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Introduction
The project: “Diversity management, comparison, the best practices of the
Visegradcountries”wassupportedbytheVisegradFund(ResearchProjectNo.
21110193)andbytheUniversityofWestBohemia.

TheUniversityofWestBohemia(theCzechRepublic)wastheapplicantand
co-ordinatoroftheprojectandthepartnerswereasfollows:

•	 TheConstantine the PhilosopherUniversity inNitra and the Slovak
UniversityofAgricultureinNitrafromtheSlovakRepublic

•	 TheSzentIstvánUniversityinGödöllőfromHungary,and
•	 TheWestPomeranianBusinessSchoolinSzczecin,Poland
Thedemographicchangesinthesocietytogetherwithglobalizationofthe

labourmarketshowthenecessityofdiversitymanagementasaconsequence
ofthechangingworkforcestructure.Diversitymanagement[4]isquiteanew
phenomenonandanewmanagementareabothintheoryandpractice[1,3].

In human resources management (HR), diversity management becomes
important, especially after the integration of theCzechRepublic, the Slovak
Republic,Hungary and Poland into the EuropeanUnion (EU). The topic of
diversitymanagementisveryimportantnotonlyforcompaniesbutalsoforthe
developmentofthecivilsociety.

Theprojectfocusesonscientificco-operationandresearch.
IntheEuropeanUnion,ournearestmulticulturalenvironment,thequestion

ofdiversityhasbecomeacrucialissue.TheEUtriestosupportthemanagement
of equal opportunities through legislative tools as well as through non-
legislativeones,suchasfinancialandinstitutionalsupport(see[2]).

ThelegislationwhichliberatesthemarketintermsoftheEUanditscitizens
wasintroducedaftertheintegrationoftheVisegradcountriesintotheEU.Ithas
becomeanecessarypartofmulticulturalorganizations,especiallyincaseofthe
subsidiariesoftheinternationalorganizations.

Diversity brings benefitswhich enable enrichment of theworking teams
thankstoitsvariednatureandexperience,creativity,toleranceanddistinguished
socialcontacts[1,3].Diversityhelpsremovebarriersbasedondiscrimination,
prejudicesanditalsohelpsthedisadvantagedpeopleenterthelabourmarket.
Fromthispointofviewthetopicoftheprojectisveryimportantnotonlyforthe
companiesthemselvesbutalsoforthedevelopmentofthecivilsociety.

Themainpurposeoftheprojectwastoincreasenetworkingandcooperation
among the universities focusing on the development of human resources.
The project includes two workshops (Pilsen, 9/2011, Brno, 3/2012) and an
internationalconferenceforHRexperts(Cheb,5/2012).Theimportantobjective
ofthesecondworkshopwastransferringtheknowledgeandexperiencefrom
theIBM–oneofthebestcompaniesintheworld–totheteachingandlearning
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processesattheparticipatinguniversities.(IBMCentre-CentralEuropelocated
in Brno).

Theinternationalteamimplementedtheplannedresearchstudyaimingat
comparisonofdiversitymanagement in theVisegradcountries.Readerswill
findtheresultsoftheresearchinourjointpublication.

Anotherimportanttaskoftheprojectwastocreatecasestudies–examplesof
thebestpractices.Themainpurposeofthispartofourprojectwastohighlight
somesuccessfulwaysthatmightanswer thequestionhowto implement the
diversitymanagement ideas intopracticeaseffectivelyaspossible.And, last
butnotleast,therewasyetanothertasktocarryout,namelythecreationofthe
newstudymaterialsforstudentsatuniversities.

TheprojectpromotestheconceptoftheVisegradco-operation.Multiplicative
effectsfocusmainlyonteachingandlearningprocessesatuniversities.

Promotingtheprojectactivitiesandideasfocusingondiversitymanagement
bymeansofthewebpagesdedicatedtotheproject(http://diversity-management.
webnode.cz/en/) and articles published by means of the national media was
anotherimportantaspectoftheproject.

The co-operation among the project´s partners and the research activities
arestillunderway.ForexampletheCzechandSlovakpartnersarefinishinga
surveyfocusingonhowdiversitymanagementcanbeusedintheCzechand
Slovakcompanies(quantitativeresearch)andtheCzech,SlovakandHungarian
partnersarepreparingapaperfocusedondiversitymanagementinthefieldof
education(qualitativeresearch).

Weconsiderthetopicofourprojectveryimportant.Letusexpressourhope
thatthesubmittedpublicationmaybringthereaderssomeusefulinformation
aboutdiversityanddiversitymanagementintheVisegradcountries.

LudvíkEger
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1 Diversity management

1.1 Introduction
DiversitymanagementcomesfromtheU.S.whereitdevelopedinthe1980sas
aresponsetotheproblemsofthelabourmarket[18],[12].Inthe1990sitentered
Europe[19]butcompanies intheEUhaveseenitsdevelopmentandpractical
applicationonlyrecently[19].HolvinoandKamp[7]statethatsincetheyear2009
diversitymanagementhasbecome“aglobalphenomenon”.

IntheCzechRepublic,bothintheoryandpractice,itisarelativelynewconcept
andanewareaofmanagement.Whileinthetextbooksfocusingonmanagement
ofhumanresourcesweoftenfindrelatedtopics,termslikediversityorvariety
arerarelypaidanynoticeableattention[15], [6].The thirdeditionofawidely
recognised textbook Psychology and Sociology of Management [2] brings a
significant change into thematter as there is a special chapterdevoted to the
above issues.Similarly in theArmstrong´spublication [1], there isa reference
todiversitymanagement.ThefirstcomplexpublicationintheCzechRepublicis
DiversityManagementbyateamofauthorsheadedbyEger[4].

Itwasonthebasisoftheabovework,namelythedescriptionofsomebasic
theoretical approaches and a few practical examples that the proposal of the
project “Diversity management, comparison, the best practices of Visegrad
countries”wascreated.

Diversityisunderstoodasoneofthewayshownotonlytorespectvarietybut
alsomakeuseofit.Inthefieldofthedevelopmentanduseofhumanresourcesit
hasbecomeanimportantandtopicalissuenamelyaftertheCzechRepublic(CR),
Slovakia(SK),Hungary(HU)andPoland(PL)enteredtheEuropeanUnion(EU).
Our project is primarily focused onmonitoring the development of diversity
managementinthecontextoftheVisegradcountries[17].However,wearealso
awareoftheopinionsofotherEuropeanexperts[7],[12]payingattentiontothe
factthattheconceptofdiversitymanagementneedstobeperceivedinthecontext
oftheindividualcountries.Thiswasalsothereasonwhyourcomparisonofthe
Visegradcountriescameintobeing.

Thereforeitisnecessarytorememberthattheconceptofdiversitymanagement
itselfhasadevelopmentofitsown.Forexamplethesocallednarrowperspective
of diversity management could be, according to Ivancevich, Gilbert [9, p
76] characterized as follows: “The narrow concept of diversity management
emphasizesraceandgender.Thenarrowconceptofdiversitymanagementisthe
commitmentonthepartoforganizationstorecruit,retain,reward,andpromote
minorityandfemaleemployees.“

Atpresent,similarly,wecanalsoseethatespeciallyinbusinesspracticediversity
management is sometimes reduced incorrectly to a sub discipline of personnel
managementmainlydealingwithnon-discriminationontheworkplace[4].

7
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„Formanypeople,theword„diversity“isshorthandfor„ethnicdiversity“,
butinfact,therearemanywaysthatpeopledifferfromoneanother“[22].
The concept of diversitymanagement results from the natural substance of
diversitythatexistsinthesociety.Inthefieldoflegislationofthedemocratic
statestheconceptresultsfromtheBillofRightsandLibertiesandbymeansof
itscontentitexceedsthenarrownessofthetraditionalconceptandcallsforthe
needofaninterdisciplinaryattitudetocopingwithdiversityinthesociety.

Inthefieldofbusinessesitisnotasubdisciplineofthedevelopmentofhuman
resources,butdiversityandvarietyaffecttherelationshipofbusinesseswiththe
market,withthecustomersandwithinthecompanyitconcentratesonaspects
likevision,strategy,organization,cultureandsupportforcommunication.This
wayitismanifestedinthemodernconceptofholisticmarketing[14],[10].Like
this italso logically influencesbusinesseconomicswhere itcanbe indirectly
linkedto the issuesofdiversification,and,directly,with thedevelopmentof
humanresourcesasthemostvaluablesourceintheorganization.

TheprocessesofglobalizationintheworldandinEuropetheintegrationof
theVisegradcountriesintotheEuropeanUnion(2004wasthekeyyearforthe
Visegradcountries)accentuate,amongotherthings,thedemandfortheculture
integration of the diverse population. (See also Kirton, Greene [12] as they
seetheissuefromthepointofviewofEnglandandtheEU,2010).Ontheone
handwecanseeafocusoncreatingamulticulturalsocietyand,ontheother
hand,afocusonrespectingnational,culturalandotherdifferences.Diversity
managementinitsbroadersenselooksforwayshowtocontributepositivelyto
thedevelopmentofthesocietyinthesechangingconditions.

8
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1.2 Defining the concept  
of diversity management

Forthepurposesofourresearchweusedthedefinitionofdiversitymanagement
aswehaddefineditonthebasisofstudyinganumberofsourcesinthepublication
byEgeratal.[4].InthispublicationweagreewiththeconceptofHubbard[8,p.27],
wherediversityislabelledas“acollectivemixturecharacterizedbydifferences
andsimilaritiesthatareappliedinpursuitoforganizationalobjectives”,andwhere
thedefinitiongoes as follows:“The pro– cess of planning for, organizing, 
directing, and supporting these collective mixtures in a way that adds  
a measurable difference to organisational performance“.

“Diversity management is labelled as a systematic procedure used by
companieswhen theydecide toworkwithdiversity anduse it as a strategic
advantage...Themainpurposeofdiversitymanagementiscreatinganinclusive
organizationalculture”[2,p.597].

The same authors [2, p. 597], when referring to other sources, state that
“creating diversity environment in businesses influences satisfaction of
employees and work morale positively and decreases absenteeism and the
probabilityofmisunderstandingsincommunication”.

They also state that by applying diversity management the organisation
appears as socially responsible (CSR becomes a significant orientation of
developedorganizations),see[16].

WehavetorealizeherethateveninthewesternEuropeancountriesapplying
diversitymanagementinthebusinesssectorinsuchamodernwayisarelatively
newthing,asSüßandKleiner [19]showsforGermanyandKlarsfeld[13] for
France.

We can also find agreement that for Europe it is important that diversity
management is implemented in the society especially as aproactive concept,
notasanaffirmativeactionintheU.S.inthe1970s[18].Inbusinessandinall
thesociety,diversitymanagementmaycreateaddedvalue just in thecontext
oftheexistenceofamulticulturalsocietyintheglobalizedworld,asisdefined
byKeil,M.etal.[11,p.6]:„DiversityManagementisanactiveandconscious
developmentof a futureoriented,valuedriven strategic, communicative and
managerialprocessofacceptingandusingcertaindifferencesandsimilarities
as apotential in anorganisation, aprocesswhich creates addedvalue to the
company.“

We resolutely agree that if diversitymanagement is to be effective in the
organization,itisnecessaryforittobecomeanintegralpartoftheorganisational
structure[2,p.600].

Diversitycanbeunderstoodasvarietyorheterogeneityoflabourforcefrom
thepointofviewofcertaincriteriaordimensions.

Diversity management
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Primary dimensions
•	 Age
•	 Ethnicity
•	 Gender 
•	 Mental/physicalabilitiesandcharacteristic
•	 Race
•	 Sexualorientation[8],[2],[4]
Thedimensionsincludedintheprimarydimensionshaveabiginfluenceonour

employability(theyarebasicallyself-evidentandeasytospot).
Peopleoftenfocusmainlyonprimarydimensionsbecause theyareeasier to

perceiveandpeopleareinclinedtobemoresensitivetothem.Hubbard[8,p.30]
statesfurtherthat:

„Coreorprimarydimensionsofdiversity…exertanimportantimpactonour
earlysocializationandapowerful,sustainedimpactthroughouteverystageoflife“.

Secondarydimensionsplayanimportantroleinformingourvalueorientation,
our expectations and also in forming our experience. In reality these are very
variable.

