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Abstract :

The differences between France and Sweden seem important according to several theoretical frameworks, among which the Hofstede grid of multicultural analysis, which puts French and Swedish cultures on the opposite. The first chapter of this paper will explore the national contexts and their influences on a comprehension of the concept of diversity, applied to dimensions such as gender and ethnicity. From both an historical perspective and theoretical approaches regarding the concept of diversity in both countries, the paper will compare two companies in France and Sweden, regarding the development of their diversity policies. The company EAU DE PARIS is considered as one of the most diversity oriented company in France. The Swedish group VATTENFAL represents a leading actor in the energy sector of the Nordic countries, whose diversity policy is part of a global sustainable development programme.
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Diversity Management in France and Sweden: A comparative approach

Why compare France and Sweden on Diversity Management grounds? According to the contingency approach, we base our argument on the fact that the concept of diversity as well as its different dimensions originated in the USA, has then been influenced by the local context. Therefore this concept has been understood and implemented differently in the different countries. Jones, Pringle and Shepherd (2000) argue about  the interest of understanding the “local responses” to what she has labelled as a “US –derived model”. Other authors studying International Diversity Management practices (Syed and Ozbligin, 2009), also stressed the importance of political and legal contexts in countries integrating diversity management models. Barth (2007) pointed out that Diversity management might incorporate a strong social or even ethical aspect, but the operationality of the concept depends on the companies, whether private or public. Sweden and France show many differences when it comes to cultural, legal
 and political values.

The first part of our presentation will focus on the institutional differences regarding Diversity and three specific dimensions: Gender, Age and Ethnical Background at macro-national level. The second part then will focus on the meso-organisational level by a rapid presentation of diversity management practices in two companies, one Swedish and one French. The two companies are in similar industrial sectors Water and Energy Production.
Our research aims at understanding aspects of the local/global debate on Diversity in Europe, and how and to what extent the contingency factors might influence the practices of diversity management in these two countries and companies. 
1- The impact of the institutional context on the understanding of diversity management 
The past decade has seen the rapid development of Managing diversity’s concerns in European organizations. As pointed out by Mathis and Jackson, (2000), diversity recognizes that people are different and come from different backgrounds and experiences when they join organizations. Furthermore, diversity implies recognition and acceptance that people are diverse in terms of race, gender, age, colour, ethnicity, background, sexual orientation, physique, talent, personality and work style (Mathis and Jackson: 2000). The changing workforce demography has influenced countries at macro level and organizations at micro level to take issues of diversity and its management seriously and to develop legislation strategies and policies to ensure all types of people are catered for in the countries. And in organisations. This paper explores diversity management in France and Sweden and assesses similarities and differences in terms of the relevance of dimensions of diversity in their national context, the regulatory process of diversity management and issues of compliance with diversity policies. In addition, the paper explores the clustering of diversity policies in terms of adherence, strict or positive action towards diversity management.  
Diversity management originated in the US in the 90’s, when management scholars and consultants suggested that it could provide business competitive advantage to companies. At that time, Equal employment opportunities (EEO) and affirmative action (AA) programmes which had been in place since the 70’s were increasingly criticized as promoting reverse discrimination and unfairness at work. In order to keep equality and inclusion of all minority groups at work on company’s agenda, these scholars advocated a broader, less bureaucratic view of managing “minorities” and linked diversity of the workforce to the “business case”. Focus came to shift to a discussion about demographic changes in the work force as statistics proved the increasing amount of “new comers” like women, minorities as well as an ageing workforce (Johnson and Packer, 1987). The contribution of Thomas and Ely (1996) was to highlight that tackling diversity in the organization has more to do with a learning process regarding the acceptation of differences. Diversity then evolved towards a new management paradigm able to provide models to make this heterogeneous workforce as effective and productive as the previous homogeneous one (Omanovic, 2009). Meanwhile, the anti-discrimination legal framework remained largely unchanged in the US, still promoting Equal Employment Practices.
Regarding the Conceptual framework on diversity, it stemmed from biology (concept of bio_diversity developed by Litvin, (1997). Most authors, mainly Anglo-Saxons, underlined the various dimensions of diversity (Litvin 1997: Rijamampianina and Carmichael, 2005). Millikens and Martins (1996) insist on the visible and invisible dimensions of diversity. The French author, Sébastien Point (2007) used the iceberg metaphor in his research on diversity stating that 10% only of the diversity dimensions are easily identified such as gender, age, ethnicity, and disability. 
Diversity Management then progressively influenced British and European managerial practices, all the more since it was promoted by the European Commission as a way to fight work discrimination, as well as by multinationals’ shareholders (Corporate Social Responsibility). Although their legislations generally already prohibited discrimination, European countries were in various states of awareness regarding Equal employment practices, not to mention diversity management. As many authors stated (Pringle, 2001; Omanovic, 2009; Stringfellow, 2009), the concept of diversity has thus to be understood in local contexts since it may have different meanings across countries.
1.1
Diversity in Sweden

