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Discussion about European Diversity Charters: Summary  

 

 

 

Background 

As at late-2008, there were three Diversity Charters in existence in Europe: the German Diversity 

Charter, the Brussels Diversity Charter and the French Diversity Charter. A Diversity Charter was 

under preparation in Spain. With the exception of a single meeting that took place in Brussels, the 

Diversity Charter representatives have rarely had the opportunity to interact.  

Also in 2008, the European Commission decided to institute an exchange platform between the 

European Diversity Charters. It will be responsible for facilitate the transfer of best practices between 

Charters, the institution of prices or indices for companies and databases of best practices. A call for 

tenders has been launched to this effect. The platform will be operational in early-2010. 

The French Diversity Charter was able, through the French operational FSE programme, to fund 

interactive work between the diversity charters.  

The Diversity Charters wished to present their conclusions of their work to the European Commission.  

Summary outline: 

1. Presenting the Diversity Charters  

2. Our Respective Positioning 

3. Key Success Factors in Promoting Diversity Charters 

4. Our Expectations with regard to the European Commission  

5. Our Upcoming Work  
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1. Overview of the Diversity Charters 

 

a. The German Diversity Charter 

The German Diversity Charter has been initiated by four companies during 2006. The German 

Diversity Charter was adapted from the French Diversity Charter, in accordance with the 

German environment. It has been launched in December 2006 with sponsorship of the 

chancellor and is supported by a number of key signatories. 

It is represented on the working group by Hans Jablonski, Director of jbd - Jablonski Business 

Diversity.  

b. Belgian Initiatives in Favour of Diversity  

As “employment” is a regional competence in Belgium, each region has developed its own 

initiative to foster diversity inside companies. From as early as 2002, the Flemish region 

instituted an action plan, the Walloon Region a Diversity Charter and diversity projects, and 

the Brussels-Capital Region promotes a Diversity Charter that takes the concrete form of an 

action plan. The Diversity Charter of the Brussels Capital Region has been in existence since 

December 2005. 

On the working group, Belgium is represented by Audrey Leenaerts, Diversity Consultant to 

the Territorial Pact for Employment in the Brussels Capital Region. 

c. The Spanish Diversity Charter 

The Spanish Diversity Charter was launched in October 2009 in Madrid, at the impetus of the 

European Institute of Diversity Management. The Institute brought together nearly 90 experts 

and companies to form its working group in charge of drafting the Diversity Charter. The 

Charter was launched with the support of the Ministry of Equal Opportunity.  

Myrtha Casanova, Founder of the European Institute of Diversity Management has set up the 

Foundation for Diversity in alliance with the Alares Foundation to promote the Charter in 

Spain. The Foundation offers support in the way of research projects, events and tools to 

Signatories and paying members of the Foundation. 

d. The French Diversity Charter 

The French Diversity Charter was first launched in October 2004 by Claude Bébéar, a 

recognised CEO in France. It was supported from its launch by the National Agency for Social 

Cohesion and Equal Opportunity and by company networks. It is the first initiative of its kind in 

Europe. A secretariat general, established at the association IMS-Entreprendre pour la Cité, 

has been in charge of promoting it since September 2005.  

The French Diversity Charter is represented on the working group by Henri de Reboul, IMS 

Executive Director and Fella Imalhayene, in charge of promotion. 
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e. The Italian Diversity Charter 

The Italian Diversity Charter was launched at the initiative of Fondazione Sodalitas, an 

association working in favour of corporate social responsibility, in cooperation with Impronta 

Etica, UCID and others. It is supported by the Ministry of Labour and the Ministry of Equal 

opportunity as well as by a large number of associations and entrepreneur networks working 

for diversity. 

It is represented on the working group by Gianfranco Romano, representing Fondazione 

Solidalitas.  

f. The Swedish diversity charter project 

The Diversity Charter has started in Sweden through the initiative of a number of Swedish 

companies coordinated by Managing Diversity AB, who has had initial work assemblies with 

Volvo, Skanska, Sodexo etc throughout 2009. 

The strategy for the project, during 2010, is to assembly a number of operators within Swedish 

enterprises to form an inner circle of devoted companies of different size and category, who 

will work the project starting mid spring with ambition to present Diversity Charter in Sweden 

during mid fall. 

A number of companies, besides those already involved, are contacted and have shown great 

interest in contributing. During December 2009, the invitation to participate in the Diversity 

Charter was distributed. 