Secondary dimensions
•	 Communicationstyle
•	 Education
•	 Familystatus
•	 Militaryexperience
•	 Organizationalroleandlevel
•	 Religion
•	 First language
•	 Geographiclocation
•	 Income
•	 Workexperience
•	 Workstyle[8],[2],[4]
BothdimensionsareshowedsynopticallyintheHubbard´sfigure[8,p.32]:

Diversity management
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Figure 1.1: Primary and Secondary Dimensions of Diversity

Source: [8]

Belowcanbe seenacomplementaryclassificationofdiversity focusedon
labour force, seeThomas (2004) inSüßandKleiner [19,p. 35]: “Diversityof
workforce structures in corporate practice may furthermore be attached to
characteristicsthatareinpartdirectlynoticeable(e.g.sex,age,language,ethnic
ornationalorigin,aperson’sfunction),inpartonlyobliquelynoticeable(e.g.
values,religion,sexualorientation).Thesefactorscannotbeinfluencedbythe
individualbutmayoftenbethecauseofdiscrimination“.

Diversitycanbeassessedasseenfromthedescriptivepointofview,andalso
fromthemoralaswellasfunctionalpointsofview.
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1.3 Diversity management  
in an organization

The Czech Society for Human Resources Development (2009) defines the
conceptforthecompanyareaasfollows:“Diversity management is an integral 
partofqualitymanagementanddevelopmentofhumanresources.Alongterm
managerial success cannot be achievedwithout any respect to other people
andunderstandinginwhataspecttheindividualdifferencescomplementone
anotherwhenmeeting thecommonobjectives.Successful individualsdonot
formahomogeneousgroup:itisformedbymenandwomen,theyoungand
theold,peopleofdifferentorigins,coloursofskin,religions,sexualorientation
etc.Companiesthatwanttobeeffectiveandsuccessfulinthelongtermtryto
formdiverseteamsintentionallyandpayattentiontothefacttheyhavethebest
employeesonallpositionsregardlessoftheirpersonaldifferences.Respecting
therulesofequalopportunitiesshouldbealogicalstrategyofthosewhowant
tobethebestonthemarket,itshouldnotbeonlyadutyimplyingfromthelaw
ormorale.”

Forthediversitytobeappliedinmarketingandmanagementweassume
it isdesirable to lookondiversity fromthepointofviewofHubbard´s four
independentaspects[8,p.27-28],which,inreality,oftenoverlaponeanother:

•	 Workforce diversityencompassesgroupandsituationalidentitiesof
theorganization´semployees(i.e.gender,race,ethnicity,religion,sexual
orientation,physicalability,age,familystatus,economicsbackground
andstatus,andgeographicalbackgroundandstatus).Italsoincludes
changesinthelabourmarketdemographics.

•	 Behavioural diversity encompasses work styles, thinking styles,
learning styles, communication styles, aspirations, beliefs/value
systemsaswellaschangesintheattitudesandexpectationonthepart
ofemployees.

•	 Structural diversity encompasses interactionacross functionsacross
organizationallevelsinthehierarchy,acrossdivisions,betweenparent
companies and subsidiaries, and across organizations engaged in
strategicalliancesandcorporativeventures.Asorganizationsattempt
tobecomemoreflexible,lesslayered,moreteam-based,andmoremulti-
andcrossfunctional,measuringthistypeofdiversitywillrequiremore
attention.

•	 Business diversity encompasses the expansionand segmentationof
customermarkets,thediversificationofproductsandservicesoffered,
and the variety of operating environments in which organizations
work and compete… Increasing competitivepressures, globalization,
rapidadvancesinproducttechnologies,changingdemographicsinthe
customerbasesbothwithindomesticmarketsandacrossborders,and

Diversity management



shiftsbusiness/governmentrelationshipsallsignalaneedtomeasure
anorganization´sresponseandimpactonbusinessdiversity.

 According toHubbard [8, p. 28] diversity can be looked on as follows:
Diversity is amosaic ofmixtures that includes everyone, representing their
differencesandsimilarities,andthevarietyofprocesses,systems,andaspects
oftheglobalenvironmentinwhichtheorganizationsmustrespond.

Armstrong [1, p. 144] uses the concept called “the policy of diversity
management”andaccordingtotheauthoritshould:

• Respectculturalandindividualdifferencesontheworkplace
• State clearly that the organization appreciates various qualities that 

 peopleprojectintotheirwork
• Highlighttheneedtoeliminateanyprejudiceinsuchareasasselection, 

 promotion,workperformanceassessment,remunerationandopportu-
 nitiesforfurthereducation,

• Payattentionrathertoindividualdifferencesthantogroupdifferences
ForpracticalapplicationtheacronymMOSAIC(Mission,Objective,Skilled,

Active,Individual,Culture)ismentionedhere,Armstrong[1,p.705].
In proactive organizations diversity management becomes part of their

strategies.Orientationtowardsdiversityisthenalsocontainedinthemission
of a company and it is oriented not only to the labour force but also to all
fields of business activity wherever it is appropriate. We stressed this idea
inourpublicationfromyear2009[4]whenwepointedout thepossibilityof
applyingdiversitymanagementinthesocalledholisticconceptofmarketing
managementoforganizations[14]andwehighlightedanewaccentonsocial
responsibilityofcompanies.InthissensetheareaofCSRrepresentsalinkofthe
companyspherewiththesociety-wideareaandalsowiththebenefitsforthe
developmentofthecivilsociety.

Itisalsointhisconceptthatweseeanopportunitytoaccomplishthemission
oftheVisegradFundandthereisalsoacloselinktothefocusofourproject.

Some other studies, on the other hand, point out that the application of
thesocallednarrowconceptofdiversitymanagement (focusingonlyon the
personnelmanagement)oftenfailinreality[21].

Letusconsider,attheendofthechapter,thepossiblebenefitsandrisks.
Where do the European international companies see the advantages of

diversity?
• Accesstothesourcesoftalentedco-workers
• Highereffectivenessofteamsandofteamwork
• Highermarketpenetration
• Highereffectivenessofcomplexorganizations

13
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• Higherinvolvementofemployees
• Betterimageofemployers
• Co-workersaremoreopentochanges
• Higherproductivityofwork
• Betterclimateontheworkplaces
• Biggerclosenesstocustomers
Source:[21]
OnceagainletusrefertoHubbard[8,p.38-39]anddiscussthelistofitems–

potentialriskscompaniesmayhavetofaceifdiversityisnotmanaged:
•	 Hinderproductivity
•	 Createconflicts
•	 Leadtocommunicationgap
•	 Resultinunfairhiring/promotionalpreferences
•	 Social traditions 
•	 Industrynorm
•	 Lackofawareness
•	 Stereotyping
Wepointoutherethatwithoutanyexplicitdiversitypolicyorganizations

deprive themselves of the possibility of gaining top quality variedworkers.
Neglecting diversity management may have impact on productivity and
revenues of the company; it canmake itself felt in absenteeism, in training,
communicationandinpossibleconflicts.ItmayalsohaveanimpactontheCSR
area,whichisalsolinkedwiththeorganizationimage[11],[4].

Diversity management
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1.4 Europe and a current view on  
diversity and diversity management

Let us complete the introductory chapter by a short paper on theEuropean
Unionfromthepointofbusinessactivities.KirtonandGreene[12]presenta
summarizingviewinthethirdeditionoftheirpublicationwheretheynotonly
present thedevelopment of theory andpractice ofdiversitymanagement as
seenfromthehistoricalpointofviewofthesocietyandcompaniesinEngland
buttheyshowchangesinrelationtowardsthechangingEUespeciallyafterits
enlargementintheyear2004.Twoimportantfactscanbeseenhere:

•	 Theoreticalandpracticalapproachesaredevelopingfromtheiroriginal
focusonequalityandcomplyingwithlegalnormstoproactiveapplying
diversityinabroaderview.

•	 ThefreelabourmarketintheEUhasincreasedthelabourforcediversity
withintheUnionandmoreoveritisnecessarytoaddtheproblemsof
thedemographicdevelopmenton theonehandand the immigration
pressurefromoutsidetheUnionontheother.

Wynne [22,p.32] states:“Europeanbusinessmust learnhow tohireand
retain diverse employees and keep their operations running even without
enoughworkers“.

Theauthor states further there are twodetermining factors in connection
withtheabove:thepopulationoftheEUisageingandtherearefeweryounger
peopleentering the labourmarketon theonehandandon theother theEU
hasenlargedanditspopulationhasgrown,whichconfirmsourabovestated
opinion. It is necessary to say thatwith regard to theunemployment of the
youngpeopleinsomecountriesintheEUwecannotfullyagreewiththefirst
stated factor.

Wynne[22]pointsoutthatitisnecessarytopayattentionmainlytothefive
followinggroups:

•	 Olderworkers
•	 Membersofethnicminorities
•	 Membersofcertainreligions
•	 Women
•	 Workerswithdisabilities
  For the businesses themselves there are recommendations how to

implementdiversitymanagement in the companypractice.Here a reference
bookContinuingtheDiversityJourney[3] isavailable.

Another availablemethodology is presented by Keil et al. [11] where in
the process of implementing diversity management in an organization it is
recommendedtoproceedinthesixfollowingsteps:

Diversity management
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•	 Diversity Streaming Committee (representatives of diversity with a
mandate)

•	 Scenariosofthefuture(preparationofscenarios)
•	 Vision and strategy (it is necessary to include topmanagement and

stakeholders)
•	 DiversityAudit(theabovestatedCommitteealsoparticipatesinit)
•	 Company Goals (The Committee defines the goals for diversity

management)
•	 Diversity Management Implementation (the Committee carries out

implementationonitsown)
The following usually belongs in the last point as far as the content is

concerned[11,p.16]:
•	 Topandmiddlemanagementleadershipdevelopmentprogrammeson

DiversityManagement
•	 Diversity Team Building Events in each business unit Large Group

EventsfortheworkforcetocommunicateDiversityManagement
•	 ChangeofPerformanceManagementappraisalstoolstofosterDiversity

Managementandmakeitmeasurable
•	 ChangeofHRtoolsforrecruitmentandretentionofadiverseworkforce,

etc.
Intheendtherecommendationsofthebasicstepsforstrategicimplementation

ofdiversitymanagementinanorganizationcanbecompared.

Table 1.1: Strategy of implementing diversity management – basic steps

Diversity at work – 8 steps for small and medium-sized businesses.
Steps – Recommendation by Keil et al [11]:
“The process of implementing Diversity Management is crucial. It 
can be seen as an
organizational learning process.”

Hubbard [8, 315], Creating a Strategic Link.
“Diversity and inclusion building process are not created for their own 
sake. These processes are built to support, and where appropriate, lead 
the organization to achieve its vision and strategy....”

•	 Analysis

•	 Recruitment

•	 New Markets

•	 Client/ Customer Needs

•	 Internal communication 

•	 Image and reputation

•	 Evaluation

•	 External support

•	 Establishing Vision and Strategies

•	 Allocating Resources

•	 Establishing Accountability

•	 Modelling Diversity Leadership Behaviour

•	 Putting Principles into Practice

Source [11, 8]
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Wemaystateherethatitisacaseoflinkingstrategy,organizationculture
anditsvision[4].Itisnecessarytoperceivethetwofollowingremarks:

•	 There isno simplemethodof implementingandmanagingdiversity
thatwouldworkwellinallorganizations.Buttherearesomefactors,
recommendedstrategiesandactivitiesthataresuitabletouse[8],[11],
[4].

•	 Smallandmediumsizedbusinessescancertainlyget inspiredbythe
examples of good experience of multinationals but their experience
cannotbeadoptedinother,quiteoftennationalorregionalconditions,
inwhichthesmallandmediumsizedbusinessesoperate,withoutany
furthermodifications(seealso[7],[12]).

In connection with this there are discussions about the unsuitability of
adopting the activities into the EU environment as they are closer to the
affirmativeactionsintheU.S.

NotonlythelabourforcebutallthesocietyintheEUcountrieshasbecome
more diverse thanks to its enlargement but also because of the process of
globalization.Diversitymanagement is tobeunderstood in itsdevelopment
fromthestrategiesofequalityuptotheconceptsperceivingdiversityandits
applicationnotonlyforbusinessactivitiesbutalsoforthedevelopmentofthe
civilsocietyingeneral.Atthesametimethenationalandregionalcontextmust
notbeforgotten.

17
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2 Diversity in Visegrad  
countries

2.1 The main elements of diversity  
in the Czech Republic

Introduction
ThischapterdescribesdiversityintheCzechRepublicintermsofitsprimary
elements- gender, age, ethnicity, mental and physical abilities and sexual
orientation byHubbard [26] as well as education and religion. All of these
aspectsexistintheCzechRepublicandalsoinothercountriesandtheyarea
partoflabourmarket.Itisgoodtoknowthebasiccharacteristicsofthetypical
diversityof thecountry foracorrect reactionofemployersandmanagers to
this.

