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DIVERSITY-SENSITIVE PERSONNEL MANAGEMET — A QUANTIATIVE
ANALYSIS FROM THE PERSPEKTIVE OF HR MANAGERS

Due to the fact that the structure of the population changes, the confrontation
with diversity becomes more and more important. To analyze the perspective
of HR managers regarding diversity, 30 telephone interviews were conducted
with people from Germany. The results of our study demonstrate the need to
implement measures to support diversity awareness. For the future it might
be interesting to review the results obtained from the interview with a ques-
tionnaire.
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Introduction

The personnel selection process and the selection criteria need to undergo
some changes because of the globalization. The importance of diversity for
business rises for various reasons. These include the increasing globalization,
the ongoing rationalization of manufacturing and service processes, the con-
sequences of demographic change and the dynamics of social individualization
process [7].

In science and in practice diversity management is becoming increasingly
important. The focus of diversity management lies on the diversity of the
members in an organization. The diversity may refer to many aspects. In this
context Plummer [11] mentioned the so-called Big 8. According to Plummer
[11] these are the most commonly considered dimensions, consisting of ethnic
group, nationality, gender, organizational role or function, age, sexual orien-
tation, mental or physical abilities and Religion [9; 11].

According to the Federal Statistical Office [5] 16.3 million people were
registered with a migration background for the year 2012. Future projections
indicate that the number of these groups will continue to increase and the ex-
isting workforce must be strengthened in order to achieve positive economic
effects [3]. In Germany the numbers show that dealing with the aspect of mi-
gration should not be ignored and a systematic intervention is inevitable. The
successful integration of migrants into society and the world of work is neces-
sary to maintain the framework for a secured future life in Germany. This is
the only way to ensure the competitiveness of companies within Germany, but
also in international comparison.
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Referred to Tjitra [13] the goal of a company should be to create inter-
cultural synergies. This term was coined by Adler [1] and Harris and Moran
[6] and in this context the input-process-output model was developed. The
interaction of different cultures is considered as a cause of a synergy (input).
Intercultural synergy is an automatic effect, based on the heterogeneity of
the cultures. An organization is faced with this heterogeneity and has to deal
with it effectively [1].

Therefore, the cross-cultural synergy is to be understood as an effective
method to handle the cultural heterogeneity (process). The cultural differenc-
es must be considered as positive aspects and potential and the combination of
the best of the culture leads to synergy. According to the model, this synergy
leads to a special or better result and strengthens the company in competition
(output) [13].

To achieve intercultural synergies both social skills and intercultural com-
petence are important. There are different definitions for the concept of so-
cial skills. In this case, the definition of Kanning was used as a basis for this
study. Kanning [8] referred to social skills the totality of knowledge, skills
and abilities, which promotes the quality of the own social behavior [8].

The construct of social competence is a complex ability construct because
it includes the components of assertiveness and relationship skills. If a person
shows both components and if a person can create a balance between their
own interests and the interests of his fellow men the person is called socially
competent [2]. In the research literature the description of intercultural com-
petence is very heterogeneous [4]. The definition of Alexander Thomas states
that intercultural competence is the ability to grasp, respect, appreciate and
use cultural conditions and factors that influence perception, judgment, sen-
sation and action concerning oneself and other people productively [12]. On
the one hand, a lack of intercultural competence complicates the work entry
for migrants and on the other hand executives with low intercultural skills
cannot judge the performance of people with a migration background cor-
rectly. This leads to interpreting different behavior caused by another culture
as a deficit or as not fitting the profile. Finally, this leads to the fact that
they interpret culturally-different behavior as a deficiency or non-compliance
profile.

Method

Standardized telephone interviews were prepared and the interviews were
conducted with executives and personal officers. The duration of the tele-
phone interview varied from 20 and 30 minutes. The interview was recorded
by using a tape recorder. After recording the interview was transcribed and
presented in an anonymous form. Then the transcribed form was analyzed by
quantitative content analysis [10].

In the present study, two research questions will be answered: First re-
search question: Should the multipliers be more diversity-sensitive and should
they develop specific competencies to enable the introduction and promotion
of people with a migration background? Second research question: Are there
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differences in the assessment of the multipliers regarding the stress levels of
those with and without a migration background?

To answer the research questions several existing as well as specially adapted
for this research purpose measuring instruments were used. The interview guide
contains a total of 47 questions and it was received on the following aspects:
biographical questions (10 questions), diversity (5 questions), social competence
(7 questions), leadership (21 questions), stress (5 questions) und general compe-
tencies (6 questions). The phone interview includes closed and opened questions.