1.1.1.
Gender diversity: a leading country

Sweden has a more than 200 years long tradition of promoting equality between women and men. Already in 1845, women got the same right to inheritance as men. In 1864 it became illegal for a husband to strike his wife. In 1873, Swedish women were allowed to enter into universities with full choice of studies, although the studies of law and theology were not allowed for them. The full right to vote was granted to Swedish women in 1919 and practiced for the first time in the elections of 1921, when five women were elected into the parliament.

In 1925 it was decided that women had the same right to hold positions as government officials as men. Ten years later, in 1935, women were given the same rights to retirement as men and the same benefits. As from 1939, it is illegal to dismiss a woman due to pregnancy.

As far back as 1945 it was decided that government officials were entitled to equal pay, whether male or female. Twenty years later, in 1965, Swedish parliament voted a law stating that rape was illegal, even within a marriage. The law of year 1970 allow a woman to be taxed on her own income and not put together with her husband taxation wise. Each individual pays his or her tax, reductions for children is divided if they are married and live together. As early as 1974 the shared parental leave was introduced, instead of the earlier leave for motherhood, introduced already in 1931. (Kalonaityte, Prasad,Tedros, 2010 ) 
Table 1: Historic Evolution on Gender Equality in Sweden 

	Year 
	Laws

	1859
	Women had the right to train as teachers



	1863
	Unmarried women over 25 years of age could apply and attain majority  



	1864
	Men are forbidden to beat their wifes



	1884
	 All unmarried women attained majority after the age of 25



	1913
	General pension scheme introduced



	1935
	Same pension for women and for men



	1937
	Women could take on the same employments as teachers in  primary and secondary education



	1939
	Employers could not dismiss a woman due to engagement, marriage, pregnancy, or childbirth



	1955
	 Right for a woman to have 90 days paid leave of absence for childbirth was introduced.



	1970
	 Individual taxation scheme was introduced.


From the authors 

The act on equality between men and women at work was introduced in 1980 and the office of Jämställdhetsombudsman, (JO), Ombudsman for Equal opportunities, was established in 1986. The objective by this act was to enforce equal rights for men and women, mainly in working life. Apart from preventing discrimination between men and women at work this act also required employers to take active measures to promote equality at work. To be able to follow up this act it was also decided that transparency was needed, which meant that all information was made official when it comes to equal treatment at work. (Lofström ,1999)  

The reforms introduced during the 60´s and 70´s have focused on an even division of labour and responsibility regarding family affairs and childcare between men and women. The care taking and education of children is a responsibility of the father as well as of the mother. The state also takes a part of the responsibility by obliging all the local authorities to provide public, childcare, for all children, so that parents can go to work.

In this context we can see that Sweden has one of the highest rates of working women in Europe, 80% in 2005. However, the segregation in the labour market is not broken. Women are overrepresented in the traditionally female working roles and in the public sector. Women earned 92% of the men’s salaries in 2006, compared to France, where it was 81 % in 2005. This is party due to the fact that one would find more women than men working part time, in Sweden as well.  (Statistics, Sweden, 2006).

Table 2: Percentage of Working Women and Men in Sweden per age,

	Age Range
	Women
	Man

	15-19   
	20,2%
	11,3    

	20-24  
	53,7%
	55,2%


	25-35  
	77,4%
	83,6%    

	36-44
	85,3%
	91%       

	45-54
	86%
	88,6%     

	55-64
	69,1%
	76,2%       

	65-74
	9,3%
	16,2%

	Total 16-74  
	62,4%
	66,8%

	Total 16-64
	72,3%
	75,9%    


From SCB, Statistiska Centralbyrån, Stockholm, 2012.

In politics the Swedish women are well represented, with 50% in the parliament and regional political bodies and a little bit less in local authorities. And this without any affirmative action plans. However, when it comes to leading positions in the private businesses as much as 95% of all top positions in Swedish private companies are held by men (SOU, 2007, p.108).

In the Swedish context, a global approach regarding diversity has been taken, closely linked with non discrimination orientation. In January 2009, a new law against discrimination was adopted in Sweden. The new Discrimination Act replaces all previous laws on discrimination and therefore includes gender, ethnic background, religion, disabilities and sexual orientation as well as age and transgender identity.  A new Ombudsman, The “equality Ombudsman”, was also appointed and the holder of this position is now responsible for all types of discrimination, gender discrimination included. 

