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ithin ONA Group, we consider that a corporate social responsibility should
not be just a claim served by a relevant communication strategy. It should on the
contrary reflect on the ground some strong beliefs such as:

v A sharing spirit is necessary to a strong social cohesion

v Human intelligence is the main asset of a firm

v Cultural differences are a real wealth which should benefit to all

v An understanding attitude is more fruitful than a value judgement

That's why we initiated a Think Tank on the Management of Cultural Diversity;
which gave us the opportunity to bring in our own ideas... learn more about other's
as far as diversity is concerned...and at the same time listening and speaking our
mind, till the present book became a reality!  A book which reflects the way a mutually
beneficial cooperation might be implemented beyond cultural differences! That's our
own perception of mutual understanding!

Mouatassim Belghazi  
President ONA Foundation

& Chairman ONA Group

W
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he Think Tank on Cultural Diversity was inaugurated in Casablanca in December
2005 by the ONA Foundation of Morocco and the Instituto de Empresa Foundation
of Spain, with the collaboration of the Averroes Committee. With the support of the
Spanish Agency for International Development Cooperation (AECID), the Think Tank
moved into an operational dimension, launching a research study in 2007-08, the
results of which will enable the identification of practical policies that will improve
trade and general relations between Spain and Morocco.

The study aims to gain a better understanding of the cultural diversity of both
societies, which could serve as a source of competitive advantages, improving corpo-
rate strategies of inclusion and adaptation, and helping build a stronger bridge
between the two countries. This in turn will foster a more solid base for Moroccan
companies who are considering doing business in Spain, and vice versa. More
specifically the study is designed to identify the cultural parameters that can help
improve human resource management aimed at achieving competitive advantages
and greater efficiency.

This book is designed to provide useful advice to Moroccan companies in Spain
and Spanish companies in Morocco, and to encourage members of the business
community on both sides of the Straits of Gibraltar to engage in joint business
projects.

Rafael Puyol
President of the IE University

T
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Prologue : Cultural diversity in the
Spanish-Moroccan business context

One of the oldest definitions of culture describes it as “... a complex whole

which includes knowledge, beliefs, art, morals, law, customs and any other skills and

customs acquired by man as a member of society.1” Seen from this perspective,
culture is a dynamic and practical process rather than a static concept. In
addition to reflecting a series of beliefs, culture provides guidelines for meeting
future challenges, for living and resolving day-to-day problems, and also a
unified interpretation of the collective concepts of time and space. 

For many years business management was perceived as a “culture-free
science”. The earliest management theories believed that the key to the
success of a company was the universal application of a series of rational and
scientific models that were perfectly applicable to any business context,
without the need for any specific adaptations; however, these models were far
less efficient when applied in the context of different cultures. This led mana-
gement theorists to conclude that culture was important in the business world
and convinced them, for example, that the things that motivate a worker in
the United States, are not necessarily be the same things that motivate a
worker in Venezuela.

Therefore, today it is a common belief that one of the key factors for
business success is a correct understanding of cultural differences. Neverthe-
less, cultural perception is often largely ignored when developing a commercial
strategy. 
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In their search for a better cultural understanding that will help Spanish
and Moroccan businessmen make more effective use of their joint potential,
the ONA Foundation and the IE Foundation jointly created the Think Tank on
Cultural Diversity: a critical reflection and research initiative designed to
identify and disseminate a series of practical recommendations that could be
useful as a guide to academics and businessmen. 

A better cultural understanding of the Spanish-Moroccan context will
enable a more solid union between both regions. In the future, this will make
it easier to introduce Spanish business into the African environment and vice
versa. Furthermore, a comprehensive management model for the Spanish-Mo-
roccan context can help build a better cultural understanding that will play a
key role in business management, and perhaps this model can later be
extended to other cultural contexts. 

The Think Tank was conceived as an open process, bringing together diffe-
rent viewpoints on the same issues in order to reach different conclusions.
Experts were selected from different areas including academia, the business
world, politics and the media. Geographical diversity was also a key factor in
selecting participants; therefore, the Think Tank comprised experts from Spain,
Morocco, Canada, Hungary and the U.S.

Think Tank participants met once a year and the results of their discussions
helped guide a yearly research project conducted by researchers at the ONA
Foundation and the IE Foundation, which in turn led to renewed discussions
at the following Think Tank meeting. The process led to an innovative cultural
perception model that we believe can enhance the understanding of diversity
among different cultural contexts. 

This document summarizes the Think Tank’s three years of work on cultural
diversity, and it is divided into three main sections: 

v Part One: Transculturality 
The first section includes an academic background regarding transcul-
turality from a macro and a micro perspective as well as some case
studies and examples.   

v Part Two: Think Tank on cultural diversity in global manage-
ment: Minutes of discussions
The debates of the three sessions are summarized to highlight some of 
the main themes and discussions of each session.
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v Part Three: Practical recommendations for managers  
The sessions of the Think Tank lead to the development of a model for 
cultural perception designed to help raise cultural awareness amongst 
international business managers. This model comprises five practical 
phases for raising cultural awareness in business. 

The publication also includes a list of the different participants of the Think
Tank, a brief profile of their professional backgrounds, and finally an extended
bibliography for cultural diversity in the Spanish-Moroccan context.

We believe that this report closes three years of reflection and research
and opens a new period in which action will take precedence. The findings of
the Think Tank’s three years worth of work will be the basis for a series of
activities focused on disseminating knowledge in the academic community, as
well as in the media and in public policy.

The work presented in this publication has been made possible by many
individuals and organizations, and we would like to take this opportunity to
express our most sincere appreciation:

* We would first like to express our gratitude to all members of the Think
Tank, who are all extremely busy and sought-after professionals that have
always done their best to participate and contribute to the success of each session. 

* We would like to thank the Spanish Government, in particular its Spanish
Agency for International Development Cooperation (AECID), as well as the
Averroes Committee, for believing in the project and giving us the necessary
resources and support. 

*Lastly, this work has been made possible thanks to the full support of the
ONA Foundation and the IE Foundation, in particular to the work of profe-
ssionals from both institutions; we want to express our special gratitude to
Nezha Khalil and Irene Durán, who in addition to their professional skills also
brought their enthusiasm to all facets of the project.

The ONA and IE professionals who worked jointly on this project provided
a practical illustration of how different cultural backgrounds can bring a far
richer and more interesting approach to any given project, thus confirming
that cultural diversity can in fact be a competitive advantage for success. 

Celia De Anca & Noureddine El Hachami
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Part One

Transculturality
A- Transculturality from a macro-economic perspective1

Our environment is both the framework and the source of symbols which
enrich our collective imagination and contribute not only to our social
learning, but also to the evolution of our set of values: whether it is our
esthetical reference, our perception of everyday life, or even our relationships
with others. 

Family, school, travel, media, music, design, live shows, visual arts, gastronomy,
literature, fashion…in a nut shell, everything that speaks to our sensitivity or
that expresses it, reflects our “cultural being”, which in turn must successfully
negotiate its juxtaposition with different cultural models throughout its life. It
is only by analyzing this process that we will be able to comprehend the
interpret “otherness” as a process of exchange and not as a situation of mutual
rejection based on opposition.

However, cultural representations, the visibility of these phenomena as well
as the values attached to them, have in the last few years evolved substantially
and in many different ways within democratic societies, according to their dif-
ferent contexts and particularly their history. 

We therefore assume that transculturality entails first an interrogation, a
process leading to a transformation in the perception of individuals, which is
followed by a taking of control over one’s cultural “reflexes”2 in professional
and everyday communication with foreign interlocutors. To do this, we must
understand the components that come into play in any social interaction. What
really does happen when two individuals with different cultures face one
another and must seek a common ground? In their exchanges they bring into
play several heritages reflecting different types of belonging3: cultural belonging
and social belonging4.

1 With the kind permission of Mohammed V University; from a master level research conducted by Mrs. Meryem       
Hosni under the tutorial guidance of El Hachami

2 Both: mental and behavioral
3 That is the anthropological dimension or the feeling of belonging to the culture of origin
4 That is the sociological dimension or the connectedness with a defined social group
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The cultural belonging of an individual induces a commitment to a set of
values, standards, beliefs, rules and patterns of behavior expressing an “orga-
nized distribution” of the world, which is shared by members of a community,
ethnic group, nation or country. In sum, a community creates a set of values
to which each of its individuals identifies with. This codification of the world,
and the behaviors arising from it, are conveyed and unconsciously reproduced
by the natives of a given culture: they are acquired and transmitted by the
family or other social units, and are incorporated since early childhood. The
result is the transmission of an inherited, shared, and constantly evolving culture.

Yet within each culture and society, this set of values varies from one group
to another and in a way makes for a diversity of micro-cultures determined
by specific codes such as generation, gender, profession, region, etc. 

The feeling of social belonging or connectedness in an individual induces
an implicit ranking of these values, standards, beliefs and behaviors through
which the members of the group tacitly recognize and co-opt one another by
virtue of behaviors that demonstrate compliance to the rules.

This dual (cultural, social) belonging, which each individual carries without
even knowing it, is confronted to another duality when it meets with a foreign
interlocutor. This gives rise to misunderstandings, mistakes and mutual preju-
dices, caused by a gap between their respective values, practices and behaviors.  

Any exchange between individuals also depends on a specific context
(social, political, economic, linguistic, etc.) that happens in a specific time and
space, and is also influenced by the sets of cultural and social heritages found
in the collective history of each individual’s group of origin. Each individual is
therefore the bearer of these various heritages. In an exchange, albeit trivial
or even daily, individuals from different origins, culturally and socially marked
within time and space, do not confront objective “realities” that are indepen-
dent form their dual sense of belonging; they confront self-representations,
representations of their society and culture, including representations of the
other party which are also shaped and produced by this dual feeling of belonging. 

Mindful of this multi-dimensionality in cultural exchanges, and aware of the
fact that a “grammar of cultures” does exist with a it’s given codes and rules,
it falls upon us to ponder on a methodology that proposes a transversal
reading of foreign cultures, including their society and their hidden dimensions. 
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This approach must also help us to better “read” our society. For how can
we understand other cultures if we do not know how to identify our own
values?

1.Approaches to transculturality 

The cultural aspect is considered to include a person in their entirety,
thereby covering at same time their ethnic origin, religion, culture, family and
social environment, personal taste, behaviors, attitudes, skills, etc. 

To attempt to define culture is to be interested in transculturality, to be
interested in the other; it is an active, if not an activist search. This search
becomes a reflection of tolerance and the willingness to advance the integra-
tion process: working together to achieve a greater visibility and acceptance
of different cultures.Avoiding cultural discrimination means opening up to all
cultures sharing the same thirst for knowledge in order to break down
prejudices. It is important to refrain from bringing to the fore one’s origins,
however without renouncing them; in other words, avoiding ethnocentrism
without falling into ethnorelativism5.

Transculturality is a method of observation and participation that needs
to be encouraged in order to preserve cultures, our most important human
capital. It is our duty to develop and promote this kind of sharing, these
meetings and interactions, this networking of cultural information. 

1.1. Transculturality

Any culture is fundamentally multicultural, and is built through contacts
between different living communities who contribute their way of thinking,
feeling and acting. It is obvious that cultural exchanges do not all produce the
same effects, nor do they have the same consequences; but it is on the basis
of these contacts that cultural intermingling and hybridization will take place.

A culture can evolve only through its contact with other cultures, but this
evolution may be judged in different ways. Betting on transculturality is akin
to betting on a rapprochement based on respect. 

5 This neologism coined in 1906 by William Summer, refers to the position of those who deem that their own 
way of being, of acting or thinking must be given preference to all the other ones; a behavior that is in line 
with the refusal of cultural diversity.
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As a matter of fact, transculturality presupposes the existence of a relation-
ship between individuals from different cultural groups; this is a concept that
is broader than a mere “multicultural” fact. However, speaking about the
existence of intercultural relationships is redundant: transculturality entails, by
definition, the interaction between cultures, an exchange of communication
where one person accepts the reciprocity of the culture of another. 

Multiculturalism claims to be a response to the reality of today’s society. It
accounts for new cultures without creating real links between the culture of
the host country, known as the normative culture, and the new culture brought
by the new citizens. 

Up until now, the principles and policies of multiculturalism highlighted the
following:

v Recognition by the state of the cultural multiplicity found at the heart 
of society. 

v Reduction of obstacles hampering the participation of culturally margi-
nalized groups in society. 

v Fostering cultural exchange. 

To a certain degree, multiculturalism is the sum of different particularities,
resulting in a very fragmented set, without much cohesion. 

One must therefore ask whether the model of multiculturalism, dating back
to the 19th century, is still appropriate in a world where everyone is looking
for values and codes that will enable them to have good relationships with
others and with society, hence the need to approach transculturality. 

This approach is generally made up of three steps:

v Decentralization is about taking a step back from one’s own self, 
trying to define one’s own personal frame of reference as the result of 
a culture and of several subcultures6 which have been integrated into 
one’s personal development. 

v Penetrating the system of the other means coming out of one’s 
own self in order to look at things from the other person’s point of 
view. It is an attitude of openness, a personal effort of self-analysis. 

6 The term of “subculture” refers to a coherent set of standards, beliefs, values, behaviors and attitudes, shared 
by a population, within one inclusive cultural matrix.
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v Negotiation is trying to understand one another and to reach the 
smallest compromise necessary to avoid confrontation.  

To be more specific, transculturality may be reached in the two following ways: 

v Cross-cultural learning: meeting the other in order to improve 
communication and encourage knowledge and understanding of their 
culture. 

v Exchanges with the country of origin:  establish joint training
between the members of the country of origin and those of the host 
country.   

There is no such thing as a culture that is better or worse than another
culture. In certain contexts, each of the cultures may be under the impression
of finding themselves in a situation of discrimination; but if we accept the fact
that there is no hierarchy between them, we can then recognize that all
cultures are worthy and deserve respect from all others, on an equal footing.
This means, furthermore, that the only way to correctly understand another
culture is to interpret its manifestations in agreement with one’s own cultural
criteria. This must not deprive us of our right to criticism; it is desirable
however, to refrain from rushing into trying to understand the whole symbolic
complexity of various cultural practices at one time. This is about trying to
moderate the inevitable ethnocentrism that will cause misinterpretations of
cultural practices that are strange to us, according to the criteria of our own
culture. 

1.2. Intercultural approaches

a. The usefulness of intercultural approaches

Intercultural approaches serve several objectives, from all points of view
(ethnic, economic, political, social, etc.), and have become indispensable.
Experiences with cultural differences have actually become part of the daily
routine for many of us. 

Quite obviously, this is about preventing discrimination and racism, streng-
thening conflict management, fostering a better mutual understanding, mana-
ging multi-linguist; but also arousing the sense of discovery and the feeling of
openness in everyone, prompting everybody to tap into their own resources,
etc. To build a space of common social skills and citizenship, it is necessary to
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protect otherness by acknowledging and promoting the specific characters of
each, and ensuring that each one fulfills their part of the social contract.

Intercultural approaches are used to avoid marginalization, isolation, and ill
being resulting from homesickness and academic failure. They make it possible
to solve the misunderstandings arising from cultural “winks-and-nods,” to
develop the process of negotiation and ownership of rules and common prac-
tices, while promoting devices of integration that foster dialogue and conflict
resolution. This is all about learning to come out of the center to reach a
position of interaction with foreign persons. 

These approaches are also used to become better acquainted with the
conceptual framework of the research; its methodological and epistemological
choices, along with relevant theoretical concepts for dealing with intercultural
questions (such as identity, difference, otherness, diversity, culture, ethnicity,
etc.) The power issues underlying the social, economic and political relations
in a multicultural society are more than ever before in need of being controlled
and put into perspective. In fact, the inequality of social relations is much more
visible in the relationship between a native and a non-native person, than
between two natives or two non-natives. 

On the other hand, intercultural approaches are particularly valued in the
educational environment, where they are used to guide professors with issues
such as dealing with otherness, cultural recognition, rapport to knowledge,
and also linguistic and cultural distance and deviation from basic standards.
The institutionalization of intercultural approaches thus makes it possible to
foster the de-compartmentalization of locally-led actions in the fields of
integration. 

These intercultural approaches obviously imply a specific kind of informa-
tion processing, since they are also being used to represent and organize
information in line the major principles of interculturality, in order to provide
participants with the necessary technical tools. 

Finally, intercultural approaches are used to secure wider and more varied
objectives, such as: promoting the relevance of democratic expression; encou-
raging and supporting democratic culture as well as basic human rights and
liberties; disseminating as widely and quickly as possible all forms of cultural
expression; organizing intercultural activities (tourism, history and art); parti-
cipating in the protection of the environment; fostering sustainable develop-
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ment and the development of youth, etc.  

b. The different categories of relevant players

In what fields of activity are these intercultural approaches being used? And
what are the different categories of relevant players?

These two questions appear to be inevitably related; hence we have deci-
ded to treat them together. 

Intercultural approaches must be used in all fields and this is already
happening little by little. The relevant players, as far as they are concerned,
come from every walk of life: communication, tourism, history, psychology,
linguistics, sociology, ethnology, anthropology and pedagogy, etc. (in brief, quite
a long list). The most relevant players seemingly belong to the educational
community. In fact, those who are active in the field of education are essential
actors in the social integration of migrants and must adopt an intercultural
approach in order to be able to face the complex social challenges they are
confronted with. The list also includes ministries and institutions, public
servants, administrators of municipal policies of integration, officers and
volunteers of associations, social workers, company employees, etc. 

Most recently, corporate trainers and consultants in “knowledge manage-
ment” have started to use intercultural approaches in order to contribute to
the setting-up of foreign companies with the teaching of intercultural skills. 

However, tourism is a field that must not be overlooked, for it puts the
intercultural approach into practice in the field, particularly through tourism
consultants and agencies. This implies the presence of social directors, sup-
ported by assistants and especially community groups and centers, places of
worship (churches of various denominations, synagogues, mosques, Buddhist
temples, etc.); in other words, all forms of existing cultural cooperation, all of
those who wish to promote and share certain aspects of their culture of origin. 

These intercultural efforts are intended particularly towards immigrant
populations, asylum seekers, victims of wars and violent conflicts; but they are
also important for the whole of society. Cultural differences are everywhere
and not only in situations of economic and political misfortune. It stands to
reason that the most affected populations are those who live through times of
instability, with constant arrivals and departures, and who suffer from ignorance
of the host language and a difference in social habits and models. For them it is
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a matter of urgency.Yet as we have just seen, all of the components of a society
are a good target for intercultural approaches. 

c. The targets of intercultural approaches

The objectives sought after by of all of these intercultural approaches point
more or less towards the same direction: promote the world to those who
are willing to open their eyes to other cultures. Most people have a preven-
tion-oriented approach, insofar as they try to help people change their per-
ceptions of human relationships so that they do not adopt xenophobic
behaviors, and misunderstandings or interpersonal rejections are kept to a
minimum. 

2. Canada, a successful model of integration 

Today, all societies are multicultural. Multiculturalism is a response to 
cultural diversity and its integration into the national culture. Intercultural
policies are therefore the means to learn “how to live together” and “how to
guarantee the full participation of all cultures.” Because diversity can be a
source of wealth only where there is transculturality. How can we achieve
freedom of speech (in all its forms) in a pluralistic and multicultural society?

To try and better answer this question, it would be helpful to study the
different actions and cultural programs undertaken by Canada, a young country
that is following a pattern of development characterized by its material, spiri-
tual and cultural openness. The lessons to learn from its different policies are
of utmost importance.

Canada stands out with its active and intensive immigration policy. In fact,
it hosts and even recruits immigrants. According to the Canadian Ministry of
Immigration, up to 250,000 people migrate into Canada each year. 

The integration of this foreign population, which is not only abundant but
also one that is continuously renewed, obviously creates very specific problems
for the country. These problems are partially met with economic and social
integration programs that benefit newcomers, either directly or indirectly7.

7 That is to say through the granting of social rights which all liberal democracies consider as conditions
precedent for the civil participation of their members.



18

Emphasis was first placed on the learning of official languages, with pro-
grams focusing only on immigrants in the job market, thereby instantly exclu-
ding children, senior citizens and particularly women. At the beginning of the
90’s a reform made it possible to extend these programs to other immigrants
and especially to housewives, who not only received language courses but
were also provided auxiliary services such as free transportation, day-care,
etc. 

The second part of this policy consists of financing local and private agen-
cies, organized under a genuinely national network, in order to offer immi-
grants assistance in all fields related to their adaptation process: from housing
to health and information services, etc.    

And lastly, a very original host program was put in place to accompany
immigrants in their everyday lives and through all steps of the process. 

Since the 70’s, the Federal Government of Canada, with the help of private
partners, has become very involved in integration efforts. The Ministry of
Immigration has a special department dedicated to this goal. This office also
gives out national scholarships to academics collecting information on health,
education and economic data; all of which is necessary so that assistance
programs will be better adapted to the needs of immigrants. 

Canadian policy can therefore be said to be very advanced in the field of
assisting integration. It is a strategy that continues to focus on the acquisition
of language skills without under-estimating other important aspects. 

Beyond these direct measures, there are others that are known in North
America as Welfare, a social assistance program that benefits all Canadians
according to their needs. Canadian leaders have been persuaded, in light of
the direct results of their integration policy, of the impossibility of completely
separating this policy from the more indirect effects of Welfare. All immigrants
benefit from Welfare social programs within one year of their arrival in Canada;
and therefore, they receive equal treatment with Canadian citizens. 

In conclusion, Canada seems to be more sensitive to the issues of integra-
tion. This is due not only to its economic interests, but also to a perspective
of multiculturalism which not only acknowledges the right to differences, but
also actively asserts and promotes equality and freedom for all citizens and
foreigners alike. 
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2.1. The case of Montreal

The city of Montreal manages the issue of multilingualism in a specific
context where French is both the language of the majority in Quebec and that
of the minority in Canada. This dual reality required the creation of cultural
population dynamics grounded in a support for the French language, while
simultaneously promoting respect for the languages and cultures of the
different groups that make up the population. 

27% of Montreal’s population is born outside Canada. This section is made
up of 80 ethno-cultural groups, all of whom speak upwards of some 100
languages and dialects, and practice at least one of the eight largest religions
in the world. Therefore, Montreal’s biggest challenge is to make sure that new
arrivals (the intake) harmoniously adapt to their host society by learning to
primarily speak French, while at the same time contributing to the cultural
enrichment and socioeconomic development of the city. 

The Montreal Intercultural Office, the ancestor of today’s Intercultural
Affairs Bureau, was born in 1988.

In order to adapt the municipal government to the multicultural reality of
Montreal, improve the accessibility of public services to the members of all
ethno-cultural communities, speed up the process of integration to the life of
Montreal, and promote intercultural and interracial harmony, the Intercultural
Affairs Office has developed the following mission statement:

v Ensure the coordination and institutional direction in intercultural
affairs.

v Provide guidance and expertise to the Mayor’s office and to municipal 
services.

v Maintain and develop relations between governments and/or agencies 
in the field.

v Ensure coordination and institution direction with regards to intercul-
tural affairs.

v Provide guidance and expertise to the Mayor’s Office and other
municipal services. 

v Maintain and develop strong relationships between governments and/or 
agencies in the field. 
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There are numerous achievements, of which here we will only refer to
some of the highlights, in order to show how the city of Montreal manages
the linguistic and cultural diversity in its territory with an eye towards inte-
gration. 

a. Welcoming and establishing new arrivals to the city

Currently there are some 12,000 immigrants who settle each year in
Montreal. An equal number of people claim refugee status in Canada, the
majority of who either pass through or settle in Montreal. In 2000, several
measures were put into place to improve reception and integration of immi-
grants. About a dozen projects have begun so far, with mostly adult immigrants
as their target population. Other projects are also aimed towards senior
citizens, as well as mothers and their children. Highlights include activities for
newcomers to get to know Montreal, with an emphasis on its history and
democratic life, as well as other activities such as improving the quality of life
in low-cost housing units. 

Multilingual services and media directly inform new arrivals of the municipal
services available: including activities, regulations, citizen’s rights, fire prevention,
etc. Often, for reasons of sanitation and security, the city delivers messages in
16 different languages through inserts in all of the 27 ethnic newspapers and
the 9 languages represented in community radio stations.  

b. Addressing the needs of citizens of all origins in the context of
strategic directions and service provisions

Since the 90’s, Montreal’s Advisory Committee on Intercultural Relations
is tasked with counseling the mayor on all matters relating to intercultural
affairs with the purpose of strengthening the bonds between the city and its
ethno-cultural communities. 

To that effect, a calendar of intercultural activities is published each year
to allow such services to take into account socio-cultural and religious events
when planning their yearly activities. 

Training sessions are provided to all municipal employees to help them
learn certain helpful practices for such a highly multiethnic work environment. 
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c. Applying the principles of equality, non-discrimination and non-
exclusion

The city strives as much as possible to eliminate all forms of discrimination
against individuals or groups. The city is in charge of the Program of Equal
Employment Opportunities for Cultural Communities, which outlines the
adoption of measures aimed at achieving equal-hiring practices. 

d. Increasing the potential of Montreal’s ethno-cultural diversity
and its cosmopolitan features

Keeping in mind that the cosmopolitan character of Montreal is a most
valuable asset, the city has been investing relentlessly in rapprochement, mutual
understanding and intercultural dialogue. To that effect it focuses particularly
on children, for whom it organizes each year “La Fête des Enfants”, as a prime
venue for activities raising cultural awareness. 

It is worth highlighting that the cultural activities organized by the city of
Montreal are perfectly in line with the humanistic philosophy of UNESCO.
This organization uses high-profile cultural activities to promote intercultural
dialogue, first and foremost as a “dialogue initiated between and by cultural
organizations themselves”, in the spirit of a sustainable partnership and colla-
boration towards common objectives.

These “dialogues,” which are financially supported by the Program for the
Support of Interculturalism, have taken on a new direction due to the Inter-
national Year of Culture and Peace. A cultural event with a multidisciplinary
character, “Montreal With 2000 and One Faces” was organized in the year
2000 to highlight the turn of the new millennium. This event aimed to celebrate
Montreal’s wealth of cultural diversity. 

It is in this spirit that Montreal’s culture department, in agreement with
the ministry of Culture and Communication, was keen to associate its cultural
partners and encourage them to design projects with high public visibility,
thereby reaching the widest possible public.

It is in this spirit that Montreal’s Culture Department, in agreement with
the Ministry of Culture and Communication, was keen to associate its cultural
partners and encourage them to design projects with a high public visibility,
thereby reaching the widest possible audience. 
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2.2. The Case of Quebec

a. Quebec, a welcoming city

The city of Quebec is as attractive as it is welcoming. Both a provincial
capital and a tourist destination of choice, it epitomizes the very image of the
identity of the people of Quebec as a city open to the world. 

When a province such as Quebec hosts several important cultural com-
munities, these are often unevenly throughout its territory.To ensure solidarity
and social cohesion, it is necessary that cities create a welcoming and enabling
climate for these communities. 