Czech Republic – the basic information
•	 Population:10,506,813[20]
•	 Women/100Men:103.7[7]
•	 Averageage:40.6[4]
•	 Area:78,866km2[16]
•	 GDPpercapitainrelationtotheEUaverage:80%[18]
•	 Averagewage:€940.6[8]
•	 Unemploymentrate:7.3%[23]

Table 2.1: Characteristic indicators of the Czech Republic in the last ten years 
(2001–2010)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Population 10,266,546 10,206,436 10,203,269 10,211,455 10,220,577 10,251,079 10,287,189 10,381,130 10,467,542 10,506,813

Women/ 100 
Men 105.5 105.4 105.4 105.3 105.2 104.9 104.7 104.2 103.8 103.7

GDP 
per capita 
(PPS, %) *

73 73 77 78 79 80 83 81 82 80

Average wage 
(€)** 568.3 613.6 649.4 690.4 725.1 772.6 828.3 893 922.7 940.6

Unemployment 
rate (%) 8.0 7.3 7.8 8.3 7.9 7.2 5.3 4.4 6.7 7.3

* Index of GDP per capita in Purchasing Power Standards (PPS) is expressed in relation to the 
European Union (EU-27) average set to equal 100 

**	Gained	from	ČSÚ,	calculated	at	the	rate	of	CNB	as	of	20	December	2011
Source: Own processing, [7],[8],[18],[20],[23]
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The main elements of diversity

Gender differences 

Unemployment and searching for a job
Gender differences are the most frequently mentioned topic and a lot
of information and data is available in connection with this. Regarding
unemployment most men face the unemployment at the age of 45–59 and
womenaged30–44years.Thisfactmaybecausedbyvariousfactorssuchas
discriminationagainstwomeninthisagecategorybyemployers.Thisissettled
bytheAnti-discriminationlawbutitsfailureisonlyrarelydemonstrable.On
averagewomenlookforanewjoblongerthanmen.Menusuallyfoundtheir
workinthetimespanbetweensixmonthsandoneyearin2010whilewomen
looked for thework on average for a period longer than one year [14]. The
unemployment rateofmenwasonly5.9% in2011,withwomen itwas7.9%
[24].AswecanseeinTable2.2ineachyeartheunemploymentrateofwomen
ishigherthantheunemploymentrateofmen.

Table 2.2: Unemployment rate by gender in the last 5 years (2007–2011)

In % 2007 2008 2009 2010 2011

Women 6.7 5.6 7.7 8.5 7.9

Men 4.2 3.5 5.9 6.4 5.9

Total 5.3 4.4 6.7 7.3 6.8

Source: Own processing, [24]

Employers or employees?
Menareemployersinmorecasesthanwomen,similarlyasinthepositionsof
legislatorsandmanagers. IntheCzechRepublicmostwomenare inservices
and trade [13]. The industries employingmost women in 2008were health
andsocialservices,veterinaryactivitiesandeducation.Menworkedmostlyin
constructionandminingin2008[2].

Wage differences
Thefrequent themeregardinggenderdifferences is thedifference inwagesbetween
menandwomen.AveragegrossmonthlywageofwomenwasCZK21,939in2008,men
earnedCZK29,628;thisisadifferenceofover25%[2].Thewagesofmenandwomen
arehardtocomparebecausewomenusuallyworkinotherpositionsthanmenandtheir
wageincreasesinanotherwayduringtheirlifeasaconsequenceofmaternity[9].Wages
ofwomenarelowerthanwagesofmeneveninthemostdevelopedcountriesexceptin
theNordiccountries.
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Age differences

The average age
TheaverageageofpopulationintheCzechRepublicwas40.6years in2010.
And the largest group consists of people aged around 35 [10]. This is the
economicallymostlyactivepopulation.TheaverageageintheCzechRepublic
hasbeenincreasingoverthelasttenyears.SeeTable2.3.
Table 2.3: Average age in the Czech Republic (2001–2010)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Women 40.5 40.8 41.0 41.3 41.5 41.7 41.8 42.0 42.1 42.3

Men 37.4 37.7 37.9 38.2 38.4 38.6 38.8 38.9 39.1 39.3

Total 39.0 39.3 39.5 39.8 40.0 40.2 40.3 40.5 40.6 40.8

Source: Own processing, [4]

IntheCzechRepublicitwillbeincreasinglyimportanttosolvetheproblems
connectedwiththeageingpopulation.CitizensoftheCzechRepubliclivelonger
andtheyhavefewerchildrenthanbefore.Thesefactsresultinachangeofthe
agestructureofthepopulationanditisnecessarytotakeadequatemeasuresin
employment,healthcare,socialsecurity,housing,educationandsocialservices
[29].

ThelifeexpectancyatbirthintheCzechRepublichasalsoincreased.In1999it
was74.9years,in201077.7yearsbutitisstilllowerthantheaverageoftheEU.
TheCzechmenhadlowerlifeexpectancy(74.5)thanwomen(80.9)in2010[22].

The average exit age
Theaverageageofpopulationisgrowingbuttheaverageageofexitfromthe
labour force does not show a growing trend, as it rather fluctuates (see the
Table2.4).Employersshouldusethesocalledage managementandsupportthe
employmentofolderpeopleandtheirlaterretirement.
Table 2.4: The average exit age from labour force in the CR

2001 2002 2003 2004 2005 2006 2007 2008 2009

Women 57.3 58.4 59.0 58.9 59.1 59.0 59.4 59 59.6

Men 60.7 62.2 61.2 61.3 62.3 61.8 62.0 62.3 61.5

Total 58.9 60.2 60.1 60.0 60.6 60.4 60.7 60.6 60.5

Source: Own processing, [21]

Employment rate and the earnings
According to the Information System of the Average Earnings [32] the age
groupearningmostisbetween30and39yearsinthebusinesssphere.People
under20earntheleast.Inthenon-businessspherepeopleunder20earnalso
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the lowestwages but the earnings increase proportionallywith age. People
over60achievethehighestaverageearnings.Theseresultsaregainedfromthe
surveyinthe4thquarterof2010.

Thehighestunemployment ratewas in theagegroupbetween15and19
yearsin2010.Thisistrueformenandwomentoo[5].

Theemploymentrateofolderworkers(aged55–64)isn´tgrowingeither.In
thelastthreeyears(2008–2010)theemploymentratewasdecreasing(seeTable
2.5).
Table 2.5: Employment rate of older workers, by sex

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Women 23.1 25.9 28.4 29.4 30.9 32.1 33.5 34.4 35 35.5

Men 52.6 57.2 57.5 57.2 59.3 59.5 59.6 61.9 59.6 58.4

Total 37.1 40.8 42.3 42.7 44.5 45.2 46 47.6 46.8 46.5

Source: Own processing, [19]

Ethnicity

Foreigners in the Czech Republic
Inthetimeofmarketopeningandglobalizationthequestionofforeigners is
more andmore important. It is hard tomonitor the figures of foreigners in
thecountry,sothenumberofforeignersregisteredatjobofficesintheCzech
Republic is often used for that purpose. These foreigners are the potential
legalworkforceforcompaniesoperatingintheCzechRepublic.Since2008the
numberofforeignersregisteredwithjobofficeshasbeendecreasingasaresult
of theeconomiccrisis,but since thebeginningof2011 the increasehasbeen
evidentagainandthesametrendcanalsobeexpected in theyears tocome.
MostforeignersapplyingforajobintheCzechRepubliccomefromSlovakia,
UkraineandPoland.AlotofpeoplecomefromBulgaria,Romania,Mongolia,
MoldovaandRussiaandTheCzechStatisticalOfficerecordsalsothegroupsof
theVietnamese,GermansandUzbekistanis[12].

Employment of foreigners in the CR
Foreign nationals are usually employed as manual workers. Most of them
areunskilledworkersor craftsmenand skilledmanufacturers, repairers and
machinists.Butthereisanoticeableincreaseinforeignworkersinthepositions
ofscientificandintellectualworkersandinservicesandtrade[28].

The labour-law relations between foreigners and employers are based
onLabourCodeas in thecaseofCzechpeople.Theemploymentconditions
aredeterminedby theEmploymentAct,which states that foreigners canbe
employed in theCRif theyhaveaworkpermitandaresidencepermit [31].
CitizensoftheEUMemberStatesandtheirfamilymembersarenotconsidered
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foreigners and they have the same status as citizens of theCzechRepublic.
CitizensofthememberstatesoftheEHP–Norway,IcelandandLiechtenstein
andtheirfamilymembersandcitizensofSwitzerlandandtheirfamilymembers
alsohavethisstatus[30].

Gaining experts from the third countries
CRisalsotryingtoobtainqualifiedexpertsfromthethirdcountries.Howeverthis
presentsmanybarrierssuchasworkpermits,languagebarriersorlow-functioning
systemfortherecognitionofprofessionaleducation.ThesystemcalledBlueCards
wasintroducedin2008.Thesecardsshouldenableemploymentofhighlyskilled
workers from countries outside the EuropeanCommunity, the so-called „third
countries“.A similarproject started in 2009. Its name isGreenCards [25]. The
SystemoftheGreenCardsandtheadministrativeagendadon´tseemtobevery
effective and theyareoften criticizedby employers.TheMinistryofEducation
openedaprogram to support the acquisitionof theCzech scientists back from
abroadtotheCzechRepublicin2011andtocreateconditionsfornewteamsof
experts.TheGovernmentaldocumentnamed“TheReturn“planstohandoutCZK
fivehundredmilliontotheincomingscientistsandprofessionalsfromabroad[36].
The Project “Barriers andOpportunities:How to get scientists and researchers
workingabroadbacktotheCzechRepublic“workedintheCRby2008[35].

Special groups of foreigners in the CR
TheVietnameseareaspecialgroupofforeignerslivingintheCR.Theyarenot
thelargestgroupbuttheyliveintheCRforthelongesttime,onaverage8years.
TheycometotheCRwiththeirpartners,kidsandotherfamilymembers[3].The
Vietnamese are also special because they are often entrepreneurswith a trade
certificate.OtherforeignersworkingintheCRaremostlyonlyemployees.

TheUkrainiansare the largestgroupheadingto theCRbut theyaremostly
employees,particularlycheaplabourforce.Someofthemworkwithoutanywork
permitsotherearen´tanyaccuratestatisticalfiguresoftheUkrainiansavailable
either.TheyoftencomewiththeirpartnersbuttheirkidsliveoutsidetheCR.The
Ukrainianssendhomethelargestpartoftheirincome,17%[3].
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Table 2.6: Number of employed foreigners in the Czech Republic

Year Employed foreigners Employed foreigners holding valid trade license

2001 167,652 64,000

2002 161,711 60,532

2003 168,031 62,293

2004 173,203 65,219

2005 218,982 67,246

2006 250,797 65,722

2007 309,027 68,785

2008 361,709 77,158

2009 318,462 87,753

2010 306,350 90,983

Source: Own processing, [37]

Romany population in the CR
A special case could be the Romany population (Gypsies) living in the
CzechRepublic.TheWorldBank carriedout a studyon the employmentof
Romanies in the CR and its outcome says, that the Czech Republic should
supportemploymentofRomaniesmorebecausemorethanhalfofRomaniesof
workingagedon´tworkandtheyaren´tregisteredwithjoboffices.Thiscauses
considerableeconomiccostsandinefficiencies.Accordingtothestudygreater
effortofthejobofficesaimedatbetterresponsetotheneedsofthemarketbetter
andimprovingtheplacementofthedisadvantagedjobseekerswouldhelpin
thiscase[34].Thisissueisverysensitiveandthereareconflictingopinions.Itis
necessarytotakethisproblemintoaccountandbeabletoreacttoitsensitively.
There are no accurate statistics howmanyRomanies live in theCRbecause
manyofthemstatetheCzechnationalityinsteadoftheRomanationality.

Mental and physical abilities
Peoplewithdisabilities receive enhancedprotection in the labourmarket in
theCzechRepublic.Thesepeoplecanusee.g.vocationalrehabilitation,which
focusesonobtainingandmaintaining suitable employmentor they can take
partinworktrainingthatinvolvesincorporationofpersonswithdisabilitiesin
suitableposts.Therearealsotheretrainingcoursesforpeoplewithdisabilities
[33].

TheCzechRepublicsupportstheemploymentofdisabledcitizensthrough
establishingprotectedjobsandprotectedworkshops.TheEmployercreatesa
protectedjobforapersonwithdisabilitiesonthebasisofawrittenagreement
withtheJobOfficeforat least2years.Aprotectedworkshopisaworkplace
whereatleast60%ofdisabledemployeeswork.Employerscanobtainsubsidies
from the Job Office for creating a protected job or a protected workshop.
Preparingthedisabledpeopletoworkisalsopaidfor.Employingthedisabled
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is also supported through a compulsory share of the employeddisabled. If an
employerhasmorethan25employeeshe/sheisobligedtoemploythedisabled
peopleintheproportionof4%ofthetotalnumberofemployees[33].

