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Abstract: This paper deals with issue of diversity and diversity 

management in relation to the Czech students and graduates 

because diversity management is a novelty in the Czech 

Republic and not many people and companies knowsomething 

more about it. At the beginning it briefly summarizes current 

findings of Czech and foreign authors in this area and it shows 

some results from researches conducted by European Union. In 

the next part of this paper there is described methodology that 

was used for own research that is presented in this paper. The 

main part of this paper consists from presenting data from a 

questionnaire survey that examines awareness of Czech 

students and graduates about issues of diversity and diversity 

management and topics relating with it.  
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1.  INTRODUCTION 
 
As a result of globalization, of the labour market, of 

the changes in the society, of the demographic 

development, diversity management has become ever 

more important for whole society and the business 

too.[6] If a company wants to survive in this competitive 

environments, it has to pay attention to the diversity and 

make good use of its potential. Some companies in the 

Czech Republic begin to utilize diversity in their 

business but they are only an exception and not many 

organizations are aware of this issue. Diversity and 

diversity management can be connected with strategic 

management, human resource management, marketing 

and business too. The known theory of CSR also refers to 

diversity management [16] and it could be well used 

alsoin virtual enterprise paradigm.[13][14] 

It is interestig to look at the awareness of young 
people of the issue of diversity because they are 
important for the future development. Therefore this 
article deals with this awareness and opinion on diversity 
of the Czech students and graduates.  

 

2.  CRITICAL OVERVIEW 
 
Risberg and Sogerberg[18] define diversity as „a mix 

of differences, similarities, and tensions that can exist 
among the elements of a collective mixture“. Many 
authors devide the elements of diversity into primary and 
secondary dimensions. Primary elements of diversity 
often cannot be changed while the secondary elements 
can. This article describes diversity in terms of its 
primary elements- gender, age, ethnicity, mental and 
physical abilities and sexual orientation by the American 
author Hubbard [11]or Bedrnová, Nový [1]. Secondary 
diversity includes for example, according to Sweetman 

[20], factors like socio-economic status, education, 
religion, geographical affiliation and marital status. Some 
authors state other characteristics, such as work 
experience, style of communication, style of work, 
organization roles and standards.[1] 

Diversity management has a broader meaning than 
the diversity. This concept dates back to 1980s. It is a 
relatively new phenomenon in the management theory 
and practice and many people as well as students do not 
know about it anything. Some foreign universities have 
lessons connected with diversity or diversity 
management and there arise different books and 
monographs in this field. We don´t have many 
publications about diversity management in the Czech 
Republic. As an example we can mention the 
twomonographs dealing entirely with diversity 
management “Diverzity management” from Ludvík Eger 
et al. [5] and “Diversity management. Comparison, the 
best practices of Visegrad countries” from the same 
author [4].  

Effective implementation of the diversity strategy can 
bring benefits to the organization. Literature [11][18][2] 
most often mentions improving quality and effectiveness 
of the workforce, increasing creativity, innovativeness 
and flexibility in the organisation, improving 
organization image, positive changes in the 
organizational structure, better possibilities of recruiting 
and retaining talented workers, improving relationships 
with customers, strengthening market positions, in 
general competitive advantage. According to the survey 
Diversity for talent and competitiveness [8]the following 
benefits were indicated as the most significant by small 
and medium sized businesses – attracting, recruiting and 
retaining best talents (60% of respondents), increasing 
creativity/innovation (45%), increasing client´s loyalty 
(40%), reducing time wasted (35%), increasing company 
profits (35%) and accessing new markets (35%) [8].  

It is interesting to see what impact on company 
performance can diversity management bring. But it is 
measurable with difficulty. Some researches exist but 
they are often very qualitative. The topic how to measure 
the impact of diversity management on company 
performance is very broad and here is not space for it. 
But we can mention some authors who devote to this as 
Hubbard [12]with his diversity scorecard or Marr 
[17]with intellectual performance drivers or Kaplan 
[15]with perspective of learning and growth.   

