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Abstract

In the era of a socially heterogeneous environment, diversity management (DM) should be of
primary significance in any company. As the potential within diverse human resources is huge,
its proper utilisation may translate into a company’s market success. In Poland, the society
is relatively uniform in terms of culture, race, and religion. Age and gender are the primary
elements that are recognized the fastest. These factors most often constitute the reason for
discrimination within Polish enterprises. That is why they are the main field of DM in Poland.

In this paper, the authors have chosen to focus on the issue of gender diversity in enterprises.
The subject is specifically significant in terms of its topicality. Diversity at the workplace
constitutes one of the most important global employment trends. Analysis of selected aspects
of DM in the context of gender diversity in Poland may contribute to better understanding
of the problem.

The first part of this paper studies the DM from the theoretical point of view, expressed in
source literature and reports. The next chapter focuses on the issue of gender diversity based
on research in Poland and abroad. The further part of the article focuses on the limitations
of DM and activities aimed at promoting diversity in Polish enterprises.

The main goal of this article is to analyze the level of gender diversity in Polish and foreign
companies as well as the selected support tools and barriers in managing diversity in Po-
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land. The undertaken research topic has been executed using the critical literature analysis
method, reports, and papers. The Web of Science Core Collection database has been used
as a main source of data.
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Introduction

Modern labor economics often focuses on imperfections prevailing in the labor market.
There is a close link between the labor market and demography. It seems that Polish
companies do not achieve good results in terms of gender diversity. Diversity manage-
ment (DM) constitutes a very important element of organizational culture. It also involves
creating a work environment, which contributes to developing human resources. DM
may concern such aspects as: age, culture, physical capabilities, physical appearance,
disabilities, race, national affinity, religion, gender, sexual orientation or the fact of one
having children. In Poland, the society is relatively uniform in terms of culture, race
and religion. Age and gender are the primary elements that are recognized the fastest.
These factors most often constitute the reason for discrimination within Polish enter-
prises. That is why they are the main field of DM in Poland. The authors of this paper
have focused on the issue of gender diversity in enterprises. That constitutes one of the
most significant elements of DM, which poses a challenge for contemporary companies.
Many business entities still do not notice the potential within gender diversity, which
is exhibited, for instance, by unequal treatment of men and women in some companies.
Women constantly face discrimination in the work place due to their gender. Hence, it
is worth focusing on gender diversity and the potential lying in this area.

The main objective of the article is to analyze the level of gender diversity in
Polish and foreign companies as well as the selected support tools and barriers in DM
in Poland. The basic hypothesis of the work is the statement that Polish companies
do not look good in terms of ensuring gender diversity.

The undertaken research topic was studied using the critical literature analysis
method, reports, papers, and conclusions. The Web of Science Core Collection data-
base was used as a main source of data for analysis.

In the first part of the paper, DM is presented from the theoretical point of view
based on source literature and reports. The next chapter focuses on the issue of gender
diversity based on research carried out in Poland and abroad. The further part of the
article focuses on the limitations of DM and activities aimed at promoting diversity
in Polish enterprises.

Diversity management and its elements — a theoretical approach

Diversity consists in both similarities and differences between people, associated with
their age, culture, physical abilities, physical appearance, disability, race, nationality,
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religion, gender, sexual orientation, having children, and other characteristics.
Diversity is a complex of features, visible and invisible ones, that differentiate the
society, including people employed in companies. Diversity means opportunities, but
also risks for the organization. Diversity in a workplace is the subject of many studies
carried out by various institutions and scientific centers. The question of diversity is
a point of interest for economists, sociologists, psychologists, and ethicians, which
only confirms the complexity and multidimensionality of this concept.

The relevated literature contains many definitions of diversity management [4,
p. 238; 18, pp. 83-107], which is why the authors of the article decided to mention
those that best express the essence of this concept. The analysis of particular defini-
tions will serve to identify the key features of diversity management. The concept of
DM originated in the second half of the 20" c. in the USA and Western Europe. At
the beginning, DM was a tool for activating minority groups on the labor market. DM
was limited to counteracting prejudice, although the main reason for introducing DM
principles were increased profits of the company, not legal arguments, moral obliga-
tions or corporate social responsibility [19, p. 158].