For a city that receives more than four million visitors a year, and which
intends to significantly increase the level of immigrants in the near future,
welcoming visitors is an important daily activity that requires investment and
proper planning.  

Finally, in order to sustain the doubling of the annual number of immigrants,
and particularly the increase in the retention rate, the city of Quebec has
adopted a plan of action made up of several measures aimed at fostering
intercultural rapprochement and integration to the host society. Fostering
greater multilingualism is seen as one of the primary means of achieving such
a welcoming environment. With this in mind, there are several recent examples
of initiatives by the city and its partners that demonstrate an attitude of
commitment towards this goal:

- A system of multilingual public signs for visitors

The multilingual public sign system for tourists constitutes the ideal means
for the city of Quebec to open up to world and showcase its international
character. In addition to being a desirable tourist destination, Quebec is also
a renowned centre for research and education and houses a growing number
of today’s new-economy businesses. Quebec is attracting a growing number
of immigrants and is quickly becoming an increasingly international city. Here
are a few facts that demonstrate Quebec’s international character:

Although Quebec is not doing enough to promote its international
character, it has begun to take steps in the right direction:

v Quebec regularly hosts international events (cultural, political and 
scientific).
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v Its artists perform throughout the world and its business exports 
their products and services worldwide. 

v Its researchers are internationally recognized.

v The city is an educational and research centre that welcomes people 
from all over the world. 

Within this context, the system of multilingual signs is intended to allow
visitors to become better acquainted with the city and its history. Half of
the available space is earmarked for French text, while the other half is
reserved not only for English, but also for other languages. 

- Multilingual tours for tourists

The city of Quebec designed multilingual tours using a set of new-
generation listening stations. Under this project, listening stations are installed
on street lamps along a predefined route. Tourists can access these stations
by renting an operating key and listening to recorded commentary in one of
four available languages.  

b. Multilinguism, the feature of an open society

With over 95% of its population speaking French as their mother tongue,
the city of Quebec is North America’s largest metropolitan concentration of
Francophones. 

This large linguist homogeneity may provide a sense of security for the
long-term survival of the French language in North America. However, Quebec
is also well aware that it has the special challenge of maintaining French as its
main language while promoting linguistic diversity in its territory. Fortunately,
the city has become increasingly committed to promoting this goal. 

This situation, which some may think is paradoxical, can be explained in
several ways. It is the outcome of the cultural heritage of its residents in
conjunction with the city’s role as a provincial capital as well as a tourist des-
tination and a knowledge centre. In addition, demographic projections for the
region are announcing the beginning of a population decline. Quebec knows
that the key to the future of the region is its ability to draw and retain a higher
number of immigrants than in the past. They are also well aware that cities
open to the diversity of the world are the most likely to attract immigrants,
whether or not they speak French.
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In Quebec, the issue of the language skills of employees is a matter of
concern for many business people. The reaction of the Chamber of Commerce
and the industry sector was to set up a work group tasked with promoting
multilingualism in the population as a key step to meeting the new economic
challenges of the region. 

One of the means used to that end is the “Multilingual Quebec Day,” an
event intended to raise public awareness of the importance of fluently speaking
languages other than one’s native tongue. The event is an open invitation to
the entire population to participate in the day’s activities involving: English,
Spanish, Portuguese, Italian, German, and many others. Various suggestions are
made to the visitors such as: dining out in cosmopolitan restaurants; speaking
with friends in other languages; watching films in a language that is not very
familiar; and sending emails in another language. 

However, it should be stressed that linguistic diversity in a city must be a
sign of openness to the world, a symbol of hospitality towards visitors, and of
course, a manifestation of the cultural diversity of its community. It is very
important for this diversity to always be represented in a manner that is
consistent, orderly and respectful.

c. Preserving a rich cultural heritage

Today, promoting linguistic diversity in cities such as these is a way to trace
back their roots, preserve their identity and in general, a way of acknowledging
the contributions of earlier generations and creating links with the descen-
dants of earlier immigrants. 

B- Transculturality from a micro-economic perspective

The concept of difference has been steadily gaining grown and becoming
a value in itself, a “strong” fact of culture.  We can see it put to use in both
practice and theory.

This concept has also made headway in the corporate world, a field rich
in cultural confrontations. The globalization of trade flows, the creation and
the necessary control of new subsidiaries, together with the development of
international exchange programs, have all caused businesses to resort to
increasingly complex management practices.
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For businesses, the issue of the confrontation of cultures is really that of
trying to overcome long-standing social bonds. How to involve individuals with
one another, who are deeply embedded in different cultures and who have
become more autonomous and more qualified?

Originating in the corporate world, the discipline of “intercultural mana-
gement” covers mainly: “the conduct of trade across cultural barriers, the
management of multicultural work teams, the training of future expats, and
the management of international mergers or joint ventures.” Whereas strong
economic growth in developed countries was born out of a concern for
rationality, actions relating to intercultural management seem to be based on
the act of reading management practices through the mirrors of national
cultures.

For businesses, intercultural management is a challenge, in terms of the
ability of a system to integrate a given difference without arbitrary control
“from above”, and ensuring the recognition of each party as an equal. Inter-
cultural relations should be consciously developed based on an accurate
appreciation of the concepts of cultural relativism and development. This is
true, whether we are dealing with a political dialogue, the coexistence of
different ethnic groups within the same country, the integration of immigrants
into their new society, or the relationships governing a company’s head office
and its subsidiaries around the world. 

“The recognition of each other under the identity system must take place
without eliminating one’s difference, and hence without reducing one’s
otherness.” To what extent has this been achieved?

Companies can adapt their expectations according to their level of reco-
gnition of cultural and ethnic identity. This knowledge can help company’s
better implement new rules. Many businesses are now striving to shift from a
single culture-based management by laying the foundations for an intercultural
management. To what extent can we see the corporate world recognizing
cultural and gender differences as a valuable source for employee rights? In
the corporate world, will the global economy help disseminate the recognition
of cultural differences and lead to their development? Will this corporate
recognition amplify bilingual education systems? What about the exceptions
to certain regulations based on ethnicity, religious practice or beliefs?

For the field of Industrial Sociology, it has become more necessary than
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ever before to think simultaneously of the rationality of “togetherness” and
the threat of the powers of management to actually become more tyrannical
under the guise of an ideology of a generous, multicultural humanism. To what
extent can companies today design rights that respect individual cultural
identity? Not collective cultural rights, which can threaten individuals, but the
right of these individuals to express their cultural identity.   

The issue at the heart of interculturalism is that, faced with the same
context, people from different cultures do not interpret the situation in the
same way; and at the same time, everyone thinks that their conduct is the one
best adapted to the situation. If this is the case, how is it possible to work
together in a project in an organized manner and within the framework of a
concerted action?

And yet, since it seems that these differences are here to stay, it is therefore
in the interest of companies to skillfully manage these cultural differences
rather than try to oppose them. 

1. Transculturality and multicultural corporate
environments

Increasingly, managers have to cope with multicultural environments. 
Whether in the context of international negotiations or that of the corporate
responsibilities of multinational company, cultural differences are a trap for the
uninformed and a tremendous asset for those who can take advantage of
them. 

1.1. Understanding cultural differences

Why do these differences exist? They are due to behavioral rules, which
are more or less conscious and specific to each nation. These are rules that
are handed down from several generations and which originate from issues
of survival experienced by each different nation. 

In the corporate world, this is reflected in different methods of conducting
negotiations or managing individuals. The fact is that managers are increasingly
confronted to national cultures that are different from theirs. It is not sufficient
for them to be able to “translate” different languages; rather, they must be able
to “interpret” different cultural behaviors. 
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As a general rule, national cultures can be broken down into 6 primary
modes of behavior:

a.  Apply a universal8 rule or adapt to specific9 case

When faced with a problem, universalist cultures prefer to apply the
standard rule. They look for a general solution, regardless of the particularities
of each case. 

Conversely, particularist cultures discriminate in favor of personal commit-
ments, even to the detriment of a general rule. When faced with a problem,
particularists look for a solution adapted to the specific situation. 

This cultural difference may therefore become a source of misunderstan-
dings. This is particularly true for contracts. Universalists view the contract as
an indispensable component of the business relationship. Particularists give
more importance to the relationship that has been developed rather than the
contract that has been made.

b.  Act individually10 or as a group11 member

When faced with a problem, universalist cultures prefer to apply the
standard rule. They look for a general solution, regardless of the particularities
of each case. 

8 The Universalist prefers:
• The impersonal style
• Persuade on rational and professional grounds
• Design detailed contracts, with the help of legal consultants
• Official modifications and changes
• Comply with formalized procedures

9 The Particularist prefers to:
• Become acquainted before entering the discussion
• Outline his ideas and account for specific cases
• Refer both to the personal relation and to the contract specifics
• Informally influence the developments and evolutions
• Use informal networks

10 Individualists prefer:
• Immediate decisions that are tantamount to commitment
• Decide and take responsibility alone
• Individual motivation
• Highlight everyone’s performances

11 Collectivists prefer:
• Get their management chain’s approval before taking action
• Team work
• Esprit-de-corps (community spirit)
• Seek group cohesiveness
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Individualists think that quality of life will improve if each and everyone is
self-centered. In their eyes, freedom is an inalienable value. 

On the other hand, collectivists are of the opinion that individual freedom
may be sold out to the public good. They deem it more important to constantly
act with others in mind. According to them, quality of life will improve through
actions in the benefit of the public good. 

As far as management is concerned, individualists believe that decisions
must be made by an officer, and that this person should be the only one to
assume responsibility. By the same token, collectivists seek a consensus bet-
ween all members of the relevant group. The decision reached in this way will
commit the entire team. Let’s assume that a single member of a team working
in a shop has caused a workmanship error: Collectivists will consider the
whole team to be responsible; on the other hand, individualists will try to look
for and then blame the individual member who made the mistake.

Each of the two cultures perceives organizations in different ways. 

In cultures that discriminate in favor of the individual, the organization is
seen as a tool serving the interests of each one. For collectivists, the organi-
zation is a big family and each one must contribute to its development. 

c. Recognizing affectivity12 or neutralizing13 it

Faced with a problem and according to the culture, recognized feelings will
be addressed differently. Affective individuals recognize subjective attitudes
that are guided by feelings. Non-partisans, however, discriminate in favor of
objective and rational attitudes. They prefer to avoid all manifestations of
emotional sensitivity. 

Non-partisans think that emotions should never be expressed, especially
in the workplace. According to them, an emotional attitude suffers from lack
of control and objectivity. 

12 Affectives prefer:
• The aggressive clarifications
• The enthusiasm of conviction
• To see their counterpart express their thoughts

13 Non-partisans prefer:
• The negotiations led with calm
• Moderate arguments  
• That their interlocutor be wary of mixing work and feelings        
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In their defense, affective individuals would contend that repressing one’s
feelings impairs judgment. 

The result is that when it comes to business, each culture will react in
opposing ways. The boundaries between private and professional life are more
or less impenetrable depending on each culture. Some people change their
behavior according to the context, while others keep the same attitude in all
spaces. Those who compartmentalize their lives are specific. And those who
do not set boundaries between the different parts of their lives are diffused.

d. Getting involved in a specific14 or diffuse15 manner

In business, the specific individuals desire to stay within the subject. Conver-
sely, diffuse individuals give the same importance to personal contacts as to
professional relations. 

e. Social status: attributed16 or acquired17

In some cultures, social status is attributed according to: age, origin,
profession or educational level. In other cultures, this status is acquired too
through achievements, by success and actions. Attributed social status is gained
by one’s social standing, while acquired status must be won through individual
action. 

f. Getting organized in a sequential18 or synchronous19 manner

For certain cultures, time passes by in a linear manner. Each period can be 

14 The specific prefers:
•  Clear instructions
•  Well-structured meetings
•  Announce the conclusion and then support it with arguments

15 The diffuse prefers:      
•  General orientations which we can interpret
•  Discussions where each one takes the time to express themselves
•  Create the environment leading to conclusion                                                                                                

16 Those with attributed status prefer:
•  To comply with the orders of a more senior officer
•  That his titles and position be accounted for in his compensation
•  That his interlocutor does not cause him to “lose face”

17 Those with acquired status prefer:
•  To respect his line supervisors for their competences
•  That his compensation accounts for his results
•  That his interlocutor recognizes his expertise in the field
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isolated. Minutes or days pass without limitation. Activities are organized in
successive sequences. These cultures, referred to as sequential, program their
use of time in a very detailed manner, and they have designed very advanced
tools for this purpose. 

For others, events obey a certain cycle. Each hour of the day is repeated
and the seasons come back. In these cultures, labeled as synchronous, people
prefer to react to circumstances rather than follow a specific calendar. As a
result, several activities are pursued at the same time, parallel to one another. 

As a general rule, synchronous individuals think that those who are
sequential are lacking flexibility. And as far as they are concerned, sequential
individuals are disconcerted by the way synchronous people ignore calendars,
and they feel they are much disorganized.

1.2.  Adapting to cultural differences

Those who do not take cultural differences into account often come up
against misunderstandings and failures. In contrast, those managers who know
and understand cultural oppositions are definitely a step ahead of the others.
They will obviously take advantage of this to succeed in negotiations and
international management. To do this, they will have to:

v Recognize that their management methods cannot always be exported.

v Acknowledge that there isn’t a specific cultural model that is more
efficient than another. 

v Adapt their behavior according the cultural context. 

a. No cultural model is more efficient than another one

Generally, so-called modern attitudes are opposed to what they label as
traditional, if not primitive behaviors. It follows that the modern perspective 

18 The sequential prefers:
•  Carefully prepared and respected calendars
•  Schedule ahead of time, one activity at a time
•  Be forward-looking

19 The synchronous prefers to:     
•  Re-arrange his schedule according to priorities
•  Keep his freedom of reaction in all circumstances
•  Get to know the background before contemplating the future
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should make for more successful business people. 

Here is a series of observations which refutes these presumptions:

• On the one hand, it turns out that nations with so-called traditional cul
tures actually do succeed economically: 

v Asian countries under the influence of Buddhism discriminate in favor 
of passive attitudes: they are collective and diffuse. Yet the economic 
success of the Five Dragons is beyond question. Asian companies in 
particular adopt the seniority promotion system. This certainly does 
not prevent them from succeeding; as a matter of fact, Japanese
managers have both a fair level of knowledge and experience.

• On the other hand, behaviors generally considered to be ineffective, 
eventually turn out to be quite appropriate in certain circumstances. 

v An example of this involves decision-making. Individualists prefer
decisions to be made by a single officer. Collectivists advocate for 
consensus building, which is much more time consuming. However, 
there are some cases where a decision should be made by the entire 
organization. In such cases, a consensus thus reached will actually save 
time. Indeed, everyone will be more efficiently mobilized to those
actions they helped initiate. 

b.  Adapting to the cultural context

There is no choice but to accept that there is no universal method of
management or cultural model that outsmarts all the others. To succeed in
international affairs, it is essential to adapt to each national culture. 

For example, if a synchronous manager is managing a sequential employee,
it is not enough for this manager to establish a “good relationship”. The
manager must also plan his or her subordinate’s career in detail. He or she
must make an assessment and abide by a schedule of specific objectives. The
sequential employee, as far as he or she is concerned, must understand that
the manager is more interested in maintaining good relations rather than a
good schedule. The synchronous manager will give more importance to the
past and future accomplishments of his subordinate, instead of his or her
immediate performance. 
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1.3.  Take advantage of cultural differences

We have just seen that it is essential to adapt our behaviors to cultural
differences. But it is even better to be able to tap into the strengths inherent
in each cultural approach. 

So far, we have represented cultural differences in the form of 6 opposi-
tions. These differences of approach are a constant source of misunderstan-
dings and conflicts between individuals. But in reality, these oppositions are
less fundamental than it seems. In fact, they are actually an alternative approach
to solving the same problem. Let’s take the case of the opposition of Indivi-
dualist vs. Universalist. Universalists think that the public good is the prere-
quisite to everyone’s individual benefit. Conversely, for individualists the public
good stems from individuals. Both Universalists and Individualists aspire to
both public and individual well-being. 

In recent decades, companies have been able to adapt their marketing and
financial management strategies to the global economy. But very few have
managed to adapt their practices in human resource management. For some,
this is a secondary issue, while for others it is enough to make policy in the
home office and promote it with their foreign-based subsidiaries. 

2.  A successful merger is a cultural challenge

Carrying out a merger or alliance is one of the toughest tasks a manager
may be faced with. More than half the mergers are expected to fail within five
years. 

In most cases, these failures have been proven to be the result of a serious
lack of consideration, if not a complete absence of it, regarding cultural issues.
In fact, priority is often given to contractual negotiations and to the organiza-
tion of the new entity, while bridging cultural gaps is considered a touchy
subject and therefore it is often neglected. 

However, mergers need to succeed in cultural integration, and to do so
they must take into account three key factors:

v Rather than creating a new culture from the outset, it is better to try to 
build bridges between the existing cultures. 

v A detailed audit should be used to describe cultural differences in detail, 



33

in order to reduce possible frustrations caused by misunderstandings. 
v Differences must be overcome progressively over time. On way to do 

this is to create teams that bring together different cultures with the task 
of finding new solutions to the operational problems of the company. 

2.1.  A successful cultural integration

To become more competitive, companies are increasingly resorting to
external growth. The race towards critical mass has resulted in a large increase
of mergers, acquisitions and alliances in all facets of business activity. However,
these mergers are not as successful as they could be. Again, the main reason
is the poor management of cultural differences. These take the form of two
main difficulties:

a. Culture as an under-estimated challenge

Too often, leaders have a passive approach regarding cultural issues. To
them what is most important is to clarify the objectives and priorities of the
newly established company, as well as to clearly define its organization. 

Everyone must know exactly what he or she must do. And yet by acting in
this manner, these leaders underestimate the power of cultures.  There is no
doubt that each company has its own way of doing things, depending on its
history, its past successes and failures, the convictions of its leaders, etc. This
leads to the development of particular customs and habits that are then consi-
dered to be the right way of doing things. 

For instance, some companies prefer to recruit graduates from renowned
schools, while others favor non-graduates with demonstrated skills. Similarly,
some organizations use analytical approaches; such as analyzing in detail the
strengths and weaknesses of a market before starting business. Others prefer
to experiment and adapt their strategy depending on each situation. Each of
these approaches can prove to be successful. But if these two types of cultures
are brought together without any measures of support, the inevitable result
will be a culture shock.20 Analytical businesses will tend to think that the others
are acting too recklessly, while those that like to experiment will see the latter
as being too apprehensive. 

20 Margalit Cohen –  “Emerique“, 1999, p. 304 :  A reaction of unfamiliarity , even more of  frustration or rejection,
revolt and anxiety.
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Then why is it that the cultural dimension of business is so often neglected?
There are several reasons that could explain this attitude:

v A lack of awareness
Many managers are simply not aware of the importance of culture 
has in the success or failure of a merger. They prefer to focus on the 
technical aspects. 

v A lack of skills
Managers are rarely adequately trained to discuss cultural matters, and 
this makes them avoid the subject since they feel ill prepared.

v A lack of willingness
Cultural issues are often perceived as having less priority than legal 
and financial matters, as well as organizational problems.  

v A lack of visibility
Of all the problems to be solved during a merger, it is the cultural
aspects that are the least gratifying. Their evolution is time-consuming 
and the results aren’t so readily visible and cannot be easily quantified.

b. The pursuit of uniformity is an illusion

Conversely, some companies try immediately after the merger to create a
homogenous culture for the new entity. This approach is rather unrealistic. In
fact, culture is something deeply-entrenched in each and every one of us. It is
not easy to let go of one’s way of looking at things, all the more reason when
such way of looking at things has paid off in the past. To try and brainwash
individuals and have them adhere to a new culture almost inevitably leads to
a reaction of rejection. This brings about a significant frustration, a source of
discouragement, if not active resistance.

Rather than seeking to create a homogeneous culture, one should strive
to understand the differences between cultures and promote dialogue. Com-
panies must aim to enable employees of different cultures and backgrounds
to work together effectively. They need to mitigate the frustrations caused
by misunderstandings. In order to achieve this, everybody must have the firm
impression that their culture is being respected. 

The first step to success is to ensure that everyone is not only cognizant
of their own culture, but that they also understand the culture of others. In
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this way, it is possible to identify the origin of misunderstandings and conflict,
thereby making it easier to reach a resolution. 

2.2. Identifying different cultural styles

The first priority must be to ensure that employees understand how
cultures are different. Raising this awareness is an indispensable step towards
minimizing misunderstandings. Indeed, cultural differences lead to different
ways of solving problems: for example, some cultures would require an
in-depth study before taking any action, while others would deem it much
more efficient to start by acting first. 

If these cultural reflexes are not illustrated and discussed, the risk of
misunderstanding remains high. Everyone takes on a defensive attitude and
tends to stand their ground. In contrast, being aware of our own cultural
reflexes and those of other cultures will set the groundwork for a constructive
dialogue. 

2.3. Building bridges between cultures

Explaining the subject of cultural differences to the parties involved is not
necessarily enough for them to be able to cooperate efficiently. Indeed, one
can rationally understand other people’s viewpoints without necessarily
accepting them fully. And in situations of stress or conflict, misunderstandings
will inevitably reoccur. 

The process of cultural integration must be phased in. It has been proven
time and again that it requires an active approach based on two guidelines:

v Entrust the resolution of operational problems to multicultural teams, 
while instructing them to pay particular attention to the cultural
dimension. 

v Make sure that communication is guaranteed. 

a. Relying on operational matters

Cultural differences create difficulties for the ways that a company handles
its day-to-day problems. Firmly rooted in their reflexes, everyone tends to
think that it is others who make poor decisions. If these conflicts of perspec-
tive are poorly managed, they end up causing inefficiency and frustration. 

In light of such a danger, simply declaring a confederation of values soon
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proves to be inadequate. Indeed, such proclamations of values can theoretically
lead to an initial acceptance of the union. However, when confronted with
specific problems, the stress rises and everyone falls back on their usual habits. 

Let us use the example of a traditional, highly principal-oriented firm, which
begins to advocate for a greater participation of its staff. In the first phase,
meetings will be expanded; feedback and opinion polls will be requested, etc.
But as the situation evolves, it becomes strained since the old habits of the
hierarchy-based system are unconsciously struggling to regain the upper hand. 

On the other hand, assigning the definition of operating procedures of the
newly created company to one person will be a source of frustration as well.
Chances are that there will be a cultural misunderstanding as to the logic of
these new procedures. Some people will not understand the basis for these
decisions and it is possible that they may become embittered and resentful.  

A more efficient approach would be to entrust the resolution of
operational issues to joint teams made up of both cultures. These teams would
have to explain the different cultural approaches at stake in each situation. For
instance, while trying to define the optimal structure for the company, the
team should underscore the different approaches that each participating
culture would have pursued.

An employee is now able to disagree with a decision taken by the sales
manager. The employee can learn to accept it if he or she believes that it is
founded on a valid set of criteria that is recognized to come from a different
culture. 

To secure the success of this approach, the selection of these teams is
fundamental. It is important to keep these things in mind:

-  Mix origins

When putting together these teams, it is necessary to strike a fair balance
of all the different cultures. It is important to discriminate in favor heteroge-
neity instead of just looking at the qualifications of team members. In fact, it is
crucial that the viewpoints of different cultures be represented and accounted
for through the appropriate team members. 

-  Seek interpersonal skills

Just as “technical” skills are important; it is also essential to ensure that the
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team members are open to the ideas of others and are attentive listeners.
Indeed, solving cultural conflicts requires not only a fair amount of self-
knowledge, but also a significant interest in others along with a high capacity
to adapt. Furthermore, it is absolutely imperative to include in these teams
people with a constructive mental attitude who believe in the success of the
merger. 

Team members must have the following qualities:

v Curiosity and open-mindedness 
Enjoying the discovery of difference rather than seeing it as a threat. 

v Capacity to take risks and confront uncertainty.  
The ability to make decisions, allocate resources and prioritize without 
depending on the support of a certain familiar environment. 

v Empathy 
Ensuring that others feel understood and respected

v Self-knowledge
Being aware of our personal limits and knowing when our behavior 
reflects our own culture.  

v Tactful language
Being able to express oneself in a correct manner without hurting the 
feelings of others..  

- Capitalizing on team-building

It may prove very efficient to start a project with a team-building seminar,
with the objective of discussing cultural differences in a non-hostile environ-
ment. An informal atmosphere, together with the absence of operational
issues, will reduce the risk of defensive reactions—thus fostering openness
and attentive listening

b. Keeping communication channels open

Communication is of paramount importance to a successful transition.
Three principles must be met:

-  Teaming up against a common enemy
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Communication should strive to avoid any polarization within the newly
created entity. When teams whose members do not know each other and
who perhaps were even recently competing against each other, the first
reaction is usually one of mutual distrust. This situation may easily lead to
mistake each other as enemies. 

An efficient way to avoid this is to motivate these teams to fight against a
common enemy – a competitor to beat, for instance. In this way, the teams
will unite more easily and will be less prone to internal confrontations. 

-  Communicate even when there isn’t much to say

Mergers and acquisitions involve a high level of uncertainty about the
future. The period of preparatory talks and the one immediately following the
signing of the agreement are both often particularly sensitive; for legal and
confidential reasons, very little information must leak out. Therefore, rumors
will be quick to stir up the fears of some and cause others to give up their
motivation and stop trying. 

Despite the lack of any real information to convey to employees at this
stage, it is very important to try and promote a climate of respectful listening
as well as the impression of transparency. 

-  Adapt your communication style to the style of each culture

To be brief, it is fundamental to make sure that the style of communication
is adapted to different cultures in the relationship.  This is why it is necessary
to deliver a message several times and in many forms. Certain cultures prefer
to be given information in small groups; others opt for conferences and written
media supported by factual data; still others need to celebrate their first
successes with more festive gatherings. Companies need to realize these
differences and account for them.
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C- Conclusions

"Transculturality is much more than a mere academic game; it is a vital re-
quirement for the survival of mankind."21

"The intercultural aspect assumes its real significance when we realize that
multiculturalism is not possible, that one cannot possibly have two ultimate
horizons of intelligibility at the same time; that one cannot speak two languages
at the same time and that monoculturalism and monolingualism are tanta-
mount to colonialism and totalitarianism in today’s pluralistic context."

We are increasingly aware of the fact that cultural pluralism, or intercultu-
ral, is a requirement present in the reality of each culture.  Every being is
interconnected to others, just as our cultures are interconnected to one
another. Today, we increasingly recognize that in order to solve our human
problems, no culture, religion or tradition can be self-contained. Whether it is
modern or traditional, African or Asian, Christian or scientific, Jewish or Islamic,
Chinese or Vietnamese…the need for dialogue has become simply inevitable. 

We cannot shed light on our own cultural identity without relating it to
our human identity, to the destiny of the whole of mankind and perhaps even
the entire planet and the whole universe. We have into account what they
have interpreted themselves to be? Humanity cannot belong to a single culture,
race, religion or worldview.  