The sample consisted of a total of 30 people (17 executives and 13 per-
sonnel officer; @ = 13; & = 17). 25 of the respondents showed no migra-
tion background. As a requirement for participation in the interview, the
participants had to fulfil two conditions: Firstly, the people had to work
at least in middle management and secondly, they had to work in the field
of personnel selection. 17 HR managers were employed in middle manage-
ment and six personnel managers were employed in senior management.
Seven personnel managers did not wanted to give a statement. The compa-
ny reported very different numbers of employees (Range: 54 to 170 000,
M = 20 168). Concerning the professional experience, a total work experi-
ence of 16.95 years was recorded (SD = 10.83) and the average for pro-
fessional experience specifically as a HR manager was 9.47 (SD = 7.31).
The age ranged from 26 years to 52 years and the average was 40.83 years
(SD = 9.31).

Results and Discussion

Concerning the first research question, whether the multipliers must be
diversity-sensitive and should develop specific competencies to enable the en-
try and promotion of people with a migration background, two questions were
evaluated from the interview guide. First, the participants have to answer a
closed question. They should assess whether cultural stereotypes and preju-
dices have an impact on the selection of personnel and employee evaluations.

The statistical analyzes showed that half of the participants (15 people;
9 executives, 6 personnel officer) had the view that cultural stereotypes and
prejudices have no influence of personnel and employee assessments, and the
second half of the participants (15 people; 8 executives, 7 personnel officer)
thought that they have an influence. Two of the statements made by people
who were interviewed are presented below: Statement 1:»Yes I entirely admit,
I fail again and again. For example, I have a problem with headscarfs. This is
a very difficult issue as HR.«; statement 2: «I think a tiny bit. Nobody can
make hands-free talking. [...] I know when I think of a drawer. In individual
interviews, I try to ask my questions in a different way again. [...] I think no-
body can acquit of these.«. It was also checked whether there are significant
differences between the statements of the executives and the statements of
the personnel officer.

For this, the X2-test was used. The evaluations showed that the XZ2-value
according to Pearson was not significant (X2 (1, N = 30) =.136, p>.05). Conse-
quently, from the fact it can be concluded that there is no difference between
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the two groups of people and only half of the participants believe that cultural
stereotypes and prejudices have no control.

Moreover, the participants were asked whether social categorization and
discrimination is important in recruitment and employee assessments. Again,
the interviewees were given the opportunity to respond with yes and no. A
total of 29 responses were evaluated. 21 HR managers had the opinion that
social discrimination and categorization has no influence (11 executives, 10
personnel officer) and only 8 HR managers (6 executives, 2 personnel officer)
stated that the phenomena have an influence on the selection of personnel and
employee assessment. Similarly to the previous question, the X2-test was per-
formed to test whether there were significant differences between the groups.
However, as with the previously evaluated question, the test is not significant
(X2 (1, N = 29) = 1.222, p >.05). Participants, who answered the question
with «yes», had to tell an example. An interviewed person for example said:
«Of course, that does not matter. Most important is the individual and what
that person has done etc. I would never say that the cultural origin is impor-
tant. [...] So I would say, for HR strategy it is important to map a diversity
within the company and get this variety. But it is not the basis for positive
discrimination.«. The results show that there are no differences in terms of
social categorization and discrimination in personnel selection among execu-
tives and personnel officers. However, the HR managers are not aware that
nowadays these phenomena have an influence on the selection of personnel
and employee evaluations.

In the following, the second research question, whether there are differences
between the assessment of the multipliers with respect to the stresslevels of those
with and without a migration background, should be answered. The assessment
was carried out on a scale of one (not at all) to five (very). The mean values clearly
show that the stress assessment for people with and without a migration back-
ground as well as the self-assessment respects to similarly pronounced stress
levels: employees with migration background (M = 3.26, SD =.9), employees
without migration background (M = 3.26, SD =.94) and own stress assessment
(M = 2.9, SD =.82). Many interviewees said that the stress for people is
identical with and without migration background. For example a personnel
officer said: «I would not differentiate.«A further personnel officer gave
the following statement: «That does not depend on migration background.
I see, it’s based on the complete team. It also depends on the area, in which
the employees are employed.«. Whether the aspect of performance and task
performance in relation to stress also plays an important role for people with
and without a migration background, was affirmed by 26 interviewees. In
assessing whether, performance and fulfillment of tasks in relation to stress
in the interviewed person itself is important, 24 commitments were recorded.
From the results we can conclude that managers and personnel officers have
not recognized the added stress factor, which people with a immigrant back-
ground feel and they cannot sufficiently interact in the context of diversity-
sensitive with these groups of people. Thus, the urgency of preparing for the
topic of diversity has not yet been detected. The results illustrate that the
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diversity principles should be more integrated into the company and manage-
ment guidelines. Ideally, employees can internalize the pre-lived values and
integrate into their actions. This is the most effective strategy to successfully
deal with the changes of demographic change.