The concept of DM was introduced by Roosevelt Thomas (1990) stating that it
embraces managing diversity effectively, by changing organizational culture and prac-
tices, valuing differences among employees and creating a work environment in which
diversity can contribute to organizational goals [15, pp. 757-780]. DM is a personnel
management strategy based on the belief that the diversification of the employees
constitutes a business asset that, under specific circumstances, may generate business
benefits and profits. The aim of DM is to create a working environment in which all the
employees feel valued and appreciated and have the opportunity to make the most of
their individual capabilities in order to implement the missions of the company.
DM means eradication of instances of discrimination, harassment, mobbing based on
whatever reason, and creating an inclusive, empowering workplace [3, p. 28].

DM is a human resources management strategy assuming that diversity in a
workplace is one of the key resources of an organisation which contribute to its de-
velopment and achievement of business goals. It is important to notice and accept
diversity in a workplace and to build the enterprise’s competitive advantage based on
it [26, pp. 307-310]. The notion of diversity itself at an enterprise may be interpreted
in many ways. Diversity is not only about the age or sex of an employee, but also
competence, skills, talents and various life and professional experiences. While man-
aging diversity one must notice differences present at the enterprise, as well as con-
sciously establish strategies, policies and programmes which will encourage the air
of respect and utilisation of the said differences to the benefit of the organisation [27,
pp. 6-7].

DM can be defined as a collection of activities and practices aimed at the execu-
tion of enterprise’s assumed goals using employees’ heterogeneity. DM requires, in
particular, respect, understanding, acceptance and appreciation of people’s diversity.
DM enables the creation of workplaces in which all employees, regardless of demo-
graphic and social differences between them, feel appreciated and respected. Such
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activities allow the enterprise to fully utilise the employees’ potential and favour their
development, which may contribute to making human resources management more
efficient [20, pp. 31-46]. At the same time, as J. Taylor Cox [29] assumes, DM is a
way of human resources management, which aims to maximize the potential advan-
tages of diversity and minimize its disadvantage.

Definitions of DM, presented in this chapter, show various interpretations of this
notion. The analysis of the notion confirms that it is perceived as, inter alia: a man-
agement strategy, a company’s policy, a business philosophy, a direction of changes
in management. Despite the lack of a homogenous definition of DM, it is possible to
distinguish several features recurring in many definitions. Different authors often
point at creating appropriate conditions in a workplace, taking into account the het-
erogeneity of the personnel. DM consists in identification of particular dimensions
of diversity significant in a given company and creating a working environment in
which the employees are given the opportunity to make full use of their potential,
competence, experience. These conditions must include openness to differences,
tolerance and respect to other people as well as acceptance of various methods of
operating [31]. Another common feature are the areas of DM: employees and work-
ing environment. Definitions of DM often draw attention to its strategic and compre-
hensive nature, as well as treating diversity as a fundamental asset of the company
[22, p. 199]. Another element often mentioned in relation to diversity management
is generating a positive impact on the organization. One of the results of diversity
management is the improved performance of the organization and its increased com-
petitiveness [7; 11].

The level of gender diversity in Polish and foreign companies

The issue of gender diversity within companies is in the field of interests of many
researchers. For example, some authors have examined board and management gender
diversity [1; 13] while some others have focused also on non-management level [2,
pp- 376-397].

Diversity and integration constitute one of the most important global employment
trends. This was confirmed, for example, by research conducted among 10 thousand
HR department managers and company CEOs from 140 countries. 69% of respondents
have identified diversity as an important issue [9]. Gender-related issues are viewed
in various ways, depending on the country, region, and specific situation, including
the degree of economic development of a given country or region [14, p. 318].

The contribution of the following paper to the modern science is an attempt to make
an analysis of the level of gender diversity in Poland in comparison to other countries.