The intercultural imperative is not a mere ethical or epistemological
imperative. This is not a simple human decision or a historical responsibility of
our times. It does not pertain to any project led by a single person. It is not
the result of any person, anywhere, who decided to devise a theory or social
project labeled as “intercultural.” It is not the simple fabrication of human
thinking or a fashionable idea. This is a mythical requirement that comes from
the very nature of reality. Reality itself is pluralistic. No one has a privilege
over that. 

Therefore, this is not a new theory to be developed. This is an imperative
of reality that we still can’t quite define and accept. It seems that reality itself
is requiring us to break out of our boundaries and accept this emerging myth
through an intercultural lifestyle. 

21 R. Panikkar “Pensamiento”, p 38.
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Isn’t reality telling us that within each culture, just as within each person,
there is a desire become whole? Isn’t reminding us that each cultural reality is
a component of the entirety of life? Does it not describe “a circle” made up
of everything and in constant transformation?

Does it not remind us always of the fact that each and every culture is
open to cross-fertilization by other cultures? A set of beliefs that does not
recognize the existence of this vast connection, that denies its transcendence
and even destroys it, is not really a belief but rather an outright fanaticism. 

The truth is that interculturality is necessary not only to understand our-
selves, but also to achieve our full potential as human beings. A culture based
on interculturality is a culture that will survive because it will unite all diffe-
rences to create harmony. 

But let us not confuse interculturalism with an ideology, as if our different
cultures will melt under the high temperature of some supreme truth. The
objective is not to unify everyone by asking them to discard their own identity
and replace it with another. Learning from others is not tantamount to losing
our identity. Interculturalism is not a system and it is not homogeneous; it is
not something that individuals can build on their own, it has to grow from a
sense of solidarity with others. 

Interculturalism tells us that there’s nothing self-contained and isolated in
life. Everything is interconnected between all people and all cultures.What we
need is to recognize these vast connections and use them to improve our
relationships with one another. 



Les danseuses Hassan El Farouj Fatima
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Part Two

Think Tank on cultural diversity
in global management

Minutes of discussions

A - Introduction 

The Think Tank on cultural diversity in global management has been a
process designed to develop and implement innovative ideas for the analysis,
understanding and development of corporate diversity. The objective has been
to create cultural diversity inclusion strategies, and adapt them to different
cultural environments.

Led by the ONA and the Instituto de Empresa Foundations, with the
support of the Spanish Agency for International Development Cooperation
(AECID) and the Averroes Committee, this Think Tank brings together 20 lea-
ding personalities from diverse cultural and professional backgrounds, all of
whom can contribute to make a significant difference to the environments in
which they are engaged.  

The experts of the Think Tank on cultural diversity in global management,
met once a year between each meeting researchers from IE Foundation and
ONA foundation conducted different researches to help focus the different
sessions of the debates.       

The First Session of the Think Tank was held in Casablanca at La Villa
des Arts of the ONA Foundation on the 9th of December 2005. On this
occasion, diversity experts, university professors, politicians and economists
from Morocco, Spain, France, Switzerland, Canada and the United States,
shared their expertise and experiences on different aspects of cultural
diversity. The input from this group helped to explain the key factors of
diversity that make for corporate success. 
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The Second Session of the Think Tank on cultural diversity in global
management was held in Madrid, at the IE Business School, the 1oth of 
January 2007. Participants from the previous session and new invitees
discussed in depth some of the fundamental questions that first appeared
in the first session and tried to open new areas of debate.  During the time
span between the first and second session, and following the recommen-
dations of the first Think Tank, a research study was conducted amongst
Moroccan managers trying to analyze their perceptions regarding cultural
diversity. The results of the research shed an interesting light on how
Moroccan managers perceive cultural diversity and specific cultures. The
study also touched upon the issue of gender and the internationalization
of Moroccan companies. The results were used to open the second session
and helped to jump-start the different discussions that took place. 

The Third Session of the Think Tank on cultural diversity in global
management conducted its third and last meeting at the Villa des Arts in
Rabat, on the 29th of February 2008. Participants from the previous
sessions, together with new invitees, discussed some of the fundamental
issues from the first two sessions while also opening new areas of debate.
During the time span separating the second and third session, and following
expert recommendations made during the second meeting, a research
study was conducted amongst Spanish and Moroccans managers with the
purpose of developing a perceptions model that could lead to a better
understanding of cultural diversity in different cultural contexts.  The results
of this research led to many animated discussions and helped to identify
several key elements that in turn became a practical strategy towards a
better integration of cultural diversity in our societies. 

A Think Tank is a brainstorm of ideas, and thus different lines of debate and
ideas often intermingle and take the debate in broader areas. For the purposes
of clarity, debates have been summarized and then reorganized and restruc-
tured along these main topics. For that reason, we also have to accept the loss
of some interesting opinions and ideas that were in the margins of the main. 

Also in the spirit of simplicity, certain parts of this document appear in
quotation marks without citing their direct source. In all of these cases, the
reader should assume that the phrase or term was taken from one of the par-
ticipants of the Think Tank discussions. 
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We include in each session as a brief a summary of the research documents
that were send to the different experts to help focusing the discussion
themes

B - First Session: Think Tank on cultural diversity in glo-
bal management: Casablanca 9th December 2005

1. Research Brief:  A claim for cultural diversity

The phenomenon of globalization is fundamentally changing the shape of
national economies and business models. There is a tendency among national
economies to dematerialize the economy, increase exchanges and rely on po-
werful economic groups to fuel growth.

The “business model” has completely changed. The geographical system of
reference is no longer a determining factor, given that the “virtual” nature of
property transfers brings into question not only the law, but also the tax sys-
tems or international economic relations. 

Morocco adopted quite early on a liberal economic model and is now fully
engaged in the process of integration into the world economy, despite nume-
rous constraints, such as: the relative weakness of its industry based on small
businesses; the still-prevailing primary sector, which is dependent on erratic
climatic factors; low domestic savings and low domestic demand, etc. These
objective characteristics of the Moroccan economy are probably partially res-
ponsible for the governmental policies that promote foreign investment and
international partnerships.     

However, a foreign investor or partner may be disconcerted by certain at-
titudes and behavior. He or she might also be faced with problematic mana-
gement situations if they maintain an ethnocentric attitude. 

Hence, taking into account cultural diversity in the management of global
organizations appears to be a crucial pre-requisite.

The integration of cultural diversity into management must be based on
the hypothesis that there is no ranking or hierarchy among cultural models
and that, consequently, there is no universal method of management. 

A manager must follow these guidelines: 
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v Management methods cannot be exported directly into another culture.

v There is no model better than another.

v Behavior must be adapted to its cultural context.

1.1. Understanding cultural differences leads to more effective
management

It is well known that behavior in the workplace varies according to the
original culture of each individual.

But why do these differences exist? The reply could probably be found in
an academic debate between anthropologists; but in the real world, the rele-
vant question would be: “how does the original cultural features influence ef-
fectiveness in the day-to-day operations of an organization?”

Behavior at work basically conveys attitudes forged in the original culture
of the workforce. A better knowledge of cultural diversity therefore definitely
helps in “correctly decoding” such behavior. This leads to practical issues such
as: how decisions are made, how risks are taken, and how people are mana-
ged.

The manager not only has to cope with multilingualism, but he or she must
above all understand and adapt to different cultural standards as well.

In this respect, several questions should be raised, one of the most pressing
being this one:  How far should we go in mixing modernity and tradition? Se-
cularism and religion? 

Generally, attitudes and behavior determined by cultural models considered
to be “modern” are pitted against those considered as “traditional” or even
primitive. The overly simplistic conclusion drawn from this point of view, consi-
ders that those skilled in modern management have more successful national
economies and private businesses. But would such a statement withstand the
following analysis?

Many East Asian countries, for example, are very attached to their tradi-
tions; they are strongly marked by Buddhism, which provides a spiritual di-
mension fundamental to their culture. Hence, they are seen by Westerners as
countries that foster passive attitudes; where the individual’s identity is merged
with the group; distinct positions are not always clearly defined in an organiza-
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tion; promotion often comes through seniority rather than merit; seniority is
associated with personal links such as a human relations network, experience,
etc. And yet the economic policies of these countries are successful. 

As far as operational management is concerned, some other questions
seem to be relevant: What about the decision-making process? Depending on
whether the management system is autocratic or democratic, planning and
decision-making are either individual and “top down” or collective and “bot-
tom up”.

What about personal initiative? According to the prevailing “modern” cul-
tural model, employees should are confined to accomplishing set tasks in a
copycat and repetitive way; instead, they ought to take part in the dynamics of
change, show innovative skills, be involved at certain levels of the implemen-
tation of strategies, etc. 

What about the relationship between staff and line? Does personal obe-
dience prevails, or is there a management system based on mutual commit-
ments regardless of positions? 

What about the organizational structure of the company? For example the
matrix structure, which is effective in some countries, may not be in others. In
some places, reporting to two different persons may clash with a culture that
emphasizes giving the same loyalty to a single boss that is given to one’s father. 

What about gender perception? Is femininity perceived solely in a biological
sense? What determines the socio-economic status of a woman in a given
country? How can she attain a position of legitimacy in the decision-making
process?

The Think Tank, by exploring these issues and others, will likely contribute
to a better understanding of cultural diversity and a better implementation of
its practical aspects.

2. Themes and discussions

2.1. Welcome note

At the outset of the encounter, Rachid Slimi, Chairman of the ONA
Foundation, asserted that giving importance to diversity and finding models
to deal with it within companies, is an absolute necessity in a world where
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extremism in terms of religious, national, ethnic and even linguistic beliefs, is
increasing. Many companies choose to cross geographic frontiers to do busi-
ness abroad, and when they get there they find themselves faced with a diffe-
rent cultural environment.

“ Je voudrai simplement souligner en substance, que le Maroc a été opté pour
un régime politique basé sur la pluralité et un régime économique basé sur l’entre-
prise et l’esprit de l’initiative. Et le Maroc veut vivre ses choix dans l’ouverture au
monde et sur le monde ! Cette ouverture se traduit à la fois par la dimension inter-
nationale que certains groupes économique Marocains ont atteint, et par la présence
sur le sol Marocain d’entreprises étrangères, or, les activités économiques, dès qu’elles
dépassent les frontières géographiques, sont confrontées fatalement à des environ-
nements culturels différents. Nous aurons d’ailleurs l’occasion d’écouter quelques té-
moignages dans ce sens grâce à la présence d’acteurs économique internationaux
autour de cette table. “ 

Apart from the political will to cooperate that exists between Spain and
Morocco, there are also economic, academic and cultural reasons for doing
so. Foundations like ONA and IE are an example of institutions that make daily
efforts to improve the dialogue between North, South, East and West.  As sta-
ted by Rafael Puyol, Vice President of IE Foundation, the purpose of the Think
Tank is to be able to “explore in the near future, issues such as economic co-
operation, immigration, the role of women—and probably some other issues
which we will prove to be relevant, as far as cultural diversity is concerned”.

The objective of the think Tank as stated by the moderator Noureddine El
Hachami, is that all the research, expertise and opinions shared by the parti-
cipants from the different fields of philosophy, economy, demography, anthro-
pology and more, would help to pave the way for “an intelligent
implementation of the concept of cultural diversity in both public and private
organizations”.

2.2. Cultural diversity in the organization: global experience

Discussions began with some examples of diversity management in Cana-
dian companies. Canadian society and industry place a special interest in inte-
grating minorities and immigrants, given that their proportional contribution
to the economy is higher with respect to the majority of the population.  Mo-
reover, their socio-political and economic participation has proven to be be-
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neficial. However, as found by the Conference Board of Canada during a “sum-
mit on visible minorities,”  even if 6 out of 10 organizations admit that it is im-
portant to recruit visible minorities in their board of directors, 68% of them
are not actually doing it and 90% have no plans to do it.  One of the Canadian
institutions that exhibit some of the best practices as an employer of minorities
is the Mounted Police, in which minorities represent a high part of the hierar-
chy. Another example that illustrates the will of Canada to develop a cultural
diversity policy is the nomination by the Chief of State of a female Governor
General of Canada, Michaëlle Jean, originally from Haiti.

The case of Boeing was also discussed as an example of diversity manage-
ment: “It is said that America is a diverse nation because historically it has been
a melting pot made up of people coming from all over the world. For instance,
within the Boeing Company itself, the global nature of the business justifies
the implementation of the concept of cultural diversity, both in the work place
and from a strictly strategic point of view. One example is the design process
for future aircraft, where the needs of passengers that are not even born yet,
still need to be imagined by the design team. To do this, it is necessary to ac-
count for every kind of cultural approach to problem solving. That is why the
company, besides having a design centre in Seattle, has other centres in Mos-
cow, Madrid, Japan, etc. In such a way, design is subject to research 24 hours a
day by people who think differently and hopefully can come up with different
ideas.”

The importance of the commitment to promote diversity by the leadership
of the company was also highlighted not only from a cultural perspective, but
also in terms of their thinking. To that end, Boeing has established the post of
Vice President of Diversity. Another policy in Boeing is to have a proportional
distribution of employees that accurately reflects the population of the city in
which it operates. There is also ongoing research on the employees in order
to know what cultural diversity management approach to use and how to
adapt them to changing situations.

A lively debate followed on the perceptions of diversity amongst different
cultures, some participants highlighted the fact that the existence of different
perceptions of diversity in the Euro-Mediterranean area makes the problem
of integrating minorities even more difficult in practice. The consequence is
that a specific strategy of achieving diversity may not work everywhere. 
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“In Spain, there are several problems related to the integration of minori-
ties, especially considering the fact that some of these minorities arrived re-
cently into the country. When it comes to the United States, many things have
improved but many efforts must still be made in companies to recruit and in-
tegrate minorities.” 

There was also a discussion of the importance of understanding the deep
meaning of diversity and its relationship to the concept of unity. “When dealing
with cultural diversity from a human point of view, it is important to keep in
mind that ultimately, humankind as a whole shares so many things and has so
much in common. Similarly, a corporation needs to have a strong sense of the
importance of corporate unity in order to be able to integrate diversity as
part of a common objective.”

There was an emphasis on three main ideas concerning the corporate
world: first, the importance of clearly defining diversity and its implication for
management, including dominant values, leadership style or creativity; second,
the need to undertake concrete actions in order to create a respect for di-
versity, avoid misunderstandings and establish confidence and trust in business
relations; and third, the elements that will play a pivotal role in implementing
these actions must be kept in mind, such as the educational system, private
corporations, public institutions and civil society. 

The debate followed with a philosophical angle defining cultural diversity
by describing some of its paradoxical dualities and framing them into a new
comprehensive approach:

“The first apparent duality was tension vs. harmony, understanding that
there is in fact no opposition between the two. Harmony does imply a certain
amount of tension, and on the other hand, harmony does not necessarily mean
uniformity.  For example, it is the role of education to show that it is possible
to have harmony between a secular and spiritual education, just as science and
magic can coexist: “La pensée scientifique s’oppose à, et rectifie la magie, et la
magie s’oppose à la science et alimente le rêve! Mais l’une ne lutte pas contre l’autre,
les deux co-existent dans le cadre d’une dynamique des façons de penser!”

Another apparent duality was stressed in the unity vs. multiplicity, ten-
sion underscoring the idea of cultural identity as a fictitious intermediary bet-
ween unity and plurality. 
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The idea of cultural identity was further expanded by some of the partici-
pants representing the academic world, especially from an anthropological and
sociological approach. There was an emphasis on the anthropological view of
the reality of today’s society, including the need to understand the balance bet-
ween globalization and cultural identity and how this duality affects young people. 

An example of cultural identity was discussed regarding Switzerland, high-
lighting the approach to cultural identity adopted by this country during the
XIX century and how this invented identity is being questioned today. 

It was noticed that although interaction exists between different cultures
throughout the globe, for example with immigration, the world still remains
fragmented. Therefore, the definition of globalization should be reformulated.
The process of withdrawal and the exaggeration of cultural peculiarities are a
result of a lack of hope and a growing apprehension towards globalization. If
this lack of hope is ignored and not given importance, particularly when it hap-
pens in young people, there will be many unpleasant surprises.

The debate on cultural identity was continued within the framework of
Spanish-Moroccan relations. The Mediterranean identity was proposed as a
potential source for a practical management model. A Mediterranean pers-
pective of the world can be a useful model to do business in the region today.
“During the last two millenniums, we have been doing business in this area;
but we still maintain our own management models.” Some participants then
suggested that we should re-consider our perception and explore new ways
of management inside the framework of our own cultural diversity. 

The real challenge as was pointed would be to both respect and practice
cultural diversity.  Cultural differences such as family values, historical back-
ground and those related to social classes, do in fact still exist resulting in a
variety of cross-cultural situations in which cultural misunderstandings and
stereotypes still appear often, including:  

v “Je viens d’un pays sous développée donc vous m’écoutez moins.“

v “Je viens d’un pays musulman et donc je suis misogyne…” 

v “Et enfin je suis une femme et on n’écoute pas les femmes.”

It is of paramount importance to clear up misunderstandings in the field
of cultural diversity and to try and balance the need for cultural diversity
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against the tendency of stereotyping that is occurring today. Already there are
several examples of this acculturation through stereotypes, which has created
very confusing situations for young people. 

It became clear in the debate that diversity is a reality in different cultural
backgrounds and corporations. It was also very interesting to observe the dif-
ferent understandings of cultural diversity offered by the different regions. 

The debate also produced two different approaches to cultural diversity.
One practical approach focused on implementing instruments and measures
for cultural diversity in corporations. The second approach focused on trying
to gain an in-depth understanding of cultural diversity, in order to implement
in a second stage the correct instruments and measures. Both approaches are
complementary and feed each other, together forming a more comprehensive
understanding of cultural diversity. 

It was clear in the debate that there is an urgent need to find solutions to
the problems faced by diversity management. Management theorists and prac-
titioners should find a way to translate the ideas of philosophers regarding di-
versity management, into practical scenarios applicable to business enterprises
to contribute to the intelligent management of cultural diversity. 

2.3. Tradition and modernity in managing across cultures

Next, the discussion focused around the subject of tradition and modernity.
A new approach was suggested in an effort to understand the real meaning of
modernity and tradition. This approach is based on the following ideas:

v The need to avoid stereotypical preconceptions, such as the idea that
modernity corresponds to the west and that tradition is to be found in certain
types of societies. “Having a modern economic model of management in a
company does not exclude the possibility of maintaining some of the traditio-
nal heritage. A traditional management style can be pursued as long as it proves
to be efficient. In traditional organizations, the principle of continuity empha-
sizes the principle of strategy diversification, and thus diversification adheres
to traditional as well as modern parameters”. 

v The importance of fulfilling objectives and delivering performance as
well as corporate social responsibility, are some of the trademarks of traditio-
nal models: “Dans une societé traditionelle, curieusement il est reconnu que la maxi-
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misation de l’interaction sociale ou du confort collectif est le principe de l’action fon-
damentale.” These “traditional” ideas are also crucial for modern organiza-
tions; thus, traditional management principles can help in achieving these
modern objectives. 

v There was also an emphasis on the importance of helping corporations
understand that modernization does not necessarily mean mimicking a parti-
cular model. For example, Japan has handled the interaction between moder-
nity and tradition beautifully. 

Cultural identity, in any case, is not dead; on the contrary, cultural identity
evolves with time as shown, for example, by the existence of the French lan-
guage thanks to the evolution of Latin language. 

“A company should take into account the cultural environment under
which it operates. It should consider cultural peculiarities as an advantage,
while at the same time not forgetting about its performance targets. In today’s
competitive world, companies need to differentiate themselves from one ano-
ther. They also have to manage tradition by adapting it to the norms of diversity
and governance. Innovation can help these companies to be more competitive,
and tradition can help them to differentiate themselves.  But a corporation
also needs to understand the imperatives of modernity and its demands. All
companies should therefore be encouraged to open up to new cultures wi-
thout giving up the culture of the enterprise they belong to”.

Some participants distinguished the healthy acceptance of tradition in cor-
porations in contrast to an extreme rigidity of tradition that can result in com-
pletely inflexible regulations. They highlighted the need to harmonize the
financial discourse with the preservation of culture. 

Others highlighted the need to include diversity within the greater objec-
tive of economic performance. The only way to accept the rules of the game
of economic performance is to consider racial and ethnic origins as a source
of imagination and adaptation. Some participants highlighted the idea of eco-
nomic performance further by stressing the need for talent in corporations.
“There is no question that as a business leader I cannot afford to hire anyone
but the best the world has to offer. And I want the world to be my talent pool.” 

Participants pointed out the differences between the US and Europe, in
the sense that in some European countries immigration is more recent and it
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is sometimes difficult to hire people with the adequate qualifications. Investing
further in education is a fundamental requirement for corporations today in
search of talent.  A good example is the Boeing Corporation, which gives each
of its 150,000 employees the opportunity to take any courses or programmes
that would allow them to develop their careers.  When speaking about per-
formance, creativity and innovation are emphasized, and it has been proven
that creativity and innovation come from diversity. “We came to the conclu-
sion that we don’t need to recruit the best talents, we only need to recruit
the talents required to do the job.  The best talents may give you a 5% imme-
diate edge; but using the right talents to do the job could bring diversity to
the company, taking that 5% edge up to 100% in terms of what you will get
out of it.” 

Two main ideas were considered crucial in this debate. On the one hand,
to understand modernity and tradition with a broader mind it is important to
first understand that the two are not opposed but in many ways are comple-
mentary. 

The participants also agreed that without diversity a company cannot reach
high levels of performance. There is a direct link between performance, crea-
tivity and innovation. In fact, these three concepts come from the correct ma-
nagement of diversity. A company should develop strategies to integrate people
from different cultures because their different perspectives can only be bene-
ficial to the company. The real challenges are how to integrate within the com-
pany different cultural backgrounds, and how to improve performance through
diversity management. The need to find accurate data from minorities in Eu-
rope, including their purchasing power, was emphasized as one of the primary
instruments for a better integration of cultural diversity into business life. 

2.4. Cultural models at work

This debate opened with the topic of cultural models at work. The Example
of the Universal Exposition was highlighted. “At the Universal Exposition, cul-
tural differences and different management styles are reflected. The participants
are “obligated” to deal with each other and to interact in order to make this
project succeed. In Japan for example,  a host country for the Universal Exposition,
the management culture reached a consensus. The exposition is organised by
both modern companies, such as the Toyota Corporation, and by the traditio-
nal public administration. This dual style of management has succeeded in ma-
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king a great project. In such events, one can see how corporations and civil
society face the challenges of globalization and work together to contribute
to citizens’ welfare.”

The discussion highlighted the importance of adapting to a local culture
while operating in foreign markets.  Some participants mentioned how business
schools have an important role to play in training executives regarding the dif-
ferent local practices, in addition to providing them with fundamental know-
ledge.  As an example, the crucial role of training and adapting to local cultures
behind the success of Telefónica in Morocco was mentioned. 

The success achieved by Meditel was also pointed out as an example of
Spaniards and Moroccans successfully managing their cultural understanding.
There was also mention of how today; Moroccans tend to understand the
French better than the French do Moroccans, which was not the case 25 years ago.

Others stressed the importance of understanding immigration better by ana-
lysing cultural models in management, and highlighted the need to study immigration
in terms of demography (age, gender and race, and their integration in the work-
force), in order to give some clarity to the problems of diversity models at work. 

The debate went on to analyze specific management models that differ in terms
of their styles of decision-making, cultural relationships regarding power and hie-
rarchy, and the links between self-interest and individual responsibilities. Participants
agreed that these different working models can be integrated into larger frame-
works and converted into tools for success within corporations. Adapting to the
local culture of the country was stressed as one of the fundamental factors of
business success.  

2.5. Women in management

The debate on women in management opened with the statement that
the participation of women in all management positions is of critical impor-
tance in the business world. There was also an emphasis on the relevance of
the complementary roles of feminine and masculine styles of management
within an organization. This has been proven to be a valuable source of in-
novation. Yet the fact is that very few women make it onto corporate boards,
less than 6% in Europe on average. In Spain for example, there is a new law
being developed that would push private companies to have more women
on their management boards.
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“Women can bring new ways of thinking to a corporation; and therefore
a better understanding of women’s role in different cultural contexts is of
the utmost importance”

The main lines of thinking during the debate were focused on solving the
controversial topic of how to evaluate the role of women within the corpo-
ration. One speaker emphasized the initiatives that Boeing is undertaking in
order to promote more women leaders inside their corporation. The cur-
rent debate on the difficulty of balancing working life with family life among
US corporations was also discussed. 

Next, the debate turned to need of not only recruiting but also managing
gender diversity within the corporation. “Women in their professional en-
vironment must have the necessary tools to express their different opinions,
as well as the instruments to appropriately manage their differences”. 

Participant stressed the need to analyse cultural diversity and gender di-
versity using different levels of analysis, highlighting the balance between tra-
dition and modernity found in examples like Morocco, where a change in
terms of women in management has been really visible in the last few years. 

Some participants spoke about the importance of taking a quantitative
approach. Once the number of women at all levels of the corporation is
large enough, then the analysis of the different models of performance can
be handled properly. 

Meanwhile, others highlighted a qualitative approach to the theme of
women in management.  They emphasized the need to look for excellence
whether it is in the hands of men or women, and stressed the role of certain
women of excellence in bringing about change. They shared specific examples
from Moroccan history, such as Madame el Fassi who in the 1940s was the
first woman university graduate, or Princess Lalla Aicha who had the courage
to pursue a modern political discourse in a post-independence environment
where conservative elements dominated.  It was also remarked that in order
to solve the complex problems related to women in management, homeo-
pathic means should be employed rather than mechanic ones. One example
is to provide citizens with a good education in order for them to be able to
cope with those issues.

In the case of the International Expo, there were several examples of
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women holding positions in the entire company structure, for instance with
the countries of Eastern Europe or in China, where women were present in
all the administrative lines in the expo. In contrast, there where exhibits
where women where hardly present at all, as in the case of Japan.  

A new line of debate was opened regarding the existence of quotas and
positive discrimination.  A participant suggested the idea that positive discri-
mination already exists for males. Male positive discrimination explains the
fact that males represent the majority of the workforce. There was a call for
a clear and organized plan of action in order to achieve change. In the expe-
rience of some of the speakers, things began to change once targets were
set and measured, and then shared within the organization. 

Some participants argued that although today women and minorities are
recruited, they often don’t have the means or opportunities to express their
perspectives and their different ways of solving problems, as well as their
added value to the company. The reason is that they usually seek to be more
involved in their work rather than being institutionally recognized. 

The debate stressed the complementary nature of feminine and mascu-
line models, and also highlighted the need for the proper integration of men
and women into the organization of the company, as a key factor for success
in business. Some participants thought that rather than talking about a femi-
nine style of management, one should talk about a personal one, which em-
phasizes the importance for organizations to integrate all different talents. 

3. Conclusions and recommendations

This first session of the Think Tank gave the participants an overview of
diversity and its multidimensional aspects within corporation. The consensus
reached in this meeting is that diversity is indeed beneficial to a company.
Each country or corporate organization should try to find the best policy
or strategy to develop diversity management solutions. 