1.1.2.
Ethnic origin

Sweden, being a poor country a that time, had quite some emigration during the 19th and early 20th centuries. Since then Sweden has had quite a few immigrants. However, this is in no comparison to France, who has had a colonial immigration for centuries (Blanc-Noel, 2009). During the Second World War, Sweden had an influx of Nordic refugees, being a neutral country. After the war the immigrants were mainly labour migrations from southern Europe and Finland. The immigration pattern changed in the 1970´s when the immigrants came from war zones from all over the world.  Asylum seekers are a large majority of people seeking refuge in Sweden today. (Kalonaityte, Prasad, Tedros, 2010). During the 1990, nearly 500.000 people came to Sweden and today around 20% of the Swedish population were not born in Sweden or have parents, who were not born in Sweden. Half of these are of Nordic origin. (Blanc-Noel, 2009). During year 2007, a total of nearly 100.000 persons came to Sweden and 50% were from non EU/ Nordic countries. Of a population of a little more than 10.000.000, this makes 1%. The largest immigrants groups were from Iraq, Poland and Somalia (Swedish Migration Board 2008).

The first legislation regarding immigration in Sweden has been issued in 1914. It was assumed that the immigrants would be assimilated, being mostly from other Nordic countries.

In the mid 70´s, with the influx of immigrants from all over the world, the Swedish government presented a new bill on immigration with three coherent objectives (Kalonaityte, Prasad, Tedros, 2010 ) : 

1. To establish equality between Swedes and the migrant population

2. To provide freedom of cultural choice 

3. Cooperation and solidarity between immigrants and Swedes was desired

The basic idea was to have freedom of choice of religion, language and culture. There are five official languages in Sweden. (Coulet, 2009). Already in 1986 an Ombudsman against ethnical discrimination was established, but has now been replaced by the Equality Ombudsman, as from 2009. The immigration policy has been followed by educational programmes in the Swedish language as well as general cultural knowledge. In 2007 the MIPEX Index
 has placed Sweden as number one out of 28 countries for the integration of the non European immigrants, where France was placed as number 11 ( number 15 today ). The non European immigrants are mostly concentrated to the big cities. Since 2000 there are five minority groups in Sweden, which have been recognised by the state as having the right to their own culture and language. This means that they have the right to have all the official documents printed in their own language. These are: The Sami’s, the Finnish-Swedes, the Tornedals, the Romanies and the Jews. (Blanc-Noel, 2009). A new ministry for immigration and equality was formed in 2006. Its policy is explained in the document labelled as such: “Sweden, the future and the diversity, from a policy of immigration to a policy of integration”. Diversity should be the starting point to form all types of policies in all sectors of the Swedish society with a particular objective to fight against racism and ethnical discrimination.

Sweden is therefore a country, which is characterised by a policy heavily oriented towards the reception and integration, but not assimilation of the immigrants. In spite of this, the economic situation for the immigrants in Sweden does not differ very much from the situation in other European countries. Their unemployment rate is even higher that in France, 26%, as compared to 23% in 2008 (MIPEX), when the general unemployment rate was between 8-9% during this period. Like in most other countries the immigrants are found in many unskilled jobs, which do not require higher qualifications. As an example, we have found that 44% of all the taxi drivers in Malmö, the third largest city in Sweden, have university degrees (Kalonaityte, Prasad, Tedros, 2010). 

1.1.3. The Age Dimension

In Sweden the official retirement age is 65 years of age. However, employees are entitled to apply for earlier retirement and then be paid less. This can be done from the age of 62. Employees also have the right to continue working until they are 67 years old. The choice is the employee’s and the employer has to comply with this decision. Even after the age of 67 years of age employees could go on working, providing that the employer agrees to this. (SCB, Konsultakademin i Norden, 2012). Compared to other European countries, only Norway and Denmark have a higher retirement age. In these two countries the official retirement limit is 67 years of age. The reform of the pensions in Sweden took place in the 1980´s and was a broad agreement between the then social democratic government and the opposition parties. This was based on the insight that with a growing ageing population, less and less people had to support a larger proportion of people not taking part in the labour force. Therefore, the retirement age was postponed and the system for calculating the pensions based on every individual’s contribution to the pension funds introduced. Postponing retirement age induces an increased retirement pension. These changes have contributed to the growing number of people working more at an older age in Sweden.