When analysing diversity in Polish enterprises, attention should be paid to statis-
tical data concerning the Polish society. Here, it is possible to use national census
reports, namely studies carried out in Poland approximately every 10 years, which
provide valuable statistical information on the demography. The statistical census
includes information relating to people, e.g. age, profession, education, religion, etc.
According to the last census, Poland is a country, which is almost uniform in terms
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of nationality — national and ethnic minorities constitute only ca. 2% of all the
people and include Germans, Belarusians, Ukrainians, Lithuanians, Russians, and
British people. The following constitute the majority of people living in Poland who
are not of Polish nationality: Ukrainians (24%), Germans (more than 9%), Russians
(7.6%), Belarusians (almost 7%), and Vietnamese (4.7%). Religious differences are
often associated with national or ethnic differences. The majority of Poles are Catho-
lic — ca. 35 miIn. Furthermore, in Poland there are 107 women per 100 men on aver-
age [5]. The key issue with the data presented is the fact that the last census was
carried out in 2011. In the recent years, the situation in Poland started to change. It is
estimated that in 2017, approximately 2 mln Ukrainians were working in Poland.
From the point of view of financial transfers, i.e. funds sent by the citizens, Poland
became an immigration country and currently there are more funds sent out of Poland
than there are funds incoming from other countries [21].

However, the presented data confirms quite a significant unification of the Polish
society. Hence, the specifics of managing diversity on the Polish soil may be a bit
different than in other countries with multicultural societies. There is no doubt that
issues concerning gender, age, and disability constitute elements, which are the most
distinguishing ones for the staff of a Polish company. In the article, the authors have
paid attention to the subject of gender diversity, which seems to be of the biggest
topical interest in Poland. Many business entities still do not notice the potential
within gender diversity, which is exhibited, for instance, by unequal treatment of men
and women in some companies

Latest data indicates that women have a 15.2% share in supervisory boards. They
are the heads of 6.3% of company management boards among more than 480 stock
exchange companies of the primary market. A woman working as a company president
or CEO significantly impacts a bigger number of women in the management board
of a given company. Whereas in European companies, this indicator amounts to ap-
proximately 22%. The best score was achieved by Norwegian companies, where the
management boards include as many as 42% of women. In ten countries of the Eu-
ropean Union, women constitute at least 25% of management board members. These
countries are: Belgium, Denmark, Germany, France, Italy, Latvia, the Netherlands,
Finland, Sweden, and Great Britain [9].

As a reference: in the USA, the average share of women in management boards is
14.2%. The worst scores were achieved by South American and Asian companies, where
women constitute 7.2 and 7.8% of management board members, respectively. A wom-
an working as a CEO significantly impacts a bigger number of women in the manage-
ment board of a given company. When analysing the presented data, one may see that
Polish companies do not achieve a good result in terms of gender diversity. Only some
of them decided to implement such a policy to the composition of the management
board, supervisory board, and the key positions within the company.

Barriers of diversity management in Poland

Much of the discussion about career women and woman leadership continues to focus
on ceilings and barriers. These barriers often block social and economic development.

Tyumen State University Herald



Gender Diversity in Polish Enterprises 191

Statistical data shows a lack of gender equality in terms of employment in Poland.
According to the Main Statistical Office, 65% of men and only 48.4% of women were
professionally active in the 3™ quarter of 2017 [6]. When compared to other European
countries this situation is not positive. Furthermore, the average wages of women are
lower than those of men. In 2015, women earned PLN 3,400 gross/mo on average,
while men earned PLN 4,200 gross [25]. This disproportion becomes larger with the
role, meaning that on higher positions the difference is bigger [16, p. 120 and next].

It seems that stereotypes and prejudices are still the main barriers in terms of DM.
Discrimination concerning gender, namely unequal treatment of women, is specifi-
cally evident, which is not justified by any objective reasons. This situation does not
result from lower professional qualifications or skills but simple stereotypes, which
stand in the way of women’s professional development and promotion. A very popu-
lar opinion states that a man makes a better manager due to his congenital, specific
character features. The stereotype regarding women does not include leadership, so
sometimes women are not even considered as candidates for serving managerial roles.
It seems that a standard where a woman brings up children, cooks, and cleans, while
a man is responsible for earnings and money, is still in function. Women are often
assigned such features as protectiveness, care or sensitivity, which are not as valued
on the labour market as those typically assigned to men, e. g., resoluteness. These are
social constraints, which have been rooted in the society for years. That is why chang-
ing them takes a lot of time and effort. The Commissioner for Human Rights [8] states
that the most common effects of gender-related discrimination include:

— using physical, mental and economic violence against women, motivated by

the belief of a lesser value of the female gender,

— limiting the possibilities of a professional promotion and unjustified differences

in wages for performing equally important work, because of the gender,

— presenting job offers which discriminate one of the genders,

— using profession and position names only in their feminine or masculine forms,

aiming at discriminating one of the genders.

