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Abstract. During last years there are many new modern attitudes and trends in the field of human re-
sources management. The article is focused to one of these trends – diversity management. The aim of 
the authors is to evaluate single components of diversity management namely in the context of corporate 
social responsibility (CSR). In addition different possibilities of application of diversity management in 
practice as instruments of CSR are submitted to analysis. The end of this article shows the results of 
research oriented to experience with diversity management put into practice in the selected companies 
in the Czech Republic.  
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1. Introduction 

Business environment is now changing rapidly. 
To be able to succeed in the market, companies 
have to pay their attention not only to their eco-
nomic activities, but also to all the stakeholders 
affecting the corporate image. Corporate activities 
are mostly performed within certain legal and 
other standards. However, close attention is now-
adays also paid to activities companies carry out 
on a voluntary basis, i.e. beyond their mandatory 
obligations. These activities represent the concept 
of so-called corporate social responsibility (CSR). 
Corporate success depends on the fact how the 
employees are motivated. Employment is a part of 
our everyday lives, and our job satisfaction is re-
flected not only in our job performance, but also 
in the quality of our personal lives. The social area 
of CSR refers to employees, employee care, and 
care for a good working environment and working 
conditions.  

One of the areas of the social CSR is ban on 
discrimination. It refers to different treatment of 
persons that are members of different groups. In 
the Czech Republic, discrimination is forbidden 
by the Charter of Fundamental Rights and Free-
doms, and by the so-called Anti-Discrimination 
Act, yet it is not possible to say that it does not 
 
 

 
 exist in corporate practice. It is, above all, the 
problem of unequal position of men and women 
in the labour market, but it also affects the long-
term unemployed, children from socially weak 
families, bodily handicapped persons, foreigners, 
persons who have been in conflict with the law, 
etc.  

Present-day work groups are, thanks to open-
ing of the doors to the outside world, very diverse. 
However, this diversity can be of benefit to the 
company only if the company is able to manage it. 
Management of diverse work teams is dealt with 
by diversity management, which is a superstruc-
ture of the area of discrimination and equal oppor-
tunities in the social CSR. Diversity is also closely 
related to the idea of inclusion, which strives for 
integration of discriminated persons into the pre-
dominant group. 

The research aims to assess whether selected 
companies of the chemical industry in the Czech 
Republic introduce diversity management into 
their corporate practice, and which parts of diver-
sity management are relevant to Czech compa-
nies. 
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2. Literature review  

2.1. Corporate Social Responsibility (CSR) 
concept  

Corporate social responsibility includes such cor-
porate activities that do not belong to their man-
datory obligations. The scope of the CSR concept 
has gone through a certain development, and now-
adays the number of its areas has stabilized at five. 
They are economic, social, environmental, ethi-
cal, and philanthropic areas (Tetřevová, Vávra, 
Bednaříková, Munzarová, & Košťálová, 2017). It 
is also important to specify towards whom the 
company should be responsible. Generally, it is 
possible to say that towards all its stakeholders 
(Aguilera & Jackson, 2003), as they largely affect 
the image the company creates in the eyes of the 
public, and they are also affected by the com-
pany’s activities. 

The economic area of CSR includes transpar-
ency of business activities and development of re-
lationships with the stakeholders. Companies 
should focus on manufacturing useful products 
and provision of useful services, their good qual-
ity, reasonable prices, and generation of a reason-
able profit. Özbilgin and Tatli (2011) point out 
that there are multiple stakeholders with different 
and often conflicting interests in the field of equal-
ity and diversity. The social area of CSR focuses 
on employees, their satisfaction, and the environ-
ment they work in. Companies should respect the 
needs and interests of their employees, as they are 
not able to fulfil their economic targets without 
them. The environmental CSR represents the ef-
fort to minimize negative impacts on the environ-
ment. Companies are not only obliged to observe 
the valid legislation, but they also have to seek 
new and unconventional ways to preservation of 
the environment for future generations. The ethi-
cal CSR not only appeals to companies to observe 
ethical norms, but it also encourages them to pro-
mote these norms more intensively. The philan-
thropic CSR concerns corporate volunteering and 
donorship. A good name of a company is also cre-
ated through the company’s participation in pub-
lic events, or through support of nonprofit organ-
izations. Philanthropy may refer to a one-time 
activity, or it may refer to long-term involvement 
in community activities or projects. Performed ac-
tivities can be of the physical character, or in the 
form of assistance or expertise.  

