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Diversity management seems to have become a buzzword of modern society and management practice. As a result different policies and approaches were developed on an organizational and/or national level. In written commitments, such as European charters of diversity, companies express their wish to ban discrimination and promote diversity in the workplace. Whereas such charters exist for several western European countries, transition economies still lag behind this development. Furthermore, research studies on how to actually manage diversity in organizations through effective human resource management are limited and research in transition economies is urgently needed (Shen et al., 2009). 
Predominant diversity issues differ between countries, not only within the European Union (EU) but in particular between the EU and other European transition economies. Multiculturalism is an important diversity issue that affects many EU countries including Austria as a substantial recipient of immigrants (Statistik Austria, 2011c). In 2011 more than 18% of the Austrian population were immigrants (Statistik Austria, 2011b). The special focus in this paper on Bosnia and Herzegovina (BiH) as an example of an emerging European transition economy follows two main reasons, internationalization and demographic change. Firstly, Austria’s geographical location in the centre of Europe has granted the country a strong position in the development of south-eastern markets. Austria has established itself as the gateway for business operations (Business Location Austria, 2007) and several internationally operating Austrian enterprises from the financial industry have taken the leading role in foreign direct investment in BiH. In 2010 Austria’s total investment in BiH amounted up to 1.6 billion Euros (AWO, 2011). Within the financial sector foreign banks (mainly Austrian and Italian banks) dominate 86% of the market in BiH (FIPA, 2012). Secondly, a large number of foreign job applicants and students are registered in Austria. According to Austrian migration statistics, the distribution of immigration from South-Eastern Europe shows a relatively large percentage of the people from the former Yugoslav republics (Statistik Austria, 2010). Thereof BiH contributes a decisive share in Austria’s migration between the years 2007 and 2010 (Statistik Austria, 2011a). In addition BiH itself has a strong history of migration (Krstić and Sanfey, 2007; Bosnia and Herzegovina Ministry of Security, 2010).
This paper sheds light on two different aspects of diversity management. Firstly, we examine national policies of a western and an eastern European country by using the example of Austria and BiH. We then contrast organizational approaches to diversity management and its implementation within companies of the financial industry. 
The analysis will focus on three different theoretical perspectives of workforce diversity: the integration-and-learning perspective, the access-and-legitimacy perspective, and the discrimination-and-fairness perspective (Ely and Thomas, 2001). All three approaches give indication of an organization’s motives to introduce diversity within the corporation as well as conditions under which cultural diversity can influence work behaviour. The role of employee involvement is notably highlighted in literature, either as a tool to promote innovation (Yang and Konrad, 2011) or as an essential component of strategic human resource management (Mc Mahan et al., 1998). Whereas broad agreement prevails that managing diversity can lead to competitive advantage (e.g. Cox and Blake, 1991), strategies to manage workforce diversity in organizations differ and can result in different modes (Parker and Dass, 1999). A conceptual framework of HR diversity management is suggested by Shen et al. (2009). The framework combines diversity management issues (equal employment opportunity and affirmative action) within three levels of HR practices through different activities and the involvement of managers at all levels: The strategic level incorporates a strategy that values diversity, the tactical level includes a range of HRM policies with regard to diversity, and the operational level emphasizes the education and support of employees in relation to diversity. The objectives of diversity management, which include benefits to organizations and individuals as a result of good diversity management, are also incorporated into the framework.
In our paper we choose to analyze two Austrian companies in the home market and their subsidiaries in the transition economy respectively, in order to ensure a better understanding of the differences based on cultural background. We illustrate the case of diversity approaches in the two countries on the basis of interviews with managers and business experts from both countries as well as written documents such as diversity agendas and mission statements. The interviewees were selected through personal contacts and recommendations according to their experience in Austro-Bosnian business interactions. Thereby we identify reasons for different implementations of diversity strategies across cultures and discuss implications for practice and further research.
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