When discussing the subject of limitations related to DM it is worth referring to
the results of a research conducted in 2016 among signatories of the Diversity Char-
ter. The Diversity Charter constitutes a written obligation of a company to introduce
a ban on discrimination and mobbing within the workplace, developing and imple-
menting a policy for equal treatment and managing diversity, promoting diversity,
introducing institutional, internal solutions in order to develop the policy for equal
treatment and engagement of all employees in a dialogue regarding the Charter, etc.
This initiative has been functioning in the European Union since 2011 and in Poland
since 2012. The Responsible Business Forum (RBF) is in charge of the Diversity
Charter. Signatories believe that the biggest barrier for implementing the DM is insuf-
ficient knowledge (42% of respondents). The lack of engagement from the employees
(23%) and the lack of a person responsible for the Diversity Charter (18%), were
listed as other barriers. In 2016, the Responsible Business Forum has carried out
similar studies in enterprises, which do not undertake actions in terms of DM. In that
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case the biggest barrier was the lack of interest from the employees — 47%, and the
fact that the company was too small and did not notice the need for implementing the
Diversity Charter — 35%. Another limitation consisted in insufficient knowledge
concerning DM — 26%. It is worth noting that only 26% of Polish companies taking
part in RBF’s research declare that they undertake actions related to gender equality,
while 19% of such companies have implemented activities regarding disabilities [24].
These results confirm that the level of knowledge regarding the Diversity Charter is
low. Another barrier may consist of reluctance relating to additional managerial re-
sponsibilities. It has to be stated that declarations regarding the lack of knowledge on
DM are not decisive when it comes to taking action in terms of that field. Many actions
in the superior-subordinate relationship may have an intuitive character and may not
be classified by the parties as a management tool.

Actions supporting diversity management

Different strategies of equalizing the position of women and men on the labor market
have been adopted in different countries. Actions supporting DM undertaken in Poland
to date, have mainly focused on counteracting discrimination at the workplace. These
are actions undertaken both on the central as well as regional levels. It seems that the
main role here is played by the state. Its impact on developing DM may be expressed
in various manners, form educational and informative actions, to restrictions aimed at
business entities not following laws regarding the discussed subject. The role of
government organisations is not limited to posting information on DM or eliminating
discrimination towards a given gender. These institutions provide training courses and
advice regarding the discussed field. It has to be emphasised that such courses may
relate to companies as well as employees hired in the sector of government
administration. These instruments may help entrepreneurs in implementing the concept
or selected elements of DM. Furthermore, thanks to training, consulting, and information
points, entrepreneurs can obtain the necessary information on the current DM problems,
which occur when starting or running a business.

When performing an analysis of actions supporting DM, special attention needs
to be paid to legal regulations in Poland. The Polish law includes the principle of
equality among citizens, regardless of their gender, in the Constitution and Labour
Code. The provisions of Article 32 of the Constitution indicate that everyone is equal
in terms of the law. No one can be discriminated in the public, social, or economic
life, for any reason. Whereas, Article 33 of the Constitution states that women and
men have especially equal rights as to education, employment and promotion, equal
remuneration for the work of an equal value, social security, assuming positions,
serving functions, as well as achieving public dignities and decorations [17]. In line
with the Labour Code (Article 113), any discrimination in employment, whether direct
or indirect, in particular with regard to gender, age, disability, race, religion, national-
ity, political beliefs, trade union membership, ethnic origin, religion, sexual orienta-
tion, as well as due to employment for a specified period or indefinite period or full
or part-time work — is unacceptable [30]. The above-mentioned regulations indicate
that the employer should counteract any discrimination in the workplace. What is
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important is that an employer may be subject to sanctions in the case of violating the
principle of equality. It is worth adding that a person, against whom an employer has
violated the principle of equal treatment in employment, has the right to a compensa-
tion of the minimum remuneration for work, determined in separate provisions. It
seems that the Polish law should include more regulations concerning specifically
promotion of DM. The following changes could be listed with regard to the above:
the tax law, public procurement law, labour law, law on supervising business, regula-
tions on establishing and terminating a company, among others.