Overonemilliondisabledpeople live in theCzechRepublic [38].Andthese
areresultsfrom2008.Thisnumberisnotinconsiderableforthewholesocietyand
thelabourmarketeither.Thesamplesurveyofthedisabled[11]showsthatinthe
totalpopulationtherearemorethan4%peopleofworkingagewithdisabilities
orevenaround10%.Thisisaproblembutalsoanopportunityforemployersto
employmorepeoplewithdisabilitiesandincreasethediversityoftheirportfolio
ofemployees.

Sexual orientation
ThisisnotatabooissueintheCzechRepublicanymore;peopleintheCRdon´t
perceivethediscriminationbasedonsexsoseriously[15].Butpeoplewithdifferent
sexualorientationoftenhaveproblemsineverydaylife,onthelabourmarketand
inemployment too.TheGay Initiative in theCRhasconducteda research that
wassupportedbytheEuropeanUnionPhare.Theresearchstudyfoundoutthat
12%ofCzechgays,lesbians,bisexualswerediscriminatedinemploymentbecause
of their sexual orientation [1]. The problem of discrimination is solved by the
aforementionedanti-discriminationlaw.

There is not much information available about this issue because sexual
orientationisakindofhiddendiversitythatisnotseensoitcannotberesearched
well.NeverthelesssomecompaniesintheCzechRepublictrytoworkwiththistype
ofdiversityandthey,forexample,setupcommunitiesassociatinghomosexuals
andlesbiansetc.

Education
Theproportionofuniversityeducatedpersonsinemploymentisincreasinginthe
CR(e.g.in2009itwasupto17.1%),butitisoneofthelowestincomparisonwith
otherEUcountries.Thehighestproportion39.4%wasinIrelandin2009andtheEU
averagewas28.1%thatisstillmuchmorethanthenationalaverageoftheCR[28].

WehavetotakeintoaccountthedevelopmentofuniversitiesintheCRafter
1989.Increasingnumbersofstudentvacanciesinthepublicorprivateuniversities
haveledtothefactthat60%ofthenineteen-year-oldsstartedtostudyatuniversity
in2010[27].Bigdifferencesexistbetweenuniversity-educatedpeopleintheolder
generationaged50+andtheyoungergenerationattheageof25–30.

Differencesineducationbetweenmenandwomenwereonlysmallinthefirst
quarterof2011.Therewereslightlymoremenwithhighereducationthanwomen
butontheotherhandthereweremorewomenwithasecondarylevelofeducation
(GCSE),whilewithmensecondaryeducationwithoutGCSEprevailed[13].
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Employment and unemployment rate by the highest level of education can
beseenbelow(seetheTable2.7).Thefirststagecontainspre-primaryeducation,
primaryeducationandlowersecondaryeducation.Thesecondstageistheupper
secondaryeducationandpost-secondarynon-tertiaryeducationandthethirdstage
representstertiaryeducation.
Table 2.7: Employment rate by the highest level of education

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

First stage 28.5 26.0 24.3 22.7 21.8 23.2 24.2 24.1 22.8 22.0

Second stage 73.0 73.1 72.4 71.4 71.8 71.9 72.6 73.1 71.3 70.4

Third stage 86.8 86.3 85.7 85.6 84.6 83.9 84.0 83.2 82.0 81.0

Source: Own processing, [17]

AccordingtotheInformationSystemoftheAverageEarnings[32]theamount
ofearningscorrespondstothelevelofeducation.Thereforeuniversityeducated
peoplehavethehighestsalariesinthebusinessandnon-businesssphere;people
withbasiceducationgetthelowestsalaries.Butthedifferencesaren´tsobiginthe
non-businesssphereasinthebusinesssphere.

Religion
TheCzechRepublicisknownforitsatheism.Onlyabout12%ofCzechpeopleare
believers.Almost35%ofthemhavenoreligiousaffiliationandapproximately45%
didnotstateitintheCensusandHousing(seeTable2.8).
Table 2.8: Religion structure in the Czech Republic

Religion Percentage

Unknown 45.20%

Without religious affiliation 34.21%

Roman-Catholic Church 10.26%

Evangelical Church of Czech Brethren 0.49%

Czechoslovak Hussite Church 0.37%

Others 9.47%

Source: Own processing, [6]

The Roman-Catholic Church is the most frequently represented church.
EvangelicalChurchoftheCzechBrethrenandtheCzechoslovakHussiteChurch
togetherhaveonlyapproximately1%.And9.47%peopleareofanotherreligion.
Therestofthepopulationareeitheratheistsortheydon´tcommentonthismatter
[6].ThemostfaithfulbelieversintheCzechRepublicliveinMoravia.

Forthisreasonthereligionisnotsoimportantfortheissueofdiversityofthe
workforceintheCR–atleastnotforthetimebeing.Wecanexpectanarrivalof
foreignerswithforeigncultureandreligionandtheCzechcompanieshavetobe
preparedtorespondtothisfact.
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2.2 The main elements of diversity                          
in the Slovak Republic

Introduction
Chapterrefers to the themeof thechosenaspectsofdemographicandsocial
developmentintheSlovakrepublic.Accordingtotheaimsofthechapter,we
decidedtoshrinktheimmenselyrichcontentofthethemealittlebitandwe
willfocusonitsaspectslinkedwiththesourcesofdiversity.

Slovak Republic – the basic information
•	 Population:5,435,273[18]
•	 Men/Women:105.7[17]
•	 Averageage:38.7[27]
•	 Area:49,035km2[37]
•	 GDPpercapitainrelationtotheEUaverage:74%[15]
•	 Averagewage:786EUR[31]
•	 Unemploymentrate:13.5%[29]

Table 2.9: Characteristic indicators of the Slovak Republic in the last ten years        
(2001–2010)

 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Population 5,378,951 5,379,161 5,380,053 5,384,822 5,389,180 5,393,637 5,400,998 5,412,254 5,424,925 5,435,273

Women/100 
Men 105.9 106.0 106.0 106.0 106.0 106.0 105.9 105.8 105.7 105.7

GDP per 
capita (PPS, 
%) *

52 54 55 57 60 63 68 73 73 74

Average 
wage (€) 410 448 477 525 573 623 669 723 744 769

Unemploy-
ment rate (%) 19.30 18.70 17.60 18.20 16.30 13.40 11.10 9.50 12.00 14.40

*  Index of GDP per capita in Purchasing Power Standards (PPS) is expressed in relation to the 
European Union (EU-27) average set to equal 100

Source: [18], [17], [15], [31], [29]
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The main elements of the diversity

Gender differences
Thefirst(andbymanyviewedasamainone)sourceofdiversityinanysocietyis
gender.Equalitybetweenwomenandmenis(oratleastshouldbe)afundamental
value of every society. 

Thissaidtherearestillsomesmallerorlargerdisproportions.Thedebateon
therootcausesofgendersegregationinemploymentdatesbacktothe1970s,but
itremainsthepointofreferencetodatedespitethefactthatsomuchhaschanged
sincethen.Afterdecadesofresearch,mostscholarswouldagreethattherecan
be no single-factor explanation for such segregation, and that the latter may
lead topaydiscrimination.Key factors identified in thevoluminous literature
on segregation are, innoparticular order, comparativebiological advantages,
under-investment inhumancapital (schoolingor training),differential income
roles, preferences and prejudices, socialisation and stereotypes, entry barriers
andorganisationalpractices[8].

There isanemploymentgendergapof15%in theEU[12]. InSlovakia the
situationisevenworse.Thepaygapismoreorless25%andinsomeagecategories
(35–44yearsofage)thepaygapreachedalmost35%.Significantlyfewerwomen
thanmenhavejobswithsupervisoryresponsibilities.Withinenterprises,women
accountforonly32%ofmanagers–thereisonlyonewomanforeverytwomen
inmanagerialposition.

Timeusesurveyscomparingthenumberofhoursspentbywomenandmen
onactivitiesrelatedtowork,familydutiesandleisurerevealthatonaverage,if
thetotaltimeofgainfulemploymentanddomestictasksisconsidered,women’s
workdaysarelongerthanmen’s[2].

Age differences
Anotherveryimportantsourceofdiversityisage.Thereismoreoldpeopleand
feweryoungstersinEU.Thenumberofyoungpeopleinage0–14isgettingalertly
low.Intotalitdecreasedbymorethan3.2millioninnineyears(2002–2010)[13]
anditisgettinglowerstill.Attheotherhandthenumberofseniorsisincreasing.
Thisdevelopmentseemstobe,atleastfornow,irreversible.

Table 2.10: Shares of chosen age categories in the Slovak Republic

Age category 2004 2005 2006 2007 2008 2009 2010 2011

0–14
in 1000 944 919 894 871 851 836 831 830

in % 17.55 17.06 16.59 16.14 15.76 15.45 15.32 15.28

15–64
in 1000 3,815 3,840 3,862 3,883 3,903 3,922 3,928 3,932

in % 70.92 71.31 71.67 72.00 72.27 72.46 72.42 72.34

65 and more
in 1000 742 753 764 775 786 798 813 824

in % 13.79 13.99 14.17 14.37 14.56 14.74 14.98 15.15

Source: [26], Own processing
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The lifeexpectancyofmenandwomen in theSlovakRepublic ingeneral is
steadily increasing (71.92males, 79.93 females in 2010) but still it is somewhat
smallerthanintheEU.TheEUaveragelifeexpectancyofmenis75.87yearsand
thatofwomenitis82.13.In2009averageageofSlovakmaleswas36.84.Average
ageofSlovakfemaleswas40.05in2009.Medianageofwomenwas39in2011and
theoneofmenwas36in2011.

Demographicdevelopmentshaveaconsiderableimpactonthesizeofvarious
agegroups,includingpopulationsatworkingage.Asaconsequencedemographic
trends–togetherwithlabourmarkettrendsandlabourforceparticipationrates
–determinethesizeoffutureworkforce.InEurope,lowfertilityandincreasing
lifeexpectancybothreverse theagepyramid, leadingtoashrinkingnumberof
youngerpeople,anagingandeventuallyshrinkingworkforce,andanincreasing
numberandshareofolderpeople.Intheagegroup0–14thequantitativedeclineis
alreadytakingplacetoday[22].

InmanycountriesofEUtherearetwomaingroupsbasedonageforwhich
findingjobisdifficult.Thefirstofthemisthegroupconsistingofyoungpeople
whorecentlyfinishedtheireducation;thesecondoneintegratestheolderpeople
(55+)shortbeforeretirement.InthiscontextitisnosurprisetheSlovaksasawhole
thinkthatdiscriminationbasedonageisthemostcommonformofdiscrimination
inourcountry[9].Consideringthecurrenteconomiccrisis,thisperceptionaround
agefoundanominouslystrongexpressioninviewsaboutdiscriminationinthe
labourmarket.Themajority(around40%)ofthetotalnumberofunemployedare
youngpeopleinage29andless.Anotherrelevantgrouparepeopleinageof55
andolder.Togethertheycreatemorethan45%ofunemployedinSlovakRepublic.

Table 2.11: Shares of chosen age categories in the Slovak Republic

Age category 2001 2002 2003 2004 2005 2006 2007 2008 2009

total in 1,000 508 486.9 459.2 480.7 427.5 353.4 291.9 257.5 324.2

15–29 in 1,000 230.8 210.4 185.9 182.3 157.6 127.9 101.6 92.2 121.4

in % 45.43 43.21 40.48 37.92 36.87 36.19 34.81 35.81 37.45

55 and more in 1,000 15.5 20.2 18.6 25.6 25.3 20.1 18.2 16.5 21.1

in % 3.05 4.15 4.05 5.33 5.92 5.69 6.24 6.41 6.51

Source: [26], Own processing

Forillustrationweincludetheemploymentrateofolderworkersaswell(see
table2.12).

Table 2.12: Employment rate of older workers, by sex

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Women 9.8 9.5 11.2 12.6 15.6 18.9 21.2 24.2 26.1 28.7

Men 37.7 39.1 41.0 43.8 47.8 49.8 52.5 56.7 54.9 54.0

Total 22.4 22.8 24.6 26.8 30.3 33.1 35.6 39.2 39.5 40.5

Source: [7]
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Ethnicity
Thethirdsourceofdiversitywewilldealwithisethnic.Ethnicdevelopment

inEUisinfluencedbyimmigration.Inaflexiblelabourmarket,ahighdegreeof
labourmobilityisdesirabletohelpemploymentadjustfavourablytochanging
demandconditions.Aninefficientallocationoflabourresourcesmaynegatively
affectthelonger-termlevelandgrowthrateofpotentialoutputand,intheshort
run,limitsthepaceatwhichaneconomycangrow[11].