The age at which people in Sweden in reality take their pension has thus increased since the 1990´s. In 1970, the real pension age was 66, 1 year of age for men and 61,4 for women. In the very beginning of the 21st century these figures were 62, 7 for men and 61, 9 for women in 2007. This has increased to become 63,5 for men and 62,6 for women (Konsultakademin i Norden - SCB, 2009). The employment rate in Sweden has thus increased between 2005 and 2011 from 65,1% to 65,7%, ie 0,6%. Compared to other European countries this is a high figure. In France the employment rate has increased by 0,4% from 2005 to 2011, from 56,7 to 57,1 % of the total population taking part in the working force . This makes a difference of 8,6% between Sweden and France. (The average number in the EU-27 countries is from 2005 56.6% to 2011 57.4 %, ie 0,8%.) (Ekonomifakta, Svenskt Näringsliv, 2012). The employment rate in Sweden has increased as from 1970, mainly because the women entered into the labour market, but has then stayed high. However, it is not exceptionally high. During 2009 Switzerland, Iceland, the Netherlands, Norway and Denmark had an ever higher rate of employment. (OECD Employment Outlook, 2011). 

However, the number of working hours per person per year, have decreased in Sweden from 1970 to 2009, from 1.730 to 1.610, nearly 15%, and in France, during the same period from 2.048 to 1.550, more than 40%.  (Ekonomifakta, Sveriges Näringsliv, 2012). 

The changes have been even more significant when it comes to the older employee’s participation rate in the working force. From 2006 to 2011 the employment rate for 55-64 years olds have increased in Swedish companies from 69,8 to 72,5 %, ie 2,7% and for the 65-74 years olds from 10,1 to 11,8, ie 1,7% .  There is a significant difference between public and private sectors. Within the private sector, 16, 5% of the work force are more than 55 years old and 7,5% are over 65 years old. And these are growing numbers. There are also more white collar workers than blue collar workers participating in the work force at old age.. Regarding the public sector, the employment rate is up to 40% (Ekonomifakta, Svenskt Näringsliv, 2012).
1.1.4 Diversity Management in the Swedish Business world. 
Already the act from 1980 on equal opportunities between men and women at work obliged the companies to establish a plan on how to create a greater equality between men and women within the company. Such a plan had to be established every third year and should contain concrete actions to be taken to increase the equality between the sexes within the company.

The introduction of the JO, (Jämställdhets Ombudsman), Ombudsman for equal opportunities, in 1986, made it possible to carry out inspections into the companies, to control the existence of such a plan for equal opportunities and to check that the actions had been carried out. The companies could already then be fined if they had no plan, or had not carried out actions according to the plan. The Trade Unions were already from the beginning very active, on central, as well as local level, to make sure that these equality plans were  established an carried out. Locally, in companies, the trade union representatives, in most cases, worked very closely with the HR departments to establish and carry out these equality plans. Also, according to the new law against discrimination, from 2009, all companies with more than 25 employees still have to create a plan for equal opportunities in their company every third year. This should also describe the measures they will take to increase equality in the company, as well as a plan to equalise salaries and wages between men and women.

Still, the ” Diversity Ombudsman” , DO,  office can carry out inspections and fine companies, that do not confine with the law.  However, the law does not enforce companies to establish a plan against discrimination. This has one exception. Companies, and institutions, delivering teaching, have to work out a plan against discrimination. The plan should contain measures to prevent discrimination, that the company, or institution will carry out during the following year. A non –profit organisation such as Prevent (Arbetsmiljö i samverkan, Svenskt Näringsliv, LO, PTK)
 is working closely with the organisations and provides health and safety knowledge and training. When it comes to the participation of Trade Unions in the anti discrimination issues, particularly on the local level, many companies have witnessed a not so strong engagement as when it, previously, came to engage in equal opportunities and equal wages. It seems much more difficult, nowadays, to make priorities between the different tasks, measurements and actions. The company plan on equal opportunities and equal salaries is, in most cases, a part of the CSR –report and published in the annual report from the company, together with other relevant information. This information is transparent and publicly available for anybody to read and therefore, also important as a marketing tool. The aim being to attract competent employees interested in working in an environment described in these documents.

1.2.
Diversity in France 

The debate on diversity is recent in France (first apparition 2004, see under), and was first associated with ethnic diversity. Bender, Klarsfeld and Laufer (2010) explained the historical and sociological context of the French debate. Since the Revolution in 1789, France has developed a model of equality stated in the French Declaration of Human and Citizen Rights, (but, at that time, excluding women), and  summarized  by three words engraved in the French collective consciousness: Freedom, Equality, and Brotherhood. This model of formal equality is now questioned by the concept of diversity, bringing acknowledgment of the reality of discriminatory practices. In employment matters, while the issue of gender equality had been on the legal agenda since the 80’s, however with very modest implementation, ethnic diversity has come forward in the public debate only in recent years, as a result of an increasing awareness of shortcomings linked to the French model of  integration of immigrants and their descendents. In France, the debate on diversity is not therefore the result of a criticism of “affirmative action”, which does not exist in France. It has brought public awareness of the French model of formal equality of rights, which “ignores” – since it does not really measure them - the inequalities and the discriminations it produces.  
Diversity discourse was adopted by French government and managerial elites starting in 2004, to promote anti-discriminatory employment practices. At the same time, under European’s legislative influence, the French government developed a stronger regulatory framework on discriminations with the creation of the HALDE in 2004. 

