of fairness rather than
recognized as a potential site of exclusion. This stark decoupling is highly symbolic of
“transnational business feminism” (Roberts, 2015), an emerging paradigm where
feminist claims are increasingly instrumentalized through market-based rationales and
CSR logics. Also, it raises the implicit issue of DEI-washing. As Fodor et al. (2019)
caution, this brand of corporate rhetoric ultimately “reproduces the economic and
sociocultural power of economic elites while leaving structural inequalities in place”
(p. 1133). In this way, the company’s feel-good narratives function largely to cultivate
a socially conscious brand image and moralize corporate power (Calkin, 2016), which
coexists comfortably with profound occupational segregation and unequal access to
prestigious technical and leadership positions internally.

Nevertheless, from a CCO perspective, such corporate discourse possesses
performative power. According to the concept of “aspirational talk” (Christensen et
al., 2013), these exaggerated public commitments are double-edged: while they offer
symbolic cover for the status quo as a form of “myth and ceremony” (Meyer &
Rowan, 1977), they also generate “textual agency” (Cooren, 2004). They foster a
discursive trap, establishing a publicly articulated standard against which the
corporation’s future actions may be monitored, challenged, and audited. Finally, this
aligns with “a constitutive perspective on CSR communication,” where such talk acts
as a formative practice that continuously “provides articulations of ideals, beliefs,

values and frameworks for decisions — in other words, raw material for constructing
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the organization” (Schoeneborn & Trittin, 2013, p. 202). It potentially opens the space

for more transformative demands in the longer term.

Informed Opinion on Global DEI Communication

Ultimately, effective global DEI communication should transcend both the
‘hyper-visibility of protective labeling’ (Global Inc.) and the ‘silence of colorblind
neutrality’ (Danish Sub). At the global level, DEI mandates should not be reduced to
standardized ESG metrics or protective checklists that inadvertently reinforce
traditional gender roles. At the local level, while adapting to ‘normal life’ is culturally
necessary, subsidiaries must not use ‘integration’ as a shield for silence, which risks
erasing the lived experiences of marginalized groups. DEI communication must
actively name and dismantle underlying power dynamics, turning corporate discourse
from a ceremonial public relations tool into a genuine driver of structural
transformation.
5. Conclusion
The primary goal of this study has been to critically examine how a multinational
semiconductor corporation (Global Inc.) and its subsidiary (Danish Sub)
communicatively constitute their gender-related Diversity, Equity, and Inclusion
(DEI) discourses across distinct cultural and institutional contexts. Through the
integration of Multimodal Critical Discourse Analysis (MCDA) with the
Communication as Constitutive of Organization (CCO) perspective and institutional
theories, this research has unfolded the complex glocalization of corporate diversity
narratives and mandates. Instead of treating DEI initiatives as neutral, linear transfers
of progressive values, this study has illuminated the highly contested, polyphonic, and

deep ideological nature of how gender and inclusion are discoursed, negotiated, and
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materialized in corporate communication spaces. The following concluding chapter
synthesizes the core empirical findings and articulates the study’s theoretical and
practical contributions. Furthermore, this chapter acknowledges the methodological
limitations, as well as outlines promising avenues for future research.
5.1 Summary of Findings

The first section presents a consolidated response to the three subsequent
research questions (RQs) proposed in Chapter 1, detailing how linguistic and visual
architectures, local institutional decoding, and the communicative constitution of
organizational identity intersect in the multinational corporation's (MNC) DEI

practices.

Addressing RQI. Linguistic & Visual Architecture of DEI

The findings reveal a significant divergence between Global Inc. and Danish
Sub. At Global Inc. in response to RQ1 that investigates how gender is
communicatively and multimodally constituted in the corporate communication texts.
At Global Inc., gender is hyper-visible, especially referring to ‘womanhood.’ In the
linguistic dimension, Global Inc. considerably translates DEI mandates into a

99 ¢

vocabulary of “protection,” “motherhood,” and “welfare.” Women are discursively
anchored to caregiving roles, materialized through the provision of maternal care Kkits,
lactation rooms, and childbirth subsidies. As for the visual dimension, Global Inc.
relies on soft pink color palettes, delicate illustrations, and images of women in
nurturing or celebratory contexts, thereby constructing an image of biological
vulnerability and domesticity.

Conversely, Danish Sub engages in a strategy of deletion and de-gendered

professionalism. Linguistically, Danish Sub avoids explicit demographic labels

49



entirely and focuses on individual competence, professional merit, and technological
expertise. When it comes to the visual dimension, Danish Sub also rejects Global
Inc.’s “pink” framing, choosing instead for unfiltered, everyday scenes of offices and
factories where employees regardless of gender are depicted in uniform protective

clothing, emphasizing neutrality and task-oriented integration.