Very often mentioned topic connected with diversity 

is problem of discrimination. Different elements of 

diversity can be source of different types of 
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discrimination. The European Union and individual 

states have various measures, legislation and activities 

against discrimination but it is still more or less 

widespread. See the figure No. 1 where respondents from 

EU and from the Czech Republic answered what type of 

discrimination is the most widespread. Citizens in the 

Czech Republic consider that age discrimination is the 

most widespread in their country, whereas Europeans as 

a whole put ethnic origin first. [7] 

 

 
Fig. 1. Total widespread types of discrimination in the EU and in the 

Czech Republic 

 

3. METHODOLOGY AND OWN RESEARCH 
 

The Czech students and graduates were approached 

through the short questionnaire that has examined their 

awareness of the issue of diversity. Concretely whether 

they have heard about diversity or diversity management, 

what does it mean according to them, whether it brings 

some benefits to companies and what benefits and there 

is also question focused on discrimination and question 

on currently solved problem of quotas for women on 

board. There were closed questions and some open too. 

This paper works with 110 answers from young people 

of different ages, gender, education and environments. 

Data were collected since June 2012 to September 2012 

throught the google docs application. Most of the 

respondents are women in the age of 21-25 years and the 

university students with economic education. 

Characteristics of respondents are seen in table No. 1. 

The one star means absolute frequency, the two stars 

mean relative frequency. 

 

Sex 
Female Male 

77* 0,7** 33* 0,3** 

Age 

15-20 years 21-25 years 

18* 0,16** 68* 0,62** 

26-30 years 31and more 

17* 0,15** 7* 0,06** 

Status 

University student University graduate 

67* 0,61** 35* 0,32** 

High school student High school graduate 

1* 0,01** 7* 0,06** 

Field of education 

Technical Pedagogical 

8* 0,07** 5* 0,05** 

Economic Humanitarian 

79* 0,72** 8* 0,07** 

Medical Others 

4* 0,04** 6* 0,05** 

Tab. 1. Distribution of respondets by sex, age, current status and field 
of education 

 

Most of the respondents know what does it mean the 

English term “diversity” but many of them have never 

heard about the term of “diversity management”. This is 

because the diversity management is used for very short 

time in the Czech Republic and very rarely. Czech 

companies as well as Czech academic community do not 

believe in benefits of diversity management therefore the 

information about issue of diversity is spreading very 

slowly. See the figure No. 2, where 67% of respondents 

have never heard about diversity management, 28% of 

them have heard only something about it. 

 

 
Fig. 2. The awareness about the issue of diversity management 

 

The vast majority of respondents believe that 

diversity management can increase company 

performance. In total 94% of them answered either „Yes, 

certainly“ or „Yes, it is possible“. They should also 

identify, what benefits does the using of diversity 

management bring. Totaly 80 of them think that the 

diversity management can cause better motivation, 

satisfaction and performance of employees and 78 

respondents see the benefits of diversity management in 

increasing creativity and innovation. These figures are 

absolute because the respondents could check more 

options and the percent would not have so good 

information capability. In the figure No. 3 we can see all 

results of this question. These columns represet 1. 

Improving the image of the company, 2. Better 

motivation, satisfaction, performance of employees, 3. 

Retaining the best talents, 4. Increasing creativity, 

innovation, 5. Increasing client loyalty, 6. Increasing 

company profit, 7. Access to new markets, retaining new 

customers, 8. Others. 
 

 
Fig. 3. What are the benefits of diversity management? 

 

Diversity is closely linked with discrimination. In the 

figure No. 1 there is seen the attidute of EU citizens and 

Czech citizens to the issue of discrimination. 
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Respondents from the European Union answered that the 

most widespread type of discrimination is the 

discrimination based on ethnic origin, age and disability. 

The Czech respondents have seen the biggest 

discrimination in the area of age and then in the area of 

the ethnic origin and disability. Respondents of this own 

small research answered as follows.  