Table 3: Main actions in visible areas of Diversity other than Gender.
	
	Diversity
	Age
	Ethnicity
	Disabled
	Sexual Orientation
	Union Affiliation
	Religion
	Opinion

	AD
 Law 1980-1990 
	
	
	X
	
	
	X
	X
	X

	2001 ADLaw
	
	X
	X
	X
	X
	X
	X
	

	Status of foreign residents 2003/06
	
	
	X
	
	
	
	
	

	Creation of la HALDE

	X
	X
	X
	
	X
	
	X
	

	2005/2010 Law
	
	
	
	X
	
	
	
	

	National Agreement 2006 -2010
	
	X
	
	
	
	
	
	

	2006 Collective Agreement
	X
	
	
	
	
	
	
	

	2008 Diversity Label
	X
	
	
	
	
	
	
	


Source : Bender, Scotto, Hult, 2009.

All these legislative measures, along with the development of “testing” studies as a procedure to evaluate the degree of discriminatory practices in firms, have contributed to progressively make discriminatory practices more visible and illegitimate in French public opinion. 

1.2.1. The Gender dimension in France 

Regarding Gender, the political, legal and institutional framework has greatly improved over the last 40 years. This framework backed by the EU actions, helped women to gain access to the employment market (51.1% of the labor force in 2008, in France).
Table 4: Employment rate in France (Gender and Age) 
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Despite the fact that the principle of Equality between men and women was written in the 1946 French Constitution, France has been slow to adapt the European law to the role of women in politics. The law of June 2000 stated that men and women should have the same opportunities to access political functions. The political parties had to present the same number of men and women as candidates on national polls. This started a strong debate questioning the French mythic principle of Equality. Nevertheless thanks to this law, female participation in the French Parliament rose from 12.8% in 2002 to 18.2% in 2007, reaching the 58th position in the world, far behind such countries as Sweden (47.3% of women MP) or Finland (42%). Despite a variety of legal measures (from 1972), and the development of family friendly policies through working hours reduction – the working week of 35 hours for everybody-, women still face horizontal employment segregation problems and vertical discrimination such as the glass ceiling, and unequal pay discrimination
, in addition to the difficult balance between work and family life (Scotto, 2008). In January 2011, the French law established a quota of women (up to 40% in 2017) on corporate boards; however the rate of unemployment is significantly higher for women who more than their male counterparts have to cope with part-time and less qualified jobs. 
Table 5:  Unemployment rate in France (Age and Gender)
	Age
	Men 
	Women

	15-24 years
	22.2
	23.9

	25-49 years
	7.9
	9

	50 years et plus
	5.8
	6.2

	Global
	8.8
	9.6


Source : National Institute for Statistics and Economic Studies (INSEE) -  Work force Survey 2006
Table 6: Main actions on Gender Equality : importance of the legal framework 

	Laws 1892 -1909: focus on protecting mothers

	1946 : Equality written in the French Constitution 

	1946 : Decree stating equality of pay rates

	1950  : Collective agreements on equal pay 

	1972 : Law on equal pay for work of equal value

	1975 : Law protecting pregnant workers from dismissal

	1983 : (Roudy
 Law) : 

- defining equal value as a comparable of professional knowledge 

- setting out social and economic information  for the social representative

- introducing the principle of positive action in conformity with the EEC Directive of 1976

	2001 : Law on equal employment : compulsory collective negotiations

	2004 : Intersectoral Agreement on Gender Equality 

           Creation of the Equality Label

	2006 : Law on the Gender Pay Gap : deadline : 1st January 2012

2011 : Law Cope Zimmerman  on Women quotas in Boards of Direction 


Source : the authors
1.2.2. The Age dimension 

The retirement age reform of year 2010
 pointed out that age might be the main discriminating factor in France (Guillemard, 2007). The rate of employment in France for 55-64 year olds is up to 38%, one of the lowest in the EU, compared to 70% in Sweden and 54% in Germany (COR
, 2007). Bellini (2009) insists on the importance of stereotypes, picturing older employees as less flexible, prone to illness and mental stress, economically under productive and most likely to be de-motivated. The strategies of companies in the previous 20 years have aimed at encouraging senior employees to leave, using the state funded pre-retirement system. 