Addressing RQ2. Glocalization & Local Decoding under Institutional Duality

RQ2 examines how global DEI mandates are locally translated under the
pressure of “institutional duality” (Kostova & Roth, 2002). The findings indicate that
the same global DEI vocabularies generate thoroughly heterogeneous de-codings
when encountering distinct regional institutional logics. Global Inc. who operates
under the influence of traditional East Asian socio-cultural norms and paternalistic
management logic. Consequently, it narrows the transformative potential of DEI into
a discourse of harmonious employee welfare and maternal protection, which is a
framing that functions as an unconscious social defense (Padavic et al., 2020),
preserving the male-dominated technical core while appearing progressive.

By contrast, however, Danish Sub is deeply rooted in the Nordic institutional
logic of egalitarianism and sameness (Boxenbaum, 2006). In a society where equality
is considered a baseline normality, the approach to highlight specific demographic
differences might be perceived as a violation of fairness. As a result, Danish Sub
translates the global DEI mandate into a narrative of individual professionalism and
collective responsibility for the “green transition.” This localized translation
paradoxically renders demographic diversity and structural inequalities invisible and
substitutes the DEI agenda with a seemingly neutral environmental and competence-

based discourse.
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Addressing RQ3. The Communicative Constitution of Organizational Identity

Ultimately, RQ3 is seeking to understand how these discursive choices constitute
organizational identities and serve strategic purposes. Drawing on the CCO
perspective and specifically the concept of “textual agency” (Cooren, 2004), the
findings demonstrate that these public-facing texts not only are public relations
announcements reflecting pre-existing realities but also are active agents that
vibrantly constitute distinct organizational identities.

On the one hand, by extensively promoting Global Inc.’s board-level diversity
metrics and friendly-workplace awards, it successfully talks itself into being as a
“compassionate, globally-minded, and humanistic paternal employer.” This identity is
strategically communicated and constituted to acquire external legitimacy from global
ESG rating agencies. On the other hand, Danish Sub constructs itself as a “highly
professional, trustworthy, and environmentally friendly sustainable partner” through
its competence-based narratives and focus on environmental metrics (e.g., climate
accounting, RE100). Even though both sites seriously rely on “aspirational talk”
(Christensen et al., 2013), they mobilize this talk differently: Global Inc. utilizes it as
a strategic communication tool to satisfy global market expectations, while Danish
Sub deploys it as a local legitimacy strategy to seamlessly embed itself within the
Nordic society.

5.2 Research Contributions & Implications
In this study, I bridged macro-level institutional theories with micro-level discourse
analysis, which offers contributions to both the academic literature on organizational

diversity management and the practical execution of global corporate communication.
5.2.1 Theoretical Implications

From this study, a primary theoretical contribution is that it disrupts the
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traditional paradigm in international business studies and cross-cultural management
literature. Previous research on the glocalization of diversity management has
overwhelmingly focused on a “Global North to Global South/East” trajectory, which
analyzes how Western liberal diversity frameworks are exported to and or resisted by
non-Western contexts (e.g., Egan & Bendick, 2003; Ferner et al., 2005). This study
breaks this framing by documenting and analyzing an unique empirical case of
reverse discursive flow. Ideally, it fills a critical knowledge gap by unpacking how a
non-Western (East Asian) semiconductor giant attempts to implement its corporatized
DEI frameworks when expanding into a highly egalitarian Nordic society. Through
the illustration of “the illusion of symmetry” (Shenkar, 2001, as cited in Bader et al.,
2022), the research proves that practice transfer is radically asymmetrical. The Nordic
subsidiary didn’t reject the mandate because it was “backward,” but because its
institutional baseline for equality was already more advanced than the paternalistic
framework exported by the East Asian headquarters.

Furthermore, this study provides a sturdy multimodal empirical case that
combines the CCO perspective, institutional duality, and Multimodal Critical
Discourse Analysis (MCDA). By doing this, the study demonstrates that “gender
equality” in the multinational network operates as a “floating signifier” (Laclau &
Moulffe, 2001, as cited in Stavrakakis & Galanopoulos, 2018), which is a concept
without a fixed meaning that is continuously injected with completely different
symbolic values depending on local power dynamics (e.g., paternal care in Taiwan
and South Korea, anti-patriarchal empowerment in Italy, or green professional
neutrality in Denmark). The theoretical fusion in this study proves that organizational
discourse is not just a reflection of institutional pressure, but “the very site” where

institutional reality and organizational identities are materially and symbolically
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fought over and constituted (Ashcraft et al, 2009; Cooren et al., 2011).
5.2.2 Practical Implications