2.2. Social area of CSR  

Each company aims to be successful in the mar-
ket, to be developing, to build a good reputation, 

etc. To be able to achieve its targets, a company 
needs quality, qualified, and mainly also highly 
motivated employees. It contributes to employee 
motivation through a system of stimuli. Some 
stimulation elements are given by the law, e.g. the 
obligation to provide remuneration for the work 
done, or to ensure a safe work environment. A 
company has to make sure that none of the em-
ployee groups experiences any form of deprecia-
tion or discrimination (Barmes & Ashtiany, 
2003).   

If a company deals with the social area of 
CSR, it certainly affects creativity and increases 
motivation of the employees. It is possible to say 
that nowadays one of the major tasks of manage-
rial work is to achieve employee satisfaction, as it 
is the main road to fulfilment of corporate targets.  
In the social area of CSR, a company has a num-
ber of possibilities of what it can do for its em-
ployees beyond its obligations. In addition to the 
above mentioned safety at work, which is logi-
cally at the forefront of interest of each employee 
and employer, this area also includes care for ed-
ucation, ban on discrimination, ban on forced and 
child labour, ensuring freedom of association and 
the right to collective bargaining, employee care, 
observance of working hours, ensuring accessibil-
ity of the workplace, fight against mobbing, en-
suring work-life balance, elimination of pestering 
and sexual harassment in the workplace, or ensur-
ing healthy corporate culture (Bednarikova, 
Vavra, Munzarova & Zvolankova, 2017). 

Of course, health protection at work is stipu-
lated by law. However, a socially responsible 
company is aware of the fact that there is not an 
absolutely safe workplace or absolutely safe 
work. Therefore, it strives to minimize workplace 
hazards and harmful effects and to provide its em-
ployees with above-standard health care. A so-
cially responsible company introduces knowledge 
management and invests in education and devel-
opment of its employees. This investment returns 
in any event. As for the area of discrimination, the 
situation is governed by the law, but a socially re-
sponsible employer shall never tolerate any dis-
criminating behaviour, and they will investigate 
and punish any manifestation of such behaviour. 
The problems of discrimination and equal oppor-
tunities does not only refer to men and women, but 
also to bodily handicapped persons, the long-term 
unemployed, children from socially-weak fami-
lies, persons with a criminal record, or foreigners 
living in our country.  

Companies in the Czech Republic are partic-
ular about the fact that they do not tolerate any 
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forced or child labour and that they make it possi-
ble for their employees to protect themselves 
through association in the trade unions. Socially 
responsible companies do not tolerate mobbing in 
the workplace, and they also solve any manifesta-
tion of pestering or sexual harassment in the work-
place very strictly. What is very trendy nowadays 
is taking care of work-life balance. Socially re-
sponsible employers pay attention to work-life 
balance of their employees, as their private lives 
affect their performance at work, and their job sat-
isfaction reflects on their private lives.  

Socially responsible behaviour towards em-
ployees results in a number of advantages and 
benefits for both parties. As for employees, it in-
creases their self-confidence and job satisfaction, 
they tend to suffer from stress less, they are will-
ing to improve their qualifications or to be in-
volved in management of the company, and so 
their loyalty grows, too. As for the company, it in-
creases efficiency at work, and it thus results in 
higher financial performance of the company. The 
company reduces its costs as a result of a lower 
sick leave rate and a lower number of injuries. It 
does not have to keep looking for new employees, 
and subsequently to adapt and train them. What 
also decreases is the number of disputes in the 
workplace and employee turnover. A responsible 
employer is perceived by the public as an attrac-
tive employer.  

