
 
consistent corporate 

recruitment theme is that 

high caliber executives (of 

any age, culture, ethnicity, 

gender, nationality, geographic 

background, race or sexual 

orientation) are more attracted to an organization 

where Diversity-Inclusion initiatives are under-

pinned by a fundamental belief, throughout 

the organization, in Diversity as an economic 

imperative. Today, most US companies are 

supportive of this concept.

However, how do you apply this outside the 

US?  Diversity, by its very nature, means different 

things, in different places, to different people.  

The word does not have a globally-shared or 

understood meaning – for some it is based on 

race or gender, for some it means ethnicity and 

culture, and for some it can mean a recognition 

of all differences.  What is one country’s minority 

may be another country’s majority.  

A US-CentriC Model? 

The concept of Diversity as a business imperative 

originated in the US, as an evolution of EEO and 

Affirmative Action.  With 

the best of intentions, many 

US companies developed 

their original corporate 

Diversity strategies when 

they were faced with an 

immediate and local need.   

However, implementing 

a US-centric Diversity 

initiative designed for the needs of one country 

will not necessarily be effective in tackling the 

intricate challenges of a multicultural, global 

organization.

In fact, there is a persuasive argument that 

recent efforts to roll out US-derived Diversity 

initiatives “overseas” has been counter-productive, 

reinforcing a belief internationally (and in some 

cases in the US itself) that the term “Diversity” 

in a corporate context is perceived as a vehicle 

intended to promote the rights of minority 
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“Each nation has its own historical 
context that shapes its reactions to 
diversity and helps constitutes an 
injustice, a violation or an affront.  What 
is considered discriminatory in one 
country may be labeled as a national 
cultural preference or style in another…” ²
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groups.  Consequently those in the so-called majority can 

be led to believe a Diversity strategy is, at best, irrelevant 

to them and, at worst, discriminatory in and of itself.  

This challenges future development.

Given this line of reasoning, how do you describe your 

diversity recruitment strategy in a global context?  On a 

global level, could it be just as powerful, appealing and 

compelling to state that a company supports variety and 

individuality?

             SUPPortinG indiVidUAlitY

A great deal has been written 

about the role of the individual 

in the group dynamic.   It is 

certainly true to say that many 

of the much-coveted variances 

in ideas and perspectives 

that employees bring to a 

corporation are rooted in 

their own life-experiences and 

personalities.  In the twenty-

first century, while those 

experiences may have been 

affected by their race, gender, 

sexual orientation etc., they are 

unlikely to have been defined 

solely by those characteristics 

or categorizations.  

So, maybe when it comes 

to a global approach, we 

should consider a statement 

of supporting individuality, as 

opposed to trying to seek out 

a one-size-fits-all definition of 

Diversity?

 As an example, at Bridge 

Partners LLC, our team 

would certainly be formally 

characterized as diverse – one 

of our founding partners is 

a black American male, the other is a white European 

female.  But that isn’t the end of our story.  Our group’s 

dynamic is driven by the different life experiences of 

the individuals, as well as those that formally define 

us in terms of race, nationality and gender.  If asked to 

describe ourselves, we would almost certainly talk first 

of personality and team dynamic – character traits before 

physical or ethnic definitions – and it is those traits that 

play the major part in how we work together as a team.  

eVolUtion oF A ConCePt

Over time, Diversity initiatives have evolved from EEO/

Compliance, to “Diversity”, to “Diversity-Inclusion”.  In 

today’s corporate world, Diversity initiatives are based 

on more than racial classification, ethnicity, gender, 

sexual orientation or physical ability; the term is widely 

used in a corporate context to encompass a wide 

range of human experiences that include nationality, 

socioeconomic background, age, religion, geographic 

location, political preferences, appearance…the list goes 

on…

So maybe now globalization has created a need for the 

next stage in the concept’s evolution – “Individuality”? 

Maybe now there is a need for a definition that has a 

truly global context – no matter who you are, where 

you are and what experiences or beliefs make you the 

person that you are, you remain an individual.  Your 

individuality is what you bring to the table.  Maybe 

a corporation’s recruitment message would be more 

effective with a simple statement that they support 

Individuality?