The Diversity Charter in Sweden will represent a fundamental commitment to appreciating 

diversity and treating people fairly in business organizations. By signing it, organizations 

pledge to provide a work environment free of prejudice and discrimination.  

The Charter aims to establish an open corporate culture based on inclusion and mutual 

respect and to recognize and include people with differing talents in and outside the workforce 

in order to better serve customers' diverse needs. 

The Swedish charter is represented in the working group by Margareta Eklund representing 

Managing Diversity.  

 

We have condensed the most important facts about each existing Charter into a summary chart. 
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Diversity Charters in Europe 

 German Diversity Charter  Brussels Diversity Charter  Spanish Diversity Charter  French Diversity Charter  Italian Diversity Charter  

Launch date  December 2006 19 December 2005 17 March 2009 22 October 2004 5 October 2009 

Number of signatory 
companies  

More than 600 139 as at 29 September 09 300 as at July 2009  2520 as at 23 October 2009 45 companies, 450.000 
employees 

Supporting structure  Launched by the 
administration, operating 
under the Chancellor’s 
Cabinet, in charge of 
Migration 

Territorial Pact for 
Employment in Brussels 
Public structure  

Foundation for Diversity  
 
Non-profit structure 

IMS-Entreprendre pour la Cité  
 
Non-profit association 

Fondazione Sodalitas  
 
Non-profit Foundation 

Team  Delegated to jbd - Jablonski 
Business Diversity 

Four diversity consultants 
(+2 in 2010)  

One person, with the support 
of a foundation 

Two people working full time 
and the IMS Delegate General 

Three part-time Consultants 

Political support  Currently under discussion 
between the Administration 
and major corporations 
mobilised from the start 

At launch time: Ministry of 
Labour  

Support from the Ministry of 
Equal Opportunity  

Support from a number of 
Ministries and the State 
Secretariat 

Support from the Ministry of 
Labour, Health and Social 
Policies, Ministry of Equal 
Opportunity  

Promotion activities 
 

Support activities 
 

Campaign by the government. 
 
 
 
Supported by Jablonski 
Business Diversity 

 Focused on diversity 
initiatives  

 

 Very driven by the team 
of consultants 

 Via events and regional 
deployment  

 

  Via response to specific 
issues or guidance on 
service providers 

 Via events and regional 
deployment  

 

 No personalised support, 
but tools and guidance 
on service providers 
available 

 In conjunction with 
AIDDA, the Association of 
Female Entrepreneurs, 
AIDAF, the Association of 
Family-Run Companies, 
UCID, the Union of 
Catholic Entrepreneurs, 
etc..  

Tools developed   Web site   Web site 

 Newsletter 

 Diversity Action Plan  

 Awareness-Raising 
Brochure 

 Web site 

 Newsletter 

 Dissemination tool Kit for 
companies  

 E Training 

 E Awareness 

 Audit  

 Forum 
 Brochure  
 

 Web site 

 Newsletter 

 Awareness-raising 
brochure 

 Diversity Charter User’s 
Manual 

 Information-reporting 
questionnaire 

 Website 

 Newsletter (under 
definition) 

Initiatives to come  Will depend on discussions 
underway 

 Brochure on 
implementing diversity in 
companies 

 Web site update 

 Diversity label 

 Site update 

 Diversity Laboratory 

 Deployment in the 
regions through events 

 2010 Diversity Tour de 
France  

 Company assessment 
tool 

2010 Diversity tour of Italy 
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2. How the Diversity Charters are Positioned 

As each Charter was drawn up against a backdrop and in response to issues specific to each 

country, the principles set out and the action plans suggested differ.  

a. Non-Discrimination, Equal Treatment, Equal Opportunity 

Overall, the Charters all call at least for the principle of diversity. In Germany the Diversity 

Charter is based on the principles of Diversity & Inclusion. Some of the Charters go further 

and advocate the principle of equal opportunity, recommending that initiatives be implemented 

to foster diversity in the workforce. This is true of the Brussels, Spanish and French Charters.  

However, while not highlighting the concept of equal opportunity, all of the Charters 

recommend diversity management, through recognition and respect for employee diversity 

and, above all, recognise it is a key performance factor. They also recommend specific efforts 

on awareness and skills, as exemplified in the German Diversity Charter.  

b. Diversity Charter Target Populations 

The Diversity Charters all promote diversity overall. However, as each country has a specific 

context, with different populations likely to be subject to discrimination when seeking 

employment, each Charter has placed emphasis on certain priority audiences. 

