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Both HRM and Diversity management have their roots in US organization and management theory (Calas et al., 2009). Much subsequent HRM research has focused on the diffusion of HRM concepts, policy and practice across national boundaries often via multinational companies (MNCs) and the introduction of expatriate managers (Ferner, 1997; Minbaeva, 2003). It has considered the extent of convergence, divergence or cross-vergence of HRM practices as MNCs debate the benefits of global integration and standardization versus local responsiveness (Fey et al, 2009).  Susaeta and Pin (2008, p.1) argue that MNCS may determine either standardization or diversity in HRM strategy and practice according to ‘the opportunities and limitations that the countries of origin and their corresponding destinations present.’ Fey et al. (2003, p.2) suggests that it can be beneficial for a firm ‘to standardize different HRM practices to a different degree around the world,’ and argues the need to study HRM practice separately instead of using aggregate measures of HRM standardization. This paper will focus on ‘diversity management’ as one area of HRM practice.  Calas et al. (2009, p.349) usefully remind us that what is meant by the terms ‘diversity’ and  ‘diversity management’ in different national and cultural contexts may vary, for example, they ask how do these terms ‘translate’ and do they truly ‘travel’? If the terms do travel, what is recognised and what is lost in terms of policy and practice?  What happens when global organisations try to mainstream diversity policies where differing national cultural customs, traditions and legislative frameworks exist (Ozbilgin and Tatli, 2008)?
Shen et al (2009) suggest national contexts present different diversity issues and argue the need to extend research on ‘diversity’ and ‘diversity management’ to developing or transitional economies. This paper will do so by considering the following questions via a qualitative research study in a Russian context. 
· What is the legal framework concerning equality and diversity in Russia?

· What is meant by ‘diversity’ and ‘diversity management’ in a Russian context?

· Is there any evidence of diversity management in MNC subsidiaries?
· Is there any evidence of diversity management in Russian owned companies?

· What are the mechanisms for diffusion and development of diversity policy and practice?

· What are the barriers to diffusion and practice in MNC and Russian owned companies and how can these be addressed?

Russia has undergone huge political and economic change over the last twenty years following its transition from a  centralised state socialist economy to a capitalist market economy (Domsch  and Lidhokover, 2007). Zavyalova et al. (2011) argue that research on HRM and HRD in MNCs in Russia is still fairly new and that research comparing the policy and practice of MNCs operating in Russia with those of indigeneous Russian firms  is still fairly underdeveloped. We would argue that this is particularly true with respect to research on ‘diversity management’ in Russia.  The evidence that does exist for example on matters of gender and minority equality in post-Communist transition economies is not particularly optimistic (Pollert, 2003; Zavyalova and Kosheleva, 2010). Although a number of ‘social benefits’ such as maternity or paternity leave are mandatory to all employers according to Russian law, Gurkov et al. (2011) found that many Russian companies did not offer these benefits. 
This paper will draw on preliminary research interviews with MA Human Resource Strategy (HRS) alumni. The MAHRS is taught in Moscow via a partnership between Moscow International Business School (MIRBIS) and London Metropolitan University Business School (LMBS). HRM was an unknown discipline in post-Soviet Russia until the late-1990s but as MNCs have established themselves in the more open, market driven Russian economy, they have been  instrumental in introducing HRM and diversity management. For example, many of these companies have sought to reduce their reliance on ‘expatriates’ by developing Russian HR professionals by sending them on courses such as the MA HRS. Many of those recruited onto the course are successful senior professionals working in a mix of both Russian and International companies (mainly ‘western’) MNCs.  The gender balance amongst the students is approximately 80% women to 20% men.  Due to its high reputation in Russia, MIRBIS recruits students not only from the Moscow region, but also from other cities in Russia as well as CIS countries such as Kazakhstan and Uzbekistan. Twenty interviews are planned with MA HRS alumni who completed the MAHRS between 2007-2011 (half working in MNCs and half in Russian owned companies). Their familiarity with the HRM and diversity management debates plus their location within Russian-based organisations provides us with a useful route for some initial exploratory research.  The next phase of the research will focus on a survey of the MIRBUS HR Forum. 
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