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Introduction
The first edition of the International Handbook on Diversity Management at Work (Klarsfeld, ed., 2010) considered the practice of diversity management within the national contexts of 16 countries.  This paper provides an analysis of some of the original country selections and supplements these with a further series of countries.  Included into this analysis are Australia, Finland, Japan, New Zealand, Nigeria, and Russia.  Countries that have been updated and expanded are Austria, Canada, France, India, Italy, the Netherlands, South Africa, and the United Kingdom.  All 14 countries are studied in the second edition of the international handbook on diversity management at work (Klarsfeld, Booyzen, Ng, Roper, Tatli, ed., forthcoming). 
The rise of diversity management 
Historically, human resource management, when dealing with issues of equality and diversity, was concerned with the disparate activities of dealing with equity issues in pay systems, statutory employment regulation in relation to discrimination and of managing cross-cultural diversity when expatriate managers were sent to work overseas.  One of the most significant effects of globalization has been a shift in the scope of diversity management into a much more interdependent and wide ranging concept.  The dynamics of labour markets around the world have led to far greater diversity of workforces and have therefore expanded the challenges to human resource managers in dealing with the consequences of these changes (Verma and He, 2010). As the demographic profile of workers become more diverse in terms of age, gender, race and ethnicity, nationality, disability and other dimensions of diversity, human resource scholars and practitioners must now contend with managing intra-national diversity within its workforce. Due to these conditions of super-diversity (Verotec, 2007) longstanding modes of national diversity are subjected to new and varied migration flows and increasing complex social formations marked by the dynamic interplay of different variables. The above shifts have also elevated the significance of diversity management in countries such as Canada, South Africa and the United Kingdom from a functional to a strategic level on corporate and government agendas.
Diversity management from a national perspective
It is important to study issues of diversity from a national perspective for several reasons.  Anti-discrimination legislation which regulates the treatment of disadvantaged groups differs from country to country and the dynamics of equality and diversity varies according to national historical circumstances (e.g. the nature and extent of post-colonial legacy).  
For example, employers in Australia, Canada, New Zealand, and South Africa are required to collect data and monitor the progress of racial minority employees in the workforce in order to enhance equality, but the practice of collecting ‘ethnic’ data by employers is explicitly forbidden in France and many continental Western European Union countries – also in the name of equality – making it difficult to track the progress of ethnic minorities.  The degree and types of legislation that are put in place also differ depending on the country and are influenced by societal faultlines. Some countries are focused on anti-discrimination, i.e., making sure everyone is treating equally, while others are focused on positive action, i.e., affirmative action for designated groups such as ethnic minorities.  In general, with the exception of Australia, countries that have mandatory reporting are more likely to focus on positive or affirmative action than on anti-discrimination.
A framework for comparing equality legislations
Klarsfeld (2010) drawing on a comparison of sixteen countries, posits that rather than a binary opposition, there is a continuum  of positive action legislations between strict equality of treatment (an ‘equality of rights’ approach) and policies granting systematic preferential treatment to designated groups under the form of set quotas (a ‘constrained outcome’ approach). In the following sections we will provide an analysis on gender equality legislations as well as on the various meanings of what is entailed by the expression “minorities” according to various national contexts. 
A TYPOLOGY OF POSITIVE ACTION LEGISLATIONS (based on Klarsfeld, 2010)
	Degree of constraint of positive action legislation
	
Definition
	Examples of criteria/country 

	Equality of rights.
No reporting allowed
	It is forbidden for employers to directly collect data and report figures on the criterion; action plans cannot target these criteria directly. Employers cannot discriminate on this criterion, but cannot not monitor where they stand unless a court investigates a discrimination claim. 
	Race and ethnic origin/France

	
Equality of rights
Allowed reporting

	
Collecting data and reporting on the criterion is possible. This remains at the discretion of employers, and possibly highly controversial. 
	