“The ways in which we define 
diversity in the US, which is 
where most of the research 
comes from, do not travel across 
national boundaries, nor does 
it translate well across cultural 
and linguistic boundaries.  For 
example, people from Mexico 
and China said that if you 
translate the word to their 
languages, the concept would 
be meaningless.  In the US, 
“diversity” might refer to the 
racial/ethnic categories that 
have been used by the Census 
bureau for many years, such as 
Asian American, Latino and so 
forth.  In Ireland, on the other 
hand, the significant diversity 
categories are religious.  In 
India, any discussion of diversity 
would have to include the 
societal division into castes.  
Whatever distinct categories you 
use to define diversity, they must 
have meaning within the specific 
national and cultural context.” ¹

FootnoteS:
¹ “Managing diversity: toward a Globally inclusive Workplace,” Sage 
Publications, 2005, Michalle e. Mor Barak

² “the Global diversity desk reference: Managing an international Workforce” 
– lee Gardenswartz, Anita rowe, Patricia digh, Martin Bennett – June 2003, 
Pfeiffer
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W    
 ith the concept of “diversity-

inclusion” firmly established 

in the US, companies that 

conduct business on a global 

scale need to expand their 

diversity-inclusion practices 

beyond the borders of North America.  Exporting this 

expertise abroad does not come without its share of 

challenges.  On a global basis, there is no uniformity 

about the question of diversity.  It has a different meaning 

for each country based on their history, regulations, and 

philosophical approach to differences.   US companies 

are confronted with mentalities, practices, and a legal 

environment that will leave them with little choice but 

to develop strategies more suited to the countries where 

they operate.   

I was born and spent the first twenty years of my life in 

France, so have a personal interest in how the issue of 

diversity applies to the French culture.  In October 2006, a 

conference entitled “Diversity: Why French Organizations 

No Longer Have a Choice” was held in Paris.  This was 

one year after the world had witnessed weeks of social 

unrest in France, when the “second generation” (a term 

used to describe the descendents of immigrants born in 

France) protested in the streets of major French cities 

against unequal opportunity.  

However, once the unrest was physically contained, the 

critical questions still had to be addressed: how does 

a country that, in the name of democratic principles, 

and constrained by a Constitution that forbids any 

demographic census based on religious 

and ethnic criteria, recognize and 

address the differences in opportunities 

within its society? 

US Diversity practitioners face this 

challenge in a very practical way: 

“In France, you can’t identify people 

by ethnicity or race, so it becomes 

extremely challenging if you don’t 

know what the numbers and 

percentages are in your workforce 

to establish any target. Sodexho is 

beginning to address the diversity challenges in France” 

recognizes Rohini Anand, Sodexho’s Chief Diversity 

Officer (1)

Following this social movement, and driven by the 

globalization of the economy, France is now taking steps 

towards the creation of a more inclusive society and 

workplace, creating space for a truly multicultural society.  

In July 2006, the French bank Societe Generale presented 

a new anti-discrimination recruitment policy and created a 

Council on Diversity (based on a model created by Total) 

with the goal of increasing the representation of women 

at the executive level from 35% to 40% by 2008. (2) 

Axa recently announced its commitment to bridging 

the gap between women’s and men’s salaries at the 

executive level. At equal tenure, 

experience, and education, there is 

still a difference that ranges from 

6% to 10%.  To bridge that gap, the 

insurance company has allocated 

750,000 Euros over the next three 

years. (3)

“Somewhere in its soul, it seems, 

France wants immobility” the Editor 

at Large of The International Herald 

Tribune recently stated (6).  The 

country is indeed attached to its 

traditions, and is a reluctant leader 

“There is no country in the 
world that offers the same 
opportunities for people of color 
and women than the US. But 
what US companies do overseas 
will depend entirely upon 
national policies of countries 
they are operating in regarding 
equal employment” - Bernard 
Anderson, former Assistant 
Secretary in the US Department 
of Labor, now Professor of 
Management at the Wharton 
Business School  (4)

diVerSitY in FrAnCe — An inSiGHt
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of global forces.  At the same time, it is also facing 

an unemployment rate of 8.8% and a dormant social 

unrest that could erupt at any point.  As described 

above, the French corporate world is beginning to 

wake up and, driven by 

the global movement 

towards bridging 

inequalities, has started 

to give thought to the 

matter and, in some 

cases, take some action.

In a Presidential 

election year, the 

political world has 

also been more vocal 

about these questions.  

In February 2007, 

Presidential candidate 

and French Minister of 

Interior Nicolas Sarkozy 

appointed Basile Boli (Ivory Coast born, French soccer 

player) to lead a Task Force on diversity.  “Basile Boli 

is the symbol of the French multiculturalism. I want the 

French elites to represent the diversity of our country” 

Sarkozy stated.