The situation is however progressively changing : in the years 2000, the awareness of the limitations in pensions funding but also the pressure resulting from European policies have prompted the idea that legislation should counter discrimination against ageing workers (Bender, Klarsfeld and Laufer, 2010). We should expect the development of a different logic now among companies, supported by the expanding set of European
 and French legislative frameworks, which are to keep senior workers employed enabling the consideration of a new business case in relation with the age dimension of diversity. Beyond banning age discrimination through inclusion of ‘age’ into the ‘equality of right’ legislation in 2001, French law now supports a positive action approach for ageing workers, in coherence with EU legislation (Bender, Klarsfeld and Laufer, 2010). Companies with over 300 workers had to sign a collective agreement or present a plan containing precise goals as to the proportion of ageing workforce to be achieved within a period of three years. Failing to do so before January 1st, 2010, would result in a penalty amounting to 1% of the total wage bill. As of today however, companies did devise plans but most of them remain empty shells and do not commit to recruit more ageing workers. The most adopted measure is that workers above 45 are entitled a specific career interview every five years, hardly a revolutionary measure ! 
1.2.3.
The Ethnic Dimension 

The issue of Ethnicity diversity in France must be considered within a French legal approach which does not really acknowledge the concept of ethnic or racial origin. France has a long tradition of immigration, European first (Poland, Russia and Italy then Spain and Portugal after WW2), then from the former colonies of North Africa and Sub Sahara’s countries. Immigration’s main objective was economical to provide workforce for the growing French industries (Blanc-Noel, 2009). The French model of citizenship has been built on an assimilation assumption, contrary to other models based on allowing differences. It did not prevent widespread employment discrimination, as in other western countries, nor the progressive constitution of ethnic segregated areas in poorer suburbs. According to authors such as Weil (2005) and Rea and Tripier, (2008), non European immigrants face more discrimination than their European counterparts. In addition, studies show that children of immigrants also suffer discrimination on the labor market especially people from North Africa and African descent, despite coming from French overseas territories (CEREQ, 2004 and 2006 ; Observatory of Discrimination, 2004, 2005, 2006). The debate between integration and assimilation is still unsettled and takes a new dimension with the European context and its advocacy for cultural diversity. Cultural Diversity is a very new and controversial concept for a France whose model of “Universal Citizenship” opposes to multiculturalism. Ethnic statistics are still considered as contradictory to the concept of equality in France. On the contrary, most Anglo-Saxons countries have no reluctance in “counting” ethnics or religious categories. It should be noted that in the French society, religion is seen as private. The recent debate on the “national identity” unleashed numbers of controversies especially with the Muslim Community. France operates on the model of a strong secularism (the French word is “laicité”) which conflicts with a minor but growing part of the French Muslim community prone to wear ostentatious religious signs (Bender, Klarsfeld and Laufer, 2010). In 2010, France was one of the first countries in Europe with Belgium to approve a law forbidding any veil totally covering the face and the burqa in public spaces.
    
1.2.4.
Diversity management and French companies

The first mention of “diversity” in France originates from business circles :  The “Montaigne Institute”, a think tank organization under the leadership of Claude Bébéar, former CEO of AXA insurance corporation, promoted the “Diversity Charter”
, a voluntary commitment initially made by a small number of firms. The purpose of this charter is “to respect and promote the application of the principle of non-discrimination in all its forms and at all stages of human resource management, in particular recruitment, training and development, and promotion, in order to reflect the diversity of the French society and in particular its cultural and ethnic diversity, at all qualification levels”
 (Bender, Klarsfeld and Laufer, 2010). The French government has been however active in promoting anti-discriminatory employment practices, with the creation of a Diversity Label
 in 2008. The Label, delivered after an audit from AFNOR, the French certification agency is seen as an Award, meaning that the firm integrates diversity in its HR processes. It appears far more compelling than signing a Chart. 3564 companies were registered in April 2012 as having signed the Diversity Chart
 to be compared with the 300 companies in France which have been awarded this distinction for their anti discrimination and diversity practices
 schemes. French large companies are conscious of the necessary coupling of diversity and equal treatment. Indeed, they promote “pro-active” policies of diversity management, which also aim at equal opportunity (Bender and Pigeyre, 2010). These practices remain however limited to public listed big companies and depend solely on managerial initiative, with limited legal obligations since laws non-abiding remains so far largely unsanctioned.
As for trade unions, in the early 2000’s, they were in the same state of ignorance regarding Equal employment practices and diversity that employers. Gender equality was not seen as an important issue and it is not the unions who have been very active in the last ten years ten years in putting it on the agenda. Under pressure from the French government, they signed a national collective agreement with employers’ associations in 2006, which was only a declaration of intention to better reflect national diversity in employment and to fight discriminatory practices. As of today, most unions agree with the need for inclusive, anti-discriminatory employment practices and do not see the Diversity concept in itself as controversial (Stringfellow, 2008) since they understand it in this sense. They are however wary of employers’ real motivations to engage in negotiations about these matters (i.e. they fear the risk of “empty shell” for communication purposes only).  
2- Exemples from Swedish and French Companies 
This exploratory study focuses on the introduction and development of diversity policies in two companies in France and Sweden. For France, the company is EAU DE PARIS, well known for its actions on Professional Equality and Diversity HF. EAU DE PARIS belongs to the sector of production and distribution of drinking water in France. In Sweden, we were able to contact the Swedish company VATTENFALL operating in the sector of production and distribution of electricity. For this study, we used data collected during a PhD field study at EAU DE PARIS WATER (Scotto, 2008), and various interviews with the person in charge of Sweden in the Department Resources corporate Human VATTENFALL Sweden. We also used the information contained in the EAU DE PARIS annual report of 2009 and the VATTENFALL Corporate Social Responsibility Report of year 2010. The company EAU DE PARIS is known in France as a leading diversity oriented firm in France. The Swedish group Vattenfall is considered as a major actor in the energy sector of the Nordic countries. The diversity policy they implement is included in a global sustainable development programme.
Table 7: Diversity Management at EAU DE PARIS