In 2006, persons born abroad represented a significant portion of the
workforceandoftheemployedpopulationinEuropeancountries.Therewere
howeversomeimportantvariationsamonghostcountries,reflectingdifferences
intermsofimmigrationingeneral.InFinland,andinthecountriesofCentral
andEasternEurope,immigrantsaccountforlessthan3%oftotalemployment.
InSwitzerland,bycontrast,thisfigureisashighas26%,anditisnearly44%in
Luxembourg[5].

In most European countries, immigrants represented a larger share of
employment in 2006 than in 2002. The increase was particularly notable in
Spain(morethansevenpercentagepoints),andalsoinIrelandandItaly(3.5
to4.5percentagepoints),andtoalesserextentinAustria,theUnitedKingdom
andLuxembourg(about2.5percentagepoints)[12].

Themajority of immigrants to Slovak Republic in 2009weremen (68%).
Almost 90% of immigrants are from the states of European Union. Not all
of themare the legal ones (only 62%). In 2007Romania became the leading
immigrantsprovidingcountry.Togetherwiththeimmigrantsmostlyfromthe
statesofformerYugoslaviaandKoreathenumberofforeignemployeeswas4
timeshigherin2008incomparisonwith2004(theshareofforeignemployees
onthetotalnumberofemployeesincreasedfrom0.15%to0.6%)[35].

Table 2.13: Migration in the Slovak Republic

 2004 2005 2006 2007 2008 2009 2010

Immigrants 4,460 5,276 5,589 8,624 8,765 6,346 5,272

Emigrants 1,586 1,873 1,735 1,831 1,705 1,979 1,889

Balance (I – E) 2,874 3,403 3,854 6,793 7,060 4,367 3,383

Source: [25], [28], Own processing, 2011

ThevastmajorityofpopulationofSlovakiaisSlovak(85.7%).Thebiggest
minority are Hungarians, who are heavily concentrated in southern border
areas(10.6%).TheRoma(alsoknowninEnglishas“Gypsies”)formthesecond
largestminoritygroupinSlovakia.In1991,theRomaofformerCzechoslovakia
obtainedtherighttofreelyproclaimthemselvesasmembersofadistinctminority
in the census. In Slovakia, 80,627 Roma (1.52% of the citizens of Slovakia),
officiallydeclaredthemselvesassuch.Accordingtoestimatesoftheurbanand
communalofficesofthestateadministrationfrom1989,however,asmanyas
253,943RomaliveinSlovakia,thusconstituting4.8%ofthepopulation.Since
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thesestatisticsdidnotincludeRomawhohaveastandardoflivingcomparable
to thatof themajoritypopulation,Romapoliticalandculturalactivistsestimate
thatthenumberofRomainSlovakiaisevenhigher,citingafigureof350,000to
400,000inSlovakia[26].Czechsform1%,Rutheniansaccountfor0.3%,Ugrians
foranother0.3%,Germansfor0.1%,Polesforanadditional0.1%andvariousother
groupsaccountfortheremaining0.3%.TheGypsypopulationineasternSlovakia
is underreported but estimated to be sizeable. Czechs have the option of dual
citizenship.

InthecontextofmassacreinNorway(AndersBehringBreivikkilledatleast93
people,other96wereinjured,somearestillmissing)andrecentdevelopmentin
GreatBritain,FranceorHungary,theproblemofnationalextremismisbecominga
seriousissueinEurope.Theanti-RomasentimentacrosscentralandeasternEurope
isgrowingaswell[34].

Slovakneo-NazigroupsorganisingralliesagainstwhattheycallRomacrime
andapolicestate,andwithsomepoliticians(Slota,Kotleba)resortingtopopulist
but dangerous solutions to the problem of deprived minorities, the subject of
extremismhasrecentlyemergedatthecentreofpublicdiscourse.

TheRomanypopulationtendstosufferdisproportionatelyfromhigherratesof
poverty,unemployment,illiteracy,crimeanddisease.Whendiscussing“theRoma
problem”,mostreferencesfocusonthepartoftheRomanypopulationlivingin
verypoorruralandurbanconditions.ThenumberofRomalivinginunbearable
conditionsinruralcommunitiesanddevastatedcentralcityzonesisagglomerating
andrepresentsapotentiallyveryserioussocietal,socialandeconomicproblem.
Romaoftenlive2–3kilometresoutsideofavillageincampsofsettlementswith
onlyafewdirtyhouseswithoutfacilities, incellars,or incardboardorwooden
shacks.Someofthecamps,suchastheonenearRudňanyinEasternSlovakia,were
builtondumpinggroundsorotherareascontainingmaterialssuchasmercuryand
arsenic[33].Thegovernmentoffersonlyfewsolutionsifany.Ideally,theproblems
oftheRomaandotherminoritiesshouldbesolvedonregionalandcommunity
levels.

Another problem (kept alive mostly by politicians) is a relation between
SlovaksandHungarians.520,528or9.67%ofthepopulationoftheSlovakRepublic
(5,379,455)declaredHungarianastheirethnicityinthe2001SlovakCensus,down
from578000or 10.8%of theSlovakRepublic’spopulation in1991.Virtuallyall
ethnicHungarians orMagyars, and live in geographically contiguous areas of
southernSlovakia.Thisregion,borderingHungary,isapproximately3,500square
miles,and itspopulation is61.2%ethnicHungarian.EthnicHungariansexceed
50%ofthepopulationin432townships.Nationwide,theyconstitutethelargest
ethnicminorityinthecountry[32].Culturallyandlinguisticallydistinctfromthe
dominantSlovakpopulation,thepresent-dayethnicHungariansarewhatremain
oftheHungarianswhopoliticallyandculturallydominatedSlovakiaforabout1,000
years(mostrecentlyintheformoftheAustro-HungarianEmpire)until1918,when
Czechoslovakiawascreated.ThevastmajorityofSlovaksconsiderthecreationof
Czechoslovakiain1918ashighlybeneficiarytotheirnationalsurvival[36].
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WhileonlyasmallportionofethnicHungarianleadersadvocatesecessionfrom
Slovakia,manyethnicHungariansdesireagreaterdegreeofautonomyandself-
determination within the Hungarian areas in southern Slovakia, especially with
respecttolanguage,education,andculturalissues.Thestruggleovertheseissues,
for the most part, takes place within the political arena. Ethnic Hungarians are
representedbyseveralconventionalpoliticalparties.Bymostaccounts,day-to-day
relationsbetweenHungariansandSlovaksinsouthernSlovakiaremaincordial.In
fact,manyaccusenationalisticpoliticiansonbothsides forstirringup troubleby
playingthe“ethniccard”fortheirownpoliticalpurposes[32].

Mental and physical abilities
About80millionpeoplelivingintheEUhaveamildtoseveredisability.The
physicalobstaclestheyface,likegainingaccesstoaschoolorworkplace,leave
themvulnerabletosocialexclusion.Loweremploymentandeducationlevels
meanthepovertyrateforthosewithdisabilitiesis70%higherthantheaverage
[4].

8.2%ofthegeneralpopulationofSlovakiaaged16-64have‘longstanding
health problems’ (LSHPD). In 2007 89.1% of those reporting LSHPD were
restricted in kind of work ofwhich 48.6%were restricted considerably and
40.5%restrictedtosomeextent[1].Thereisnoacademicnetworkondisability
studies inSlovakia.Systematicresearchinthisfield iscarriedoutbyInštitút
prevýskumprácearodiny(theInstituteforLabourandFamilyResearchILFR)
andbyVýskumnýústavdetskejpsychológieapatopsychológie(theResearch
Institute for Child Psychology and Patopsychology RICPP). Both research
institutionsarestatesponsored.

TheSlovakDisabilityCouncilarrangedinyear2010theprovidingofsocial
rehabilitationprogramsforcitizenswithseveredisability.Targetgroupwere
people of various types of disability. Social rehabilitation took place in the
premisesof SDC.Providerof social rehabilitationwas an employeeof SDC.
SDChasbeencooperatingwithpeoplewithdisabilityforaverylongtime.It
helpstointegratethemintoeverydaylifethroughprofessionalactivities,such
associalrehabilitation. It ismainlya trainingofsocialskills,supportofself-
sufficiencyindecidingandactinginsolvingeverydaybasicneeds[24].

Peoplewithdisabilitiescanbeemployedinregularorsubsidisedemploy-
ment, in the context of a quota scheme or in a sheltered environment.
Employmentshareamongpeoplewithdisabilitiesis42%inSlovakia(Slovakia
isamongcountrieswiththehighestshareofpeoplewithdisabilitiesinordinary
employment)[10].

Sexual orientation
Theactualstatisticsconcerningsexualorientationarehardtoobtain(almost
noneofthesurveysdealswiththerepresentativeshareofpopulation)soit
isbeingestimatedsomewherebetween2%and10%ofpopulation.
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In the European Union Article 13 of the EC Treaty prohibits any
discrimination based on sexual orientation and the EU’s Charter of
Fundamental Rights is the first international human rights charter to
explicitlyincludetheterm“sexualorientation”.

Thesocialsituation,however,isworrying.Inrecentyearsaseriesofevents
inEUMemberStates,suchasthebanningofPridemarches,hatespeechfrom
politiciansandintolerantstatementsbyreligiousleaders,havesentalarming
signals and sparked a new debate about the extent of homophobia and
discrimination against lesbian, gay, bisexual, transsexual and transgendered
(LGBT)personsintheEuropeanUnion.

InSlovakiathesituationisnodifferent.Theveryfirstgayprideparadein
Slovakiaendedinviolence.Participantswereattackedyesterdaybyabout80
hatefulneo-Naziswho threwstones, eggsandsmokebombs into the crowd
ofmarchers.TherearesomeSlovakpoliticians(JánSlotaamongothers)who
considerLGBTpeopletobeillandinneedofmedicaltreatment.InSlovakia
registered partnership is not legal. Considering the political spectrum there
isnohope that this factwill changesometimes innear future.There isonly
one liberal political party – SaS –which delt with the agenda of registered
partnership.Howeverthereiscitizeninitiativeledby“Ganymedes”tryingto
legalizeregisteredpartnership.

Education
In this part of the chapterwewill focus on tertiary education. There are 20
public,3stateand15privatehighschools(33universities)inSlovakia[21],total
numberoffacultiesatpublicuniversitiesis104[3].

Accordingto [19]bachelor’sstudyasastudyprogramof thefirst level is
aimedatacquisitionoftheoreticalknowledgeandpracticalknowledgebased
ontherecentstateinthescienceorartandatmanagementofitsuseinpractice
orincontinuationinfurtherhighereducationstudy.Bachelorsstudyprogram
graduatesachievethehighereducationofthefirstlevel.Durationofstudyis
3-4years.

Master (Magister’s) or engineer programme of study is focused on
achievementoftheoreticalandpracticalknowledgebasedoncurrentstateof
scienceorartanditisaimedatcapabilitydevelopmentandcreativityinfuture
occupations[23].MasterstudyandEngineer’sstudytakesatleastoneyearand
atmostthreeyears.

ThePh.D.studyisthethirdlevelofhighereducationaimedatpreparation
ofnewscientificworkersnotonlyforhighereducationinstitutions,butalsothe
entireeconomy.Itisaimedatacquisitionofknowledgebasedonthepresent
state of scientific and artistic knowledge and, particularly, on the student’s
contribution to it, which is a result of scientific research and independent
creativeactivityinthefieldofscienceortechnologyorindependenttheoretical
andcreativeactivityinthefieldofart.ThePh.D.studybecameastandardtype
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ofhighereducation.InthePhDstudy,thegraduatesofBachelor,Engineerand
Doctor’sstudiesmaycontinueaftermeetingtheadmissionrequirements.Inthe
full-timeformthestudytakesthreetofouryears,inthepart-timeformittakes
fiveyears.

Thenumberof studentsaswellasnumberof foreignstudents is steadily
increasing(seeTables2.14and2.15).

Table 2.14: Tertiary students (ISCED 5–6) by field of education and sex (in 
thousands)

GEO/TIME 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009

Slovakia 135.9 143.9 152.2 158.1 164.7 181.4 197.9 217.9 229.5 235.0

Source: [16]

Table 2.15: Number of foreign students (ISCED 5–6)

SEX Total Total Males Males Females Females

GEO/TIME 2008 2009 2008 2009 2008 2009

Slovakia 5,395 6,563 3,039 3,667 2,356 2,896

Source: [14]

A very high portion of people study at secondary schools and continue
their studiesatuniversities.Theshareofpeoplewithauniversityeducation
is increasing.Thispositivedevelopment trend isunderlinedby the fact that
Slovakiahasachievedthehighestshareofpeoplewithasecondaryorhigher
educationamongallEUcountriesandoneofthehighersharesofuniversity
educatedpeople(seeTable2.16).Slovakiahasaliteracyrateof99.6%.