National origin and place of residence/France

	Positive
action encouraged

	Collecting data and reporting on the criterion is compulsory, but not the setting of outcome targets, which remain at the discretion of employers. Employers have a broad duty to act and monitor, such as to engage in collective bargaining.
	Race and origin/UK (Public authorities)
Gender/France (until 2006)

	Positive action compulsory -
Constrained process
	Collecting data, setting targets, acting and reporting progress on the criterion is compulsory. Covered employers must demonstrate good faith action and progress systematically. The target is remote and not binding on the short term. Sanction may apply if there is a lack of ‘good faith’ and progress. 
	Race and origin/Canada, South Africa, Australia
Young and Ageing workers/France
Gender/France since 2006

	Positive action compulsory -
Constrained outcome
	Strict targets (quotas) have to be met for the criterion. Sanction is imposed systematically when targets are not met.
	Cast and tribe/India





Gender equality legislations
All of the 14 countries analyzed have some form of legislation on gender discrimination, but anti-discrimination protection for other minority groups varies as even the concept of minority varies from country to country.  Therefore, it should not come as a surprise that women made the most gains in terms of statutory protections against direct discrimination in employment practices (e.g., pay equity) even if there remain large differences in more indirect forms of discrimination and, therefore, in outcomes (e.g., maternity and parental rights).  Indeed, in all countries in this issue, gender is explicitly mentioned in at least an ‘equality of rights’ legislation and in most countries, there is generally some of positive action regulation, and more so than four years ago, with the gradual diffusion of set quotas for women in boards or in government, either on a constrained or an encouraged format. Not only are gender provisions reinforced where they already existed, but they tend to receive some attention in countries where they had received little attention, as illustrated by India for that matter. This should not overshadow the case of Russia where the rights of women have been challenged during the transition period occurring since 1989. However, formally at least, these rights, which include a generous maternity and parental leave entitlement, are still in place.
The variants of “minorities” according to the national context
Australia, Canada, and New Zealand, which have a small population and a history of mass immigration, have measures in place for the protection of their Aboriginal or indigenous population, a concept which owes its meaning to the fact that the vast majority of the population of these countries stems from the mass migration of European and more recently, Asian workers. ‘Indigenous’ in this context, refers to the ethnic groups present prior to the arrival of these migrants. Indigenous populations have suffered from strong negative discrimination in these countries throughout the 19th and first half of the 20th century. A body of constrained process and/or constrained outcome legislation has been put in place in the second half of the 20th century in order to protect the rights of the indigenous populations. 
In European countries analyzed (which happen to be European Union countries apart from Russia), the ones who are a minority and endured discrimination are not the ‘indigenous’ (a term actually not used to refer to the ‘early’ inhabitants of European countries) but the migrants who have, in more or less recent waves, arrived to these countries and form a minority (or rather, a collection a minorities). Austria, Finland, France, Italy, the Netherlands, have a coverage of disadvantaged groups by positive action laws which has given the priority to women, the disabled, and more recently, the young and the ageing, over ethnic minorities stemming from migration. In all these countries, the idea that ethnic discrimination against migrants exists and should be remedied by positive action is in its infancy, and so is the notion of diversity that came together with is. ‘Diversity’ in these European Union countries, beyond being  a managerial import from the US, somehow signals the emergence of a debate over the extension of positive action rights to migrants, beyond women and the disabled and other already covered categories. As far as migrants are concerned, the preferred approach in the European Union countries (with the exception of the UK) is that of a strict equality of rights, which is sometimes criticized for silencing and even legitimizing exclusion and systemic discrimination of major (mainly non-European) migrant ethnic groups.