Diversity management aims therefore to create a corporate culture that is
perceived in the workforce diversity as a resource and this is to be used as a
strategic resource for the company’s success [14]. However, at the moment
there is no standard model for the implementation of diversity management.
After extensive research, a model should be mentioned at this point.

It is based on a holistic and system-theoretical understanding of organiza-
tions and is primarily responsible for supporting staff in the implementation
of diversity management. The model distinguishes five basic processes: Busi-
ness context, actual analysis, business case and strategy, implementation of
diversity management [15]. Finally, it should take into account that changes
are dynamic in business and there is no panacea for the successful implemen-
tation [14]. Thus the presented model is a possibility of implementation, but
every company should find the optimal solution with respect to the implemen-
tation of diversity management for themselves.

Further Research

For future research it might be interesting to review the results obtained
from the interview with a questionnaire. Therefore, as a target group the
range personnel selection should be selected. The target should be the verifica-
tion of the hypotheses, based on the evaluations of these interviews.
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Ilycrep .

acIipaHT yHiBepCUTeTy NpPUKJIAIHUX HayK, M. OcHabpook, Himeuunna
T'enxosa II.

IoKTOp dimocodchbKUX HayK, mpodecop YHiBepcuTeTy NPUKJIATHUX HAYK,
M. Ocuabpiok, Himeuunna

PISHOMAHITHO-9YTJIHUBHI IIEPCOHAJBHUN MEHETKMEHT —
KIJTbKICHUM AHAJII3 IIEPCOHAJIY 3 ITO3HUIIII ITEPCIIEKTUB
KAIPOBOI'O MEHEIKMEHTY

Pesrome
Y 3B’A3KY 3 THUM, II0 CTPYKTypa HaceJeHHs 3MiHIOETbCS, KOH(PPOHTAIlisA 3 pisHOMA-

HiTHiCTIO cTae Bce 6iybI i 6inbinn BaskauBoio. s anainisy nmepcnektuB HR-meHnexepis,
110 CTOCYIOThCs pisHOMaHiTTA, 30 TenedoHHUX iHTEpPB’I0 OyJaM IIPOBEAEHi 3 JIOAbMU 3
Himeuunnu. PesynabTaTé HAIIOTO AOCTiAMKEeHHS ITOKA3yIOTh HEOOXimHicTh peasrisarii sa-
XOAiB 3 miATPpUMKHU 06idHaHOCTI pidsHOMaHiTHOCTI. [[Jig MaiiOyTHiIX pobiT BugaeThCs IiKa-
BUM POBTJIAHYTHU Pe3yJIbTaTU, OTPUMAaHi 3 iHTEepB’10 i3 3aCTOCYyBaHHAM ONUTYBAJbHUKIB.

Karouosi cioBa: pisHOMaHITTS, MIMKKYJIbTYPHA KOMIIETEHIIisA, CTpEC.
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Illycrep .

acIIMpaHT YHUBEPCUTETa MPUKJIATHBIX HayK, I'. OcHabpok, ['epmanusa
I'enxona II.

IOKTOP GuIocopCKUX HAYK, IIpodeccop YHUBEPCUTETA IPUKJIAAHBIX HAYK,
r. Ocuabpiok, 'epmanus

PA3HOOBPA3HO-YYBCTBUTEJbHBIN TEPCOHAJbHBIN
MEHEJISKMEHT — KOJTUYECTBEHHBIN AHAJIN3 ITEPCOHAJIA
C IMIo3unuu IIEPCIIEKTHB KAJTPOBOI'O MEHEJHMEHTA

Pesrome

B cBA3u ¢ Tem, YTO CTPYKTypa HACEJeHUsS W3MEHSeTCs, KOH(MPOHTAIUS C DPa3HO-
o0pasueM CTaHOBUTCS Bce OoJiee m Gosiee BakHOU. [lna amammsa mepcrmekTuB HR-me-
HeIKepoB, Kacalolmuxca MHOTooOpasus, 30 TeseOHHBIX MHTEPBHIO ObLIN IIPOBEAEHBI C
mionbmu u3 lepmanun. PesyabraTsl HAIIEr0 UCCIE[OBAHNSA TOKA3bIBAIOT HEOOXOAUMOCTH
peaym3anuu Mep IO HMOAAEPKKEe OCBeIOMJIEHHOCTU pasHooOpasusa. [aa Oymymux paboT
MIPEICTaBJISAETCS WHTEPECHBIM DPACCMOTPETh DPe3yJIbTAThI, MOJYUYEeHHBIE W3 WHTEPBHIO C
NPUMEHEeHNEM OIMPOCHUKOB.

KiaroueBsie ciioBa: MHOTOOOpasue, MEKKYJIbTYPHAS KOMIIETEHIIUS, CTPECC
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