2.3. Diversity management  

Diversity management was brought to Europe by 
globalization and demographic situation in the 
European market at the end of last century. Ac-
cording to Ivancevich and Gilbert (2000), in the 
21st century managers in public and private or-
ganizations are searching for and experimenting 
with various approaches to deal with increasing 
workforce diversity more effectively. Diversity 
concepts are based on the natural diversity at a 
company (Bergen, Soper, & Foster, 2002; Jonsen, 
Maznevski, & Schneider, 2011; Robertson, 2013; 
Kersten, 2000), which we can encounter in the 
workplace (Kocianova, 2012; Harrison & Klein, 
2007). Demographic composition of the work-
force is changing continuously due to globaliza-
tion and openness of the labour market (Ash-
kanasz, Hartel, & Daus, 2002; Barkema, Baum, & 
Mannix, 2002; DiStefano & Maznevski, 2000). 
Extraordinary specifics are included in ethnic di-
versity (Singh & Point, 2006, Tisserant, Wag-
ner, & Barth, 2013) and cultural diversity (Stahl, 
Maznevski, Voigt, & Jonsen, 2010). Unless diver-
sity in work teams is managed sufficiently, mutual 

differences might not be understood, and this 
might result in hidden or even open discrimina-
tion.  

Diversity management can be approached by 
the company liberally (creation of rules to ensure 
equal opportunities and equal treatment), radi-
cally (ensuring equal representation of each em-
ployee group when filling vacancies in accord-
ance with predetermined quotas), or transfor-
mationally (effort for integration of positive pro-
cedures when taking liberal and radical ap-
proaches). According to Lauring (2013), it is es-
sential to find balance between global integration 
and local responsiveness. 

The variety of work groups from the point of 
view of diversity management contributes to en-
richment of work thanks to different characters, 
experience, opinions, tolerance, and creativity of 
employees (Van Knippenberg & Schippers, 
2007). It eliminates discrimination and prejudice 
and affects creation of the corporate culture. It 
also strengthens innovation and decreases prob-
lems in communication, and it helps to manage 
conflicts. It also helps to improve the work envi-
ronment (Chrobot-Mason & Aramovich, 2013; 
Ely & Thomas, 2001; Härtel, 2004; Van Knippen-
berg, Van Ginkel, & Homan,  2013). 

Diversity can be divided into primary and 
secondary diversity. Primary diversity includes 
age (Botek, 2017), ethnicity, sex (gender), sexual 
orientation, race, and mental and physical abili-
ties (Lorbiecki, 2001).  This primary dimension 
has an impact on the person’s ability to find em-
ployment. It is clearly visible, and people often 
focus on it, as they are more sensitive to it. Gen-
der diversity is often discussed in relation to a 
lower number of women in the top management 
of companies (Dwyer, Richard, & Chadwick, 
2003). Secondary diversity can be marked as var-
iable. It plays an important role in creation of the 
person’s value orientation, their moral princi-
ples, expectations, and experience. It includes 
the style of communication, education, marital 
status, parental status, geographical affiliation, 
socioeconomic status, military experience, com-
muting to work, teamwork, maternal affiliation, 
religion, being a smoker/non-smoker, and job ex-
perience.  

Implementation of diversity management 
into the corporate practice has a number of funda-
mental reasons. It leads to a change in the corpo-
rate culture and to strengthening of the corporate 
capital. It increases diversity of the workforce as 
a result of better composition of representatives of 
different cultures (Chevrier, 2003; Cummings, 
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2004; Jackson, Joshi, & Erhardt, 2003). This guar-
antees benefits for the company in the area of hu-
man resources (Brickson, 2000), strengthening of 
the market position and a better image (Muza-
kova, 2014; Gilbert, Stead, & Ivancevich, 1999). 
However, the process of implementation of diver-
sity management may also face a number of ob-
stacles (James & Wooten, 2001; Lorbiecki & 
Jack, 2000; Mannix & Neale, 2005; Zanoni, 
Janssens, Benschop, & Nkomo,  2010), including 
e.g. insufficient consideration and low tolerance 
to human differences, prejudice against people 
coming from a different environment, lack of di-
verse applicants in scientific, technological and 
other areas, insufficient diversity in senior posi-
tions, categorization of people to certain posi-
tions, or focussing on care and development of se-
lected individuals only. Diversity is also limited 
as a result of recruiting employees from the same 
sources, or during the process of pre-selection 
within interviews. When introducing diversity 
management, the company has to bear in mind 
that it is necessary to take account of the location 
and orientation of the company, and to choose the 
basic aspects of diversity that are possible and de-
sirable at the company accordingly. 