However, not all ‘ethnic minorities’ stem from recent migration in Europe : in Austria, Finland and Russia, the concept of ‘protected’ or ‘recognised’ minority encompasses ‘internal’ ethnic minorities (i.e ethnic groups whose presence is often as ancient in the country as that of the majority group) who benefit from a special protection under the laws of these countries: Finns, Sami, Roma, Jews, and Tatars in Finland ; and Slovenes, Croats, Hungarians, Czechs, Slovaks, Romas in Austria. In these countries, there is therefore a body of positive action laws but in fields other than private sector employment. It is mainly education, linguistic rights and local government that come under the umbrella of such legislation. To some extent, a similar form of recognition exists in various formats in the United Kingdom  with regard to Northern Ireland, Scotland and Wales. By contrast, the other European countries represented in this book (France, Germany, Italy and the Netherlands) have not developed a similar body of legislation for their own ‘internal minorities’. France is emblematic of such a difficulty to acknowledge its internal ethnic diversity. 
Finally, one country challenges the distinction between ‘internal’ minorities and ‘migrant’ minorities: that of Russia, after transitioning from USSR. Before the dissolution of USSR in 1991, the concept of ‘minority’ was essentially one that operated within the borders of this country which stood in economic, physical and ideological separation from much of the rest of the world. Ethnic minorities were recognised and their rights were protected. After 1991 and the creation of Russia and the CIS (Community of Independent States), many ‘minority’ USSR citizens became ‘migrants’ citizens of a CIS state, hence foreign to Russia. Nowadays, Russia finds itself with its own ‘internal’ 160 minorities (such as Ukrainians, Armenians, Tatars, Bashkirs, Chuvashs, Chechens)  still part of the Russian Federation, and whose rights continue to be protected by law, mainly in terms of the preservation of their language and culture, and migrant workers from the CIS seeking better employment conditions than in their country of origin. Among them, ethnic Russians are given preference over non-Russians for the attribution of jobs as well as citizenship.
Beyond minorities ?
Further still, the unique historical and cultural context necessitates that each country develop and enact legislation to protect their most vulnerable groups.  India has its own form of constrained outcome legislation: “reservations” consisting in quotas for scheduled castes and tribes for government jobs and education,  that are such a strong component of its legislative framework that they are written in its constitution.  South Africa, which enacted its constitution in 1997, has put in place a constrained process and outcome-based legislation, not for a minority, but for a majority of its population : that of the Black and Couloured populations. Beyond race, South Africa has a broad coverage including protection on the basis of sexual orientation, HIV status, conscience, belief, political opinion and culture.  South Africa stands out as a country where the rights of the LGBTQ (Lesbians, Gays, Bi-Sexual, Transgender and Queer) have received highest legal attention right from the birth its modern institutions : sexual orientation is one of the criteria listed in its Constitution alongside race, gender, ethnic origin and colour.
Much as Russia challenges the border line between ‘internal’ and ‘external’ ethnicities, Nigeria challenges that of the traditional binary opposition between ‘majority’ and ‘minority’. Nigeria is a conglomeration of three ethnic groups living in different States that form the Nigerian Federation: the Hausa-Fulani ethnic group in the northern regions (29% of the country’s population), the Igbo in the southeast (18%), the Yoruba in the southwest (21%), and  hundreds of smaller “ethnic minorities”, making up the remaining  one-third of the country, such that there is no ‘majority’.  In Nigeria, constrained outcome laws provide ethnic quotas for the distribution of jobs in the federal public service and security agencies. 
Conclusion
Various institutional pressures shape employer practices leading to some convergence in diversity management practices such as pulls towards standardizing HRM in large MNCs.  For example, Japan and Italy which are relatively homogenous in terms of race and ethnicity, have inclusive practices gaining attention as a result of multinational activities and the influx of foreign workers.  This is also evident in emerging economies such as Nigeria and Russia.  Trade and labour unions in Australia, New Zealand, and the European Union nations also played an influential role in the promotion of minority worker rights. Political forces may also reverse the momentum in anti-discrimination efforts in the case of the Netherlands and the UK.  Suffice to say, the social regulation of diversity management also leads employers to manage diversity. However, the actual practices vary because employers exercise much discretion on whether and how to management diversity. 
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