First of all, the debate demonstrated that there are different perspectives
when it comes to understanding diversity and applying it within a company.
More specifically, there is a difference between the Anglo-Saxon approach
based on a practical orientation, and the Mediterranean approach, which is
more theoretical. The search for a complementary model would result in a
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significant improvement of cross-cultural practices in business organizations. 

Second, there is an awareness of the insufficient empirical data available
on cultural diversity. There is a need to develop applied research strategies
to better understand the diversity management policies undertaken by Spa-
nish-Moroccan companies, with the ultimate goal of improving diversity ma-
nagement within the business world. Participants recommended the study
of specific cases in which concrete examples of specific corporations can
shed light on the strategies that should be emulated, as well as show the fai-
lures that should be avoided.

Lastly, the Think Tank fostered a better understanding of diversity through
a horizontal approach towards the subject. The different background of the
participants, coming from universities, corporate organisations, and public
administrations or from the media, greatly enriched the debate. 
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Think Thank on cultural diversity in global management, Casablanca 9th December 2005
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C- Second Session:  Think Tank on cultural diversity in
global management, Madrid 10th January 2007

1. Research brief: Perception and practices of cultural di-
versity in Moroccan companies

The research study was conducted by scholars, and based on interviews
with 30 Moroccan managers from SME. One third of the companies focused
only on the domestic market, the second third focused on exporting abroad,
while the last third frequently interacted with foreign companies. 

1.1. The relevance of cultural diversity

The Moroccan managers interviewed declared they were sensitive to-
wards cultural diversity, and that they considered it a source of wealth that
needs to be fully explored. They emphasized their deep respect for other
religions and cultures, although they showed very little knowledge of other
cultures and almost no interest for some of them. In addition, some of the
younger managers reacted by saying that although they considered cultural
diversity to be important, it does not constitute a management priority; the-
refore, managers do not pay attention to this issue. 

1.2. Perceptions on specific world cultures in business

Unanimously, all responses expressed without a shred of doubt, a large
amount of respect and interest towards other cultures. Each culture was
considered to have positive contributions for the development of humanity.
However, the researchers perceived some nuances regarding some of the
different cultures, as well as a certain degree of ignorance.   

This is the predominant opinion of Sub-Saharan culture: it is rich, simple,
primitive, tribal and even backward. Little identification was shown by Mo-
roccan managers towards that culture, and some of them did not even seem
concerned by this region to which Morocco is geographically attached. 

In contrast, Moroccans felt much closer to European culture, which in
general is well known and judged positively: it is associated with develop-
ment, culture, creativity and rationality. Although there are negative percep-
tions as well: it is prejudiced, materialistic and individualistic. 
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Asian cultures overall are well appreciated; and certain qualities where
highlighted: discipline, humility, seriousness, open-mindedness, and also, its
ability to establish harmony between respect for identity and the acceptance
of others. 

North America centered on the USA. The general point of view amongst
Moroccan managers was that: it is an intrusive culture, arrogant, overwhel-
ming with its cowboy spirit, and dismissive of other cultures. “American of-
ficials are pretentious; they want to shape the world in their image. As for
middle class citizens, they tend to ignore the rest of the world.” And yet
some saw this culture as being positive and very innovative. 

And finally, the culture of South America does not seem to be well known
by the majority of Moroccan managers. They judge it based on stereotypes,
such as samba and football. Interestingly, they deemed it to be similar to Mo-
roccan and Arab cultures and claimed it holds some resemblance. They un-
derscored qualities such as: pride, good humor, and a fighting spirit. As far as
negatives, they mentioned lack of security and a reliance on the USA.  

1.3. Internal diversity, gender and regionalism

Managers seem to be abolishing discrimination in their companies, and
the consequence is that diversity is increasing: in terms of gender, religion as
well as regional origin. However, the reality remains somewhat different. On
the one hand, the variety of spoken languages is increasing. On the other
hand, women still have reduced access to higher positions inside companies. 

1.4. The internationalization of Moroccan cultures

This is still a pending matter for Moroccan business, and only those firms
operating internationally want to further develop their presence outside
their home country. Those working inside Morocco seem preoccupied with
sustaining their competitiveness: they are only seeking foreign partnerships
to increase their activities within the Moroccan market. If the need arises,
they are willing to recruit foreign collaborators, yet they require partnerships
first. The result is that there is a push for partnerships between what were
once small and medium Moroccan enterprises, with other previously small
and medium foreign enterprises. 

In conclusion, while Moroccan managers are generally open and sensitive
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towards other cultures, there is an urgent need for training in order to make
diversity a useful business tool and also clarify some stereotypes regarding
specific cultures. 

2. Themes and discussions

After a brief summary of the research results, different debates opened
up touching upon several ideas brought out by the research, such as: diversity
and gender; expatriates and their role in the cultural diversity debate; diver-
sity awareness and the possibility of diversity training. 

2.1. The gender debate

The research showed that Moroccan managers understand the role of
women in the workplace and they declare women to be equal co-workers.
And although there are some statistics that show a slow growth of women
in the workplace, the debate demonstrated that there are very positive signs
of the increasing success of women in the Moroccan business environment“:
The fact is that in Morocco we do not want women wearing veils. In the
USA, we accept this difference in dress and these women are also respected
in the Middle East. The fact is that women with veils do not have to be ne-
cessarily Islamists, but unconsciously most people make this connection. And
so, after living these experiences, I quickly changed my mind and my preju-
dices fell down. Then, I told myself: well, I am going to start checking the cur-
ricula of these women and holding back my prejudices”.

“There are many implicit topics, not only the negative judgments from
management, but also so many ridiculous complaints concerning these veils.
So after an event in Morocco, we had lunch with our team, and that was the
moment when we started to speak about our lives. After this experience, I
can say that these women have been totally integrated into the company be-
cause we opened a space of dialogue for all of us to get to know each other.
This is the moment that allowed me to accept these differences. I am
conscious that this does not always happen in this way, and that the situation
can be exactly the opposite. All I can say is that I don’t have the solution to
those other situations but maybe similar methods can be used to arrive at
this possibility of understanding. As we said yesterday, maybe we need to
look beyond the appearance of women.” 
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Within the conversations regarding women’s diversity, participants em-
phasized that different profiles and cultures of women co-exist inside Mo-
rocco.  

“In a company that considers itself modern, the perception is that all
women ought to follow a European dress code and hair style, and that they
should seek competition. If a woman wears a veil, she is automatically rejec-
ted using the following pretexts: I can’t put her in the front office because
customers will not like it; then, if I place this woman in the international de-
partment she will also be rejected; so I should send her to back of the office,
in accounting, but they won’t like her either; of course I can’t place her as a
sales-woman because customers cannot see her wearing a veil; in short, the
veil is going to give an image of my company that I do not want. So the ques-
tion is: should I hire an employee who wears a veil?” 

“The fact is that in Morocco we do not want women wearing veils. In
the USA, we accept this difference in dress and these women are also res-
pected in the Middle East. The fact is that women with veils do not have to
be necessarily Islamists, but unconsciously most people make this connec-
tion. And so, after living these experiences, I quickly changed my mind and
my prejudices fell down. Then, I told myself: well, I am going to start checking
the curricula of these women and holding back my prejudices”.

“There are many implicit topics, not only the negative judgments from
management, but also so many ridiculous complaints concerning these veils.
So after an event in Morocco, we had lunch with our team, and that was the
moment when we started to speak about our lives. After this experience, I
can say that these women have been totally integrated into the company be-
cause we opened a space of dialogue for all of us to get to know each other.
This is the moment that allowed me to accept these differences. I am
conscious that this does not always happen in this way, and that the situation
can be exactly the opposite. All I can say is that I don’t have the solution to
those other situations but maybe similar methods can be used to arrive at
this possibility of understanding. As we said yesterday, maybe we need to
look beyond the appearance of women.” 

The idea of different veils was discussed, with a marked difference bet-
ween the veil as a sign of a personal relationship linking an individual to God,
and the new veil that represents a political act: “I am going to impose my



63

ideas on my environment.” Therefore, when hiring a veiled woman, or a man
who doesn’t shake a woman’s hand because of a religious attitude, we feel
that we do not know whom we are hiring. Is he or she a person following a
personal belief, or is it a political agenda towards society? And if we integrate
them into the company, are we going to achieve an acceptance of different
views and behaviors, or will they impose their own? Can diversity with
others always be accepted, or only to the point that it is not going to destroy
my own diversity?

Some of the participants stressed the point that we should follow the
example of other countries, by acknowledging that this is a fragile issue that
international managers will have to deal with in Morocco as well as in Europe

2.2. The effect of expatriates in the cultural diversity debate:
“Could brain drain be a win-win scenario?”

Brain drain and the role of expatriates in the cultural diversity debate was
one of the main lines of discussion during the session. The debate looked at
two distinct areas: first, the economic roles of brain drain, including its challenges
and positive aspects; second, the role of expatriates in bridging gaps in cultural
diversity. 

a. The economic significance of expatriates

Some members expressed their concern about the negative economic ef-
fects that brain drain can cause to the countries of origin. But some positive
effects were also highlighted. For example, in Africa there are several countries
that now have levels of growth up to 2.6% due to a new generation of workers
and professionals who are coming back from abroad: especially from France,
the United States, and higher education institutions such as IMD and IE. 

“When I started teaching ten years ago, the Chinese students who used to
come here either wanted to get a job in New York, Madrid or London. What
is happening now? All the Chinese students are going back to China! Why? Be-
cause they said they can make more money in China than in New York City or
places like it. So in other words, as the economic environment of the country
changes and becomes attractive, I think money follows opportunity and people
follow opportunities.”

The conversation moved on to the importance of creating the right business
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environment that will attract qualified workers to come back. 

“If someone leaves, for instance, to go to the United States in order to learn
about nuclear energy and then comes back to Spain, he would indeed have op-
portunities. But in case he doesn’t find opportunities, he will pack up and leave
again and that, obviously, is not good for Spain. So what we have to do is find
the value of our people and try to make use of it. In Spain, we have seen that
many brains have been drained to the United States, but afterwards they have
come back and have found opportunities. We have to make our country as at-
tractive as possible and be able to offer these people good opportunities when
they return to Spain. That is what we have to do; we have to give opportunities
to other countries and to our own country”.

For instance, for Spain, Morocco is very interesting because Moroccans
could fill different kinds of qualified and non-qualified jobs in Spain. “When I
arrived in Morocco, Meditel had done research for possible employees and fi-
nally hired seven hundred citizens with a magnificent level of qualification. The
people we found in Morocco were as well qualified as the Spaniards, so we had
no need to bring people in from the outside. As we started developing things
and creating opportunities, Moroccans that lived in Canada, France and Spain
came back and settled in Morocco because Meditel gave them the opportunity
they deserved.”

Some participants stressed the idea that In some situations, a governmental
program to recuperate Moroccans working specialized jobs in another country
might be a good idea. It is a program such as the ones they have in England and
some other countries. 

There was further discussion about the personal challenges that qualified
workers face when they come back. It is not easy coming back to one’s country
after four or five years of studies abroad. The result of these years of experience
is a high degree of specialization that often cannot be valued or practiced in
the country of origin. This is something obvious in the finance world. It happens
in banking with specialists: they come home from abroad where there are stock
exchanges, derivatives experts and so on, but all this doesn’t exist in Morocco.

“In order to have a win-win situation, in addition to incentives, returning
workers should have a choice and the possibility to have access to decision-
making positions, positions of influence. This has started to happen in France;
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for example in the car industry, in companies such as Renault and PSA, you can
find that in their staff there are a lot of people coming from Latin America.
These companies want to develop in Mercosur and this is a way to make a cul-
tural bridge and gain experts from these other countries.”

Following this train of thought, there were discussions about the important
contribution that expatriates make to the economy of their host country. One
example mentioned was the policy in the UK that aims to retain students who
graduate with honors from UK Universities. 

“The United States historically has been the recipient for the rest of the
world’s brain drain. The United States as you know is a country built on immi-
gration, especially since the Second World War, and talented people from
around the world have tremendously benefited the country.”

b. The role of expatriates, helping to create a better understanding
of cultural diversity in both their home and host countries

One of the interesting aspects of the debate was the analysis of the role
expatriates play in building bridges between cultures.

Participants discussed the dual purpose of sending students abroad: acquiring
technical expertise, together with the opportunity of opening their views to
new ways of thinking. 

“Parents who have paid 100.000€ for the training of their kids are not only
investing money, but also, an emotional sacrifice. We told them: yes, finish your
studies, work for a few years in a big multinational and get some experience
for yourself. We want them to get this experience and also be filled with the
mindset of the country where they have been. These are immaterial things that
we cannot see, it is not like a diploma, it is not like an industrial sector that we
can develop; but what we expect from them is a way of acting and of opening
their mind. The challenge comes in different ways. Somebody is going abroad,
are they going to adapt and take in a new culture while preserving their own?”

“I have found that the people that I know or that I have met over my twenty
years of professional experience in various countries have differences according
to their own personal experience. The ones that have had this chance, this op-
portunity of going to another country to work, are people who have succeeded
in the fusion of both cultures and have reached a better position in their pro-
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fessional lives. They have also established links as non-official ambassadors of
their country. But I have also seen that the experience of people, who have not
managed to unite both cultural influences, is that they are the ones who form
ghettos by rejecting local culture. A crucial challenge is that once those people
have returned, are they going to try to replicate the management model they
learned abroad? Or are they going to reproduce a management model that is
appropriate to their culture of origin? Is the adaption of these two models pos-
sible?”

Some participants stressed the fact that in Morocco there are two things
that can create a positive change: the emancipation of women and Moroccans
that live abroad. These are two social forces that can structurally change the
mentality and dynamics of the country. When a Moroccan living abroad comes
back to Morocco, he or she doesn’t only import money and knowledge, but
also brings in a level of social demand, a level of perception of citizenship, which
we also have to adapt to each context, but is ultimately going to contribute to
a change in society.

The discussion also focused on the individual challenges of those who return:

“I think these experts who emigrate belong to no man’s land. Something
curious that I have lived through is that once you move abroad, the people from
your host country don’t see you exactly as one of them. I came to Madrid in
the eighties from Malaga to study economics; and when I went back home from
the holidays, people from Malaga curiously called me “the one from Madrid”,
even though I had never felt identified with that city. I have always felt Andalusian!
Anyway, it has always been difficult to transmit one’s experience when returning
to your home country or region.”

On the other hand, expatriates also leave interesting imprints in the host
countries in many different levels:

“For instance, in Marrakech we have seen that several movements, such as
an artistic movement, a design movement and many others, have been created
by non-Moroccans who live in Morocco and will probably stay there forever. It
doesn’t happen as easily in the business world as it does in Marrakech, and de-
pending on the circumstances we have seen different results. For example in
Agadir, where there is a foreign community that stays for long periods of time,
we have observed that there is no fusion between foreigners and local citizens.
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A different challenge altogether is integrating a non-educated workforce that
has emigrated to escape poverty, as is the case in Morocco with Sub-Saharans.
Those that arrive in a clandestine manner either belong to mafias or are ho-
meless and see Morocco as a country they have to pass through”.

An interesting part of the debate of cultural diversity is the role that expa-
triates have in eliminating stereotypes and correcting negative perceptions of
a given culture:

“We ask ourselves whether expatriates, especially students, economic
players, diplomats, etc, might contribute to erase stereotypes in order to faci-
litate and improve the connection or interrelation between different cultures.
I think young students who have a good experience in a foreign country would
be the ones who would be in charge of the dissemination of positive ideas
when they come back to their original country.”

But eliminating stereotypes also requires a philosophical effort on the part
of the host country:

“I think the terminology causes problems, and that’s why I would rather
use the word provenance than origin. For instance, we could say that having a
different provenance is different from having a different origin. It is just the place
that we come from, not the place of origin; because sometimes it is difficult to
know where one’s origin is. It is easy to say that there are different and very
specific origins, but there are also some inconveniences with this word. This is
a terminological problem. If we say to someone, “what is your origin?” we are
also saying implicitly: “you are not from here.” So it is actually an aggressive
question, in the end.  

But perhaps we ought to look at provenance and origin as being different
from one another. Where we were born is not the same as the culture we have
developed throughout our lives. This attitude has helped me to be able to relate
to people from different cultures by not restricting them to an idea of their
place of origin”.

And lastly, there was a discussion of the practical side of the role of expa-
triates in business:

Participants highlighted the need for indicators of efficiency, as was stated
the previous year, regarding the methodology of diversity management regar-
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ding Boeing, when they were designing centers in Seattle and they were going
to Madrid or Tokyo because the architects, engineers and designers from there
had different ideas. It is always the same objective, but in this way they are going
to have different ideas, different sensitivities, because they are going to get a
broader artistic perspective. Obviously the one from Russia is going to share
its values and the Japanese is going to share its own. And maybe at the end of
the day, Boeing is going to have different proposals for the same plane that are
very different but that are all interesting because at least there is a choice and
there is not just a single way of thinking about production. So cultural diversity
in the work place means being in a context that accepts differences and that
can also accept a certain amount of common norms.

Participants highlighted a useful way to turn diversity into a competitive ad-
vantage by turning a negative modus operandi into a positive one. What is ne-
gative is to make an approach work while not giving the chance for other
approaches to work as well.

“Some people say: I don’t like Morocco because they spend two hours drin-
king tea and only ten minutes to one hour doing business. But Moroccans would
say:You know, to talk business we need to be in a serene mindset; we need to
be calm; we need to be able to observe; we need to be able to listen and all
that will be invested in a negotiation, and this will allows us to do something
else. So we have a cultural shock. But we must understand that these are diffe-
rent nations and that we have to understand both cultures before we can take
what is best from both of them. This approach needs some sacrifice from both
parties in order reach an understanding.”

2.3. Diversity training

Participants stressed the fact that in the academic university system of
Morocco, whether in engineering, law, economics, etc, the subject of cultural
diversity has never been addressed. Students are not prepared for this issue,
and the professionals who are already integrated in the world market fre-
quently have serious problems when they need to communicate with other
cultures.

“One of the issues that came out from the research is that many of the
corporate managers don’t really have a clear vision when they talk about di-
versity. It is interesting that they don’t really want to talk about the things
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they understand. And it seems to me that one of the very important things
about this particular method, this particular Think Tank, is that it creates a
conversational space that allows people from different backgrounds and na-
tionalities, to perhaps teach each other how to talk about diversity.

This line of thought was further developed by analyzing what can and
cannot be taught regarding cultural diversity:

“There is no reason to teach something at school when it is something
that you learn at home with your mother, your father and your friends in
the neighborhood. It is an issue that is part of the Moroccan culture, and if
the training has to exist, it should maybe be philosophical or sociological.”

“I just wanted to make some comments about what we can and cannot
teach. I am going to put forward an example in which the characters are two
geographers. One geographer discovers a new phenomenon, a new moun-
tain that we did not know about and was not marked in any map. He gets to
the south face of the mountain and he questions the villagers from that side.
He asks them how they call the mountain. They tell him that the name of
the mountain is Atland, and so he writes down Atland in his notebook. Then
he measures the mountain and finds out that Atland is 5.000 meters high.
Then he goes back to his laboratory and does his mapping.Another geogra-
pher from his same laboratory goes to the north face of the mountain and
asks the villagers of that side how they call the mountain. And they tell him
they call it Athep. And so he writes down that the name is Athep. Then he
measures it and he finds out that it is 5.000 meters high. Some day, when
both geographers meet in a scientist meeting, they will see that they have
two names for the same mountain, Atland and Athep. What should happen
at that point?

We cannot tell those two villages how they have to define themselves
from the point of view of that mountain; because the only thing that they
know and see is the face of the mountain where they live. So maybe a pos-
sible solution could be to invent to just invent a new scientific name that
would be transmittable, but it would only be transmittable from a scientific
point of view. We would be able to teach the scientific name of the mountain,
but the name Athep will be something taught only at that village. 

I think this example is something we can use as a reference point. So
from the example, if I have to make a relationship between this and that tra-
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dition, both of which exist since long ago, I do not think we can teach the
correct answer. It is very important to be able to live a priori outside. We
need to understand that we cannot, once we have made an effort to analyze
this, try to make it an academic subject that we can teach.”

Following that discussion, there was an emphasis on the notion that the
culture of each person involved in a company cannot be transmitted through
teaching. Expertise can be taught but not experiences. Culture is something
that needs to be lived in order to really be felt and understood.

“This is what good sense is about. I think that it is interesting to be able
to cross and mix the transmission of instructions with the transmission of
things that are not talked about because they cannot be instructed. IF we
try to teach those things, those specific things that build trust, that are tra-
ditions, then we would be making a fascist organization. I think it is very im-
portant to somehow try to create good sense.  If we feel the “voice” of
good sense, then we should be feeling the things we cannot teach. I believe
that we must not confuse the elements of competence with the elements
of cultural diversity. We must not mistake one with the other. I am completely
convinced that we cannot teach cultural diversity and that making a theory
or a methodology will not be adequate.”

“It is true that tradition is an accumulation of things that cannot be talked
about. But it is also clear that if we want to see how subordination is working
in a company or in an administration, we have to take the standpoint of the
Anthropologist or the Sociologist. These sciences are going to tell us, for
example, that the power of the family can strangle the freedom of others
and create submission. So when someone at work is submitted to a superior,
it is difficult to understand this behavior. Maybe we shouldn’t always teach
cultural diversity but allow our future engineers to go to work in a Spanish
or French company. That way they will live there and understand their rela-
tionships with these other cultures. This better knowledge of others will of
course make them able to establish good contacts with other cultures, and
they will manage much better in all their business relationships.”

In order to clarify matters, a methodological issue was raised regarding
the need to separate the context from the content. The positive effects of
traveling where mentioned, as a way of making people aware of the diffe-
rences between their traditions and those of others, while teaching them to
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compare different elements from different cultures. 

“If we continue using the mountain metaphor, we should do so knowing
that it is very difficult to have a point of view that could give us the whole
idea of the mountain; rather, we could build up a point of view by comparing
all the different perceptions. There is a word we haven’t used enough; it is
“comparison.” Actually, I think that comparison is, as a methodological ele-
ment, what that helps us get to the essence of this topic by not being too
rigid. Because when we compare, we show what the power of each element
is, and we see what the different entities are. You know what I think about
identities, that they are fictitious constructions. I would like to mention that
magnificent sentence from Lewis Carroll’s in his book, Alice in Wonderland:

“Be what you would seem to be, or if you'd like it put more simply: Never
imagine yourself not to be otherwise than what it might appear to others that
what you were or might have been was not otherwise than what you had been
would have appeared to them to be otherwise.  Actually, the idea is that there
is a syntactical labyrinth due to a semantic confusion. Just like with identities,
we never get to understand everything. It is exactly like what happens when
you put mercury on a child’s hand. It would just escape through his fingers.”

The question then raised was: how could stereotypes grow around a certain
dress code, skin color or social origin? To make stereotypes fall down we need
to understand how stereotypes were formulated in the first place. 

“If we address the question effectively in our training system, in our families,
in the streets, in how the media takes part in forming our way of being. Do we
have a priori feelings? Are we using stereotypes? You have spoken about the
Middle East; we have studied the Middle East Regions. Saudi perceptions are
different from those of people from Qatar or from their other neighbor coun-
tries. So precisely, when I speak about someone from Saudi Arabia, what do
you think about them? Can you eliminate those stereotypes that you have by
knowing that amongst Saudis there are young people that have degrees from
the University of Montana, who embraced the new notion of freedom, liberty,
development, etc? The thing is that they share many things with you beyond
whether they pray at one time or another. But I don’t want to provide tech-
niques, there are no recipes. Being free of stereotypes is way of being that is
created by many external things. The question is: do we have the means to
create a new way of being?
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“We could even think about that in a transversal manner. When we are tea-
ching communication, we have to teach cultural diversity because we do not
talk about the classic cliché; we do not talk to an Arab as we talk to someone
coming from Sweden. This is because the key elements of behavior change from
one country to another. And this is something that people need to face with a
good attitude, in order to change their manners when interacting with people
from other cultures, to reach respectful relationships. It is not something ma-
thematical that we can just establish, so we will have to think about this issue
when we think about quality.”

Participants stressed the fact that most American universities at the bac-
calaureate level, require in their curricula courses on diversity. Although usually
what that means is that students are required to meet in small groups and talk
about the meaning of differences between human beings. They discuss what
they think about those differences. So this becomes part of the preparatory
training for many American students and they can use this knowledge if they
ever go into business. They have been required, perhaps against their will, against
their own volition, to think hard about what diversity means.

2.4. Diversity awareness and practical examples of good diver-
sity management

Awareness of diversity was further discussed, not only in relation to stu-
dents and managers, but because society as a whole needs to be aware of how
new generations are being shaped and in particular stressed as a real need in
organizations and in economic life. 

“Diversity in the economy was, and still is, an issue. I base a lot of this on my
own experience in the Netherlands where I am heavily involved in diversity pro-
grams at the moment. A lot of corporate people and intellectuals were sitting
around a table talking about diversity and what we thought was diversity. But
actually, the people on the streets are already defining the new reality of what
diversity is going to be in Europe and in the United States, or for that matter,
probably in Morocco as well. And what was interesting was that when you are
looking at the research, you mention younger managers, and what I am seeing
here is a very similar pattern right across the world, actually. After traveling a
few months, I observed that diversity is a direct realization that it is no longer
an issue. I don’t think it’s viewed by people on the street as an issue; it is a reality,
it is a function of realty, it is a factor and it is no longer something we need.”
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Some participants stressed the fact of the new wave of diversity. “Diversity
is now being made in the streets. I discovered this with the work we have been
doing recently in the Netherlands, in the city of Amsterdam, in a neighborhood
called the Balmer. The Balmer is to Amsterdam what Brixton is to London, or
to some extent, what Harlem was in the old days to New York City. In this
neighborhood, which is perhaps about a third of the size of the city of Geneva,
there are over 120 nationalities that are residents. It is a low-income neighbo-
rhood (I don’t want to use the word ghetto because it isn’t really a ghetto),
with a community based on first generation immigrants. And four or five years
ago, like other countries in Europe, there were significant issues. France was
getting ready to blow up, Pim Fortuyn was assassinated in the Netherlands, and
there were other people who were stabbed or killed in the same country for
various reasons related to either ethnic, religious, or some other form of di-
versity. I think that what is happening now is that many of the communities
themselves have begun to take responsibilities for problems that the govern-
ment or the administration has not been able to resolve”. 

“For example, there is an extremely active Moroccan community in the Ne-
therlands, particularly in Amsterdam, which has political and economic clout.
That group did not really exist as a group five years ago. Now there is also a
Chinese group based in Amsterdam, with both political and economic clout,
which is grassroots-based and is now being courted by corporations and poli-
ticians who want to follow up opportunities with the leaders of these organi-
zations. We have created a group called Breathing Balmer, which is a multiethnic,
multicultural organization. Now we have got all the multinationals chasing after
us, such as Western Union, GFK and other people who are interested in Mo-
roccans and the Surinamese, and also people from Macau, all of whom are trans-
ferring their money back home and they want to get into these particular
markets.”