The subject of diversity is also very important in the European Union, with Poland
being its member. The European Commission puts special emphasis on promoting
good practices and supports initiatives related to DM. The following activities are
worth mentioning here: “Support for voluntary initiatives promoting diversity man-
agement at the workplace across the EU project” [12]. The Diversity Charter has been
created within the above project and it constitutes a written obligation of a company
for implementing efficient solutions contributing to development of an equal treatment
and managing diversity in the workplace, as well as to promote it among business
and social partners. In Poland, the Diversity Charter transcends the Labour Law oblig-
ing one to introduce DM at a company. It relates, for instance, to the necessity of
ensuring anti-discrimination and anti-mobbing monitoring, appointing a person or
team coordinating DM within the company, introducing regular anti-discrimination
education for all employees of company, as well as reporting the undertaken actions
and their results. It may be stated that being a signatory of the Diversity Charter is a
sign of prestige. Companies, which have signed the Diversity Charter, form an elite
group and they may constitute a model to follow for other business entities wishing
to implement diversity-related programmes [24]. The Charter’s impact on the image
and reputation is also significant. Such companies are viewed as socially responsible.

Conclusion

The authors have presented a short overview of gender diversity in Polish and foreign
companies as well as selected actions that support it. Some of the most important
barriers in managing diversity in Poland have also been discussed.

The authors have encountered several research problems. In some cases there was
no possibility to use the latest data because it was not published by statistical organiza-
tions. What is more, gender diversity research usually covers large companies, while
there are no data on gender diversity in smaller enterprises. For this reason, there is a
need for further research on micro and small firms in reference to gender issue.

The empirical analysis has confirmed the main hypothesis of the article. This
article is an attempt to compare gender diversity in Polish and foreign enterprises.
Studies, conducted in Poland and other countries, confirm discrepancies between DM,
which are heavily impacted by the social conditions of a given country.

Mainly larger corporations focus on gender diversity. It seems that they are the
first to notice the benefits of gender diversity. A special disproportion between Polish
and foreign enterprises in gender diversity can be seen in the participation of women
in senior management positions. Women still remain a decisive minority in manage-
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ment boards and supervisory boards of companies, despite the continuous efforts to
increase gender diversity in the company’s major bodies.

In the authors’ opinion, the most important barriers in DM in Poland are stereo-
types and prejudices against the role of the women in the society. Moreover, the seri-
ous difficulties in implementation of DM arise from insufficient knowledge about DM
tools, the lack of engagement from the employees, and the lack of a person respon-
sible for the Diversity Charter.

For this reason, the authors of the paper postulate that Polish companies should
utilise competences of both genders more often, while benefitting from diversity and
providing opportunities of creating a more efficient culture of operation. This view fits
into the trend that the differences in the styles of management of men and women be-
come blurred and this trend is already visible in Western Europe, yet not in Poland,
where an efficient manager is associated with a man, rather than a woman. In order to
improve the situation, follow-up actions have to be undertaken aiming at promoting
diversity and eliminating any signs of discrimination within companies.

Business environment is still far from stable. In those turbulent times even enter-
prises and industries that were stable cannot be sure what tomorrow brings. That is
why managers should be prepared to face different scenarios and make their enter-
prises agile and flexible by utilizing management styles of both genders.
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AHHOTALUSA