The initiatives developed by the French corporate 

and government sectors indicate that the country has 

reached a level of readiness to open a dialog around 

questions of unequal opportunities that had remained 

taboo until very recently.  This is driven by a sense of 

urgency that leaves France with no choice but to keep 

the dialog open and implement sustainable changes 

that will recognize and take into consideration the 

complexity and richness of its diversity.

— irene Sitbon, Bridge Partners llC

“The world of business is 
our last chance to change 
mentalities about discrimination 
in France. If discrimination 
persists, France will face a 
social and political atomic 
bomb”  - Yazid Sabeg, an 
Algerian born executive, 
Chairman of the French high-
tech group, CS, Communication 
et Systemes, author of 
Affirmative Action, Why France 
Can No Longer Escape It? (5)

FootnoteS:

(1) - Global diversity: the next Frontier, diversity, inc., June, 22, 2006, 
Peter ortiz

(2) - les banques parient sur la diversite des salaries, le Monde,  July, 21, 
2006, Anne Michel

(3) - 750 000 euros sur trois ans pour le ratrappage salarial des femmes 
chez Axa, le Monde, october 10, 2006, Anne Chemin

(4) - Global diversity: the next Frontier, diversity, inc., June, 22, 2006, 
Peter ortiz

(5) - la discrimination Positive: Pourquoi la France ne peut y échapper?  
october 2004, Calmann-lévy, Yazid Sabeg

(6)- France Must Move on, international Herald tribune, February, 28, 

2007, roger Cohen

GUArdiAn neWSPAPer, FeBrUArY 24, 2007

“A new political row broke out in the French presidential election 
race yesterday as it emerged that the two leading candidates have 
sharply differing views on how to deal with the growing problem 
of racism. 

For months, both the Socialist Ségolène royal and the rightwing 
interior minister, nicolas Sarkozy, have been considering whether 
to break one of France’s biggest taboos and begin officially 
counting the number of people belonging to ethnic minorities in 
France. Classifying people by their ethnicity is illegal in France…
.[which] considers all people should be equally French with no 
differentiation…..no direct census questions can be asked that 
would determine the exact ethnic, racial or religious makeup of 
society. Without statistics, some minority groups argue that racism 
and discrimination are being swept under the carpet.

France’s umbrella organisation for black groups, Cran, this week 
repeated demands that France begin collecting statistics.….Patrick 
lozès, head of Cran, told the Guardian: “the fact that most 
candidates are in favour of collecting these statistics is a sea 
change in France. three years ago this was completely taboo….”

the poll prompted 40 academics and campaigners to publish 
a petition in yesterday’s daily libération in protest at “ethnic 
statistics”, warning they could lead to “confrontation” between 
groups. 

race is a key election issue as non-white people complain of unfair 
stop-and-searches by heavy-handed police, and many say they are 
excluded from housing and employment. Community workers on 
run-down, ethnically mixed housing estates warn nothing has been 
done to stop racist discrimination despite the worst riots in nearly 
40 years in 2005. 

non-white graduates with top-class degrees complain that CVs 
go unanswered because of the colour of their skin or non-French 
surname. the government has since moved to ban the requirement 
for a photo on CV applications, introducing the principle of 
“anonymous CVs” but the law has not yet come into effect…”



5

W W W. B r i d G e PA r t n e r S l l C . C o M

F
or the first time, the UK’s 2001 census 

recorded data on religion. In that 

census, nearly 8% failed to fill out the 

voluntary question, 15% stated they had 

“no religion”, and nearly 72% of Britons 

reported their religion as “Christian”.  

This meant that roughly 5% followed other religious 

traditions.   According to unofficial polls, this percentage 

has undoubtedly increased in recent years.

In 2001, Muslims made up just over 50% of non-Christian 

Britons, with Hinduism the second largest non-Christian 

religion at 18% of non-Christians. Sikhs and Jews were the 

next largest communities with Buddhism being the only 

other religion named in the census question. 

It is clear that Britain has an increasingly multi-faith 

population.  However, rather than educate on religious 

diversity, recent events in the UK have suggested that 

the issue is being ignored or “swept under the carpet”, 

that individuals are being required to hide their religious 

beliefs and “conform”, in a way that would and could 

never be asked of ethnic 

minorities or women 

in modern society.  For 

example, a major airline 

recently asked that an 

employee hide her 

Christian cross from 

view; in 2006 Jack Straw 

(former Foreign Secretary 

and current Leader of 

the House of Commons) 

suggested that women 

wearing a full-veil 

(niqab) can inhibit inter-

community relations.