“In other words, what I have seen happen in a relatively short period of
time, is that we have gone from a period of Europeans trying to think about
what to do with diversity, to a period where I think a lot of grassroots or-
ganizations are filling in the gaps and coming up with solutions where the
politicians were unable to come forward. I also think that this is going to,
within the corporate world, and perhaps it has done so already, force com-
panies to think in different terms about what diversity really means in the
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context of corporate organizations.”

The examples lead the discussions towards how to make corporations
more aware of diversity. Some participants expressed the notion that at the
end of the day, what we are really talking about is of an individual’s attitude
towards other individuals or entities with whom they have to interact. Thus
the question is how to influence people’s attitudes on an individual basis.

“There is an old American expression, where we used to say: “you can-
not legislate morality”. But one of the things that the French are doing is
that I think they say, “Ok, maybe we can legislate morality.” If we can use
this example to get people to start changing the way they think, if we can
orchestrate their behavior, they will be able to change their attitude, and this
would result in some behavior modifications.”

Participants stressed that the reason the corporations are interested in
diversity, is not for any humanitarian reason, but for shareholder value.  “They
are interested in it because we can make more money. And this is what we
have seen in Amsterdam. “Suddenly Heineken, ING, Abbey and AMRO, who we
know are big Dutch institutions, want to know how to be part of this multieth-
nic diversity movement. Why? Not because they are showing up with a white
horse and a big white hat, but the bottom line and the only reason they are
there, is because they know that we have the customers and they want us to
give them the access to these customers. This is what I think is the challenge
and the function of the trader in terms of shaping people’s attitude and getting
them to look at economic opportunities rather than discriminate and segregate
or other kinds of negative words.”

Participants questioned the difficulty for companies to manage diversity.
The objective is then making companies get interested in this issue, and this
is only going to be possible by making them see the real possibility of in-
creasing their profits; that only through diversity will companies be able to
perform or to achieve at the globalization level.

“I want to tell you about an interesting case. This is the case of Meditel,
which we all know about. Once they settled in Morocco, they became Mo-
roccan in the way they developed their management as well as other things.
They had to understand that it was in their interest to mobilize their relevant
abilities so that they could take into account those specificities, those cultural
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specificities of Morocco; mainly because the modus operandi in one country
is one way, and it’s a different way in another country. This put on the table
a need to understand, and this wasn’t done from a civic duty point of view
or as a trophy for the company. If they hadn’t taken this strategy they would
have probably failed.”

Other examples of good diversity management were also highlighted: 

“I come from Central Europe and when I look a little at my history, speci-
fically at the foundation of the Hungarian State, Saint Steven, thousands of years
ago, wrote a testament to his son where he wrote that the country could only
be rich if they had different cultures, different religions and different languages.
He said: “if you know how to use these potential riches, then you will make a
really rich country, but only if you have these elements.” Now, coming back to
the issue of perception, having a positive perception about diversity, and suc-
ceeding in transmitting this positive perception, is the main concern for educa-
tion. The key is how to show these elements as a positive and not as a negative
factor. This is not something new, it is something that people discussed thou-
sands of years ago and I think we should be able to do this today.”

“I want to mention a book called “Kiss, Bow or Shake Hands.” I don’t
know how many of you have read the book. It is a story of sixty countries
in the world that are considered to have culturally appropriate behavior in
terms of individuals and business people. This research was done by three
PhDs, and it is a nice, hefty little volume, which has just recently been upda-
ted. It should be required reading for any international business person and
it should be on the curricula of most business schools that want to have an
international orientation.”

“I think there is one example of diversity management that is just sitting
in front of our noses and that we can read about everyday on the web, in
newspapers, etc, and that is the European Union. In the European Union you
have a diversity of languages, of culture and of everything sitting together
and working extremely efficiently. Go and see how the European institutions
are working. O.K, they may be criticized but when you see the results that
they are producing, everything changes. Of course, this is not a company but
we can see a structure where they have exactly what we are talking about
and which is working with incredible success. They have developed some
policies in the last years inside the European Union that have been extremely
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efficient.  I also think that it is something so big that is sitting in front of us,
that we aren’t able to see it because it is just too big.”

“I cannot avoid remembering, due to the debate we have had, the verses
of the Koran which talk about the diversity in the different civilizations. This
is something extraordinary for me because it says clearly, that people have
to know each other. I think that in the heart of all the different monotheist
religions, we find that diversity is not a factor of destruction, but a factor of
coexistence and respect for other cultures. There is a positive vision on di-
versity and we shouldn’t just focus on the Tower of Babel. I would like to
find a faithful translation for that verse of the Koran so that we can see that
it is very much in line of what we are dealing with here. Globally it said that
we have created different civilizations and different nations, so that they can
meet with each other. That is what God did by creating different civilizations,
so that they could meet with each other! I believe this is a very constructive
vision.”

The debate moved on to the need to preserve cultural differences in the
same way that we preserve biodiversity, especially since the globalization
machine will unavoidably erode many cultures not strong enough to resist
it. Thus, the more global the world is, the more we have to protect that di-
versity; because if we live in a globalized world and we make a mistake, then
we make the same mistake all over the world. 

“Nowadays there is a program in the UNESCO that has actually used as
a slogan a reference to the Isle of Goré in Dakar: “When an old man dies, a
library is burnt in Goré Island.” So if we do not preserve knowledge then
we lose it. I think this has a relationship with what we were saying and maybe
it refers to a desire to preserve and save the characteristic elements of our
cultural diversity.” 

“I would like to suggest that worldwide, certain institutions exist that are
wholly prepared to take on the challenge of preserving cultural diversity: the
museums. There is a great deal of experience in the world of museums that
I think could help position corporations and nations to better come to terms
with some of these issues. Museums are about seeing, and they are about
lot of ways of seeing. Museums create spaces for dialogue around things that
they see, and that I think, provide an important institutional context for this
discussion. 
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I would also like to bring this down to a practical level by giving you exam-
ples of museums that I think are actively engaged in reinventing themselves
to better come to terms with a world of a cultural diversity. One is theTro-
penMuseum in Amsterdam, which was set up in the 19th Century. Primarily
it is a Colonial Museum where they exhibit the clothing, the merchandise of
the Dutch Colonies, etc. The museum was completely transformed between
1970 and 1980 into an institution to better educate the Dutch public about
cultural differences and cultural similarities. It is an institution that has com-
pletely transformed itself. 

Another museum, which I confess has now become my favorite museum
in the entire world, is the Australian National Museum in Canberra. What has
happened in Australia is that the National Museum has become a place for
telling stories about the wonders of the cultural diversity that characterizes
Australia. I think they have made very important steps in coming closer to
their own indigenous cultural issues; they have tried to engage the public in
terms of education, in terms of educating people and inspiring them. 

One of the great things about museums is that they help with the imagi-
nation, they help us imagine, to see and experience alternatives. It is that ex-
perience that I think is vitally important for increasing discussion on this
issue of diversity, not only in the corporate sector, but also in other sectors.
Museums can ask the questions:What is it like to be an aborigine living in a
modern culture? What is it like to be an immigrant? Those are the kind of
questions museums throw at their visitants. I think museums have a vital role
in seeing and interrogating what our vision of the future is. I think the ques-
tion of cultural diversity is terribly important in getting people within the
corporate sector and in the broader public sector, to think about the fu-
ture.”

3. Conclusions and recommendations

At the end of the session, five main areas were identified with an aim to
provide a more practical framework for future debates. 

3.1. Focused research

In order to clarify the debate on diversity and achieve more specific pe-
dagogical results, the first recommendation was to pursue different studies
that could shed light on cultural diversity within business organizations.
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Specifically, there was a recommendation to develop corporate motiva-
tion studies. It was also recommended to begin an in-depth study of the per-
ceptions of Moroccan and Spanish managers regarding the Moroccan
business environment. The purpose is to find a model that could then be ex-
ported into other cultural settings.

3.2. Developing academic programs

Research studies should be used to develop a pedagogical program for
Academic Institutions. This program can then influence other areas of society
by training corporations and the media. Several relevant institutes working
in these areas where as possible candidates for collaborations in the future
mentioned. 

Seminars could be conducted where business people would get together
and talk about their positive experiences in other countries. One of the
things they could talk about is how they managed to integrate cultural di-
versity and the group could work together to draw conclusions that others
could use in their own business experiences. 

3.3. Networks and open debates

Online forums for debate should be developed. Key players should be in-
volved in these debates, for example the Chambers of Commerce, since ins-
titutions like these can make help create a network to share the knowledge
and conclusions of these debates with others in business world. 

3.4. Communication dynamics

The results of the debates should be made public by means of politicians,
the media, artists and journalists.

3.5. Identification of the place or the site

Museums can be included into this process in different ways, including
the possibility of linking academic institutions and museums to create a visual
and textual archive of all these debates, perhaps even providing a bibliography
of all the material related to the issues. 

Following this strategy will help the business community to actually reach
some specific goals towards resolving the challenge of managing diversity. 
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Think Thank on cultural diversity in global management, Madrid 10th January 2007
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D - Third Session:  Think Tank on cultural diversity in
global management, Rabat 29th of February 2008

1. Research Brief: Study on cultural perceptions in the
Spanish-Moroccan business context

1.1. Research Focus and methodology 

The overarching objective of the study was to identify the cultural para-
meters that can help improve perceptions of product, as well as trade flow
and human resource management. 

The qualitative research was conducted using structured focus groups
following the methodology developed by the ONA and IE Foundations. The
IE Foundation ran half of the focus groups using Spanish managers, and the
ONA foundation ran the second half using a group of Moroccan managers.

1.2. Research results:  Spanish managers’ perception of Morocco

The IE Foundation conducted three focus groups for this study. The first
was conducted in Madrid on October 16th 2007, and it included business-
men and women as well as business students, most of whom had no previous
experience in Morocco. The next group was brought together on November
19th of that same year, and it was made up of businessmen and women as
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well as academic scholars who had a direct experience with Morocco. The
last focus group occurred in Casablanca on January 24th 2008, and it was
made up of Spanish business managers established in Morocco, mostly in the
North and in the Casablanca area.  

Although the composition of each group was very different, some inte-
resting common perceptions were identified as well as some significant dif-
ferences between participants that had a direct experience of Morocco and
those who didn’t. 

a. General perceptions on Morocco and its relationship with Spain

All of the participants stressed the key role of the Spanish media plays in
creating the image the general public has of Morocco. The widespread atti-
tude that “good news are not news,” has pushed the media into stressing
only negative events; thus it has had a negative influence, particularly on peo-
ple with no direct experience with Morocco.  

Despite the many difficulties and challenges that lie ahead, all of the focus
groups, in particular Spanish businesspeople in Morocco, are optimistic of
the future of Spanish-Moroccan relations. “We are bound to understand
each other” was a perception shared by all the participants.  Many also em-
phasized the need to improve the visa process in order to avoid a loss of
opportunities in the long run.  

The effect of direct experiences in changing stereotypes was highlighted.
Some directors recognized certain apprehension before going to Morocco,
in terms of insecurity or violence, a feeling that quickly disappeared after
traveling to or settling in Morocco. Other common stereotypes were also
quickly dispelled after having a direct experience of the country. 

The study also found a generational gap amongst Spanish businesspeople,
where the younger generation feels more distant from Morocco than the
older generation. Most of the students believed in a global community; yet
more so than the other groups, they stressed a significant difference in values
separating Spain from Morocco, including religious values and a different
sense of community. The difference in income level was also stressed as a
cause for this perception of distance amongst younger generations.  
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With the youngest participants there was also a general lack of interest
to connect with their Moroccan peers, as opposed to establishing relations
with Europeans or Latin Americans. 

One of the strongest results was the easy adaptation of Spanish busi-
nesspeople to Moroccan life together with an emotional attachment to the
country that developed after staying there for a few years. Spanish business-
people recognized some challenges and difficulties in everyday business life;
however, they all expressed their willingness to stay in the country. Most of
them feel like Moroccan ambassadors once they return to Spain, and they
play a role in dispelling some of the misconceptions and negative stereotypes
of the country. 

Most groups stressed the influence, mostly negative, of history when for-
ming their perceptions of both countries. Although the Arab legacy in Spain
is considered positive, for many it is not associated with Morocco (this was
particularly relevant in the group of students).

b. Cultural perceptions: country, products, commercial and
human relations

v Perceptions on the country

Spanish businesspeople mentioned a clear and positive development hap-
pening in Morocco, which has had an effect on the economy as well as on
politics and institutional development. They perceived a clear difference bet-
ween rural and urban areas. For many, Morocco reminded them of Spain a
few years ago, and thus they believe that Morocco might see similar progress. 

Participants stressed some peculiarities of the Moroccan market, inclu-
ding the fact that the population pyramid is reversed, which means that most
of the Moroccan population is made up of young people who frequently
have problems getting employment. They also emphasized the fact that the
country acts as an intermediary because it sends emigrants abroad, but also
receives immigrants from southern African countries. Many perceived a lost
opportunity in the fact that Moroccans look much more towards Europe,
while ignoring the business opportunities in Africa.  

The participants who had never visited Morocco had a general percep-
tion of a country in development that has a strong religious influence and
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lacks openness in its political institutions. 

v Perceptions on Products

Participants with little direct knowledge of Morocco thought the main
Moroccan exports are leather and textiles, while their idea of Spanish ex-
ports was low cost industrial products.  

Those who knew the country felt that the Service Sector has the most
potential, including the telephone industry, electricity, water and banks. This
is a change from the focus on agriculture and the fishing industry, which were
the main exports 20 years ago. New cosmetic products were also perceived
to have good potential as Moroccan exports. 

In contrast with the perceptions of group members who did not know
the country, those familiar with Morocco think that tourism is not only res-
tricted to cheap tourism but also includes high class tourism, and that it is
important to make investments in this sector.

v Perceptions on commerce

Most participants recognized important cultural differences in conducting
business:

• The concept of time: Moroccans’ sense of time is very different from
that of the Spanish, and this might have negative effects on the required ef-
ficiency standards.  

• Concept of hierarchy: power relations are perceived to be much hi-
gher among Moroccan employees.

• Short-term interest as opposed to long-term vision. 

The majority of participants agreed that cheap labor and access to new
markets are the main reason for Spanish businesses to invest in Morocco.
They also perceive that Moroccan businesses are more interested in short
term business and copying products, rather than developing long-term part-
nerships. 

v Perceptions on human relations

All of the groups had a general perception of the hospitality and friend-
liness in human relationships found in Morocco. But they also stressed cer-
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tain mistrust in the negotiation process, certain “cleverness” in business
deals.  

All of the Spanish businesspeople agreed that developing a greater mutual
trust is the first and most important step towards success in the Moroccan
business context. They also recognized that language difficulties are greater
for most of the Spanish managers rather than for their Moroccan counter-
parts. 

All of the participants in the study expressed an excellent opinion of Mo-
roccan women employees. In general, they are more highly valued that their
male colleagues, in terms of rigor, efficiency and loyalty to the company. There
is however, a general fear that many will leave work after get married. 

1.3. Research results:  Moroccan managers’ perception of Spain

Three Focus Groups were organized in January 2008 in collaboration
with SMB officials, one in Tangier on January 18th, the next in Agadir on Ja-
nuary 22nd and Casablanca on January 23rd.

The first observation is that there is an obvious difference of perceptions
between entrepreneurs living in Tangier and those in Casablanca and Agadir. 

In Tangier there is a “fraternal vision” of the Spanish neighbor, with whom
they claim an ancestral cultural connection. Thus, even when they discussed
some difficult issues such as Ceuta, they maintain certain moderation and
tolerance that contrasts strongly with the more intransigent attitudes of the
participants from other regions. 

The managers from Casablanca expressed a significant detachment to-
wards Spain, since for them it belongs to a larger group of European coun-
tries with which they have set up or may establish a co-operation. They treat
Spain just like any other European country. The only exception is France,
which is considered the closest and most privileged partner.  

At lastly, businesspeople in Agadir showed a great mistrust towards Spain
and this research study in general. They looked at Spain through several ste-
reotypes, calling it a “secondary” member of Europe, a “corrupt “investor,
and a negotiator with a false sense of superiority. 

All in all, the perception of “closeness” or affinity towards Spain seems
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to rely on the geographical proximity coupled with a shared history. Going
back to the Muslim presence in Andalusia, participants underlined the
contrasting histories of both people, including colonization, the migration of
many Spanish people to Morocco during the Franco era, followed by the
more recent migrations of Moroccans to Spain. Geography and history have
also led to a both cultural divisions such as the feature “bon viveur” in
contrast to the attachment to traditions, and also certain flexibility for indi-
viduals in Morocco that is less rigid than in some cultures of Northern Eu-
rope.

However, some of the entrepreneurs believe that Spanish Membership
in the European Union has broken up this cultural affinity. They feel that
Spain has turned its back on the Mediterranean dimension of its identity.
There are also other factors that influence this distance, such as the recent
emphasis of some Moroccans on their Muslim identity, as well as problems
with terrorism.

Most of the participants considered that the misunderstandings and ten-
sions between the two countries are mainly the result of the false image
that Spain has of Morocco, and particularly of Moroccans themselves. They
believe that the Spanish media plays a decisive role in this relationship be-
cause it reduces Morocco to the issues of clandestine immigration, terrorism
and under-development (poverty, illiteracy, etc). 

This simplistic and negative image is frustrating and humiliating to Mo-
roccan entrepreneurs, who wish to be recognized as equal peers and part-
ners by their Spanish counterparts. Participants insisted on the fact that the
Spanish do not recognize the considerable progress achieved by Morocco
in recent years. They want the Spanish media to show that that Morocco
also has “motorways, high-tech companies and high-ranking staff.”

The participating managers attribute to their Spanish neighbors a high
level of status. They believe that by getting closer to Northern Europe at
the economic and commercial level, the Spanish have gained discipline, quality
and expertise. All those who have worked with the Spanish partners descri-
bed them as demanding and rigorous clients, imposing norms and controls
on the quality of production, the business process and time limits. Even
though this attitude created some annoyances for Moroccan managers,
especially with relation to the “imposed” prices that are perceived to be
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very cheap, it is also considered as a positive value that is inspiring to many
Moroccan companies. 

The study reveals that Moroccan leaders have only a very limited know-
ledge of the current bilateral economic exchanges with Spain, as well as of
the available opportunities for co-operation. However, they are aware of
their lack of information on the matter and they regret this and want to im-
prove it. 

Most of the participants remain open and interested in the promotion
of partnerships with Spain. But there are many obstacles such as the lack of
information on markets, language barriers, and negative images in the Spanish
media, etc. Participants expressed a need for support in order to get closer
to this “natural” partner of Morocco. 

With this mind, all businesspeople on both sides should make stronger
efforts to be more involved in the work of exploration, gathering informa-
tion, and developing links, setting up networks and taking advantage of op-
portunities for exchange. Entrepreneurs also expect the Moroccan
government to provide better conditions for competition by reducing cus-
toms tariffs and taxes, and by promoting commercial and economic deve-
lopment. On the other hand, Chambers of commerce and professional
associations have to conduct studies and statistics on the evolution of eco-
nomic exchanges between the two countries. They must also inform Mo-
roccan entrepreneurs of opportunities for co-operation and even to
organize business meetings between company managers from both coun-
tries. Finally, Moroccan entrepreneurs expect Spanish authorities to begin a
strategy of mutual development and to set up partnerships with the Mo-
rocco, so that individual initiatives are backed up by a larger governmental
effort. 

Having said all of this, there political tensions that stand in the way of im-
proving the commercial relationship between both countries. The most si-
gnificant is the perception of an attitude of superiority that Spain has towards
Morocco.  

Lastly, a larger effort on the part of Spain in participating in cultural and
social activities in Morocco would contribute to improving its image in this
country, changing the perception of an “opportunistic” investor to that of a
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mutual global partner. 

2. Themes and discussions

In the first part of the session, and after a brief presentation of the re-
search results, different debates opened up touching upon different ideas
brought up in the research including cultural perceptions of managers in the
Spanish-Moroccan context, as well as the broader subject of finding ways to
change mutual stereotypes in order to improve commercial relations bet-
ween both countries. The second part of the Think-Tank centered on the
theme of demographics, the mobility of people and abilities, trying to give a
new vision of the concept of immigration. The Debate ended with the design
of a practical plan of action that would better integrate cultural diversity
into both societies.  

The debate began with a general discussion of its objectives as the third
and last Think Tank, with the general goal of using this reflection to improve
the decision making process in Mediterranean zone.

“How, for instance, could our educational system give our youth more
cultural diversity? This is an obvious question, one that is responsible for
bringing about the reform of our educational system. This has been the re-
curring theme of many discussions for several decades. How can we drive
this change? Even if it happens at a slow pace, it may have a re-structuring
effect on the other parts of the system itself.”

“How can our media disseminate a reading of our report with an ap-
proach that is not biased by a nostalgic reading of history? For it is in the
media, in cinema, theater, literature and the arts in general, that there is often
a kind of nostalgic reference to our past, regardless of whether or not it is
a glorious past or not. It is important to focus on the future and take a look
at issues that are local, national, regional and even international.”

“How should economic players look at their relationships with other
countries? What about their relationships with foreign businesses operating
in our own country?”

“How can States and public powers take a more balanced approach to
the issue of emigration without in so doing jeopardizing their social models?”



88

2.1. Debate on cultural diversity and its perceptions in the Spa-
nish-Moroccan business context

Discussions on this topic began with a reaction to the findings of the re-
search study, and in particular, with a focus on the benefits and difficulties of
Spanish-Moroccan commercial relations after the entrance of Spain into the
European Union.  

“We have noticed that there was a paradigm shift that began when Spain
joined the European Union, and that contractors have started to become a
little more distrustful.  Let’s however put ourselves in that historical context:
Spain was competing with Morocco in a number of agricultural exports, and
thus membership in the EU gave Spain a privileged competition with the EU
itself, which was in turn Morocco’s main client. This paradigm shift is due to
the context prevailing at that time when Spain joined the EU.  In any event,
the relationship between Morocco and Spain has changed drastically before
and after the membership of Spain in the EU”.

Discussion continued on cultural perceptions in the different regions of
Morocco. In particular, participants were surprised by a lack of fluid com-
munication between Spanish businesses and the businesses in the Agadir re-
gion, especially considering how close the region is to the Canary Islands.
An improvement of communications was seen as fundamental to improving
the business opportunities that exist in the region. 

“Spain has a very developed culture of tourism, which may be used in
Morocco to contribute to increasing the hotel occupancy rates along a vision
of cooperation. The same can be said of agriculture, especially citrus fruits
and vegetables, fishing and downstream processing activities. But today’s in-
dustrial fabric is much more diverse and hence partnership has become an
interesting possibility, particularly in some areas of excellence for Spain such
as renewable energies, including photovoltaic and wind energy, waste mana-
gement and flow, among others.”

In addition to investment in tourist industries, some participants stressed
the significant increase in Spanish investments in the south, particularly in fi-
shing and agriculture. 

The need to further develop business links in the south of Morocco was
emphasized by some practical examples:
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“I have experience coming from the corporate world that will further il-
lustrate the situation. My company has participated in a big contract in the
city of Laayoune. We receive our imports from Spain at the ports of Tangier
or Casablanca. The transport costs from the Port of Casablanca to that of
Laayoune are quite high. Our competitors have been able to charge lower
prices for their products because they decided to have them imported di-
rectly from the Canary Islands to Laayoune, which is actually cheaper. This is
something to ponder on”.

Participants highlighted the cultural proximity towards Spain that is per-
ceived in the North of Morocco, and how investments and good business
relations over the last twenty years have played a part in significantly mo-
dernizing some specific areas south of Larache.  This area has a well-develo-
ped and modern Agro-Food industry. 

Participants also agreed with the positive development of Spanish busi-
nesses in Morocco that is mentioned in the study, along with the fact that
most Spanish managers working in Morocco were satisfied of the working
conditions in the country. 

“In fact, I think that the Spanish companies doing business in Morocco
are quite satisfied, and remember that they are not only limited to the agri-
cultural sector. A telling example of this is the presence of Telefónica in Mo-
rocco. The Morocco-based call center of Telefónica hires telephone
operators from all over the World, including of course, Moroccans fluent in
Spanish. Likewise, many Spanish companies are currently investing in tourism,
particularly secondary residences intended for European buyers”.

2.2. Cultural models

The discussion continued on the cultural perceptions of Morocco that
often represent a misperception based on general stereotypes.  One com-
mon stereotype is the idea of Moroccan managers being “fatalists.” Partici-
pants clarified that there is a certain dichotomy in Morocco where we can
still find a rural society based on traditional cultural models, in contrast to
a highly developed modern and dynamic society based on an international
managerial culture.  Some participants expressed that the influence interna-
tional standards on Moroccan business practices has helped international
managers to enter the African market through the intermediation of Mo-
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roccan companies. The stereotyped perceptions of some of the traditional
elements of Moroccan society should not be used to make a generalization
of its modern enterprises.  

A difference in the perception of time is also a common misinterpreta-
tion.  Some of the participants stressed the idea that this general stereotype
could be stem from the traditional rural habits of seasonal agriculture, whe-
rein farmers give the impression of not working in between each season.
Participants went on to emphasize the actual importance of time in the Mo-
roccan mindset. 

“To speak about our relationship with time, I will mainly draw inspiration
from our history and culture. While the French say: "speech is silver but si-
lence is golden," we have been saying for centuries that´s time is gold." There
are also many other sayings along the same vein, such as “time is a sharp
blade, either you cut it or it will cut you.”  That is our true relationship to-
wards time, and hence we must make it better known so that we may bring
negative stereotypes to an end.”

Strict power hierarchies are also a generalized stereotype, to which par-
ticipants reacted by expressing the idea that managers in Morocco actually
follow the rules of international management, and thus hierarchical relations
between a managers and workers are the result of business efficiency, not
the result of a traditional idea of submission.

“I have a lot of respect for Abdallah Hamoudi but I have to admit that I
don’t agree with his book Masters and Disciples, where he explains that our
behavior in relation to authority is one of submission. I find this almost to
be a rewriting of the speech of Étienne de La Boétie in his Discourse on Vo-
luntary Obedience.  This is totally not the case since the beginning of our
modern times.”

The changing role of Moroccan women managers was also stressed in
the discussion, in particular the perception of Spanish managers that Mo-
roccan businesswomen are very professional and efficient. Reference was
also made of the Legal changes that have occurred over the last few years,
specifically the Moudawwana reform of the personal status of women. As
results of the evolution of gender roles, women in Morocco now make up
40% of certain engineering schools and up to 52% in the Medical School in
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Casablanca. 

Foreign managers often mention their perception that Moroccan society
is a collective society. Some participants pointed the positive relation to
community in Moroccan tradition. 