Table 2.16: Educational structure of the Slovak Republic citizens

Education Percentage

No education (including youngsters under 16 years of age) 16.0%

Elementary school 15.0%

Secondary school 26.4%

Secondary vocational school 26.1%

University education 13.8%

Not known 2.7%

Source: [30] 

Religion
Theresearchrealizedin2005identifiedsomeprincipaltendencieslinkedwith
religioninEU.Thefirstbeingthatthereisseeminglyamoveawayfromreligion
initstraditionalform–“IbelievethereisaGod”–whichseemstoaffectthe
Protestantcountries,suchastheNetherlands,DenmarkandSweden,aswellas
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countrieswithastrongseculartraditionsuchasFranceandBelgium.Atthesame
timethereisanaffirmationoftraditionalreligiousbeliefsincountrieswherethe
ChurchorReligiousInstitutionshavebeenhistoricallystrong,notably,Greece,
Cyprus,PortugalandIreland.IncertainEasternEuropeancountries, inspite
of40or50yearsof communism,a strongattachment to religionemerges in
CatholiccountriessuchasPoland,CroatiaandSlovakia.Thethirdtendencyis
thedevelopmentofanewkindofreligioncharacterisedbythebeliefthat“there
is some sort of spirit or life force”. This new religion or spirituality ismore
markedincertainProtestantcountries,suchasSwedenorDenmarkaswellas
intheCzechRepublicandEstonia[6].

Out of about 5.4 million inhabitants of Slovakia, more than two thirds
declaredtheiraffiliationtotheRoman-CatholicChurch.13%arechurchless,but
thisnumberismuchsmallerthanthe59%intheneighbouringCzechRepublic.

Table 2.17: Religion structure in the Slovak Republic (in %)

Religion Percentage

Roman-Catholic Church 68.9

Evangelic Church of Augsburg Affiliation 6.9

Greek-Catholic Church 4.1

Reformed Christian Church 2.0

Orthodox Church 0.9

Other (Jewish, Islam etc.) 1.1

Unknown 3.0

Without religious affiliation 13.0

Source: [20]
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2.3 The main elements of diversity in 
Hungary

Introduction
The following compilation is one of the components of a complex research
conductedinthecountriesoftheVisegrádFour(Poland,TheCheckRepublic,
theSlovakRepublicandHungary).ItsaimistoshowandanalyzetheHungarian
indices of some factors related to diversity management. We are going to
dealwith theavailabledata in the followinggroupingpreviouslyagreedon
by thespecialistsof the fourcountries:genderdifferences, lifeexpectancyat
birth,ethnicity,differences ineducation,physicalandpsychicalabilitiesand
religion.Theexaminedperiodcoversthepast10years.Organizingthedatainto
subsectionsmakesitpossibletooverviewtheissuesonanationalscaleandto
comparethedatawiththoseoftheotherthreeVisegrádcountriestakingpart
intheresearch.

Hungary – the basic information
•	 Population:9,986,000[3]
•	 Population:Women/100Men:105[7]
•	 Averageage:39.8[28]
•	 Area:93,030km2[3]
•	 GDPpercapita:9,712€/cap.[4]
•	 Averagewage:670€permonth(Eurostat,2010)[6]
•	 Unemploymentrate:11.2%[20]

Table 2.18: Characteristic indicators of Hungary
 

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Popula-
tion 10,200,000 10,175,000 10,142,000 10,117,000 10,098,000 10,077,000 10,066,000 10,045,000 10,031,000 10,014,000

Women / 
100 men 110.3 110.4 110.5 110.6 110.7 110.6 110.6 110.6 110.6 110.5

Average 
age no data no data no data no data no data no data no data no data no data 39.8

Area 
(km2) 93,03 93,03 93,03 93,03 93,03 93,03 93,03 93,03 93,03 93,03

GDP per 
capita (€) 5,775.9 6,935.9 7,296.9 8,123.9 8,800.1 8,895.5 9,889.4 10,525.2 9,111.6 9,711.9

Average 
wage (€) 345 408 457 485 528 571 617 663 666 670

Unem-
ployment 
rate (%)

5.7 5.8 5.9 6.1 7.2 7.5 7.4 7.8 10.0 11.2

 Source: [28, 23, 25 ]
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The main elements of diversity

Gender differences
The number of employees within the employed was continuously growing.
The number of self-employedwomen amounted to half of the self-employed
menapproximatelyandthisratedidn’tchangeforalongtime.Ithasdecreased
recentlyandonlyaboutonethirdoftheself-employedarewomennowadays.

Employer or employee?
Thisrelativelylowrateofself-employedwomenhasvariouscomplexreasons,
bothinternalandexternalones,suchaseducation,socializationandinnerattitudes
basedontraditionalgenderroles.Themajorityofself-employedwomenworkin
typicalfemale–dominatedfieldslikecommerce,services,educationandhealth
care. According to a research conducted by the Small Enterprise Foundation
(SEED) there is a significantdifferencebetween the legal formsof female-run
andmale-runenterprises.There is ahigher rateof individual enterprises and
smalljointventuresamongfemale-runenterprises.Themajorityofwomenstill
considertheemployeestatusthemostsecure.

Intheperiodof2001–2010maleemploymentincreasedinfinance,tourismand
catering, inthebranchesofeconomyandpublicadministration.Asregardsto
women,thesametendencycanbeobservedintrade,catering,finance,economy,
education,healthcareandpublicadministration.

Wage differences
Wagegapsdifferconsiderablyfromcountrytocountry.Onaverage,awoman
hastowork54dayslongerthanamanforthesamewages.AccordingtoEurostat
datatheaveragegenderwagegapis18%intheEU.Thismeansthatmendoing
the same job earn 18%more thanwomen. InHungary, thegenderwagegap
is17.5%,whichisclosetotheaverage(dataof2010).Accordingtothesurvey
conductedbyWorkmania,awebsiteforjobseekers,thisindexhasgoneupto25%
(issuedin2011).TheHungarianwebpagefizetesek.huoperatedbyWorkmania
conductedawage-survey.Accordingtotheirsurvey,theaveragegrossearnings
ofmenare256,000HUFwhilethoseofwomenare192,000only.Theearningsof
morethan80,000employeeswereincludedinthesurvey.Thewagegapisthe
highestwithintheactive30-50age-group[14].

The aim of the programme “Strategy for equality between women and
men2010–2015”,whichHungaryistakingpartin,istoeliminategenderwage
differencesaswellastocreateequaleconomicandworkconditionsforwomen
andmenonthebasisof“equalwagesforequalwork”.Thisstrategyintendsto
harmonizethewagestrategy(therelevantlawandmeasures)oftheEUmember
states. Because of the presentwage differences, womenmight be in aworse
financialsituationthanmen.Inadditiontothat,theymighthaveworseprospects
forretirement.
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The gender wage gap increases with qualification (education), with the
numberofyearsspentatworkaswellaswithage.

The average time for job-seeking was over one year in Hungary in the
examinedperiodoftime(Table2.19).Itwasextremelylongin2003and2009
whenitreached17.5months.

Table 2.19: The duration of job search (month)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Duration of job search 
(months) 16.5 15.7 17.0 16.6 16.5 16.6 16.8 16.3 17.5 16.9

Source: [7]

Age differences
MedianagehasgoneupconsiderablyinHungaryinthepast100yearsanda
further increase isexpected.Themedianageformenwas37.6yearsandfor
women39yearsin1990.Bytheyear2010,itwentupto39.8formenandto43.8
yearsforwomen.
Women outnumbermen and this difference has been increasing in the past
twodecades.Anotherimportantcharacteristicisthatthepercentageofyoung
peoplewithin thepopulation isgetting lowerwhile thatofelderlypeople is
gettinghigher.Allthisisrelatedtothechangesinbirthratesaswellastothe
growinglifespan.

Life expectancy
The recent growth of life expectancy at birth due to the improved living
conditions, the higher emphasis on health-awareness, better medical care
and the development of medical science. Health awareness has lead to the
improvement of eating habits, the conscious efforts to keep up health and
vitality–sports,healthynutrition,givingupharmfuladdictions,etc.–andall
thesehavesignificantlychangedlifeexpectancyatbirth.That’sthereasonwhy
bothwomenandmenlivelonger.

Malelifeexpectancyisstilllowerthanfemalelifeexpectancy.From2001on,
thedifferencebetweenmaleandfemalelifeexpectanciesremainedalmostthe
same,i.e.7–8years,andunfortunately,itdidn’tchangeuntil2010evenwiththe
riseofmedianage.

AscomparedtothemedianageoftheEU,malelifeexpectancyatbirthis5.5
years,femalelifeexpectancyis4yearsshorterinHungary.

Table 2.20: Life expectancy at birth by gender

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Life expectancy by women 76.7 76.7 76.7 77.2 77.2 77.8 77.8 78.3 78.4 78.6

Life expectancy by men 68.8 68.3 68.4 68.7 68.7 69.2 69.4 70.0 70.3 70.7

Source: [7]
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Thebestpaidagegroupistheoneover55whiletheworstpaidoneisthat
ofyoungpeoplestartingtheircareer.Themonthlyaveragegrossincomeof
the lattergroup is231,200HUF.Theaverageofage-group25–34 isslightly
lower than that. It amounts to 230,200HUF. Those belonging to the 35-44
age-grouphavegrossmonthlyearningsof215,600HUF.Themembersofage-
group45–54earn208,200HUFgross.Ineachage-groupmenearnmorethan
women.Thesmallestdifferencebetweenmaleandfemaleearningsiswithin
thegroupofrecentgraduates(Workaniajobsite,Mercerwagesurvey).

The ageing index
Theageingindexreflectstherateoftheelderlypopulation(65–Xyears)related
totherateofthechildpopulation(0–14years).Figure3showsthatthesize
of theelderlypopulationisgrowingwhilethenumberofthoseunder14is
declininginHungary.Thisproblemisoriginatedinthefactthatnotonlymen
butalsowomenhavetotakeupjobsandtheymustchoosebetweenhaving
children,orbuildingtheircareer.Theirchoiceisreflectedinthefigures:the
populationisagingandthereisnorisinggeneration.Theindicatornumbers
ofFigure1showtheexpectedchangesindemography,whicharenotpositive
atall.Asitisseenfromthediagram,theagingindexnumbershowsagrowing
tendency.Until2005,itwasunder100%,whichmeansthatthereweremore
youngpeoplethanpensioners inthecountry.From2006on, theindexrose
above100%,reflectingthedecliningnumberofthe15–18agegroupandthe
risingnumberofelderlycitizensofover60–65years.Intheperiodof2001–
2010, the aging indexwent up by 21.3%points. This index, among others,
showstheagingofoursociety.

Figure 2.1: The ageing index

Source: Own processing based on [9]
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Table 2.21: Employment rate of older workers, by sex

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Women 14.9 17.6 21.8 25.0 26.7 27.1 26.2 25.7 27.0 30.1

Men 34.1 35.5 37.8 38.4 40.6 41.4 41.7 38.5 39.9 39.6

Total 23.5 25.6 28.9 31.1 33.0 33.6 33.1 31.4 32.8 34.4

Source: [5]

Ethnicity

Foreigners in Hungary
As compared to the other EU member states, the intensity of inward and
outwardmigrationforworkpurposesisverylowinHungary.

Table4showsthatthenumberofforeignerssettlinginHungaryisslightly
growing year by year. Most of them come from Europe, mainly from the
regions of the neighbouring countries inhabited by ethnic Hungarians such
as Romania. Our country is getting more and more popular among Asian,
AmericanandAfricanpeople.Foreignworkersfillthetemporaryorpermanent
labour shortages in economy: e.g. they replace skilledworkers in the textile
industryormembersofthenursingstaffinhealthcare.Wehaveexactdataonly
offoreignerswhohaveworkpermits.

Table 2.22: The number of foreigners living in Hungary in 2001–2010 (persons)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

110,028 116,429 115,888 130,109 14,2153 154,430 166,030 174,697 184,358 197,819

Source: [29]

Possible reasons for immigration
•	 Manyof the immigrantscome to thecountry tostudyand later they

stayhere
•	 Theycomewiththehopeforbetterliving(especiallyfrompoorer,less

developedcountries)
•	 Theyareconnectedtothecountrythroughaspouseorpartner
•	 Theyareattractedbythebeauty,andcultureofthecountryandbyits

calmatmosphere
•	 Investors, entrepreneurs come here to make use of the business

opportunities

Employment conditions for foreigners
Inthepastthreeyears,mostforeignershavefoundworkinagriculture,wildlife
and forest management and in the building industry in different orders of

Diversity in Visegrad countries – Hungary



40

importance.Thisisduetothefactthatmostemployeescomee.g.fromRomania
andwiththeireducationalbackgroundandexperiencetheyhavefoundjobsin
thesesectorsofeconomyonly.AsianscomingtoHungaryusuallyfindwork
intradeorproduction.TherearemoreandmoreChineserestaurants,factories
andclothesshopsopeninginourcountry.