The question should be 

asked, has religious diversity been regarded as a lesser 

issue in Britain than racial or gender diversity? And is 

enough being done on a corporate level to create and 

implement policies that encourage religious inclusion, 

both within Britain and globally?  In establishing broad 

social tolerance of different faiths, the workplace is a 

critical foundation. 

Discrimination on the grounds of religion and belief 

officially became unlawful in employment and vocational 

training in December 2003, when the Employment 

Equality (Religion or Belief) Regulations came into force, 

but just creating legislations is not enough.  In Britain, 

support for employees with faith disputes falls well below 

that available to staff who have complaints related to race 

or gender.  There is no corresponding body such as the 

Equal Opportunities Commission, or the Commission for 

Racial Equality.  There is also no formal organization to 

encourage businesses to become more adaptable to the 

needs of their multicultural workforce.

In September 2006 the preliminary results of a two-year 

study by the UK’s Equal Opportunities Commission (EOC) 

were published.  Researchers had interviewed more than 

1,500 girls and women of Pakistani, Bangladeshi (90% of 

whom are Muslim) and black Caribbean ethnicity, as well 

as 1,000 employers, to find out whether their aspirations 

and talents were being fully-realized in the workplace. 

The answer was a resounding “no” – the frequency 

of negative attitudes towards ethnic-minority women, 

and Muslim women in particular, was one of the more 

discouraging outcomes of the study.  

The need for adaptation is apparent.  To highlight just one 

issue, Safia Tharoo, legal officer for the Muslim Council of 

Britain, states that two key areas for Muslims are prayer 

facilities, and time off for religious festivals - “These are 

“Of all religious groups in 
Britain, the Muslim community 
appears to be living in the most 
precarious conditions, with 
Muslims more likely to have 
reported ill-health and more 
likely to live in social housing….
Statistics show that 14.6% of 
Muslims are unemployed and 
51.7% are economically inactive 
(compared to 5% and 33.5% 
respectively for the population 
as a whole)” ¹

diVerSitY in BritAin — An inSiGHt
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the two main areas where people find that religion and work 

meet…If you are a Muslim, you are required to pray. Your 

afternoon prayers are required to be said between noon 

and sunset…if you are working during that period, there is 

going to be an impact. You can’t get away from that if it is a 

fundamental part of your religion. You have to accept and deal 

with it.”

Kausahr Tai, of Education Islam gives a clear example 

in discussing one large 

organization “They didn’t 

know beforehand why 

women were going away 

for 10 minutes to the locker 

room….then they realized 

they were praying.  They now 

have a special room for them.  

Productivity has gone up 

while staff turnover has  

gone down.”

There are signs of progress.  In 2003, British Telecom launched 

the “Employer’s Forum on Belief” (EFB) to promote religious 

tolerance in the workplace, which now includes other 

corporate members.  In addition to sharing information, one of 

the forum’s main objectives is to raise awareness of holy days 

and festivals with a view to promoting a greater understanding 

of the varying faiths and beliefs that exist in the UK. 

“It is about making sure people 
understand that flexible working 
options can accommodate 
people’s religions…It is 
creating a sense of shared 
understanding about faith. 
It creates a common culture 
based on different ones.”²

Foot noteS:

¹ Sarah Kyambi (2006) enAr Shadow report 2005 - racism in 
the United Kingdom, p.14
² Quote from Amanda Jones, Head of diversity at the Co-op 
(eFB Member)

global diversity:
some facts & figures
reliGion

religion in UK:
(2001 UK Census) 

Christian – 71.6%
no religion/not stated – 23.2%
Muslim – 2.7%
Hindu – 1%
Sikh – 0.6%
Jewish – 0.5%
Buddhist – 0.3%

religion in europe:
(Fisher 2004)

Catholic – 39.3%
orthodox – 21.7%
non-religious – 16%
Protestants – 10.7%
Muslim – 4.3%
other Christian – 4%
Anglican – 3.7%
Jewish – 0.3%

religion in the US
(American religious identity Survey 
(AriS) conducted in 2001)

Christianity – 76.5%
non-religious – 13.2%
Jewish – 1.3%
Muslim – 0.5%
Buddhist – 0.5%
Agnostic 0.5%
Hindu – 0.4%
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n
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n
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A SAMPLE OF SEARCHES RECENTLY 
CONDUCTED BY BRIDGE PARTNERS, LLC