 

 
Fig. 4. The most widespread types of discrimination by respondents 

 

We can see that the most widespread type of 

discrimination by the Czech students and graduates is the 

age discrimination. This is the same result as in the case 

of national research by Eurobarometer in 2009. Age 

problems connected with human resource management 

are solved also in paper of Skálová [19]. On the second 

position there is also ethnic origin.The issue of ethnic 

origin and cross-border labour mobility is solved in paper 

from Chebeň et al.[1] But in the third position there we 

can see discrimination based on gender differences- this 

is in contrast to the results of Eurobarometer.   

It is interesting to look at the discrimination based on 

education. Education does not belong to the primary 

elements of diversity but it is very important aspect that 

can influence performance and motivation of employees 

or level of innovation and it can be also resource of 

discrimination. In the Czech Republic and in most of 

developed countries there is a trend of increasing level of 

education of population. By the Czech Statistical 

Office[10]there is increasing number of people with an 

university degree but also increasing number of people 

with no education. The high educated people often have 

problems in the Czech labour market because they are so 

called “too much qualified”. It is obvious that the Czech 

students and graduates are seeing this problem.  

The next question was also connected with 

discrimination. Respondents should decide which groups 

of people have the greatest problems in the labour 

market. In terms of age the greatest problems have the 

older people by respondents, concretely 80% of them 

responded in this way. But students and gratuates also 

perceive the discrimination of young people and 

graduates (66%). High percentage of respondents (56%) 

also checked the possibility of discrimination based on 

disability. In the figure No. 5 we can see only absolute 

numbers again because of more possibilities how to 

answer this question. It is interestig that men do not 

suffer from discrimination by these respondents and 

discrimination based on sexual orientation is really low.  

 

 
Fig. 5. Groups of people with the biggest problems in the labour market 

 

The currently solved issue is introducing of quotas for 

women on board of companies in European Union listed 

on the Stock Exchange. Companies should voluntarily 

increase women´s presence  on corporate boards to 30% 

by 2015 and to 40% by 2020.[9]It is possible that there 

will be some legislative steps at EU level in the future 

and share of women or men in decision making bodies 

will be obligatory. Authors of this paper examined 

opinion of Czech students and graduates on these quotas.  

Czech people are generally against quotas, but 

respondents in this small research are open to introducing 

obligatory quotas, see the figure No. 6, where they 

should answer the question „Do you agree with 

introducing quotas for women in decision making 

bodies?“.   

 

 
Fig. 6. Opinion on introducing obligatory quotas for women on 

corporate boards 
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4.  CONCLUSION 
 
The opinion of Czech students and graduates is often 

similar to results from another researches. It is obvious 
that the issue of diversity, diversity management and its 
utilization is not well known in the Czech Republic. 
Some people only guess what this term could mean. But 
if they see some definition of that and find what does 
diversity management mean, they estimate that diversity 
management can bring many benefits for the company 
using diversity in its business and they can define it. 
They put in the first place benefits as increasing image of 
company or better motivation, satisfaction and 
performance of employees.  

Young people in the Czech Republic are also aware 
of possible discrimination which can result from 
diversity. The most widespread discrimination by them is 
age discrimination. Another sources of discrimination are 
ethnic origin, gender or disability. Women have the 
biggest problems in the labour market by respondents, 
men have the smallest problems to find and keep a job. 

Regarding quotas, there was a surprising finding 
because more respondents would agree  with introducing 
quotas for women on corporate boards.  

It is seen that young people are able to see the 
potential of diversity and diversity management. Their 
answers are mostly positive and most of them (78%) 
would prefer in their job selection employers using 
diversity management. 

It is seen a big potential of diversity management for 
companies and for academics too because there exist not 
so many publications and researches about it. The 
opinion of students and graduates is only the beginning. 
It could be interesting to examine also the opinion of 
managers or academic staff.  
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