Participation of foreigners in education
ThenumberofforeignersresidinginHungaryandparticipatinginHungarian
educationisdecreasingyearbyyear.Thepossiblereasonforthisisthatmost
foreignerscometoHungarytoworkandtherearefewerandfewerchildren
arrivingwith them.Themajorityof childrenattending institutionsofpublic
educationinHungarybelongtotheprimaryorsecondaryschoolagegroups
[13].

FromTable6wecanseethatwhilethetotalnumberofstudentsinhigher
educationincreasedby5,000peopleinHungaryin2001–2010,thenumberof
foreignstudentswentupbynearly7,000,so theirpercentagealso increased.
Following the academic year 2005–2006, the total number of students
participating inhigher educationdecreasedgradually,however, thenumber
offoreignstudentscontinuedgrowing,sotheirpercentagegrewevenhigher.

Table 2.23: The number of full-time students and full-time foreign students in 
higher education, 2001–2010

Academic year
Number of students

Full-time foreign students
Total Full-time students

2001/2002 313,238 184,071 8,088

2002/2003 341,187 193,155 8,850

2003/2004 366,947 204,910 9,302

2004/2005 378,466 212,292 10,072

2005/2006 380,632 217,245 10,757

2007/2008 359,391 227,118 11,435

2008/2009 340,851 224,894 12,934

2009/2010 328,075 222,564 14,290

Source: [24], [13], [22]

Ethnic minorities
According to the data of the Population Census conducted in Hungary in
2001,442,739peopledeclaredthemselvesasbelongingtooneoftheofficially
recognizednationalities.However,therealnumberofnationalities(nationaland
ethnicminorities)isestimatedtobemuchhigher:itamountstoapproximately
8–10%ofthe10million-populationofthecountry.MostofthemareRomani
whosemothertongueisHungarian.

Thereare13legallyrecognizednationalitiesinHungary.Amongthem,there
are 12 nationalminorities and one ethnicminority, theRomani people. The
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censusesandminorityrightsinstitutionsmeasurethedataandsocialmobility
onlyoftheseminorities.Onlytheseethnicminoritiesareentitledtoestablish
minorityself-governmentsbecausetheycancertifythattheyhavebeenliving
inthecountryforatleastonehundredyears(historicminorities).

Table 2.24: The number of nationalities, 2001 (people)

Ethnic group Number %

Hungarians 9,416,045 97.5%

Roma 189,984 2.0%

Germans 62,105 0.6%

Slovaks 17,693 0.2%

Croats 15,597 0.2%

Romanians 7,995 0.1%

Serbs 3,816 0.0%

Slovenes 3,025 0.0%

Others 45,396 0.5%

Total 10,198,315

Source: [39] 

Besidesthelegallyrecognizednationalities,therearesomenewimportant
nationalminoritieslivinginHungarybuttheyhavenotmettherequirements
necessarytoberecognizedasnationalities,yet.SuchminoritiesaretheRussians,
theArabicpeople,theChinese,theKurdsandsomeAfricancommunitiesliving
in Hungary.

There are 5,070 Ukrainians, the 2,962 Polish, the 2,509 Greeks, the 1,358
Bulgarians,the1,098Rusynsandthe620Armenians[38].

Inthepast20years,sincethesystemchangeof1990,theRomanipopulation
ofHungaryhasbeenexcludedfromthelabourmarketatanunprecedentedrate
andpace.Ithasbeenlosingitslow-levelbasesforlivingestablishedduringthe
40yearsofsocialismwhichwasatleastnotthreatenedbyunemploymentthen.
Atpresent,unemploymentwithintheRomanipopulationis4–5timeshigher
thanthenationalaverage.

Concerning the labour market position of the Roma population, it’s an
unfortunatecoincidencethattherateofunemploymentisthehighestinthose
regionsofthecountry(NorthernHungary23%,South-WestHungary19%)where
thepercentageoftheRomanipopulationisthehighest.Theirdisadvantagein
the labourmarket is further increasedbythefact that thehighestnumberof
themliveinthosepartsofthecountrywheretheGDP/capitaisthelowest.

The disadvantageous position of Romani people in the labour market
is further worsened by the fact that the highest percentage of them live in
thoseregionsofthecountrywheretheunemploymentrateishigherthanthe
nationalaverageandtheGDP/capitaislower.TheemploymentoftheRomani
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populationshowsthesignsofinstability.Theyareasfollows:thelevelofentering
andleavingthelabourmarketisalmostthesame,whichshowsalowrateof
exchange;theemploymentperiodsareveryshort;themostwidespreadform
ofemploymentiscasualemployment(wagelabourinagricultureandinthe
buildingindustry)wheretheemployerdisposesovertheemployees’labour
capacityandtheirworkinghours[16].

Thesystemofbenefitsandallowancesisdecentralizedontheleveloflocal
selfgovernments.Thisleadstoinequalitiesbetweencities,townsandvillages,
which causes the labourmarket to break intopieces,makes the supported
peopledefenselessandgiveswaytolocalarbitrariness.Nospecialattentionis
paideithertotheRomanipeopleortootherslivingindeeppoverty.

In the Population Census of 1990, 142,683 citizens declared themselves
Romani.AccordingtothedataoftheCensusof2001,190,046peopledeclared
tobeofRomaninationality,129,259peopleansweredthattheyfollowedthe
Romanitraditionsand48,685peopledeclaredtohaveanative-likecommand
of the Romani language.53 323 people declared to use Romani language
withinthefamilyandinthecircleoffriends.

Thismeans thatduring theelevenyearspastbetween the twocensuses,
thenumberof theRomanipopulationgrewby33.2%,meanwhile, the total
populationofHungarydecreased.Inthelightofthisinformation,itisevident
thatmoreandmoreattentionmustbepaidtotheissueoftheRomanipeople
[17].

Theproblem is furtheraggravatedby the fact that the rateofemployed
and self-employed active people is much higher within the non-Romani
populationthanwithintheRomanione.Thisvalueisalmostdoubleforthe
employedandthreetimeshigherfortheself-employed,whichcanbeseenin
Table2.25.

Table 2.25: The distribution of the total population and the Romani population 
by economic activity in 2001 (%)

Economic activity Total population Romani population

Employee 43.6 24.4

Self-employed 6.6 2.4

Old age or widow’s pensioner 21.6 6.8

Receiving child-care leave 4.0 13.8

Unemployed 5.4 21.7

Pupil, student 5.8 1.4

Fulfilling the military service obligation 0.2 -

Housewife 1.7 6.0

Other inactive 2.5 9.9

Total 100.0 100.0

Source: [18] 
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Italsobecomesclearfromthetablethatwhile21.6%ofthenon-Romani
populations are old age orwidow’s pensioners, only 6.8% of theRomani
populationbelongs to this group.Thismaybedue to earlydeathonone
handandtothefactthatwiththehighrateofunemploymentamongthem,
it’s difficult for the Romani people to accumulate theminimum years of
servicerequiredforretirementontheotherhand.

As far as disability support pensioners are concerned, the situation is
quitedifferent.TherateofRomanipopulationismuchhigherinthisgroup
thanthatofthenon-Romanipopulation,whichisduetotheirpoorhealth.

Therateofpeoplereceivingdifferentkindsofchild-careleavebenefitsis
by10%higherwithintheRomanipopulationthanwithinthenon-Romani
one.Thereasonfor thismightbe thatRomani familiesusuallyhavemore
children.

Thereisessentialdifferenceintermsofsocialcompositionbetweenthe
Romaniandthenon-Romanipopulation.

Thepercentage ofmanagers, professionals andofficials is insignificant
intheRomanipopulation:only1%oftheRomanipeopleaged15–74belong
tothesegroupsasopposedtothe16%ofpeopleofnon-Romaninationality.
Similarly, there are big differences regarding the number of people in
skilledoccupations in thefieldof service, commerceand inoffices: 4%of
theRomaniwomen belong to these groups as opposed to the 28%of the
non-Romaniones.Thenumberofsmallemployersandentrepreneursisalso
lowerwithin theRomanipopulation,however, thedifferences fromother
nationalitiesarenotasbigasinthecaseofwhite-collarjobs.

Asregardstherateofskilledindustrialworkers,theRomanipeopleare
alsoindisadvantageousposition.However,theirrateishigheramongthe
semi-skilledandunskilledworkers.27%ofRomanimenaged15–74belong
tothisgroupasopposedtothe6%ofnon-Romanimen.TherateofRomani
people dropping out of the labourmarket is similarly high:more than a
quarterofthemareeitherpermanentlyunemployedorhaveleftschoolbut
haven’ttakenany(official)jobsyet.Thereisahighpercentageofinactive,
dependantRomaniwomen(21.5%)whohaveneverbeenattachedthelabour
market.

Regarding the rate of the labour-market dropouts (the permanently
unemployed,andtheschool-leaverswhohaven’tstartedtowork,yet),itis
importanttonotethattherateofthosewithlabourmarketdisadvantageis
veryhighamongtheRomaniyouth.40%ofthe20–24-year-oldmenhaveleft
schoolbuthaven’tbeenabletoremaininthelabourmarket,yet.14%ofthe
samegroupofmenhadbeenunemployedforatleast12monthswhenthe
PopulationCensuswasconducted[18].

TherateofthelabourmarketdropoutswithintheRomanipopulationis
muchhigherthantheaverageofthegivenagegroupineachagegroupof
themexceptforthatoftheoldestpopulation.
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Differences by gender are characteristic for the Romani population: the
proportionofthepermanentlyunemployedishigheramongwomenunderthe
ageof30andamongmenover30.

Possiblesolutions:
•	 Meaningfulprojectsensuringsocialintegration
•	 Well-prepared non-profit organizations – programmes promoting the

economicself-organisationoftheRomanipeople
•	 Comprehensiveregionalrehabilitationprogrammesinvolvingeconomy,

education,healthcareandsocialinstitutions[21]

Mental and physical abilities
According to the definition of theWHO, disability is “any restriction or lack
(resultingfromanimpairment)ofabilitytoperformanactivityinthemanneror
withintherangeconsiderednormalforahumanbeing”[19].

Disabilitygroups[11]:
•	 Deaforseriouslyhardofhearing
•	 Withseriousintellectualdisability
•	 Withmentalandbehaviouraldisorders
•	 Mentally retarded
•	 Visuallyimpaired
•	 Withseriousphysicaldisability
•	 Withorthopaedicimpairment
•	 Withvisibledevelopmentaldisorder
•	 Withpervasivedevelopmentaldisorder

Protection of disabled people
Half amillion jobswere lost following the system change inHungary. As a
result, disabled people dropped out of the labour market. In the early 90s,
different kinds of social security provisions (early retirement pension, pre-
retirement pension, disability pension) were considered as an alternative to
unemploymentinHungariansocietyandtheymadeitpossibleforthesepeople
toleavethelabourmarket.Itwasespeciallythenumberofdisabledpensioners
whichgrewdramatically.Disabilitycareshiftedtowardspassivecare.Respective
governmentsweretryingtoensureequalopportunitiesinthisway[15].

Thereareseveralactsconcerning theprotectionofpeoplewithdisabilities.
Suchas

•	 ActIVof1991onJobAssistanceandUnemploymentBenefits
•	 ActXXIIof1992ontheLabourCode
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•	 ActXCIIIof1993onLabourSafety
•	 ActLXXVIof1993onVocationalTraining
•	 ActXXVIof1998ontheRightsofDisabledPersonsandCreatingEqual

Opportunities
•	 ActCIof2001onAdultEducation
•	 ActCXXXIXof2005onHigherEducation
•	 ActXCIIof2007onAdoptingtheConventionontheRightsofPersons

withDisabilitiesanditsOptionalProtocol
ActLXXXIVof2007providedfortheintroductionofanewformofcare,the

rehabilitationbenefit.From2008on,severalstatuteshaveconcernedthereformof
caringsystemsforpeoplewithchangedworkingcapacity.Itisimportanttoensure
theopportunityforsocialre-integration–especiallyforemployment–forpeople
withdamagedhealth,withdisabilitiesandwithchangedworkingcapacity.[10]

Supported employment
Supportedemploymentisakindofemploymentrehabilitation,whichiscommon
inHungary. This state-supported form is themost secureway of assisting the
disabledinreturningtotheopenlabourmarket,tonormalemploymentfollowing
thejobcoachingandadaptationperiod.