“Well, the relationship of Moroccans with their community, not only as
far as business is concerned, but in all areas, is historically very strong. It was
first acquired through the ancient management of land, wells, forests and pu-
blic domain, as well as transportation routes. So businesses have a rapport
with the community that they don’t seem to take advantage of. The time is
now ripe to use this sense of community in an environment that has been
further developed with better infrastructures.” 

2.3. Perceptions and stereotypes

The debate of cultural models and perceptions lead to a discussion on
why stereotypes exist and how are they formed. 

“When I think of Morocco and Spain, I think of two neighboring countries
that should normally know one another well. And then I think of Canada
and of the USA, two countries that ought to know each other well, but
where their mutual perceptions do not reflect the reality. Canadians perceive
Americans in a different way than they really are and the same is true the
other way around”.

Participants discussed the idea that perceptions are not always negative,
and sometimes countries take advantage of their positive image although
these positive elements are not necessarily proven by scientific studies. 

“If you ask Canadians and our French cousins, what country has the hi-
ghest rate of productivity and which has the most active labor force, the
French say that Canadians are the most active and the latter hold the same
view. But in reality, in its periodic study, OECD said that France boasts the
second most productive workforce in the world. This comes as a huge sur-
prise to Canadians. We tend to believe that people who take two-hour
lunches and work forty hours a week cannot possibly work well and hence
are not productive. But the fact is that they are good workers and very pro-
ductive, and how come? Well, because they have invested heavily in innova-
tion, science and technology, while we have done a little less.  Hence, although
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they are not as active, this does not mean they cannot be more productive
than us”.

The debate moved on to the fact that perceptions of other cultures are
formed by a mix of different elements, among which the media has an in-
creasingly important role. At the same time, stereotypes were seen as a
consolidation of perceptions that have different roots. 

“It is clear that perceptions are not phenomena encrypted in our genetic
codes; these are constructions based on actual experiences, I dare say pro-
ductions, and I would even add that the media have contributed thereto to
a large extent. But the media have undoubtedly drawn inspiration, at least at
an initial phase, from a reservoir of different rationales, i.e. from historical
relationships, with all the good and bad aspects thereof. I call this is an inter-
active process because I think that the prejudices and stereotypes conveyed
by the media further reinforce the perceptions caused by a historical legacy.
This brings me to speak about the operational level, in particular in relation
to certain prejudices, including the perception of fatalism and the relation
to time”.

The relationship between cultural diversity and perceptions of it was cla-
rified in an effort to separate content from context, underscoring the need
to move into the direct experience of other cultures without relying on se-
condary sources.  

“I think, as a matter of fact, that moving from cultural diversity to pro-
moting this concept of perception is very important. Philosophically it has
served as an analogue to reflect the sharing of thoughts. Each time philoso-
phers wanted to convey the idea that a set of common ideas actually existed,
they said, “we have an analogue, we feel things in the same manner.” Thus
the idea of sensible perceptions is promoted when talking on cultural diver-
sity to make it relative and to take into account the fact that there is a certain
unity of the human species and at the same time, there is also the danger of
a civilizational imprisonment. When we use civilization as a presupposition
for analysis, we take on the risk of becoming locked within a particular civi-
lization. Hence, sensory perception as a means for sharing and feeling em-
pathy is an element of utmost importance. Sensory perception gives me the
advantage of allowing me to recognize myself in something else, without ne-
cessarily knowing it. You haven’t met a friend for a long period of time, you
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are asked to describe his facial features and you are unable to do so. Howe-
ver when you see him, you recognize him because of the existence of a pre-
vious perception followed by empathy.

I think this issue of perception is very important. The fact is that stereo-
types develop when we forget about perceptual data, when we forget what
you called the direct experience.  At a certain time, descriptions replace per-
ceptual data. A journalist could not do without description and could not
help falling into the trap of prejudices, because in fact prejudices are the re-
sult of lost or forgotten information, which they tend to eventually replace.
In fact, trying to go back to actual experience, what Anglo-Saxons call “ac-
quaintance reality,” is essential; not really in order to describe things, but ra-
ther in order to know that descriptions depend on actual experiences and
that in reality when descriptions are detached from actual experiences, they
lead to stereotypes”. 

Participants discussed the need to do proper research and conduct sur-
veys to reach the real facts, however as some participants pointed out sur-
veys and research can also be biased. “Let me just tell you a little anecdote
about this: a well-known reporter for the French newspaper Le Monde,
asked me to provide him with names of contacts in the Maghreb area in
order to write a “cultural page” on the Maghreb. I gave him the contact info
of an scholar in Tunisia, who specializes in Austrian philosophy. She intervie-
wed her for three hours. She wrote a full-page article in Le Monde and did
not even mention her name. Malika was very upset.  I was later able to meet
the reporter and I asked her: "how is it that you did not quote Malika in
your article? She does an extraordinary job, she has managed to get scho-
larships from the Austrian Embassy in Tunisia for the students she teaches
Austrian philosophy to, and who in turn come back at the end of their stu-
dies to teach at the University of Tunis, and she has worked with the Foun-
dation of King Abdul Aziz to give internships to her students, etc. The
reporter answered: "She has nothing of a Tunisian.” So if Malika had worn a
veil, and had she been going to the mosque regularly, she would have had
her picture on a full page. Thus, only direct experiences make it possible to
avoid these supposedly logical links created by stereotypes”. 

There was a lengthy discussion about the role of the media in consolida-
ting stereotypes. Some journalists participants of the debate shared their
thoughts based on their experience in journalism and in networks all over
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the world and the fact that media techniques are somewhat influencing a
sort of a sociopolitical model that is emerging all over the planet.

“Three basic categories of people emerge within this sociopolitical
model, and only the higher level is able to organize knowledge and skills, and
is thus able to create change and influence others into accepting those
changes. Taking in consideration how the lower groups are influenced by
emotional elements, Influencers can organize emotional discourses and dis-
seminate them in popular programs in TV or Magazines. 

There is a first and lowest group, made up of those who watch television.
Indeed, compared to the situation of about a hundred years ago, watching
television is relatively a means for the acquisition of culture and information,
which their grandparents or their great-grandparents did not have. But in
our contemporary reality, television is essentially a media of emotions and
not one of knowledge and competence. The result of this is people who are
very passive towards the changes occurring around them, so passive that
they sometimes fail to adapt. And I think that the new layers of poor people
that we see rising in the world, the casualties of globalization, those who
stay on the margins of the information and communication technologies, are
those who generally have access only to this media of emotion. So we can
say that we will make an effort, we will resist this trend and we will ensure
that journalists and their chief editors on television will improve their infor-
mation and training. This dream is difficult to achieve because competition
for advertising between television channels leads to further competition on
information.  

Now there is a second layer: there are people who watch television and
rarely read magazines and newspapers, or when they do, they read magazines
like the British Sun, yellow journalism and tabloid newspapers.  I have a feeling
that this layer is somewhat more ready to change; it is a sort of precursor.
It is capable of interpreting changes, of applying them to it, and especially of
imparting them on the lower layers. It is the dominating half. 

And then there are those who are at the top: the dominating layers, the
ones who watch television, read magazines, read the newspaper daily and
also read books. So why are books important? Well, because like the dailies,
books serve to organize knowledge and skills.  So these are the people who
dominate the planet, the change agents and change makers. I don’t like this
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emerging situation very much, because I think that social and power hierar-
chies will grow ever stronger because of the very way in which the media
operates when conveying skills and information. In fact, I don’t know whether
we can fight this phenomenon, and it can go quite far because the dominating
layer can make use of a sensational topic to induce a set of popular emotions
and thus organize new popular actions. We can bring an entire population
to vote for a fascist, for someone who will go against international law, who
might end up leading me to kill my neighbor because his color of skin or re-
ligion are unlike mine.  I don’t feel comfortable in this strange planet, but
frankly, I just don’t know if we can do something to reduce this”.

The debate on the media and its role in creating perceptions was taken
further by some participants who stressed the importance of having access
to different strategies of communication, with an emphasis towards reaching
the younger generations. 

“We used to have an open and liberal press, which provided a counter-
weight. I believe that with the consolidation of the world press, this coun-
terweight is coming under the control of dominating groups. The impact or
effect of this situation, particularly among young people, is that the traditional
media (newspapers, magazines and television) is being increasingly abando-
ned.”  

“The fact is that most young people don’t read anymore and don’t watch
TV because of access to the Internet—this is the era of Facebook and Mys-
pace.  These are virtual spaces through which one can convey very powerful
messages to the global community within 24 hours.  “I think that if we try
to address perception, we should take into account the fact that the world
of the media has changed significantly and that we need to tap these new
tools with which we are perhaps not as familiar as with the conventional
media. There is an enormous difference in cost and an almost immediate im-
pact. This idea must be able to have an immediate attraction so that people
may be interested in participating therein. As far as the definition of the
contents is concerned, we must participate together to define it. I just wan-
ted to emphasize the importance of using modern-day media, especially if
we aim to reach a young market or audience.”

2.4. Effective ways to transcend the stereotypes

The debate moved on into the ways of overcoming stereotypes, not only
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in the Spanish-Moroccan context, but in any cross-cultural context.  The re-
search study emphasized the importance of direct experience as way of
changing cultural misconceptions of another culture. 

Some participants brought out the idea that French-Moroccan relations
involve a much deeper level of direct contact amongst businesspeople, as
well as artists and students. For instance, in Morocco there is a much larger
presence of French banks than Spanish banks, which in turn leads to a larger
development of French industries. 

Participants recommended developing more links between the chambers
of commerce of both countries, without forgetting to further develop links
amongst artists, as an effective strategy to bridge the gap of cultural unders-
tanding.

There was a lengthy discussion of education as a key factor in changing
stereotypes and the promotion of events to promote the “direct expe-
rience.”  “We must create structures that will support relationships between
youth on the two shores of the Mediterranean, such as holiday visits and
cultural exchanges. Some thirty years ago I studied German in France, and I
spent 15 days in Germany with other French students as part of an event
organized by the Franco-German Youth Center. We had a total exposure to
German environments, we even interviewed certain German political parties,
and we visited many different places. De Gaulle founded this institution in
the aftermath of the Second World War, and it enables young people of both
countries to get to know each other better. The trip had the participation
of students studying German in France and vice versa. Perhaps we could
create a similar center in order to encourage exchanges between students
as well as teachers, perhaps even among young people all together”.

Education and investing in human resources was for many participants
the key to Spanish economic development since the 60s. Some even valued
this element as being more important than foreign investments. 

“Allow me to say that this idea of parallelism is not really that parallel. As
a matter of fact, some aspects are similar but they occur at quite different
times. For instance, the development of Morocco today, particularly in fields
like tourism and foreign investment, make me think of that of Spain during
the 60s.  However, the secret of the success of Spain, from an economic
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perspective, is due mainly to investments in the human capital, which explains
what happened in Spain during the past 30 to 50 years. There is, in my opi-
nion, no other explanation: Spain reformed its systems and liberalized its
markets, but without investment in human capital all this would have been
vain. So, what I am saying is that this parallelism between Spain and Morocco
is quite interesting for the latter, particularly since it is going through very
similar situations. The need to invest in future generations leads us to a dis-
cussion on the educational system in Morocco and some of its challenges,
especially those of public education”.

Some participants discussed the improvements in Moroccan education,
specifically with regards to alphabetization, highlighting the fact that 25% of
the national budget goes to public education and is distributed all over the
country, which is especially important due to the fact that half of Moroccan
population is still rural. Participants also brought up the numerous challenges
faced by the Moroccan government, with urgent needs such as water supply
or electrification, and the need of receiving support from foreign Institutions
that can help in developing a first rate education, such as giving scholarships
to talented students.

The debate then discussed two distinct topics: on the one hand, the need
to invest locally in basic technical and superior education in Morocco; and
second, the possibilities for a certain number of students of studying abroad
and the development of a good scholarship system for institutions inside the
country. 

In an analysis of student preferences, it seems that language is one of the
most relevant factors. Today, following the demands of global economy, Anglo-
Saxon countries tend to be the most preferred amongst Moroccan students,
followed by France and then Spain in third place. The fact that the Spanish
language is a bridge towards Latin American businesses was highlighted as
an important factor that can make learning language more attractive. 

“I think the problem is language. We receive many Moroccan students in
our Spanish universities, especially in Andalusia and particularly in Granada.
When I was the president of Madrid University I signed an agreement with
Mohammed University in Rabat, and many of its Moroccan students now
study in some of the largest Spanish universities. I would like to ask our Mo-
roccan friends: how can we improve the relations between Spanish and Mo-
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roccan universities in order to receive more Moroccan students in Spain?
Today, Moroccan students speak Spanish better than they used to before, so
we have to devise new ways to solve this problem.”

Some participants underlined the idea of language as a vehicle of culture
and civilization. Different languages have a certain logic that is often different
than our own, and it is by understanding a foreign language that we are able
to understand a foreign culture. 

In addition to the language, there was also a discussion of the difficulties
in obtaining visas to go to study in Spain. This is a significant problem, since
in the last few years they are many opportunities in Spanish schools, oppor-
tunities that can be a dead end due to the difficulties in obtaining visas that
force people to stay in Moroccan Universities, all of which are French or
Arabic speaking. Therefore, good students end up in Eastern European coun-
tries to which it is easier to obtain a student visa. Those countries are not
always as well prepared as Western European countries. Also, the university
entrance system in Spain, known as Selectividad, imposes significant barriers
to students wanting to study in Spain.

There was a discussion of the need for Spain and Morocco to work to-
gether within the framework of the European Union. Besides of working to-
gether to solve “negative problems,” such as the environment or security
issues in the Mediterranean, there are also some positive aspects of working
together. For example, there is the possibility of making a bridge between
Morocco and Spain, linking Europe to Africa. The cooperation of Spanish and
Moroccan businesspeople working together can help to open the African
Markets and to improve competitiveness to better take on other interna-
tional challenges. 

The debate closed with positive constructions to change stereotypes.
Participants agree that the media could also have a leading positive role to
change misunderstanding and simplified perceptions. 

“I would say that overall we have somewhat segmented our targets. First
there is the public at large, and then there is the youth who is accountable
for a particular approach, and then the corporate and business community,
and then scientists and intellectuals together with academia.  

With regards to youth, we will have to adapt to their habits of media use,
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their centers of interest (music, video art, etc.) if we want to convey certain
messages to them. What we also said was that we should encourage cultural
exchanges and travels. The easiest way of doing that is through organizing
exchanges between colleges and schools on a regular basis, and not only at
certain times of the year, thereby allowing people to get to know one ano-
ther better. There are of course scholarships, but also de-localizations. With
all due respect to our friends from Spain, I would say that France has been
much more aggressive in this instance. 

I think that in the corporate world, as we have said before, we ought to
mobilize the chambers of commerce and also create new institutions. The
Moroccan Association of Women Entrepreneurs illustrates a connection to
gender which is not the same that is generally expected of the Arab-Muslim
world; things are not how they are perceived in the Western world and there
you have the living proof in front of you. There is also the need for an intel-
ligent use of the economic and financial press, featuring articles that are
smartly written with well-designed answers, all targeting financial and cor-
porate operators who can put into practice all that we have said. 

As a general rule, the public is quite sensitive to art and literature. By art,
I mean all form of expressions of sensitivity; this goes from painting to pho-
tography, singing, choreography, dance, theater, etc.  And it is perhaps through
this means that we must, as our institution does, try to promote art as a
source for understanding.  We have so far had people from 62 nationalities
who have managed to express their sensitivity inside these walls, through
exhibitions, music and other artistic forms. I believe that art is still an inte-
resting strategy, which may be combined with television. Through television
we can counter the stereotypes of a broad audience, promoting integrity
based on respect and mutual enrichment, and hence we will build a more
positive relationship among cultures. 

There still is the academic world, and I think that even though there is a
language barrier, the English language used by the scientific community makes
it possible to overcome 80% of the problems created by this language bar-
rier. It is well known that Spain is an excellent center for emergency medi-
cine. Everyone was wondering how only hours after the Madrid attacks,
thousands of victims were referred in excellent condition to medical and
hospital centers, so much so that the Spanish had to begin to explain to



100

other European countries how they managed to do this. In the same vein, it
can be rightly said that in the field of emergency medicine, Barcelona is the
world’s reference for ophthalmology, and hence there may be some inte-
resting activities to initiate as part of the academic cooperation. Today the
city of Fez has become a major reference center for anthropology, history
and heritage, with interesting work publications, internationally recognized;
so therefore we see a great opportunity for academic communication that
can improve the assets of both countries”. 

2.5. Debate on demography mobility and immigration

This debate opened by first defining its scope and then examining some
of the main data on demographics and mobility. 

“Eventually, words end up carrying a meaning and significance that may
fail to evolve over time, and thus they may continue to be used to refer to
situations that have become obsolete or have even ceased to exist. Allow
me to take this opportunity to review some information. Let me highlight
that in 2004, France lost 70,000 active employees due to the phenomenon
of population aging.  These 70,000 new retirees will be joined by an average
of 85,000 new retirees each year until 2010, which means that in the five
years between 2005 and 2010, France will have lost a workforce of 352,000.
This situation is valid for virtually all the European countries, since all are
equally affected by these changes in the age pyramid. In some of them, such
as Finland, the situation is even more critical than in France.” 

It is very probable that today, France is not the most attractive market
for managers wishing to invest in foreign countries. According to a report
published by CEGOS in 2003 and regarding consulting on the management
of human resources in France, in about half of the 300 companies surveyed
the HR managers acknowledged to have no plan to manage this demographic
transition. In other words, they will eventually manage things on a case-by-
case basis. When cannot find a scientist or a biotechnology expert in my
own country, I will tend to look towards countries like India or China, or
somewhere else; but it will be on a case-by-case basis, it will not be the result
of a national plan of action. 

Spain offers an example that typifies this situation. In 2007, a Spanish com-
pany recruited 9,000 Moroccan female workers with fixed-term contracts;
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it also intends to recruit 15,000 short-term workers in 2008. This was done
through the National Agency for the employment of managers and execu-
tives (ANAPEC), who has also started negotiations with Italy and Greece
on the same issue. This is a good experience in my opinion. Indeed it is far
from being the perfect model, but it has the merit since it is a somewhat
contractual immigration, even if it concerns only a specific work profile and
even if it extends over a specific time period and strict conditions; but this
is at least breaking with unregulated and indiscriminate immigration. Hence,
it is possible to imagine in the future an immigration process based on a mu-
tual agreement and on the joint willingness to create, instead of one based
on the exploitation of cheap labor and human. We should therefore strive
to adopt a philosophy for the common creation of wealth, one that taps the
human capital”. 

The data of demography move into an economic analysis of immigration. 

“Let me try to put the issue of immigration, including qualified immigra-
tion, into the wider framework of the economic relations of the North-
South Mediterranean, particularly those of Morocco and Spain. For at least
the last ten years, immigration has been an adjustment variable stemming
the perverse effects of the classical model of economic relations between
the North and South. The results for the region have been a reversal of net
financial flows, mostly to the benefit of northern Europe. Morocco is a
clearly case apart: if we look at international financial flows in the rest of the
world, including trade, foreign investments and public aid, the remittances of
Moroccan expatriates amount to 3 billion Euros today, i.e. 9% of GDP. In
spite of all this, Morocco still has a negative net financial flow compared with
the rest of the world, and this is where immigration becomes the variable
for adjustment in the economic relationship. And it is an unskilled labor force
of migrants that been leading this phenomenon.”

“In the case of Spain, while this type of unskilled immigration is very re-
cent, it must be said that Moroccan immigrants in particular have positively
contributed to the growth of Spain. The president of the Spanish Govern-
ment conducted a very interesting study last year, which reviewed the quan-
titative contribution of immigrants to the Spanish economy, which has added
up to an additional 620 Euros of GDP for each Spaniard since 1996. Thus in
10 years’ time of economic growth in Spain, it has been estimated that the
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rise in growth fostered by the phenomenon of migration was in the order
of 0.3% per annum, which is very significant compared to the situation in
many other European countries where that share is about 0.25%. I dare say
that Moroccan immigration had a lot to do with this growth in Spain, since
it accounted for a third of all immigrants. These are the starting points that
I deem important to keep in mind”.

From the Moroccan side, there is the issue of the participation of immi-
grants in the economic growth of the country. Immigrants return to their
country of origin, and often, they are people who are bringing with them
new skills and financial resources, which leads to the introduction of a two-
way immigration process instead of a one-way structure.  As part of the in-
creased cooperation of Morocco with Spain, there has been a focus on the
so-called models of co-development, which considers immigrants sending
remittances as agents of development in their countries of origin. But the
fact is that most of these acts of cooperation have focused exclusively on
social issues.  I don’t understand why we cannot think up new joint-deve-
lopment projects that will include companies and can produce a mobilization
of the resources of immigrants in Spain and Europe”.

Some participants highlighted the need to embark on a new phase in im-
migration, in favor of the qualitative against the quantitative. In particular in
the case of Spain several considerations were stressed: 

“The first is the question of language. I do not think we should diminish
the importance of this aspect. Today manager’s work with information tech-
nology and this is very language-intensive, and thus it is no wonder that Mo-
roccan managers choose to immigrate mainly to Canada and France. This is
a problem for Spain, just as important as the issue of salaries. We must focus
on the role of the Cervantes Institute, which has already greatly improved
in Morocco with the opening of a 6th Institute in Marrakech, in addition to
the previous 14 schools throughout the country. Learning the Spanish lan-
guage must be encouraged in all Moroccan schools, because these 14 schools
of the Cervantes Institute are really for the elite.  These schools are indeed
needed, but we must do more. There must be more direct exposure to Spain
for more Moroccans, through student exchanges or internships, for example. 

A second important issue is the training of the staff in Spanish companies.
According to different statistics, there are 500 to 2,000 companies doing bu-
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siness in Morocco, all of whom are offering a high degree of know-how, tech-
nology, etc. Hence, the training conducted by these companies is a vital sup-
port for the language acquisition of professionals who may choose to
emigrate, and will create better qualified workforce as a whole. This morning
we talked about universities and mentioned the French have more business
schools in Morocco. We must follow the example of the Masters Program
initiated by Santander Bank. There are certainly some initiatives already in
place, but these are rather limited. In-house training by Spanish companies
in Morocco must improve so that it can eventually facilitate the development
of skilled immigration”.

The problem of obtaining visas for qualified workers were also highlighted
“The case of Spain is far from being resolved. Let me be clear on this, a Mo-
roccan visa applicant will find it easier to get a visa from Spain than from
France.  And yet, for qualified professionals the opposite is true: it is actually
more difficult to get a visa from Spain than from France. Spain has no policy
intended to ease the movement of managerial staff, students, etc.”

The debate continued around the issue of mobility, and it included a dis-
cussion of demographic data.

“Spain is a labor market that is the result of the decrease in the birth
rate during the sixties. The active population is primarily comprised of adults;
in other words, this means that we will soon face significant problems of po-
pulation aging.  By 2020, the Spanish labor market will reckon with 22 million
people, while in reality it will require 27 million—a shortage of 5 million. To-
day’s unemployment rate stands at 9%, while it must be reduced to 5%, in
order to solve the problem. Another part of the solution can be to give
women a greater share of the Spanish labor market. In addition, a third op-
tion would be to extend the retirement age from 65 to 70. I think that im-
migration can prove a healthy alternative. As a matter of fact, the number of
students in 2015 will fall by 300,000 students. Therefore, we are heading ine-
vitably towards a larger immigration of unskilled workers as well as skilled
and competent professionals. It is therefore an imperative for the Spanish
government to define a policy for this special immigration. I am of the opi-
nion that this type of immigration would be of interest not only to Moroccan
qualified workers, but also to Latin Americans, Eastern Europeans and Asians.
Spain needs to remember that it has been, and will remain, a host country
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for selective immigration.”

Participants analyzed the complexity of international mobility and all its
challenges. On the one hand, it was important not to make a direct link bet-
ween an aging population and immigration, since the aging population in Spain
and other countries can be reversed, as we have seen in the past, or new
economic models can develop wherein an aging population will no longer
be the problem it is today. 

Participants also indicated the benefits along with the dangers of sending
people to acquire skills abroad. It is dangerous to send the best people
abroad due to the risk of not having them come back; however if they return
and then adapt what they have learned abroad into their local culture, this
can be the best asset to advance and modernize a country.

The fact that Morocco is not only as a country that sends out immigrants
but also one that receives them was highlighted.  

“An average of 16% of all engineering and high-level training students in
Morocco, hail from sub-Saharan African countries living in civil war.  Many of
these students, who are often very highly trained, have also received a reli-
gious education prior to their arrival in Morocco, and therefore they have
experienced a high level of multiculturalism. I think we should offer official
development aid for the "construction" of people, just as earlier development
assistance has been used for the building of roads, bridges or ports.  After
all, it is in our common interest to work together, with those from sub-Sa-
haran Africa, the Maghreb countries and Spanish nationals wishing to study
or continue their education in a country worth living in. It is probably not
that complex to build, if begun promptly. I think it is possible to give nurses
and truck drivers the same level of training as a computer engineer, because
I think that they all require the same level of qualification in terms of multi-
culturalism.  This human resource training will be beneficial in all respects,
and hence we ought to try and convince our governments to earmark public
funds to that end. For those who are interested, Professor Jarmouni wrote
an article a few weeks ago entitled We Will Fight for Our Human Resources,
wherein he provided more information to that effect.”

The complexity of mobility was further discussed with the existence of
different types of mobility depending on the will and needs of the person
moving and the attitude of the host country.  Countries should recognize
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the differences in each case, but in all of them two ideas must be applied:

v Investments are important, because with more investments, be it in
schools or in factories, less problems of forced or illegal immigration will
occur.

v And second, I think we must prepare everyone, whether in the south,
north, east or west, to work with someone from another culture.  This
means that foreign languages should be taught early on and together with
the opening up to other cultures.

The debate ended with some ideas on how to properly plan skilled emi-
gration achieving win-win situations for all. We ought to be interested in the
needs of countries with a large potential to receive migrants. We could target
win-win situations that are not about “bulk” exporting, but rather for exam-
ple, whether the German automotive sector could potentially need thin
cable welderings or workers specializing in electronic cards which have be-
come so common in today’s cars. It just so happens that we now have a high
vocational training capacity in Morocco that is big enough and which trains
interesting graduates: some 320,000 I think in about fifty different disciplines
spanning the levels of qualification, technician and senior technician. This is
an extraordinary yet untapped potential. 

It is a pity that for whatever reasons, we cannot fully mobilize this wealth
for the good of our economy. What we need to do is get to know better
the profile of our aggregates. I think that an in-depth needs study would help
us create this win-win emigration we are looking for, even if this requires
some common training, including languages. For example, f I know that a sec-
tor of the Canadian industry needs a given number of technicians in a certain
field, and that these technicians would need to go work in an English-spea-
king area, then an English language program will be included in the training
modules. Ideally, this would be a project agreed upon with the Government
of Canada in order to train the number of staff needed in a specific field. I
believe that this is a good summary of the different views that we exchanged
during our debates and I hope I have not forgotten anything.”