The French Diversity Charter, in its text, refers to ethnic and social cultural diversity, this area 

being given the least attention when it was first launched.  

The Spanish and Italian charters state the importance of taking action in favour of gender 

diversity. The Diversity Charter in Germany promotes the broad approach mentioning the 

dimensions defined by law, but not being limited to these dimensions. 

The Italian charter gives special attention to actions promoting gender equality 

With the exception of the French Charter, all of the charters list at least the populations likely 

to be victim to discrimination on the grounds of gender, age, disability and origin. The German, 

Spanish and Italian charters also make specific mention of sexual preference and religious 

and political beliefs. 

The Spanish Diversity Charter is the most comprehensive and explicitly advocates work-life 

balance. 
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c. Action Recommended by the Diversity Charters 

All of the Diversity Charters recommend specific initiatives to be adopted signatory parties. 

These include, at least, a review of HR processes, employee training, communication and 

assessment of the diversity plan. 

The Italian Charter recommends actions for effective work-life balance. 

Only the French Diversity Charter recommends working in connection with the social partners. 

We offer you a chart summarising all of the initiatives recommended. 
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Types of initiatives recommended by the Diversity Charters (see Excel chart) 
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Germany 

gender, race, 
nationality, ethnic 
origin, religion, 
opinion, disability, 
age and sexual 
preference Art. 1 Art. 2 Art. 4 Art. 4 Art. 5

Spain 

gender, race, 
nationality, ethnic 
origin, beliefs, 
sexual orientation, 
age, disability, work-
life balance Art. 1 Art. 3 Art. 2 Art. 7

Art. 7, Art. 8, 

Art. 9 Art. 10 Art. 5

Belgium 
differing origin, 
disabled, older 
workers, gender 
quality Art. 4 Art. 2 Art. 3 Art. 1 Art. 5 Art. 5

Italy gender, age, 
disability, origin, 
religious beliefs, 
sexual preference Art. 1 Art. 2 Art. 4 Art. 5 Art. 10 Art. 9 Art. 7 Art. 6 Art. 8

France Cultural, ethnic and 
religious diversity Preamble Art. 2 Art. 3 Art. 1 Art. 4 Art. 6 Art. 5  
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3. Key Success Factors in Promoting Diversity Charters  

 

The working group identified a set of 9 key success factors. On some points, the Diversity 

Charters will require aid from Europe, in particular financial sustainability. 

1) Communicating Generously to raise awareness 

Communication is a vital part of promoting diversity charters in Europe. The working group 

members all agreed that it is impossible to bring companies on board to promote diversity 

without communicating generously. Communication also entails organising events and using 

an ever-increasing number of communications media and press relations.  

Events: 

Events need to be used as a time for promoting the companies that have already signed on, 

as well as an opportunity to tell of the benefits of diversity for companies.  

The Spanish Diversity Charter organises forums in conjunction with the signatory companies: 

these are a time to share best practices between companies, as well as an opportunity to 

secure signatures.  

The French Diversity Charter holds “Tour de France” events with stops in all of the country’s 

major cities. Media coverage is provided by its media partners.  

It is primarily through such events that companies become aware of the issue of the Diversity 

and generally at these events that companies sign the Charters.  

Communications media 

Promoting a Diversity Charter requires at least a Web site, a newsletter and a number of 

awareness-raising documents. The Web site must be an attractive showcase and be well-

referenced on the Web. Many signatory companies supplement the information they receive at 

events with a Web search. 

Press relations 

The Press needs to be kept informed of charter promotion activities. Any opportunity to 

discuss such action needs to be seized upon: an event, a newly-released tool, a recently-

conducted review, a new signing session, etc. 

 

2) Circulating Information regarding diversity inclusion and anti discrimination  

The working group members noted that circulating information is an important part of 

promotion.  

Circulating the commitment means ensuring that each signatory company will, in turn, promote 

diversity to its peers, in particular its suppliers, when these are major corporations. Toward this 

end, the Spanish Diversity Charter has produced an information circulation kit, which is sent to 

all signatory companies. These, in turn, are in charge of transferring the kit materials to their 

peers. 
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3) Business Case - Diversity and Inclusion management is a business case 

especially for small and medium enterprises. 