3. Research methodology  

Primary research was based on literature review 
involving professional publications dealing with 
corporate social responsibility and diversity man-
agement. The literature review was followed by a 
qualitative survey conducted at five randomly se-
lected chemical companies. This survey dealt with 
implementation of diversity management. The an-
swers were obtained through directed interviews 
based on a questioning scenario. The interviews 
involved HR managers of the selected companies. 
The data were processed using Microsoft Excel 
and the data analysis was conducted using de-
scriptive statistics tools. 

4. Results and discussion – diversity  
management at chemical companies 

HR managers of five randomly selected chemical 
companies in the Czech Republic commented on 
the status of application of diversity management 
within their work teams.  

4.1. Characterization of the companies  

Research into the status of application of diversity 
management by chemical companies was con-
ducted at companies manufacturing organic and 

inorganic chemicals, fertilizers, plastics, rubber, 
and diesel and petrol. All of them were joint-stock 
companies with more than one thousand employ-
ees. As the managers did not want to publish a 
personalized status of implementation of diversity 
in their work teams, the companies were marked 
A, B, C, D, and E, and the outcomes specified in 
Table 1 do not correspond with the order of the 
scopes of business mentioned above in this para-
graph.  

4.2. Diversity management at chemical  
companies in the Czech Republic 

The respondents from the chemical companies in 
the Czech Republic expressed their general opin-
ions on the situation in implementation of diver-
sity management in their corporate practice. The 
research aimed to identify the knowledge of and 
attitude to diversity management among HR man-
agers, and whether they are taking steps towards 
its introduction at their companies. The survey in-
cluded questions concerning both diversity di-
mensions, i.e. the primary and the secondary di-
mension. Two of the five interviewed HR mana-
gers were women.  

To achieve correct evaluation of the level of 
implementation of diversity management by the 
companies, it is necessary to take account of the 
manufacturing process at a chemical company. A 
part of the process is controlled and managed re-
motely, through computers and automated de-
vices. In this case, it is possible to apply diversity 
within a work team. If manual work is needed, and 
personal attendance of the staff in the production 
process is necessary, diversity in respect of sex, or 
age and education is impossible as a general rule. 
What also matters is the expertise the given work 
requires. Diversity can be applied unless it is a 
problem to train an employee and integrate 
him/her in an existing work team even though 
he/she does not have education in the required 
area. 

What is typical for the chemical industry is 
an increased risk – significant health hazard at 
work. Demands placed on the employee reliability 
and discretion are also typical, as most products 
can be abused for criminal activity. This is also a 
reason why there are practically no employees 
from the ranks of immigrants from non-European 
developing countries, e.g. Islamic ethnic groups, 
at chemical companies. It is possible to consider it 
as prejudice, but in view of a number of incidents 
involving migrants to West Europe, companies 
opt for prevention rather than solving incidents 
subsequently, i.e. when recruiting employees, 
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chemical companies prefer verifiable information 
about the previous job experience. 

The directed interviews discovered that all 
the companies understand the importance of hu-
man resources for their success. They are also 
aware of the importance of work team diversity 
and of the benefits it can bring to the company. 
However, it is only in the case of primary diversity 
where we can speak about a systematic approach 
to diversity management in work teams. 

The data specified in the Table 1 show that 
the assessed companies are aware of the term of 
diversity management, but its implementation in 
both dimensions is intuitive and chaotic rather 
than systematic.  

Table 1 shows the outcomes of the survey 
from which it is evident which diversity aspects 
companies are interested in and which aspects 
they are not dealing with at the moment. 

Table 1. Diversity management areas researched at the 
selected chemical companies (source: authors) 

 Chemical  
companies 

A B C D E 

P
ri

m
ar

y 
d

iv
er

si
ty

 