	Main Steps 
	Chronology
	Description

	What trigger the Diversity Management Process? 
	2001
	A strong impulse from the top management initiated by the newly appointed CEO (a woman) with the support of the Trade Unions. Ethical Board is created. Training sessions for the employees to increase awareness of the problem.

	HR Process are impacted : Recruitment and Promotion 


	2004
	Ethical management tests for the employees. Statistics on Internal Recruitment.

Promoting Women (AA  based)

	Engaging the company 


	2004-2008 and beyond
	Sign Diversity Chart (2004) 
Sign Collective Agreement on Professional Equality and Diversity (2004) 

	A Certified Process : 


	2004 – 2008
	One of the first company in France to be certified by the French Government newly created Equality Label (March, 2005). Certification has been granted again in 2007. 

	Transfert : Opening to other dimensions of Diversity : 
-sexual orientation, 
-ethnic diversity, 
-disability, 
-Age Management (Seniors workers)
	2007
	Social Agreement for Professional Equality 2008-2010 with defined and measurable objectives.
Seniors Employment Social Agreement 

Social Agreement on Status Diversity


	Globalisation  


	2008

2009

2010
	Equality Label ( Renewal)
The company is granted the Diversity Label
 


Source : les auteurs.

Table 8: Diversity Management at VATTENFAL

	Main Steps
	Chronology
	Description 

	Diversity Management : First actions on Professional Equality  
	Since 1989
	Gender Equality : Compulsory legal Framework (Ombudsman).

	Transfert : Opening to other Diversity Dimension : Age 
Corporate Social Responsibility Orientation
	Since  1996

2011

2002

2008
	Age Management : the company has to forecast a wave of retirements from Age Class  1940 associated to a limited work force turnover 
The age pyramid problem implies to take measures regardins recruitment processes 
Part of  Globalt Ansvar

Part of  UN Global Compact

	Transfert : Opening to ethnic Diversity
Opening : Diversity dimension targeting : Age  (young people) and disabled. 

Globalisation on Gender Dimension 
	Since 2006

2011

2011

2011
	In discussion  – First Actions on the recruitment process targeting people with Ethnical Origin
Ethnic Diversity Statistics could be integrated in the future CSR reports.

Recruitment of Young Disabled Workers 
Global Gender Statistics concerning the Vattenfall Group, not only the Swedish company.
The Report « Work and Health » includes Gender Statistics 