Practically, this study brings insights to organizations that are implementing DEI
initiatives and communications. For leaders and practitioners working in public
relations at the corporate headquarters level, this study serves as a critical warning
against the dangers of “DEI-washing” and ceremonial compliance. The formulation
and implementation of global DEI policies cannot be reduced to a standardized
checklist, a numbers game for ESG ratings, or the distribution of welfare benefits.
When DEI is instrumentalized only to cultivate a socially conscious brand image or a
symbol of transnational business feminism (Fodor et al., 2019), it masks deeper
internal occupational segregation. This study suggests that executives must recognize
that utilizing a one-size-fits-all, top-down communicative strategy will inevitably face
systemic silencing, symbolic decoupling, or radical re-translation in host-country
subsidiaries. Instead, to enact genuine change, global leadership must move beyond
the “hyper-visibility of protective labeling” and engage in the difficult work of
deconstructing the male-dominated technical core and challenging the organizational
culture that inherently disadvantages marginalized groups.

As for local subsidiaries or regional management groups, conversely, the findings
provide a cautionary lesson. While adapting corporate mandates to fit the local culture
of “integrated daily life” is a necessary survival strategy, regional managers must be
aware of not using barely “sameness” and “competence” as a shield for self-
satisfaction. The reliance on de-gendered professionalism and the “meritocracy myth”
(Clarke et al., 2024) can easily devolve into a form of institutionalized colorblindness
and gender-blindness. Through rendering demographic diversity invisible and lacking
of explicitly naming structural inequalities, subsidiaries risk perpetuating systemic
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exclusion under the appearance of fairness. Moving beyond this discursive decoupling
requires acknowledging that the “abstract worker” is often implicitly male and native
(Acker, 1990). Accordingly, active, explicitly named interventions are necessary to
support underrepresented demographics.

5.3 Research Limitations
While this study provides insights into the discursive construction of DEI, it is
necessary to acknowledge the limitations of this case, which provide context for the

findings and highlight boundaries to its generalizability.

Methodological Limitation

First, the methodological scope of this research is restricted to publicly available,
external communication texts, including ESG reports, policies, corporate websites,
official press releases, and LinkedIn posts. As established by the CCO perspective,
these texts represent the “strategic and aspirational” layer of organizational
communication. Although they are highly effective for analyzing how an organization
wants to be perceived and the ideological myths it constructs, they don’t allow for a
deep exploration of the internal black box of the organization. This study thus cannot
fully unpack the discursive power practices in everyday employee interactions, the
hidden mechanisms of salary negotiation or promotion criteria, or the genuine lived
experiences, and potential resistance of the employees who engage in the corporate

spaces daily.

Case Specific Limitation

Moreover, the empirical findings are drawn from a specific case study within the
semiconductor industry. For this study, the sector is characterized by an exceptionally

unique organizational environment: an engineering-oriented, hyper-competitive, and
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male-dominated technical core. The specific implementations of DEI translation
observed in this study, such as strategically elevating a female chairperson as a highly
visible symbol of corporate diversity while simultaneously keeping prestigious
technical talents positions overwhelmingly male-dominated, are deeply intertwined
with the historical and structural quirks of the tech industry. Such extreme decoupling
between symbolic executive representation and the gendered segmentation of the
technical workforce may not be entirely applicable to organizations operating in
inherently different industries, such as finance, retail, or the service sector, where the
professional cultures and core competencies differ significantly.
5.4 Recommendations for Future Research

Building on the findings and the acknowledgment of the research’s limitations, I
synthesize two promising directions for the future scholarly exploration emerge.

Through incorporating qualitative methods that capture internal organizational
realities, future researchers are recommended and encouraged to move beyond
external textual analysis. For instance, to examine how the aspirational DEI
discourses produced by corporate headquarters are received, internalized, or subverted
by employees, employing organizational ethnography, in-depth interviews, and
shadowing techniques may provide further invaluable insights. These methods would
give voice to the lived experiences of, for example, marginalized groups. Also, they
could help reveal the everyday informal networking and boundary-making processes
that external texts inherently conceal.

Additionally, an exciting avenue for future research involves bridging the
external/internal parts. Scholars could leverage the empirical insights derived from
multimodal analyses of public-facing texts to cross-examine the discursively

negotiated power practices within internal, private organizational spaces. By placing
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the macro-level organizational propaganda with the micro-level realities of resource
allocation, meeting dynamics, and promotion decisions, future researchers can
comprehensively deconstruct the mechanics of “DEI-washing.” This comparative
approach would provide a holistic understanding of the dynamic gap between what
multinational corporations say they do regarding DEI values, and what they actually

do in the pursuit of structural transformation.
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