Sex (gender) Y Y Y Y Y 

Age Y Y Y Y Y 

Ethnicity N N Y N Y 

Race N N N N N 

Sexual orienta-
tion 

N N N N N 

Mental and 
physical abili-
ties 

Y Y Y Y Y 

S
ec

on
d

ar
y 

d
iv

er
si

ty
 

Education N N N N N 

Teamwork N N N N N 

Religion N N N N N 

Parental status N Y Y N N 

Marital status N N N N N 

Socioeconomic 
status 

N N N N N 

Communication 
style 

N N N N N 

Geographical 
affiliation 

N N N N N 

Military experi-
ence 

N N N N N 

Commuting to 
work 

N Y Y N N 

Smoker/Non-
smoker 

N N N N N 

Job experience Y Y Y N N 

N – not implemented 

Y – implemented 

As for the employees’ sex, there is a valid an-
tidiscrimination act in the Czech Republic, and so 
open discrimination is not acceptable. As for 
women, there is sometimes a certain lack of con-
fidence in their abilities, but this is not the case at 
the surveyed companies. All the five companies 
can see a large benefit in mixed teams from the 
point of view of sex, and if it is within the limits 
stipulated by the Labour Code, it is not important 
whether an employee is a man or a woman. Fem-
ininity enriches a work team with its intuition, 
thoroughness, and a detached view, which is a 
counterweight to the men’s rather realistic per-
spective.   

The second primary diversity dimension we 
identified at all the visited companies is the em-
ployees’ age. All the companies state that it is 
highly desirable to have mixed-age teams. Nowa-
days, new recruits are members of so-called Gen-
eration Y, who have a completely different ap-
proach to work, their lives, and different ideas 
about their future. At the same time, they have ex-
tensive knowledge of and experience with infor-
mation and communication technologies. Genera-
tion X, who are reaching the height of their careers 
or whose careers are already on the decline, have 
to cope with this new approach. However, their 
life and job experience is a priceless source of in-
spiration for the incoming generation. The differ-
ence in the approach will certainly further deepen 
with arrival of the next generation – Generation Z, 
for whom it is typical that information and com-
munication technologies are a fully integrated part 
of their lives. The problem of employing members 
of different ethnic groups was only identified 
through the survey conducted at companies C and 
E, where there is a higher percentage of employed 
foreigners, and also those from so-called high-risk 
ethnic groups, e.g. the Romany, or also employees 
from orthodox cultures. Race diversity is not 
dealt with by the given companies. 

None of the surveyed companies deal with 
the problem of diversity for the reason of sexual 
orientation. HR managers declared that there are 
sometimes dialogues with the employees on this 
matter. However, these dialogues are initiated by 
the employees, and they are rather individual con-
sultations or asking for help. The same situation is 
in the secondary dimension of diversity, i.e. reli-
gion. It is not currently a part of diversity manage-
ment, either. 

The third area of diversity, which is dealt 
with by all the companies, is the problem of men-
tal and physical abilities of employees. None of 
the companies employ a mentally handicapped 
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person. This is given by the character of manufac-
turing and by the demands placed on safety at 
work. However, all the companies employ a cer-
tain percentage of bodily handicapped people. 
The fact that a company employs bodily handi-
capped people increases attractiveness of the com-
pany as an employer. It makes it possible for these 
people to integrate into the society and the work-
ing process, and the employer can benefit from a 
group of very hardworking and loyal employees.  

Individual areas of the secondary diversity 
are dealt with rather randomly, based on a partic-
ular situation. None of the researched companies 
deal with education, communication style, and 
teamwork as a diversity problem, as the vacan-
cies are filled on the basis of the requirements of 
the given job only. However, companies A, B, and 
C declare that if there are more applicants for a 
given job, they take account of the scope of their 
job experience. When creating work teams, none 
of the companies take account of any other items 
of the secondary diversity dimension – marital 
status, economic status or geographical affilia-
tion. Companies B and C are interested in the pa-
rental status, as it is very difficult to substitute 
those team members who have to look after small 
children. However, this interest does not affect ac-
ceptance or non-acceptance of the applicant. It is 
only a piece of information for the company help-
ing to ensure continuous production, e.g. through 
an on-call duty of the colleagues. The same situa-
tion is at companies B and C in the dimension of 
commuting to work. They also solve the in-
creased risk of late arrivals through an on-call 
duty of the colleagues.  

The surveyed companies do not deal with di-
versity in terms of the fact whether the employees 
are smokers or non-smokers. If there are any 
smokers in a workplace, there are smoking zones 
reserved for them, and they have to work overtime 
to make up for the time they spend in the smoking 
zone. Smoking is strictly forbidden in the work-
places in chemical companies, as it is necessary to 
ensure safety and health protection at work. Also, 
none of the companies deal with the problem of 
military experience, as a large number of em-
ployees that have been working in the Czech Re-
public for less than 20 years have not experienced 
the compulsory military service.  