2.6. Immigration and cultural communities

The discussion then moved on to the effects of immigration in the host
country and as result the emergence of a bi-national community. This mixing
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of two societies within an organized framework can help improve commu-
nication in both directions and will thus change traditional perceptions and
stereotypes for both countries involved. 

“There is a bi-national or trans-national community that is increasingly
emerging between Spain and Morocco. More and more individuals are truly
bi-national, their parents being a mixed couple. This morning we talked about
the Marrakech Cinema Academy. Fouad Nouri, a well-known Moroccan di-
rector, is married to a Spaniard and his children live in Spain. He produced a
film in Spain that is in Moroccan Arabic, and which has not been featured by
Spanish movie theaters. This reflects an outright lack of solidarity and en-
couragement for this bi-national community that is direly lacking resources.
This situation stands in contrast with that of France, where a strong rela-
tionship does indeed exist, owing to a stronger presence of this bi-national
community. I think that we ought to invest further in this bi-national com-
munity because it ultimately represents a cultural bridge between Morocco
and Spain.”

The discussion moved on to the idea of institutionalized communities,
whether Spanish-Moroccan or French-Moroccan, and the dangers these ins-
titutions interrupting individual development. 

“Having a relay for a community is a disaster. It is tantamount to an im-
prisonment in the host country, and hence a blend into that host country
becomes inevitable. I am fortunate to be paid by the Public Treasury and not
by an Islamic institute in France. When I publish a book, it pleases me less
when an Arab or Muslim journal in France speaks about it; I would prefer
the attention of a French journal. And when I train my students (I teach dif-
ferent specialties, including Medieval Muslim Culture), I am far more pleased
when a candidate for a doctorate is a French student of the Arabic language,
who will likely become more interested in the subject than a Moroccan can-
didate.”

Here’s another example: French relay systems do exist, but they are un-
fortunately disastrous. Mr. Ferjani, a Lyon-based Tunisian sociologist conduc-
ted a study on Muslim practices in Lyon, and one of the findings of his study
was that many Muslims did not go to pray in the affiliated mosques. He even-
tually asked as to why they didn’t and found that they pray near the Perrache
Train Station, in an ecumenical place with many other religions. To the ques-
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tion of why they do not go to the other mosques, they answered that these
have been politicized by imported political problems, such as the ongoing
tensions between the Algerian government and the FIS Party (Islamic Salva-
tion Front), leading to skirmishes requiring sometimes the intervention of
law enforcement. They want to go to a place where they can find God and
to pray quietly; hence, the ecumenical venue close to Perrache Station suits
them perfectly.  Thus relays can be disastrous.

Discussion move to the idea of an individual bridging the gap between
two different cultural areas.  However, they also acknowledged the risk and
difficulty of extrapolating individual experiences to collective experiences. 

“There is a limit to Tarbes’ sociological note which consists in thinking
that social phenomena work in a ripple of polarization, on the basis of indi-
vidual facts. I think that Durkheim’s method of real collectives is just as in-
teresting. I do not deny the significance of polarization and magnetization,
but these are the expressions of Tarbes and they involve all the dangers of
“gurutization” because we want to turn an isolated fact into an example,
and this is risky.  What we need is not so much the example, rather we need
not to shun counter-examples. Montaigne said that "a wise person keeps the
company of fools because in so doing he surrounds himself with those he
must run away from.”  The bottom line is that no example is good enough
to be followed.”

The discussion ended with some reflections on the effects of extrapola-
ting group attributes and forcing them on individuals, with a special focus on
gender issues.  

“In my association I am now trying to fight for a new advocacy, so I refuse
for women in my association to continue to advocate on the basis of feminism.
For me, feminism is woman’s biggest enemy. A confrontation between the
sexes is today a barrier, while what we are in need of now is rather more un-
derstanding. As part of my advocacy, I say publicly that we refuse to portray
ourselves as victims. We are women entrepreneurs, we take an active part in
economic development; we do not feel that we are victims and hence we have
to break the shackles of victimization based on our status as women. Resis-
tance will always be there; still one must forget about it and forge ahead.”

“This perspective of gender avoids civilizational imprisonment and several
other kinds of imprisonment. Speaking of cultural diversity and women, it is
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true that there is a huge difference between a woman living in a rural area
in Saudi Arabia and a Turkish Muslim woman living in an urban setting.  There
is a tendency to include everything under the term "Muslim world”, but still,
there is a huge diversity as shown in this example of the Turkish urban
woman and the Saudi rural woman.”

3.  Conclusions and recommendations

After three years of open discussions and focused research, the Think
Tank ended its thinking period and opened the door to action. The idea is
now take a better understanding of cultural diversity to the different actors
in society that have significant decision-making power, and that have been
represented in the Think Tank: the media, the diplomatic sector, education,
training, and the business world, among others. 

“The word to conclude the debates of the think tanks can be summarized
in one: implementation. Now, what are the pre-requisites if we want to draw
a roadmap for what we would like to do? What would we like to see become
a source of inspiration for policy makers? We want cultural diversity to be
seen as a positive thing, and for it to become a source for enrichment and
profitable use as the noblest meaning of human capital. How can we do this?

Well, the first thing we ought to do is to correct negative or erroneous
perceptions.  Here we have talked about a whole set of actions, in the media,
in the process of socialization and particularly in the educational system.
When we reviewed the training curriculum for our future managers, whether
they hail from engineering or management schools, from the ENCG schools
of Tangiers, Casablanca or Settat, ISCAE, applied industrial management B.As
from our economics departments and so on, the concept of intercultural
management is outright absent.  At no time do we prepare our own future
managers or operators to interact with other cultures. Well here is a specific
recommendation that we can make. I wonder if in Madrid or Paris this is
not achieved through compulsory internships.  A nephew of mine lives in
Shanghai today and yet he studies in a French School of Commerce.  The
school where he studies deemed that it was necessary for him to live one
year in Shanghai in order to learn how to interact with a different cultural
environment.

Participants agreed that the Spanish-Moroccan model has served as an
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open model to better integrate diversity into business organizations in dif-
ferent cultural contexts, and it has helped to see cultural diversity as a real
competitive advantage for global organizations.

Participants identified six different areas of society in which cultural di-
versity should have a positive impact:

3.1. Governments

Cultural diversity should enter the educational system so that it can
shape a future generation of world citizens that will understand cultural dif-
ferences, seeing them not as a source of conflict but as source of synergies.
Mobility should be understood beyond immigration, understanding the mo-
bility of skills as a fundamental asset.

3.2. The business world  

Business organizations, such as chambers of commerce and business fe-
derations, can also play a fundamental role in helping their members to use
diversity as an asset for business success. 

3.3. The academic and scientific world

Exchanges of professors and trainers are fundamental for the advance-
ment of sciences and the rest of the academic world. Understanding our
cultural legacy is a crucial element in the creation well-rounded citizens. 

3.4. The young generation

As often stressed during the debates, the young generation has a different
language and as well as different methods for communication. Internet acti-
vities should therefore also be part of the dissemination of a better unders-
tanding of cultural diversity.

3.5. The media

One of the main conclusions of the research has been that the media
has a strong influence on the opinions of the general public. Therefore in
order to reach the general public, a special effort should be made to help
journalists to better understand issues of cultural diversity. 
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Part Three

Practical recommendations
for managers

A - Cultural perceptions model

The initial hypothesis is that the cultural stereotypes and perceptions of a
specific country, subconsciously limit the development of business and trade. 

The Think Tank research clearly confirmed this initial hypothesis, suggesting
the existence of common pre-conceptions towards “the other,” which in many
cases changed after getting to know the culture of the other country. Trade is
being restricted by the deep-rooted stereotypes and pre-conceptions that
both the Spanish have of Morocco and the Moroccans have about Spain. This
situation often becomes a self-fulfilling prophecy, leading to a reinforcement
of stereotypes. 

The Think Tank research of both Moroccan and Spanish managers clearly
demonstrates that in order to achieve cultural awareness, we need to further
explore prejudices and archetypes. 

The study of stereotypes and prejudices will help us understand how com-
mon perceptions and shared feelings work within a community. This effort can
help explain how existing common perception replaces direct experience.
Hence, we can understand how a stereotype emerges, based on a study of
the elements inside a specific cultural context that are used to explain and in-
terpret other cultures. 

The clichés used by journalists and others who are unfamiliar with another
culture, are a distortion of the facts, reduced to simple descriptions lacking
any context. It is therefore essential to advance cultural comprehension, to
return to a direct experience, to an “acquaintance with reality.” Direct expe-
rience is essential, not so much to re-describe reality, but to understand that
our descriptions of it come from direct experiences within a certain context.
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When a description is separated from this direct experience, the result is
stereotypes. 

When descriptions are converted into common perceptions and there-
fore into stereotypes, they imprison a civilization, limiting it to a set of spe-
cific and closed parameters. In this case, even direct experience ends up
becoming a confirmation of certain stereotypes. 

Therefore, the first condition of our cultural perceptions model is to go
back to this direct, personalized, and concrete experience of a specific
context, without depending on second-hand descriptions that have no
context. 

In addition, there are universal ideas and abstract qualities that different
human cultures adopt in order to find better solutions for their survival.
These universal qualities or archetypes have been claimed and interpreted
by different human communities as their own, and together they form the
legacy of human behaviour. 

Hence, in the field of human relations there are cultures that opt for a
more individualistic or collective behaviour. Both perspectives seek a better
society. One has the idea that if everyone makes their own decisions, the as
a whole community will work better. The other has the idea that the rest of
the group should support the weakest individuals. Both views could be useful
in a given moment. It is the influence of history and geography that has crea-
ted a marked tendency in some cultures towards certain specific models of
behaviour.  

These universal ideas behind human cultures represent the extreme op-
posite of direct experience. They lack context, they are abstract and imper-
sonal; they can be reached not by direct experience but through
introspection. 

The second step in our cultural model is the introspection of these uni-
versal archetypes, which are inherently depersonalized, abstract and lacking
context. 

If we place both extremes along the same line, going from the most
concrete to the most abstract, we will find the key to how stereotypes
emerge. We can then learn how to eliminate them by integrating them into
a new framework for cultural behaviour. 
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The third and definitive step in our cultural model is therefore: to fully
eliminate stereotypes in order to develop direct experiences on the one
hand and to reflect on universal archetypes without cultural limitations on
the other as explained in the following figure. 

This perception model is a reactive practical tool. It is not about planning 

a course of action prior to a cultural experience, but about creating a
consciousness of a series of unconscious realities, in order to have the right
reaction in a commercial relationship. 

Relations inside cultural contexts are usually considered lineal; however,
research shows that cultural knowledge is not lineal. As we acquire new di-
rect experiences, it attempts to introduce corrective elements. The model
represents a circular perception process in which direct experience causes
us to reflect, and from this introspection of archetypes we can find practical
tools to improve our concrete experience, and so on. 
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B - Five practical steps towards cultural awareness

The perception model described in the previous section can be channel-
led into a practical tool comprised of five steps:

1. Self-diagnosis

The first step is to be aware of the possibility that our perceptions, which
we believe are real, may actually be an expression of a prejudice. There are
clear symptoms that can help us to identify an expression of prejudice, such
as: the use of stereotypes as an argument; or the systematic denial of any
element that can change a stereotype, even in the face of real facts. 

One excellent form of self-diagnosis is to have direct contact with an ori-
ginal product of the prejudged country, and then define the attributes that
we associate with that product. If these attributes match up by more than
50% with our preconceived attributes of the entire country of origin, we
have before us a clear example of stereotyped perception.

2. To be open to direct experiences

Once we are aware of our “preconceived” ideas and of the possibility
that our perceptions of another might not be entirely correct, the second
step is to accept a direct experience of this culture. In our Spanish-Moroccan
context, Spanish businessmen as well as Moroccan businessmen both have
an extensive range of opportunities for specific experience with partners
from the other culture. 

Both public and private institutions offer interesting opportunities for
businesspeople to develop their direct experience with another country.
The economic bodies associated with the Spanish Embassy organize several
activities each year. There are also the annual business meetings organized
by the CEOE with the support of both Spanish and Moroccan members. The
Hispano-Moroccan business committee, headed by the CEOE’s presidents
and by the General Confederation of Moroccan Businessmen GCM, orga-
nizes more than twenty annual bilateral meetings. The federation of busi-
nesspeople from Andalucía established in 1996 a platform named Centre of
Cooperation Andalusia Morocco- CECOAM- that works to create better
relations between Moroccan and Spanish businesspeople. Finally different
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private institutions have been established over the past decade to strengthen
mutual business relations, such as the Larache’s Business Club or the Agadir’s
Canary Business club. 

In addition to taking every opportunity to obtain a personal direct expe-
rience of “the other” country, international managers should be open to all
cultural facets of this foreign country. Understanding movies, literature and
art is an important tool to gain a greater insight into a foreign culture and
to be able to understand its “emotional soul.” Businesspeople do not often
devote their time to such cultural activities, precisely because they do not
realize their importance. However, many Moroccan managers mentioned du-
ring our research that French businesspeople do take more to understand
Moroccan culture. 

A positive cultural attitude does not end with the business deal. On the
contrary, each new experience can take the manager involved towards a bet-
ter understanding of the country. 

3. Introspection of universal archetypes

Direct experience can help us to identify the abstract model that inspires
a specific behaviour. Abstract cultural ideas or archetypes can help us identify
the usefulness of cultural behaviours and to think of ways to apply these
ideas in the day-to-day fabric of business life. 

Fons Tropenaars  stated that culture was the way in which communities
resolved a range of universal problems that could be divided into three types:

v Those arising from relations with other people

v Those arising from the passage of time

v Those related with the environment

There are other ways of analysing cultural behaviour, such as communi-
cation, negotiation or the existence of hierarchies; but nevertheless, the di-
mensions stated by Tropenaars are deeply rooted in every culture, serving
as the base on which cultural elements are constructed. 

4. Applying re-directional elements

Abstract models can give us new guidelines for understanding cultural
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behaviour and can help us convert a cultural difference into a competitive
advantage.

For example, some foreigners complain about Moroccan business prac-
tices, “in Morocco, they drink tea for two hours and do business for two
minutes.” A Moroccan may respond by saying that “in order to perform well
in business, it is necessary to be calm and relaxed, to be able to observe, to
take the time to think, to take the time to listen to the other person. All
these elements can help to develop an efficient and productive business re-
lationship.” 

Another interesting example is the concept of community when talking
about Moroccan culture. In traditional Moroccan culture, community is ap-
plied to many other fields such as the distribution of farmland and water
distribution. The idea of community can also be applied to business efficiency,
with the idea that personal demands can be transcended for the good of
the community. 

These examples show a practice termed as “applying re-directional ele-
ments”. The idea is not to see certain cultural practices as something we do
not understand, and must be made to work “our way”. An active cultural
approach consists of observing cultural behaviour based on our direct ex-
perience; next we must think if this particular behaviour can lead us to some
abstract archetype which will then help us understand its purpose—whether
it is in relation with the community or with time, etc. Then we can evaluate
if that specific behaviour can be managed in such a way that it is a competi-
tive advantage for our business. 

Of course not all cultural differences can be transformed into a compe-
titive advantage; but being conscious of the possibility that they can be, will
open new opportunities and will set in motion the kind of cultural behaviour
process that should always guide us in our experience as international ma-
nagers.

5. Evaluation and restart

The fifth step is the evaluation of the process to measure its success. For
example, one measure of success can be the improvement of our relations
with a Moroccan partner. 
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However, the evaluation of the model is not the end but rather the be-
ginning of a continuous process. A new discovery of how a certain aspect of
the Moroccan or Spanish culture works will spark a dynamic reaction, in
which each direct experience will lead us to a deeper understanding, in an
endless cycle of mutual knowledge.  Cultural reality is so complex that we
never stop learning; each new direct experience could lead us to re-evaluate
previous experiences, and understand them much more deeply. 

Being permanently open to the possibility of learning new things about
the culture of the “other”, country helps us to better understand ourselves
and to maintain a spirit of constant innovation within our business life. 
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Conclusions: Moroccan intellectuals
discuss culture and modernity

Nowadays it has been established that beyond the “material” conditions
that lead development, the cultural characteristics of a people have certain
characteristics that not only help or hinder development, but can also de-
termine its lifespan. Following this idea, individuals are in possession of dif-
ferent cultures and these are the essence of life.

Durkheim’s defines culture as an assembly of different ways of thinking,
feeling and acting, all of which have been acquired by an individual in a specific
society. This definition can help us observe, without any value judgments,
how the conduct and thought processes that make up a “world vision”, are
actually conditioned by cultural activities such as games, traditions, gatherings,
rites, values and practices. In fact, the attitudes and conduct of individuals
within their social life are very much influenced by their perceptions of work,
effort, time, their relationships with others gender, the origin of power in
their collective group, etc. This is what explains their “difference” with res-
pect to other groups. 

As a developing country, Morocco must handle a variety of limitations
on its economy while keeping in mind the aspirations of its people and trying
to fulfill them in a satisfactory way. The country must aspire towards mo-
dernity; it must dominate direct the transformations22   it is going through
into the symbolic, cultural and institutional requirements of the society it
wants to become. The model of democracy has clearly been strengthened
by a representative system that embraces plurality.
Significant reforms have happened at the institutional level, yet the system is
still not mature and its intelligentsia is still searching for its place amongst
the other actors in society.  

22  The concept of identity is a central theme in the humanities. The works of Paul Ricœur, Charles Taylor,     
Mano Touraine, Abdellah Laroui, Abdelkébir Khatibi, Anthony Giddens and many other sociologists, anthro

a pologists and historians, all bear witness to the pressing urgency of this problem.
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This intelligentsia cannot just “think towards the future,” it must also try to
inspire, direct and mobilize the strengths of its country. 

We must remember that the relationships to “the other” and to “the
glorious past” have together formed a dynamic that has been crucial to all
intellectual efforts in the Arab world since the 19th century. This intellectual
world is currently made up of three camps, each with its proponents and
detractors:

v The radically nostalgic: often Salafist with a fundamental religious
rhetoric, it advocates a return to tradition and it’s “golden age.” It 
wants a complete break from modernity. 

v Those who favor modernity: this advocates a total break with the past. 

v Those in between: this position is linked to modernity without rejec-
ting the past, and tries to make a contextualized reading of history. 

Becoming self-absorbed with the desire to return to a glorious past
forces a direct confrontation with the objective concept of universality and
is incongruous with the evolution of the world. The next strategy leads to a
total abdication of personal identity because it alienates independent thought
in such a way that it destroys the very essence of liberty. The only reasonable
option left is making an honest effort towards modernity while maintaining
a healthy distance from history. This is the price that the Arab intellect must
pay if it wants to get rid of the negative influences of fundamentalist tenden-
cies that try to “worship the past” and affirm their identity “in direct oppo-
sition to another”. 

In today’s world, with its calm acceptance of diversity, there is no place
for a culture of isolation. Specificity quickly becomes relative, and trying to
hold on to it as an absolute truth becomes a lie that leads to self-absorption
in the name of a false sense of social equilibrium. It is disquieting to see com-
munities mobilized around a defense of identity that embraces violence and
intolerance as appropriate responses to anything that is different. Obviously,
the culture, history and values of a people all constitute a wealth of heritage.
But this does not mean that a group cannot evolve and learn to relate to
others. We must remember that cultures are not isolated from one another,
nor are they paralyzed. In fact, they have always been interrelated with one
another; and ever since the ancient wars between empires, the human race
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has worked towards a broader understanding of cultural diversity. 

Therefore, there are only absolutes for those who do not want to expand
liberty and instead abuse the concept to create an artificial conflict between
tradition and modernity. However, all societies are specific in certain ways,
yet these traits cannot become the core of an ideological discourse because
they pertain mostly to culture, and should therefore be considered as ad-
vantages for progress and the common good of all people. 

Al Jabri is an intellectual whose work is very instructive in terms of his
analysis of Arab thinking. He looks at the subject in terms of the Arab rela-
tionship to modernity, caught between embracing it by rejecting its past and
at the same time not being able to let go of it. And although he tends to
embrace modernity, he does not accept a simplistic imitation of values and
its unquestioning acceptance of “the other”. And yet he makes an effort to
avoid being assimilated into Salafist ideology by advocating a very different
vision of the past! Al Jabri argues that the renaissance (the nahda) in the
Arab world of the 19th century, failed to materialize because of a historical
perspective that was too caught up in “worshiping the past”.

Al Jabri is an intellectual that has strong links to the concept of “reason”,
and he believes in the autonomy of the spirit in relation to the world of ideas
and the material and physical world of the human existence. From this point
of view, his contribution is unquestionable. He is part of a critical analysis of
Arab thought and the negative elements that keep Arab society in the dark. 

In his quest for an understanding that can lead to a significant transforma-
tion of Arab societies, Al Jabri has studied two essential perspectives: epis-
temology and ideology. 

The epistemological view on the relationship to the past implies a new
analysis and a readiness to break with certain aspects of the past without a
bad conscience. Since this reading of the past will be done through the use
of “reason”, a connection will be established between history and know-
ledge. Knowledge is in perpetual transformation, always being rebuilt,
constantly enriching its methods of analysis and explanation of human and
natural phenomena. 

Al Jabri’s ideological position can be interpreted as a history-centered
approach that looks at the past as an “occurrence” that can therefore be
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overcome. In other words, Al Jabri is inviting Arab and Muslim intellectuals
trapped by the obsolete thinking of the past, to simply break from it without
really forgetting it. The important thing is to look at it with a critical pers-
pective. 

A Laroui juxtaposes the interdependence of Arab thought with Western
thought, since for him a culture cannot be based only its rejection of another!
In this way, A. Laroui reaffirms his belief in modernity and seemingly dismisses
ideologies based on the fundamental rejection of the West. In his book Islam
and Modernity published in 1986, he argues that according to an important
part of the Arab intelligentsia, all ideologies have lost their universal character
due to the negative influence of the national ego or the ethnic spirit. This
doesn’t stop A. Laroui from constantly asking the key question of: how can
we access modernity and share it with others? 

The first part of his answer highlights the conflict created by a strict a
priori attitude against modernity. He goes on to discuss the need to break
with the past to open the path to future progress. However, he doesn’t ad-
vocate a radical break. Like all good historians, he advocates a selective rea-
ding of the past. Therefore, it is not surprising to find an advocacy for cultural
diversity in his work, even if he doesn’t explicitly say so:

Morocco is living through a very particular situation regarding this issue: There
is not a head-on confrontation between tradition and modernity, rather a coexis-
tence of the two. This relationship varies depending on the age of individuals, whe-
ther they live in the city or the countryside, their level of education, their exposure
to different levels of knowledge, etc. All in all, one can see a surprising contrast bet-
ween tradition and modernity in the daily life of any Moroccan, whether it’s at
home with the family, at work, or in any public space.

 When A. Laroui defends modernity, he tries to legitimize his efforts on a
belief in the freedom of individuals and the incorporation of reason into so-
ciety by means of science. The main task of the intellectual is therefore to
promote science and reason against the dogmatism of a traditionalist culture.
The positive results of progress, from telecommunications to the Internet,
the media, migrations of people, increased mobility and tourism, all of these
have contributed more than anything else in recent history to changing our
collective imagination and transforming our values. Thus it has become more
painful than ever to affirm an identity by directly opposing modernity. Inte-



123

Schools have to really invest themselves in developing an overarching edu-
cation program that is transparent, works closely with parents, and follows
a multidisciplinary strategy. The objective is that education will not only be
a transmission of basic knowledge and know-how, but will help transform
attitudes and behaviors towards other cultures. 
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Le conteur, Ben Allal Mohammed
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Annex:Think Tank participants

Celia de Anca is currently the Director of the Centre for Diversity in
Global Management at the Instituto de Empresa Business School. She was
previously the Director of Corporate Programmes at the Euro-Arab Mana-
gement School (EAMS) in Granada. She has also worked for the Fundación
Cooperación Internacional y Promoción Ibero-América Europa (CIPIE) and
in the International Division of Banco de Santander. She has a master’s de-
gree from the Fletcher School of Law and Diplomacy (Boston), and from the
Universidad Politécnica de Madrid. She holds a degree and PhD from the
Universidad Autónoma de Madrid, with a comparative thesis on Islam, ethi-
cal/ecological investment funds and the London Market. 

She is the co-author of Managing Diversity in the Global Organization,
published by Macmillan in 2007. She has published articles in specialized
journals, in addition to regular articles in the press. She is an external advi-
sor for the Merrill Lynch Diversity & Inclusion Council. She is a member of
the Ethics Committee of Inver Caixa´s Ethics Fund in Spain and a member
of the International Scientific Committee of Euromed University in Mar-
seille, France. She is a member of the Executive Committee of the IE Busi-
ness School, advising the board on policies of diversity and inclusion. Ms de
Anca is fluent in Spanish, English, French and Arabic.

In 2008, Celia de Anca has received the Business Woman Award from the
Spanish Association for Business Women of Madrid (ASEME).

Salvador Aragón is a Professor of Information Systems at the IE Busi-
ness School since 1998. He has a degree in Industrial Engineering from ETSII
San Sebastián, Universidad de Navarra, and an MBA from the IE Business
School.

He has held different positions throughout his professional life, including:
Chief Innovation Officer of the IE Business School since 2006; ENTER &
IMRC Research Fellow from 2003 to 2006; Academic Director of the Col-
lege of Information and Technologies (CIT), IE Business School from 2000 to
2003; Since 205 he has been Director of Consultancy with Infoempleo.com;
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Director of Studies and Research with Círculo de Progreso in Madrid from
199 to 2005; in 199 he was Director of Masters and Executive Development
Programs (CIT) at the IE Business School; in 1998, Project Coordinator with
Círculo de Progreso in Madrid; Project Coordinator for Gonvarri Industrial
in Burgos, Spain in 1997; and he since 2003 he has been a Researcher at the
Information Management Research Centre in the Instituto de Empresa.

The common denominator of all his pursuits is the relationship that
technology and innovation have in transforming markets, business organiza-
tions and their people. Indeed, his role as Chief Innovation Officer at IE is
closely linked to these interests.

Mr. Aragón regularly participates in major congresses related to his sec-
tor, and often collaborates with Spanish media agents. He is a member of
the editing board of Infoempleo.com and of the journal Estrategia Global. He
has also authored numerous research projects. In 2003 he published Yaci-
mientos de Empleo: Horizonte 2006, which featured forecasts that largely
came true. He has also collaborated in several books such as: Experiencia del
usuario (Anaya); Nuevas Fronteras del Empleo; and Intermediación laboral online
(Aedipe-Prentice Hall). He is the author of Mujer y Empleo: Acciones y Deci-
siones (Círculo de Progreso). Mr. Aragón is also author of numerous re-
search works: Examining Knowledge-based IT Management Competencies of
Business Executives (International  Conference on Information Systems, ICIS
Seattle, 2003); Futuros Yacimientos de Empleo (AEDIPE-Pearson-Prentice Hall,
2003); as well as producing annual reports on supply and demand for quali-
fied employment in Spain through Infoempleo.com. 

Abdellatif Bencherifa is an Anthropologist. Former President of Mou-
lay Ismail University in Meknes, Morocco.