  A corporate strategy which projects are oriented to  

 improve company profits, through the creation of a quality labour environment, 

and increase creativity and innovation 

 respect the differences of the employees, by creating an inclusive environment the 

improves the quality of the labour environment and employee satisfaction – also 

implementing work/life policies which allow balancing personal and professional 

life of all members of the workforce 

 comply with European Directives and local legislation in the areas of 

antidiscrimination and equality for all  

 measure the results of its Diversity & Inclusion programs and policies the evaluate 

its contribution to corporate sustainability through a quality flexible culture. 

 

4) Networking 

All of the Diversity Charters agree on the fact that promoting diversity charters requires that 

networks be set up at different territorial levels.  

The national level is of the essence, through ties created with different types of structures 

present at the national level: public authorities, independent administrative agencies, company 

federations, associations working in favour of diversity.  

However, in order to ensure effective promotion, it is also important to institute a network at 

the regional level. 

The Spanish Charter receives the support of the Ministry of Equal Opportunities at state level.  

The policy is to obtain the support of all local governments in its 17 autonomic regions so the 

in the event organised to present the Charter at local level. The Foundation has already 

presented the Charter in Catalunya with the support of the Conselleria of Labour of the 

Generalitat of Catalunya. The foundation will present the Charter in Andalucía in the spring 

with the support of the Junta de Andalucía. And the foundation is making contacts to present 

the Charter in Euskadi and other autonomic regions. The Charter in Spain can be signing in 

Spanish, Catalan, Euskera and Gallego (all 4 official laguanges) directly in the Foundation 

Web and attend signature events to receive a sealed paper certificate with the logo of the 

Ministry and the local government 

 

5) Collecting and Spreading Best Practices 

Collecting and spreading the best practices developed by companies is a very important part 

of promoting the Diversity Charter, but most of all, in implementing it.  

The only requirement for diversity to become a reality in a company is that each company 

develop skills on the topic and be able institute effective action toward that end within its walls.  
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The diversity stakeholders and public and private players in contact with the companies must 

put together skills on the topic and also be capable of guiding companies in implementing the 

Diversity Charter.  

The Brussels Charter considered setting up a blog for signatory companies to the Charter, but 

the project was discarded, as it required human resources to keep it active. 

The French Charter asks signatory companies every year to report on their action, which 

appear directly on the Charter’s site. However, these reports are neither moderated nor 

reworked into best practices, for lack of resources.  

Collecting best practices and circulating information is not an easy undertaking and can very 

quickly become overly time-consuming. This point would be deserving of further study in the 

exchange platform on Diversity Charters. 

 

6) Keeping Up Positive Peer Pressure between Companies 

Positive peer pressure is a key success factor in building commitment to diversity. When they 

receive prizes or are included in an official ranking, companies pay much closer attention to 

what they do for diversity. When such awards or listings are instituted, they must be ushered 

by generous communication.  

Furthermore, positive peer pressures helps encourage companies to assess their approach.  

It is toward this end that the Spanish Charter calls for a basic audit to be carried out two years 

after the signing. Following this audit, the Charter logo is granted for a period of two years, up 

to the next audit.  

The Brussels Diversity Charter team also raises questions about the tools to be implemented 

to keep companies active even after the end of the action plan implemented.  

Tools such as awards and rankings, instituted as part of the platform, will turn out very helpful 

for European Diversity Charters.  

 

7) Diversity Charter Content 

The members of the Diversity Charter working group all emphasised the importance of having 

a single text per country and avoiding, to whatever extent possible, that regionally-developed 

texts pile up. This aspect is very important toward ensuring effective promotion and good 

coordination for the movement.  

The members of the Group also agreed on the fact that the Charter must, at least, promote 

diversity. 

Lastly, in order to show the all-encompassing aspect of diversity, it can be appropriate to list 

all of the diversity criteria used. 
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The German Diversity Charter, for instance, lists gender, race, nationality, ethnic origin, 

religion, opinion, physical ability, age, sexual orientation and identity. 

 

8) Establishing an Appropriate Positioning with Regard to Politicians Can we put 

this as “Recognising and awarding best practices” what sounds more 

positive 

Certain Diversity Charters come from often association-based private players – this is true of 

the Spanish, French and Italian Diversity Charters. When this is the case, it is important that 

the Charters have the support of the business and public authorities in order to ensure optimal 

promotion.  