All the surveyed companies claim allegiance 
to the idea of CSR, and they present themselves as 
socially responsible companies. However, they 
perceive diversity management as a separate issue 
rather than as an integral part of CSR.  

5. Recommendations 

On the basis of the findings of the survey con-
ducted at the researched chemical companies, we 
can declare that introduction of diversity manage-
ment in all its aspects in both diversity dimensions 
is at a relatively low level. To improve this situa-
tion, it is possible to recommend that the compa-
nies:  

− define dimensions and individual aspects 
of diversity that are suitable for imple-
mentation within the companies with re-
spect to their manufacturing focus and 
the targets and strategies the company 
fulfils, 

− analyze employee composition in their 
work teams thoroughly, 

− ensure education in the area of diversity 
management for senior executives and 
HR managers, 

− organize teambuilding events for their 
employees dealing with the importance 
and benefits of diversity in work teams, 

− do not pre-exclude the possibility of cre-
ating diverse teams during the selection 
procedure by selecting still the same 
types of employees in accordance with 
established stereotypes, 

− try to differentiate the best candidate 
from the most suitable one, 

− focus not only on the gender and age, but 
also on other diversity aspects, 

− explain the harmful effects of ethnocen-
trism at work to their employees,  

− inform their employees about the ad-
vantages of integrating employees of dif-
ferent races or ethnicities into work 
teams, 

− avoid discrimination of an employee or a 
job applicant (either in an open or a hid-
den manner) for the reason of their mari-
tal status or their parental status, 

− implement diversity management as a 
part of corporate CSR, 

− present positive impacts of diversity 
management to their employees, top 
management, and also outside the com-
pany, e.g. to the public.  

A prerequisite for implementation of diver-
sity management at a company is a systematic ap-
proach to job applicants from the point of view of 
diversity and strict building of diverse work teams 
everywhere where it is possible and suitable. 
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6. Conclusions 

Diversity management may significantly contrib-
ute to the corporate success in the market and to 
the corporate competitiveness in a similar way to 
the entire CSR concept. However, it means far 
more work with human resources. It is not possi-
ble to focus only on the usual elements of diver-
sity, such as sex and age, but it is also necessary 
to examine the potential workforce from other 
points of view. At the same time, companies have 
to take account of the specifics of their business 
area.  

The research outcomes present the situation 
in the area of introducing diversity at five selected 
chemical companies. All the selected companies 
are comparable in terms of size and style of work, 
and so it is possible to conclude that the situation 
is similar at similar companies in the given area in 
the Czech Republic.  

The Czech Republic generally pays rela-
tively a great deal of attention to diversity of work 
teams in terms of the male to female ratio. As for 
psychological equipment or intellectual abilities, 
there are practically no differences between men 
and women. However, this does not mean that 
they are identical in terms of their working styles. 
In spite of that, we can often encounter gender dis-
crimination.  

What is even worse is the situation in the area 
of age diversity. The incoming aggressive, flexi-
ble, and self-confident generation crushes older 
job applicants. In view of the extending life ex-
pectancy and the relating possibility of postpon-
ing the retirement age, the situation is very seri-
ous. There is a generation of 50-year-olds, who 
have keep on working for another 10–15 years, 
but the demand for them in the labour market is 
not very high. It is necessary for the companies to 
realize that life experience, willingness to work, 
and loyalty to the employer are very valuable, and 
it is inevitable for the corporate success to have 
age-diverse teams, where older employees enrich 
the younger ones with their experience, and the 
younger ones help to introduce new technologies.  

The term of diversity management is not un-
known at the researched companies. However, its 
implementation into the corporate practice is still 
in the beginning. Diverse work teams are a result 
of coincidence rather than a result of systematic 
work of HR officers and managers within recruit-
ment and selection of employees. Nevertheless, 
the conducted directed interviews woke up con-

siderable interest of HR managers in these prob-
lems, and it is almost certain that they will engage 
in building diverse team much more in the future.  
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