Vice President Financial Planning & Analysis – Sodexho

executive director Communications - USAA

retail director – Jimmy Choo

director African American Marketing – Colgate Palmolive

eVP Merchandising – Karabus Management

VP taxation & treasury – Selective insurance Group

Senior editor, Youth Media – USAA

VP Global Account development - Sodexho

Program leader – Gender Policy Advocacy Coalition
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global diversity:
some facts & figures
WoMen on CorPorAte BoArdS

in 2004, women accounted for 49.7% 
of the population and represented 
40% of the global workforce (World 
Bank).  However, according to 
the Corporate Women directors 
international (CWdi), in 2004….

n only 10.4% of all board seats in 
the Fortune Global 200 companies 
were held by women.  Almost half of 
the companies with women directors 
(45.6%) had only one woman director.  

n the top ten ranking of companies 
with the highest percentage of women 
board directors included three US 
companies, three German companies, 
two British, one norwegian and one 
dutch company. 

n Japan, the world’s second largest 
economy, with 27 companies in 
the Fortune Global 200, had only 3 
women-held board seats out of 431 
(0.7%). 

“in 2006, women occupy 8.5% 
of european corporate boardroom 
seats, or 385 of the 4,535 positions 
considered, a tiny variation on the 
8% found in 2004. the Scandinavian 
countries, through proactive policies 
and quotas are surging ahead. the 
rest of europe trails these countries, 
although the number of companies 
with at least one woman on the 
board has increased over the past two 
years (from 62% to 68%). Companies 
seem to prefer another element 
of diversity, that of nationality, 
which is progressing more quickly: 
23% of board directors are not the 
same nationality as their company, 
compared to 18% in our 2004 survey.”
- european Professional Women’s 
network

global diversity:
some facts & figures
iMMiGrAtion

According to the international organization for 
Migration (ioM), in 2005…..

n  there were an estimated 191 million migrants 
worldwide, up from 176 million in 2000. 
n Migrants comprised 3% of the global 
population. 
n the number of the migrants worldwide would 
constitute the fifth most populous country in the 
world (US Census Bureau, idB - rank Countries by 
Population)
n Women accounted for 49.6% of global migrants 
in 2005. 
n there were roughly 30 to 40 million 
unauthorized migrants worldwide, comprising 
around 15-20% of the world’s total immigrants 
(United nations’ trends in total Migrant Stock: the 
2003 revision)

According to a United nations report (2006):

n in 2005, europe had the largest number of 
immigrants – (64 million), followed by Asia (53 
million), north America (44 million), Africa (17 
million), latin America and the Caribbean (nearly 
7 million) and oceania (5 million)
n in terms of percentages however, relative to 
total population, international migrants constitute 
the largest share in oceania (15%), followed by 
north America (13%), europe (9%), and Africa/
Asia/latin America/Caribbean (2%).
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ABoUt BridGe PArtnerS llC
Bridge Partners llC is a retained executive search with an 

unrivaled ability to successfully and efficiently execute senior 

search assignments, bringing to each project a focus on 

ensuring that our clients are presented with a diverse slate 

of candidates. 

our reputation has been built on consistently achieving 

superior results in the execution of our assignments our 

approach to executive search is based on high-quality, research-

driven search execution.   Bridge Partners llC is dedicated 

to a client-driven process and we believe that process is 

maximized by partnering with the client organization on a 

relationship-driven, long-term basis.  We maintain the highest 

level of ethical standards and integrity with both clients and 

candidates by placing their interests first and ensuring that 

our methodology and process is transparent during the entire 

search process. 

diVerSitY-inClUSion

We know diversity is a business imperative. As a minority-

owned business, it is an intrinsic component of what we do. it 

is a core value of Bridge Partners llC and is embedded in every 

aspect of our culture and practice. 

We provide a higher level of service and raise the degree of 

expectation regarding inclusion in our candidate slates. We 

recognize that ability is the top priority, regardless of race, 

gender or any other defining characteristics and our track record 

of successfully attracting and placing senior level diversity 

candidates proves our ability and commitment to building our 

clients’ management strength and social responsibility. 
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Cendant Corporation
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Karabus Management
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Sodexho, inc.
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Worldwide, inc.

Sullivan & Cromwell llP

tommy Hilfiger Corporation

University of Medicine & dentistry 
of new Jersey (UMdnJ)

University of Pittsburgh Medical 
Center (UPMC)

USAA

the Walt disney Company

Wyeth Pharmaceuticals, inc.
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