Source : les auteurs 
Conclusion and further developments 
The examples of these 2 companies highlight some of the main differences between France and Sweden regarding diversity management, considering however that EAU DE PARIS is considered as a “pioneer” regarding the implementation of Diversity management. In France as in Sweden, Diversity is seen as a global concept including Gender, Age, Ethnicity and the various dimensions. Despite specific laws focused on Professional Equality as a separate question, French companies have been prone to consider Gender on the same level as other dimensions. We would contend that Diversity Management in France reveals a triple dimension combining Pro-active Equal Opportunity and Non Discrimination, linked with a growing Business Case approach. Nonetheless, in our opinion, the founding principle of Diversity Management in France is still based on a non discrimination approach, which started with Gender than expanded towards the 16 dimensions of Diversity stated in the 2001 Law. The Business Case approach, though widely emphasized in the main companies’ strategic statement, is overshadowed by the non-discrimination orientation. We can also point out the important part played by the legal requirements, meaning that without a strong legal and binding framework in France very little improvement has been observed. In this context, quotas and penalties might seem a “necessary evil” to enforce anti-discrimination issues in France. However, we could suggest that it might not be sufficient without building a strong Business Case linking Diversity and Organizational Performance. This Business Case should be built on economic reasons, but also on a strong ethical case. 
In Sweden, Diversity is more clearly related to ethnicity and it seems that Gender Equality is considered with a specific approach. VATTENFAL might be seen as a classical Swedish company in that matter.  The gender dimension came first. Laws on equal treatment of women and men in working life started well ahead of the European legislation at that time. 
Like most of the Swedish companies, VATTENFALL implemented age management in the 1990’s, keeping the ageing work force at work. Aware of the lurching demographic threat, the Swedish Government launched pension’s reform far earlier than France, in a 10 years ‘span from the 1980’s to the 1990’s. Meanwhile, French Governments and companies turned a blind eye on the problem. Early retirement of the ageing workforce has been considered as an easy way to reduce salaries’ cost, thus shifting the cost of early retirement on French tax payers with the tacit approval of governments, Trade Unions and employees. French Government didn’t tackle with the problem till 2009, under the combined pressure of the rising cost of the retirement pension’s schemes which were on the verge of a major collapse, and the influence of the northern European countries. Exemplary as always, EAU DE PARIS discussed its Age Management Agreement
 with its Trade Unions Representatives as early as 2007. 
Regarding Age Management, these two companies highlight the different positions of France and Sweden. In France, the main objective now is to encourage companies to keep the ageing workforce through incentives and penalties schemes. 
In Sweden, (and at VATTENFALL), Age Management is more about attracting young talented people (young women or young persons from ethnic origin) in order to face the coming retirement wave and balance the large base’s demographic pyramid of companies
. The focus is on Skills, Gender, Diversity and internationalisation of the workforce. 
Both companies so far don’t have ethnic statistics. In France, such statistics are officially forbidden. VATTENFALL is about to integrate Ethnic Diversity Statistics in future Corporate Social Responsibility Reports. This gives examples of two different immigration policies. France so far is still in favour of an assimilation policy as Sweden opted for an integration policy. Still, none of these policies seems about to work in both countries.
We have tried to picture an overview of Diversity Management Policies in two different contexts, France and Sweden. Limited as it is - we focused on three diversity dimensions such Gender, Age and Ethnicity - this research showed similarities and differences, maybe not where expected. It seems that the approaches of both countries are rather similar, given that Sweden has the advantage of anteriority.  Thus, the French model is still strongly backed by the social justice framework whereas the Swedish Model seems more Business case oriented. More research is needed that would allow a better understanding of the parameters of the two models. Future research should therefore concentrate on more dimensions of diversity management (disability) and propose additional empirical data from the two companies.
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� The importance of the role of the state differs to a large extend according to the classification of Esping –Andersen ( 1990)


� On the 5 basics dimensions of G. Hofstede (1991) the two countries come out totaly opposite


� MIPEX measures integration policies in all European Union Member States.


� which is a body  consisting of employers ( Confederation of Swedish Enterprise), Blue- and white collar workers  unions ( LO and PTK), with the aim to collaborate on issues to create a better working environment.


� AD : anti -discrimination


� High Authority against Discrimination and for Equality


� There is a remaining 11% pay gap between men and women, especially for women in management positions (19%). The gender pay gap increases with age.


� Yvette Roudy was the French Minister in charge of Women Rights


� Raising French minimum retirement’s age from 60 to 62 and 67 for full pension benefits instead of 65.


�  Conseil d’Orientation des Retraites : Pension Advisory Council is a permanent body constituted by members of Parliament, representatives of the social partners, experts, and representatives of the State. Its purposes are to monitor the French retirement system and to put forward recommendations for public policy concerning retirement, on the basis of expertise and consultation with all the partners involved.


� EU targeted an employment rate of 50% of seniors workers in 2010


� Burqa : full body outfit worn by some Muslim Women


� www.charte-diversite.com


� Diversity Charter, commitments 2 and 3, author’s translation


� A set of voluntary norms for employers in order to be awarded the label 


� http://www.charte-diversite.com


� Which most of the time include women equal opportunity schemes. This shows interestingly how gender has been easily integrated as a dimension of diversity. Notwithstanding Cornet and Warland (2008) who object that women cannot be considered as a minority and advocate for a specific approach of gender diversity.





� Specificity of EAU DE PARIS which was at that time part public, part private. Employees were divided by their status : private or public.


� Swedish partnership for Global Responsibility


� Plan Seniors


� 19% of the workforce at Vattenfall will retire within the nest 10 years
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