Ali Benmakhlouf is Professor of philosophy at the University of Nice-
Sophia Antipolis and member of the International Institute of Philosophy.
He holds a PhD at philosophy from the Sorbonne-Panthéon, University of
Paris I. He is specialized in logic and history of logic, and Arabic Medieval
philosophy, topics which he has developed in the following books he has pu-
blished: B.Russell, l’atomisme logique (1996); G.Frege, logicien philosophe
(1997); Averroès, collection « Figures du savoir » (2000); Le vocabulaire de G.
Frege (2001) ; Frege,  Le vocabulaire de B.Russell, (2002); G. Frege le nécessaire et
le superflu (2002); Bertrand Russell, Belles lettres (2004); Le vocabulaire d’Aver-
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roès (2007); Al Fârâbî, philosophie à Bagdad au Xeme siècle (2007); and his last
book, Belles lettres (2008), which is about the French renaissance philosopher
Montaigne. He has also published many articles and papers in prestigious
media.

He has held different positions as:

v Since 1997, Joint director of the collection “Philosophies” in Paris.

v Since 1995, Joint director of the collection “philosophical DEBATEs”,  
the Fennec, Casablanca.

v Correspondent of the international college of philosophy (Paris), of the 
Foundation of King Abdul Aziz, for the social sciences and the Islamic 
studies (Casablanca). 

v Associate member of the “Averroès” center, University of Fez, Mo
rocco. 

v Associate member of the foundation for the social sciences of Casa-
blanca 2007: Person in charge for the Erasmus students at the 
department of philosophy of UNSA. 

v Since 2008, member of the national Consultative Committee of ethics.

v Since 2008, member of the Centre National du Livre (2008-2011) 

v Since 2005, member of the International Institute of Philosophy (IIP) 

v Since 2008, member of the Société Française de Philosophie (SFP).

v Since 2004, member of the Arab dialogue World/Asian world under the 
aegis of UNESCO

v Since 1993, he organizes conferences in Morocco within the framework 
of convention between the international College of philosophy and the 
Foundation of King Abdul Aziz for the Social sciences and the Islamic 
Studies. 

Six of these conferences were published by the editions the Fennec: La rai-
son et la question des limites (1997); Routes et déroutes de l'universel (1999); Le
voyage des théories (2000); Tout est-il relatif? (2001); Droit et participation politique
(2002); Sémantique et épistémologie (2004).
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Bill Carney is originally from Harlem, New York, and was raised in Africa
and Europe. He obtained his B.A. in Political Science from Wayne State Uni-
versity while employed with the General Motors Corporation. He was sub-
sequently appointed Manager of Fleet and Government Sales in Africa. In this
role he was responsible for developing several automotive assembly agree-
ments in Tunisia, Morocco and Iran.

He subsequently held various marketing and planning positions within the
corporation, involving relations with Japanese, German and U.S. subsidiaries
and associate companies. He was also Director of the Corporation’s Coun-
tertrade and Compensation working with the subsidiary of Motors Trading
Corporation, and focusing predominantly on Africa.

He was the first recipient of the General Motors International Fellowship,
under which he completed his M.B.A. at CEI in Geneva (now IMD, Lausanne).
He subsequently joined the faculty of CEI / IMI-GENEVA in 1984, and from
1984 until 1991 he was Program Director of the International Seminar on In-
dustrial Marketing at IMI and subsequently at IMD, Lausanne. 

He is currently Professor of International Marketing at the Instituto de Em-
presa in Madrid. From 1999 to 2004 he was a consultant for CREATE, a high-
tech start-up vehicle at the Ecole Polytechnique Fédérale in Lausanne. He is
also a visiting professor at Thunderbird, and was Visiting Assistant Professor at
George Washington University in Washington, D.C. where he pursued Ph.D.
studies in International Marketing and Entrepreneurship. 

Since 1987, Mr. Carney has been Managing Director of International Ma-
nagement Development Inc, a company specialized in marketing services and
executive training. He simultaneously serves as Executive Director of Laughing
Bear Productions Ltd., a music and multimedia production company involved
in commercials, corporate sponsorship and marketing promotions. 

Mr. Carney is an internationally-known lecturer and has worked with com-
panies both large and small in Europe, the U.S., the Caribbean, Africa and Asia.
His current research interests include customer behaviour, international trade,
customer management, e-commerce and the psychology of music.

José Collado is a Doctor in Economics Sciences from the University of
Malaga. He is a full time Professor of Applied Economy and Economic History
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at the Faculty of Economics at Madrid’s UNED University (Spanish National
Long-Distance University), and he is also a Professor at the Research Institute
“General Gutiérrez Mellado,” an organ of the Spanish Ministry of Defense.   

He has held numerous research positions, including one with “The Geo-
political Evolution of North Africa and its implications for Spain”, a project of
CESEDEN (The National Defense Center for Upper Education), where he
contributed his expertise on the subject of “The economic factor in North
Africa”. From 2006 to 2007, he held a position in EALEDE, Defense School
for Higher Studies of the Spanish Ministry of Defense. At the moment he is
responsible for the research project of the European Union entitled “ACTIVE-
ASIA: ASIA-EUROPE Credit Transfer in Virtual and Long-Distance Education”.

Currently, he works with the Faculty of Business and Economic Sciences
of UNED University (in the Department of Applied Economy and Economic
History) and at the Research Institute G. Gutiérrez Mellado, where he deve-
lops doctorate courses about Islamic Economics and the Economics of Medi-
terranean Islamic countries.

He is involved in as a director of several Doctoral Thesis, such as: The Eu-
ropean Process of Integration and the Difficulty to Integrate of the Arab
World, to be defended at the Autonomous University of Madrid by Mohamed
al Masry; Religious radicalism and security in Southeast Asia, to be defended
at the Research Institute General Gutiérrez Mellado by Javier Gil Perez; The
Ideal Economics, to be defended at Complutense University of Madrid by Mu-
hammad Abubakar Abdullah.

Recent publications include: The Mediterranean, a Meeting Point Among
Cultures published in 2006, in which he contributed the chapter The Economy
of the Southwestern Mediterranean; Reflections on Terrorism in Spain publi-
shed in 2007, in which he wrote the chapter The economic factor in North
Africa; Polytheism and its Encounter with Islam published in 2008, to which
he contributed the chapter Opening in the Dusty Trunk of Our History; The
European Union and the Mediterranean: Development, Commerce and Euro
Policy in the Mediterranean, published in 2008, where he was responsible for
the chapter Economic Structure and High-Frequency Problems of Develop-
ment in the Mediterranean. 

Noureddine El Hachami is presently the director of the social and eco-
nomic analysis center in ona foundation. He graduated in political sciences
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from Hassan II University of Casablanca, and then started a master in interna-
tional relations within the same university before joining for three semesters
the executive program of management in the London Business School; he fi-
nished his courses by preparing during three years a PhD in public policy in
the University of Montpellier.

He first joined the business school of Casablanca as a professor assistant
then left the academic world for a career in multinational companies. His first
assignment was with "pfizer pharmaceuticals", where he was in charge of mar-
keting and development in north Africa  during three years; he then moved to
Basel, Switzerland as a market researcher for "Ciba Geigy" in charge of the
near east countries. After a period of five years, he joined Hoechst Roussel
Uclaf group as a business development manager in West Africa.

In 1998, he created his own company and started a consulting activity; as
such, he achieved different missions for international organizations: IWO,
UNDP,  WHO,  TIO, UNICEF, FAO...and different ministries (Agriculture, health,
industry, public works, etc...)

El Hachami is a member of the "Moroccan firm economists association"
and is a guest fellow in different training institutions. 

Ramón Enciso Bergé is the Spanish coordinator of the Comité Aver-
roes. He has a degree in Economics from Universidad Complutense of Madrid.
His professional career began in 1971 at the Banco Central of Spain, where
he held the positions of Head of Production in Palma de Mallorca, and Asso-
ciate to the Board of Directors in Paris. In 1976 he began working with Tele-
fónica de España S.A. as the Director of the Budgetary Control Service. He
held the positions in this company: Director of Planning and of the Department
of Organizational Matters of Personnel in Madrid; Director of the Cabinet of
the Main Directorate of Operations in 1986; in 1987, Director of Company
Goals in the Operations Department; in 1988, Director of the Department
for the Management of Multinational Projects; in 1988 he was also President
of Telefónica Systems in Buenos Aires, Argentina; President of Strategies for
Telephone Marketing with Telefónica ESTRATEL; President of Grupo RADIO-
RED in 1994; General Director of Resources with Telefónica Mobile Services;
Managing Director for Telefónica Cable CATV; Head of MENSATEL Paging
with Telefónica and RADIORED; Chief of Institutional Relations with Telefónica
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Mobile Services in Spain; Managing Director and CEO of MEDI TELECOM in
Morocco. 

He has been an advisor for companies like INDELC and T.D.S. in the United
States. He was also a member of the Strategic Consulting Committee for the
DRIVE Project, and a member of the 13th European Economic Community.
Mr. Enciso Bergé was also a member of the Corporate Advisory Council of
the law firm Cremades & Calvo-Sotelo, and Advisor for Al Akhawayn University
in Morocco.

Angeles Espinosa is the Tehran Correspondent for the Spanish newspa-
per EL PAÍS since 2006. Specialized in the Arab and Islamic world, she holds a
Masters Degree in International Public Policy from John Hopkins University
in Washington DC, and a degree in Journalism from the Universidad Complu-
tense in Madrid. As a foreign correspondent since 1987, she has covered the
main confrontations in the Middle East and Central Asia: the American inter-
vention in Afghanistan, the two wars against Sadam Hussein, the Iraq-Iran war,
the conflicts of Lebanon, Palestine and Yemen, and has also interviewed all the
regional leaders. She is the author of El Reino del Desierto, about contempo-
rary Saudi Arabia, and Días de Guerra about the invasion of Iraq in 2003. Ms.
Espinosa is a recipient of two Ortega y Gasset Journalism Awards for her co-
verage of the Afghan war in 2002, and the Iraq war in 2003. In that same year,
she won the prize of the Club Internacional de Prensa for the best Spanish
journalistic work abroad. She is also a recipient of the Spanish civil service
order, the Encomienda de la Orden del Mérito Civil. 

Vicente Gonzalez Loscertales has been the Secretary General of
the International Exhibitions Bureau (BIE) for fifteen years. He holds a PhD in
philosophy from the University of Madrid. Throughout his professional career
he has occupied a wide variety of jobs, including high positions in the Spanish
State Department. He was the Enclosed Managing Director for the Main Di-
rectorate of Science and the Technological Cooperation, and also held the po-
sition of Attached Chief of the Main Directorate for the Cooperation with
Africa and Asia. 

Since 1993 he has held the position of Deputy Secretary General of the
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“Bureau International des Expositions;” and since December of 1993, he is
Secretary General of this organism. His support was important in the candi-
dacy of the Aragonese capital of Zaragoza in its successful bid for the Expo of
2008. His vision of future and international leadership was fundamental to this
international appointment, which is a historical event for Zaragoza and its en-
tire province.

Mr. Gonzalez Loscertales has held the following positions: from 1983 to
1988, Head of the Mission for Co-operation with Central America in the Spa-
nish Ministry of Foreign Affairs; from 1988 to 1989, Deputy Director General
for Scientific and Technological Co-operation in the Ministry of Foreign Affairs;
from 1989 to 1990, Deputy General Director for Co-operation with Africa
and Asia in the Spanish Agency for International Co-operation (AECID); and
he was also the Director of the Participant's Division at the Expo 92, which
took place in Seville from 1990 to 1992.

He is the author of the book Utopía e historia en México: los Primeros Cronis-
tas de la Civilización Mexicana (1520-1569). He has also written many articules,
including: El Hombre y el Mito (1983); El Libertador Simón Bolívar Ante la Opinión
Pública Española del Siglo XIX (1983); La historia de la guerra de México, de Pedro
Pruneda (1981); La Colonia Española de México durante la Revolución Maderista,
1911-1913 (1977). 

He has also collaborated in collective works such as: Política del Porfiriato,
Emigración Peninsular y Emigración Canaria a México: Análisis Comparativo de la
Emigración Peninsular y Canaria (1882-1911) and Coloquio de Historia Canario-
Americano (1977).

Mr. Gonzalez Loscertales has received the following decorations: Grand
Cross of the Order Do Infante of Portugal, Grand Cross of the Order of Merit
of the Federal Republic of Germany, and he has been named an Officer of the
Order of Isabel La Católica in Spain.

György Habsburg was born on December 16, 1964 in Starnberg, Bavaria,
the son of Dr. Otto von Habsburg and Princess Regina of Sachsen-Meiningen.
On October 18, 1997, he married Duchess Eilika von Oldenburg. The couple
has two daughters and one son: Sophia, born on January 12, 2001; Ildikó, born
on June 6, 2002; and Karl-Konstantin born on July 20, 2004.

In 1984 he graduated from Tutzing High school in Upper Bavaria. Between
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1984 and 1985, he spent one year pursuing Law studies at the University of
Innsbruck in Austria. In 1985 he spent one semester at the Euro-Center in
Madrid and received a diploma from the Sociedad Cervantina. In 1986 he en-
rolled at Ludwig-Maximilian University in Munich, studying History and Political
Sciences. During 1989 he studied one year of Spanish and Islamic History at
the Complutense University in Madrid. Between 1990 and 1993 he studied
History at Ludwig Maximilian University.

In 1987-88 he cooperated with the German television channel ZDF in the
department of Contemporary History and European policy. In 1989, for a
three-month period, he attended the news department of Sultanate of Oman
TV. Between 1990 and 1992 he produced religious and political documentaries
through his production company, Markus Film, based in Munich.

Mr. Habsburg has also worked as a free-lance journalist for several Euro-
pean newspapers, covering trips to Afghanistan, Pakistan, Mainland China, the
Caribbean Islands, the Maghreb Countries, Japan, Panama, Ukraine, Czecho-
slovakia, Slovenia, Croatia, Italy, Austria, Hungary, etc. 

In 1979, 1984, 1989 and 1994, he cooperated with the election campaigns
for the European Parliament. A resident in Budapest since 1993, he serves as
the Head of the Office of Dr. Otto Von Habsburg, building up the Pan-European
Movement in Hungary. He is Senator for the Technical University of Budapest,
BME. 

From 1993 to 1997, he was Director of MTM Communications, the largest
film production and distribution company in Central Europe. Between 1996
and 2002 he was a member of the Board of Directors of MTM-SBS (TV2) Te-
levision, the leading commercial television station in Hungary.

A member since 1999 of the International Council of the Instituto de Em-
presa, one of Europe’s leading post-graduate universities. From 2002 to 2004,
he has held the position of President of EUTOP in Budapest and since 2004,
Member of the supervisory board of the European Union Public Communi-
cation Foundation and President of Hungarian Red Cross. Habsburg Consul-
ting founded in 2006. Mr. Hapsburg is fluent in German, English, French, Spanish
and Hungarian, and basic Italian.

Boutheyna Iraqui obtained a doctorate in pharmacy in Paris XI in 1983.
She accomplished training in entrepreneurship with IMS (International Mana-
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gement System) within the framework of the Empretec program of the UNC-
TAD. Her profile interested the organizers and she was selected as a coach,
then as Master Trainer of the program in Morocco in 2003. 

Boutheyna Iraqui´s professional career is a succession of Enterprise crea-
tion. When she returned to Morocco in 1984, she created her pharmacy but
very quickly joined the fellow-members and started a wholesale business of
medicine. The following year, she decided to create her own business distri-
buting medical equipment: Locamed-service. She did not stop at this stage but
went to open three sales points with strength of 60 employees. Then, the com-
pany, became leader of the national market in the distribution of the products
of orthopaedic and physiotherapy. In 2000, she created another company for
the manufacture of the orthopaedic equipment. 

Her federator assets valued her experience of twenty years in the asso-
ciative scene: from trade union of pharmacists where she occupied the position
of treasurer then of general secretary, to the creation of the National Asso-
ciation of Jet ski, also, she is a member of the Board of Trustees of the Popular
Bank in Rabat. 

In 2000, she participated in the foundation of the MENA Arab Network of
Businesswomen. She is also a founder member of the association of the Em-
pretec graduates of Morocco which she chaired. In 2001 she joined AFEM. 

In 2003, she was elected vice-president. In 2004, she initiated the creation
of AFEM regional delegation in Rabat and was elected its President.

In 2006 she was elected national President of AFEM. In one year and a half,
thanks to motivated team the Association’s funds tripled, the organization got
structured through the hiring of a permanent staff and embarked on its cer-
tification. 

In December 2007, the Association launched "Casa Pionnières", the first
incubator in the Mena Region for 24 women carrying projects, and now wor-
king on "Rabat Pionnières" and "Fès Pionnières". 

In September 2007, she was elected from the national list a member of
the Parliament with the RNI (National Gathering of Independents).

Boutheyna Iraqui is considered among the minority of leading women in Morocco. 

Sportswoman, she was a national champion jet ski in 1999.
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Bassim Jai Hokimi graduated from Ecole Polytechnique Paris, Télécom
Paris and Stanford University (Master of Science in Computer Science).

He started his professional career at Royal Air Maroc in 1984 to become
head of Information Systems and Telecommunications in the same company
in 1988. 

In November 1994, he left Royal Air Maroc to create and manage as CEO
an investment bank devoted to debt securities trading: MEDIAFINANCE, a
key player on the Treasury Bills, Treasury Bonds and negotiable private debt
markets in Morocco.

In October 1998, he started a new career as consultant in Paris, within the
ORGACONSULTANTS cabinet (SOPRA group). His missions covered a great
diversity of subjects, such as financial planning, strategic marketing, outsourcing
and new technologies for prominent European companies.

He went back to Morocco in 2002, to be appointed Chairman and Chief
Executive Officer of ONA, the first private group in Morocco in April 2002.

He left ONA presidency in January 2005 to found ATLAMED S.A. a mana-
gement company for private equity funds to operate in Morocco and its neigh-
bouring Atlantic and Mediterranean countries. ATLAMED started its first fund
that same year in partnership with prominent Moroccan financial institutions,
to promote the modernization and expansion of various Moroccan small and
medium sized companies.

He is still member of the board of SNI-ONA group and some of its sub-
sidiaries operating in Mining and Agro Business. 

Bassim JAÏ HOKIMI is also member of the Board of Bank-Al-Maghrib, the
Moroccan central bank as an independent member and member of the Inter-
national Advisory Board of Instituto de Empresa business school (Madrid).

Iván Martín was born in 1964. He is an economist and currently holds
the position of Scientific Coordinator for the “Labour Markets and Migration
in Arab Mediterranean Countries Project” at the European University Institute
in Florence. He is also an Associate Researcher of the Instituto Complutense
de Estudios Internacionales (ICEI) in Madrid, Spain. Between 2006 and 2008,
he was Director of the Socio-economic Forum at Casa Árabe (Arab House)
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and its International Institute for Arab and Muslim World Studies in Spain. Be-
fore that, he was an Associate Professor of International Political Economy at
Universidad Carlos III in Madrid for six years. He has taught for a total of 13
years, in American universities, in graduate and undergraduate programs in
Spain, as well as in a number of master programs in universities in Madrid, Bar-
celona, Seville, Granada and Paraguay.

He has worked as a consultant in Paraguay and Bolivia, advising on institu-
tional development, strategic planning and regional economic integration, and
more recently in Morocco regarding gender mainstreaming in the GTZ. His
research interests and publications have focused on several issues: Europe-
Maghreb economic relations; the Euro-Mediterranean Partnership and the im-
pact of North-South Free Trade Areas; Maghreb and Arab economies; and also
employment policies in Arab-Mediterranean countries. He has directed or
contributed to several international research projects on Euro-Mediterranean
economic relations and employment in Arab Mediterranean Countries. These
projects have been sponsored by the British Council, the European University
Institute in Florence, the French Institute for International Relations, the Frie-
drich Ebert Stiftung in Morocco, the European Mediterranean Institute (IEMed)
of Barcelona, as well as the Fundación Tres Culturas in Sevilla. His publications
can be found at www.eco.uc3m.es/immartin/. 

Eduardo Oliveira was born in Madrid. He has 20 years of experience
working in different companies with the responsibility of designing and struc-
turing financial facilities to support international projects and investments.
Among other positions, he was Director of Trade Finance at Banco Atlántico
and Head of Structured Finance in Expansion Exterior.

Mr. Oliveira is currently Chief Financial Officer of H Oil Group. This com-
pany specializes in the development of infrastructure projects in emerging
markets, with a strong focus in Africa. He is also an agricultural engineer at
Universidad Politécnica de Madrid, and also a professor of international finance
in different business schools such us IE.

Rafael Puyol is President of the Board of Governors of IE University in
Segovia, Vice-President of Institutional Relations of I.E. Higher Education and
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Vice President of the IE Business School Foundation. He is a senior professor
(in absentia) at Madrid’s Complutense University. Prior to joining IE he served
as Rector of Complutense University between December 1995 and 2003,
where he also taught Human Geography in the School of Geography and His-
tory. He has served as President (and continues to be a member) of the Po-
pulation Group. He is also part of the Association of Spanish Geographers
(AGE), and Vice President of the Real Sociedad Geográfica. 

He is a Member of the Board of the Spanish Chapter of the Club of Rome,
and President and Vice-President of the Universidad-Empresa (University-Bu-
siness) Foundation. He was Vice-President of the Complutense University’s
General Foundation, and is a trustee of another five foundations as well as a
full member of the Hague Club. He has been director and member of the Exe-
cutive Committee of Portal Universia. He has also been a member of the se-
lection panel for the Príncipe de Asturias Award of Scientific and Technical
Research since 1996 and since 2007 is part of the panel of Social Sciences. He
is the former Vice-President of the Conferencia de Rectores de Universidades
Españolas (CRUE – Association of Rectors of Spanish Universities). He is a
member of the editorial boards of Gaceta de los Negocios and Dinero maga-
zines, as well as Nueva Revista de Política, Cultura y Arte.  

He holds the Grand Cross of Aeronautical Merit and the Grand Cross of
Naval Merit, and has been awarded Gold Medals by Complutense University
and the Universities of Prague, Bratislava, Anáhuac (Mexico), Havana and Hel-
sinki. He was awarded the Commemorative Medal of UNICEF’s 50th anniver-
sary, and is an honorary member of UNICEF’s Spanish Committee. He has
been awarded honorary doctorates by the Universities of Anáhuac (Mexico),
Norte (Asunción, Paraguay), Ricardo Palma (Lima, Peru), San Antonio Abad
(Cuzco, Peru), Panama National University, Interamerican University (Puerto
Rico) and Pedro Henríquez Ureña National University (Santo Domingo, Do-
minican Republic). 

A specialist in demographics, he has authored numerous publications and
papers on this topic. Overall, he has published 16 books and over 100 arti-
cles.

José Manuel Reyero is a Technical Expert in Commercial Affairs and an
Economist for the Spanish State. He has held different positions in both the
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public and private sector, such as:  Commercial Advisor in Belgrade and Miami;
General Director of Services in the Ministry of Economy and Commerce; in
1982 he was the first General Director of the INFE, today ICEX; Executive
Vice-president of the ICEX from 1998 to April of 2004; and Delegated Advisor
of Promo Madrid from 2004 to 2007.  

He has been also a civil employee of the European Commission in Brussels,
ordered of the policy of Financial Promotion of Exports within the Main Di-
rectorate of Outer Relations. FIX PREVIOUS FIX Between 1989 and 1998,
he was the General Assistant Director of Banco Santander, with responsibilities
in the financing of Outer Commerce.  At the moment, he holds the position
of Economic and Commercial Advisor in the Embassy of Spain in Rabat.

Carmen Rodriguez holds a Diploma in Scientific Studies and Exact
Sciences from the University Paul Sabatier (DUES), in Toulouse, France. She
has attended various specialized courses on Foreign Trade, International Fi-
nancing, Corporation Development, International Marketing Techniques, Ad-
vertising and Politics and International Relations.

She has held diverse positions related to foreign trade and international fi-
nancing. Since 2004 she has been the Chairperson of P4R, previously known
as Expansión Exterior, whose main shareholder is ICEX, the Spanish Institute
of Foreign Trade. P4R is a state-owned company that provides commercial and
financial consultancy services to Spanish companies regarding exports and in-
vestments abroad, as well as in-house consultancy services for the Spanish
Government. 

Previously, Ms. Carmen Rodríguez has held several positions, such as: CEO
of EXPORTALIA, a foreign trade and international financing company, whose
shareholders include a group of Spanish savings banks, as well as AFI, Interna-
tional Financial Analysts; First Vice-President of the KBC Bank’s Global Trade
Finance Group, where she was responsible for the bank’s Structured Finance
in Latin America; Chairperson of SIRECOX, a foreign trade, state-owned com-
pany whose two shareholders were ICEX and REPSOL; she was also the Sole
Administrator of INIEXPORT, specializing in foreign trade, with the INI, Na-
tional Institute of Industry, as its shareholder.

Since 1984 she has been a member of the Board of Directors of several
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leading Spanish companies, among other important positions: member of the
Spanish UNRWA Committee; a Patron of the Jesús del Pozo Foundation; mem-
ber of the High Patronage of Casa Árabe; Patron of the Spanish Foundations
with China and India; and also a Member of the Institute of Directors and Ad-
ministrators (ICA) of Spain.

She has received two official awards: the Spanish Commendation of The
Order of Isabel La Católica; and she was named Great Officer of the Istiglal
Order of Jordan. 

Nadia Salah is the Eco-Media Group administrator (2 daily newspapers,
2 news magazines and a radio station). She is also chief editor of the Group’s
publications. After studing economics and political sciences in Grenoble
(France), she enters Moroccan press: L’Opinion (10 years), then “La Vie Eco-
nomique” (1 year), before creating the Eco-Media Group in 1991.

Rachid Slimi has a master in political science and public finance. He stu-
died at the Public Affairs Management Institute, George Washington University,
Washington D.C. He has held many different positions during his professional
career as equity analyst at Banque Commerciale du Maroc, Casablanca; adviser
to the Minister of Finance, Rabat; chief of staff of the Minister of the National
Education, Rabat, Morocco;  Director of OCP Institute (Office Chérifien des
Phosphates) Casablanca; Vice President for Development and Communication
at Al Akhawayn University, Ifrane; Executive director for Strategy and Deve-
lopment at CDG (Caisse de Dépôt et de Gestion); Director of General Affairs
& Corporate Relations at ONA Group & President of the ONA Foundation.,
adviser to the World Bank Institute, Former President of the ONA Foundation
and Currently, President of Sherpa Associates Inc. Washington D.C.

He is member in various boards of directors in Moroccan & Interna-
tional companies; Appointed official member of the Jury for the “Nature’s Wis-
dom Award” in Aichi, Japan for “L’exposition Universelle” 2005 as well as
member of the Canada-Danemark Initiative for Regional Security. He has been
nominated by the World Economic Forum a Young Global Leader.  

Carmen Sylvain is a native of Alberta and a graduate of San Jose Univer-
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