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Diversity management in a utility company : A comparison between Sweden and France.

There are many cultural and institutional differences betwen France and Sweden, although both countries historically promote such values as equality of rights and equal citizenship between people. Drawing on field works conducted in two large utility companies – one in each country -, we propose a comparative analysis of the French and Swedish practices regarding Diversity management, both at macro -institutional level and at the micro-level of firms. 

The first part of the communication will explore the national contexts and their influences on the acceptance and range of diversity practices in management, on dimensions such as gender, age and ethnicity. We will highlight the Swedish specificities regarding gender equality but also multiculturalism, which has been adopted by the country quite early on in the 80’s.  The aging workers’ question has also been an issue for many years given the country’s aging population. France, despite its historical tradition regarding equality of rights, has long ignored the concrete implementation of gender equality and the issue of ethnic discriminations at work, due to a ”universalistic” vision of citizenship which precluded any differentialist analysis. 
We will then analyse the diversity policy and practices of two large utility firms : Eau de Paris (French water supplier for the city of Paris) and Vatenfall (Swedish Energy company). Eau de Paris is considered as one of the most diversity oriented compagny in France. The Swedish group Vattenfall represents a leading actor in the energy sector of the Nordic countries, whose diversity policy is part of a global sustainable development programme.
In spite of the different national contexts, both companies face similar inducements to adopt corporate responsible practices. As a matter of fact, the diversity management policies which they put in place only marginally differ. The main differences relate to institutional features, such as legal requirements on diversity reporting- and the possibility or not to measure ethnic diversity - and the role of employers associations and workers unions on such matters. The communication around diversity management is also different, the Swedish company refering more to the Business Case than the French one. Theses differences will be discussed in light of the national and conventional regulations and customs.