B anoxy cormankHO HEOTHOPOIHOMN Cpeibl yIIpaBieHue pazHooopasueM (diversity manage-
ment) JOJHKHO MMETh MEPBOCTEIICHHOE 3HAUCHUE B JII000H KOMIIAaHMM W3-3a TTOTEHIMANa
TMOACKUX pecypcoB. CrenoBaTeNbHO, HaUIEKAIee yIpaBIeHHE pasHOOOpa3ueM MOXKET
MPUBECTH K yCIieXy KOMIaHHH Ha pbiHKe. B [lonbie 001mecTBo OTHOCHTENEHO OHOPOIHO C
TOYKH 3PEHHUSI KYIBTYPbI, PAChl U PENTUTHA. BO3pacT 1 T0JT TIepBBIMH 1 Yallle BCETO SBISFOTCS
HPUYUHON IUCKPHMHUHALIMH Ha TIOJBCKUX PEIIPUATHAX. BoT moyemy 31 dakropbl BXOIAT
B OCHOBHY!O 00J1acTb yrpasieHus pazHooOpasueM B [Toiblie. ABTOPBI 3TON CTaThbU PELIHIH
COCPEIOTOUNTHCS Ha POoOIeMe TeHIEPHOTO Pa3HO00pa3ysl Ha MPEIPUSITHSX.

JanHas TeMa 0COOEHHO 3HaYMMa, TOCKOJIBKY Ha pabodeM MecTe pa3Ho00pa3ue NpecTaB-
Js€T cOO0M OJTHY N3 CaMbIX BaKHBIX IITI00abHBIX TEHICHINH B 001aCTH TPYI0yCTPOHCTBA.
AHanu3 OTIENbHBIX aCIEKTOB YIPABICHHS pa3HOOOpa3ueM B KOHTEKCTEe TeHIEpPHOTro pa-
BeHCTBa B [lonbIe MoKeT CrocoOCTBOBATH JIyUllleMy HOHUMAHUIO TPOOIEMBL.

B mepBoii yacTu 3TO# CTaThM aBTOPHI PACCMATPUBAIOT YIIPABICHHE Pa3HOOOpa3HeM C TeO-
PETHUYECKON TOYKH 3pEHHsI HA OCHOBE MMEIOLIMXCS cTareil u oryeToB. Cheayroas riasa

Huruposanue: Buuopex-lllumanbcka A. ['enaepHoe pazHooOpa3ue Ha MOIbCKUX MPENpH-
stusix / A. Buuopek-1llumanbcka, B. Jleonbckuit // BecTHrk TEOMEHCKOTO TOCYIapCTBEHHOTO
yHuBepcutera. ColuanbHO-9KOHOMUYECKHe U mpaBoBble uccaenoBanus. 2018. Tom. 4. Ne 1.
C. 186-200.
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HOCBsIIIeHA MPobJIeMe FeHIEPHOT0 Pa3HO00pa3us Ha OCHOBE HCCIIEI0BAHHH, TIPOBEACHHBIX
B [lonb1me u 3a pyOesxoM. B mocneaHeit yacTu ctaTbi OCHOBHOE BHUMAHHE YIIETSIETCs OTpa-
HUYCHHUSM YIIPaBICHHS PA3HOOOPa3HeM U MEPOIIPUSTHSM, HAPABICHHBIM Ha MOOLIPEHHUE
pazHOO0pa3ust Ha TTOJTBCKUX MPENPUITHSIX.

OcCHOBHas I1eJ1b 3TOH CTaTbl — TPOAHATIU3UPOBATH YPOBEHB TCHAECPHOTO PasHOOOpa-
3US B TIOJBCKHX M MHOCTPAHHBIX KOMITAHHAX, & TAKXKE PACCMOTPETh CYIICCTBYIOIINE
HHCTPYMEHTHI MOAAEPKKY M MPEATCTBUS B YIPaBICHAH pa3HoobpasueM B Ilombime.
JI71st 5TOTO B TAHHOM HCCICAOBAHUHU OBLIM PACCMOTPEHBI CYIECTBYIONINE HAYIHBIC HC-
TOYHHUKH, BKITIOYAKOIIHEC paSHI/I'-IHBIe KOMMep'—IeCKI/Ie OTYCTHI U IIOKyMeHTBI. B KaueCTBEC
OCHOBHOI'O MCTOYHHUKA JAHHBIX JJI aHAIM3a ObLIa UCIIONb30BaHa 0a3a gaHHbIX Web of
Science Core.
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