However, given the same circumstances, it is also important that the Charters continue to be 

seen by companies as a voluntary company undertaking, as opposed to a text that can 

become regulatory or the application of which would be subject to supervision by the public 

authorities. In some cases, this could discourage companies from signing on. To prevent this, 

the structures championing the Diversity Charter must ensure that the support of the public 

authorities not threaten their independence or narrow the focus. 

In light of the experience of the French and German Diversity Charters, all of them agreed on 

the benefits of a clear and self-governing positioning. One of the pre-requisites for warding off 

any attempt on the part of politicians to use the charters for their own purposes is the creation 

of a dedicated structure as well as financing evenly-balanced between public and private 

authorities. 

 

9) Building a business model ensuring financial sustainability 

All of the Diversity Charters, except the Brussels Charter, which is funded by the public 

authorities, struggle where funding is concerned. The greater their ambitions are, the rarer 

their resources.  

The Charters are supported by the public authorities, generally speaking, but the funding they 

receive from them is not enough for all of their initiatives to be deployed; they need to be 

supplemented with private funding.  

Most of the Diversity Charters can be signed free of charge. The French, Italian and German 

Charters require no dues of their signatory companies. Where the Brussels Charter is 

concerned, it is the companies that actually find funding to implement their action plan. As to 

the Spanish Diversity Charter, they are given the option of joining the Alares Foundation, if 

they pay dues. This further gives them access to tools and information. In addition, companies 

can also sponsor events. However, this particular provision in the Spanish Diversity Charter is 

having trouble securing funding.  

The Diversity Charters must, overall, reflect on their business model in order to secure a 

lasting future. This aspect can be addressed further through the exchange platform.  
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The key success factors are important pre-requisites for promoting Diversity Charters effectively. 

However, each of the key success factors require, in order to be implementation, support and 

preparation that can be carried out during exchange between charter team members or through the 

platform.  

 

 

4. Our Expectations of the Exchange Platform and the European 

Commission 

In order to continue their efforts to promote diversity, the structures promoting them need to be 

able to implement all of the above key success factors. The Diversity Charters thus expect the 

platform to be able to help them on a number of avenues: 

1. Support and promote Charters  

 Support to build lasting exchanges between Charter teams 

 Strengthening the existing charters and deploying new national charters. 

 Define profile of charter organising body in new member state  

 Reflecting of the profile charter manager  

 Reflecting on their positioning with respect to the public authorities 

2. Create tools and events  

 Creating awards of rankings, developing tools and project, for example a certificate of 

EU diversity Charter through voluntary auditing system 

 Collecting and spreading best practices 

 An annual event 

 

Apart from within the platform, the Diversity Charters need the support of the European 

Commission on the following aspects: 

 Financial support and, in particular, identifying financing solutions in our respective 

countries by supporting the Charters as they lobby the national bodies that manage 

the European Social Fund 

 Securing legitimacy and coordinating charters in Europe.  

 Use of EU logo in Spanish Diversity charter  
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5. Our Next Steps 

 

As the European Diversity Charters felt they had derived great benefit from their discussions, 

they have decided to keep them up through a complementary FSE project exchange group. 

For Year 2010, they have planned a number of initiatives which will complement the EU 

platform.  In particular, they will work along three avenues: 

 

1. Helping with our contact to make sure that companies are aware of the Diversity 

Charters in existence in Europe and, in particular, major corporations, in order to 

emphasise the European dimension therein. Toward this end, we will publish a brochure 

introducing the European Charters. This brochure will be spread to big companies and will 

contribute to promote European Charters. 

 

2. It will contribute to creating a sense of responsibility in major corporations with 

regard to promoting the European charters, as well as in creating charters in the countries 

that do not yet have them.  

 

3. Exchanging on securing the sustainability of Diversity Charters, in particular from the 

financial standpoint.  

All these activities will be coordinated with the EU exchange platform 

 

 

 

 

 

The members of the working group: 

Audrey Leenaerts (Belgium)  

Hans Jablonski (Germany)  

Gianfranco Romano (Italy)  

Myrtha Casanova (Spain)  

Henri de Reboul (France)  

Fella Imalhayene (France) 

And also : Margareta Eklund, (Suede)   
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