Thereareseveralvarietiesofsupportedemploymentintheworld.InHungary,
themostwide-spreadones are social employment and supported employment
withinthecompany.

Hungaryadoptedopenemploymentfromdevelopedcountries.Themajorityof
rehabilitatedpeopleworkinthisformofemploymentundernormalcompetitive
labour-marketconditions,receivingappropriateassistanceandsuitablyfinanced
high quality training supported by various rehabilitation programmes and
institutions[17].

Theadvantagesofopenemploymentareasfollows:
•	 Thefulfillmentorchanceofintegrationandreturntosociety
•	 Theopportunitytoachievelabourmarketearnings
•	 Chancesofpromotion
•	 Theopportunityoffurthertraininganddevelopmentofexpertise
•	 Thedisadvantagesofopenemployment
•	 Jobsecuritydependsonmarketconditions
•	 Ahigherqualityofworkandperformancearerequired
•	 Prejudicesanddiscriminationfromothercoworkersandsupervisors
•	 ‘Unprepared’receivingworkenvironment
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The obligatory rate of employment for the disabled
Inordertofacilitateemploymentrehabilitationofpeoplewithchangedworking
capacity,Article41/AofActIVof1991onthePromotionofEmploymentand
ProvisionfortheUnemployedprovidesthatemployers-ineachsectorofnational
economy-areobligedtopayrehabilitationcontributionsiftheiraveragestatistical
workforceisover20andiftheaveragestatisticalnumberoftheiremployeeswith
changedworkingcapacityisunder5%ofthetotalworkforce(quota).

Forfurther‘stimulation’,Article129ofActLXXVIIof2009providedfora5.5-
foldincreaseinrehabilitationcontributions.Thismeansthatinsteadoftheearlier
177,600HUF/person/year (2009) this sumwentup to964,500HUF/person/
yearfrom1st January 2010.

This issuemayconcern17,015outof the1,558,718economicorganizations.
Thenumberofemployerswithdisabilityemploymentobligationsincludingnon-
profitandbudgetaryonesis18,619.Thenumberofemploymentobligationsis
over100,000people.

Thecreationofnewworkforms(atypicalworkplaces,teleworking)provides
alotofjobopportunitiestothesepeople.

Thepolicyofdealingwithchangedworkingcapacityisaimedatanewtype
ofeconomicallyusefulparticipationinthelabourmarketandsocialintegration
ratherthanatdecreasingexpenditure[20].

The number of disabled people
AccordingtoOECDdataof2010,thepercentageofpeoplereceivingdisability
pensionswithintheworkingpopulation(20–65year-oldpeople)istwiceasmuch
inHungary(12%)astheaverageoftheOECDmembercountries(5.8%).

The number and percentage of people with disabilities within the total
populationofHungarydecreasedbytheyear2010ascomparedtothefigures
of 2000 (seeTable 2.26).However, there hasn’t been any considerable change
concerningtheireconomicactivityinthepast10years:76.7%ofthemareinactive
earners(studentsorpensioners),12.3%aredependents,9%areinemployment
and2%ofthemareoutofwork[37].

Table 2.26: The number and percentage of disabled persons within the total 
population in 2000 and 2010 (persons, %)

Year Number of Population
Disabled persons

Number Percentage

2000 10 198 315 577 006 5.66

2010 10 014 624 555 110 5.54

Source: [36] 

Thenumberofdisabledpeoplereceivingdifferentkindsofcareamountsto
555,000.Ascomparedtothetotalpopulationof10millionpeople,thisnumber
seemstobequitehigh.

Diversity in Visegrad countries – Hungary



47

Mostofthem(339,628)arebefore-agepensioners,159,576peoplereceivesocial
benefitsallocatedtopeoplewithdamagedhealth,32244peoplereceivedisability
pensionsand23,662peoplearegrantedrehabilitationpensions.

Sexual orientation
Wehave no statistical data concerning sexual orientation inHungary.Or if
thereare,theycannotbepublishedbecauseoftheprotectionofpersonalrights.
ThisissueisnotsotabootodayinHungary,peopleinHungarydon´tperceive
thediscriminationbasedonsexsomuch.

Education
One of the main reasons for the processes going on in the labour market
following the system change is the revaluationof education andknowledge
gainedatwork.

The labourmarketdemandhasshifted towardsmoreeducated jobs.This
resultedinanimprovededucationalyieldwhichbroughtaboutahigherdemand
foreducationinturn.Theeducationalexpansionthatfollowedmeantthatthe
numberofstudentsattendingsecondaryschoolsgivingcertificatesofsecondary
educationandinstitutionsofhighereducationincreaseddramatically.Forecasts
saythatduetotheexpansionineducation,only2%oftheeconomicallyactive
populationwon’thavecompletedtheirprimaryschoolstudiesbytheyear2021,
18%ofthemwillhavefinishedprimaryschool,24%ofthemwillhavecompleted
theirvocationalschoolstudiesandbecomeskilledworkers,36%willhavehad
the certificate of secondary education and 20%of themwill havegraduated
fromhighereducation.Thelatterpercentageconsiderablyfallsbehindtherate
expectedbytheEU.Besides,therateofskilledworkerswon’tmeetthelabour
demandoftheeconomy.

The rate of university graduates
TherehasbeenconsiderableexpansionineducationinHungaryinthepastten
years.Thisbasicallyconcernedhighereducation.Thepercentageofthosewith
highereducationqualificationshasgrownbothamongtheemployedandthe
unemployedgroupofpopulation.

Number of students
From themid-90s on, therewas a dramatic expansion in education.One of
its reasonswas the social need generated by the increase in the number of
secondaryschool-leaverswithcertificatesofsecondaryeducation.Ascompared
to1990,thenumberofstudentsadmittedtofulltimehighereducationtripled
bytheyear2000.Thisratehasfurtherincreasedinthepastdecades.In1990,
thenumberofstudentsadmittedtofulltimehighereducationwasonethird
ofthosehavingcompletedtheirsecondaryeducationinthesameyearandthis
rateincreasedtothree-thirdsin2000and2010.
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Therehasbeensomechangeinthecompositionofstudentsparticipatingin
highereducation.Thenumberandtherateofstudentsparticipatinginuniversity
traininghavedecreasedinthepasttenyearswhilethenumberandespecially
therateofstudentsparticipatingincollege-leveltraininghasincreased.

Differences in the number of male and female students in 
higher education
Therateofwomenapplyingforhighereducationhasbeenhigherthanthat
ofmeninthepastyears.However,genderdifferencesvaryfromregionto
region.Itisimportanttonotethatthemale/femaleratioamongtherecently
admittedstudentsismuchmorebalanced.

Inthehighereducationapplicationsof2009,43%oftheapplicantswere
male and 57%were female taking all types of courses, levels of training
(undergraduate and post graduate) and all forms of student finance into
account.This rate is slightlydifferentwhenweconsider themale/female
ratioamongthoseactuallyadmittedtouniversity:44%ofthemweremale
and56%werefemale.Thehighestgenderdifferencesamongtheapplicants
wereintheregionsofNorthernHungaryandTheNorthernGreatPlain.The
smallest difference could be observed in the regions ofCentralHungary,
CentralTransdanubiaandWesternTransdanubia.

Themale/female ratio of students applying and admitted to full time,
state-financed undergraduate degree courses is more balanced. The
differencewashigherthantheaverageintheNorthernGreatPlainandThe
NorthernHungaryregions.

The differences in male-female ratio were much higher among the
applicantsthanamongthestudentsadmittedtouniversity.IntheSouthern
Great Plain Region, for example, the following ratios could be observed:
whilethemale/femaleratioofstudentsapplyingtofulltime,state-financed
undergraduate degree courses was 46.3/53.7%, the same ratio among
admittedstudentschangedto49.1/50.9%[12].

Differences in earnings depending on education
Intheagegroup25–44,thehighestsalariesareearnedbypeoplewhohave
completed post-gradual degree courses. However, this tendency is not
characteristicforthoseover45.

Religion
In the Population Census of 2001, seven religions were marked by the
population(Table2.27).Answeringthisquestionwasnotobligatory.Most
ofthepopulationdeclaredthemselvesasRomanCatholic.Theyarefollowed
byLutheransandthosewhoarenotaffiliatedwithanyreligion.10.10%of
thepopulationdidnotdeclaretheirreligiousbeliefs.Therearenocurrent
dataavailableatthemoment.ThelatestPopulationCensuswasconducted
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inHungaryin2011.Itsmostcurrentdatawillbepublishedatthebeginning
of 2012.

Table 2.27: The distribution of the Hungarian population by religion, 2001 (%)

Responses to the question of religious belief in the Census The percentage of responses

Roman Catholic 51.90

Lutheran 15.90

Calvinist 3.00

Greek Catholic 2.60

Baptist 0.18

Orthodox 0.16

Jewish 0.13

Undenominational 14.50

Others unknown 0.94

No answer 10.10

Source:[38]
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2.4 The main elements of diversity in 
Poland

Introduction
This report describes the socio-economic lifediversity inPoland in termsof
basicelementslikegender,age,ethnicity,religionandeducation.Allofthese
factorsare importantmeasuresofPolishcountrydevelopmentandpartlyof
labormarket.Knowledgeofthedataallowsthecontinuousevaluationinside
thestateandinternationalcomparisons.Theknowledgecouldbeveryuseful
formanagers,employers,decisionmakersandmarketoperators.Politicianscan
usethisknowledgewithinVisegradGroupformutualcomparisonsofdiversity
ofsocialandeconomicdifferencesbetweenpartnercountriesandtakerelevant
discussion and decisions. 

Poland – the basic information
•	 Population:38,200,037[3]
•	 Woman/100Men:107.1/100[8]
•	 Averageage:37.7[8]
•	 Area:322,500km2(312,600km2ofland;1,200km2ofinlandwatersand

8,700km2ofterritorialwaters)[8]
•	 RealGDPpercapita:8,100€/cap[4]
•	 Averagewage: 3,224.13 PLN in 2010 ~ 807.14 € – there is no source

providingtheaveragewageineachyearinEuro.Thisnumberisbased
on own calculation using average rate of Euro presented by Polish
National Bank

•	 Unemploymentrate:9.7%in2011[1]

Table 2.28: Characteristic indicators of Poland

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Population 38,253,955 38,242,197 38,218,531 38,190,608 38,173,835 38,157,055 38,125,479 38,115,641 38,135,876 38,167,329

Women/ 100 
Men 106.4 106.5 106.6 106.7 106.8 106.9 107.0 107.1 107.1 107.1

GDP per 
capita 
(PPS,%)*

5,600 5,600 5,900 6,200 6,400 6,800 7,300 7,600 7,800 8,100

Average wage 
(Euro): 590.97 736.56 776.50 807.14

Unemploy-
ment rate 
in %

18.3 20.0 19.7 19.0 17.8 13.9 9.6 7.1 8.2 9.6

*  Index of GDP per capita in Purchasing Power Standards (PPS) is expressed in relation to the 
European Union (EU-27) average set to equal 100 

Source: Own processing, [8]
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The main elements of diversity

Gender differences 
Inpast10years thegenderdifferencesstructurechanged inmanyeconomic
sections.Newbranchesofeconomyrequirenewprofessions,knowledge,skills,
competenceandtalents.

Itproducesanewdemandformanpowerwithnewqualifications.
A“new-born”tendencyineconomyisself-employmentandmini–firms(so

calledfamilybusinesses)developmentaswell.
Polandistryingtoimplementaparitypolicyaswellinpublicadministration

asineconomysector.Itresultsingrowthofwomenemploymentrate,women
overtakemoreoftenthemanagerialpositionsnotonlyineconomicingeneral
butalsoinsociallife(electedandnon-electedbodies,administration).

All of legal regulations are customized to the current stage and regional
parity policy in many economic and social domains. During last few years
severaldebates–publicandgovernmental,havetakenplaceandmanyrelevant
decisionsonaboveproblemsweretaken.Butstill,inmanysectorsdominates
groupsofwomenorman.Thereasonsareveryclearandresultsfromthenature
of each profession or branch – example: mining industry versus healthcare
branch.

Veryimportantissueisavariedamountofwagesbetweenwomenandmen.
Itisnoticeablethatwomentakingsimilarpositionsasmendoearnless.This
factishighlydiscussedongovernmentalleveltoo.

Thedatafromtheyear2010showthatamong10,502thousandemployed
in total, 5,005 thousand are women. The parity between women and man
employmentismaintained.

Age differences
Averageageofpopulation inPolanddated in2010was37.7yearsandsince
last10yearsithasbeenconstantlygrowing.Itresultsinpopulationageingand
thisfactsforcesthegovernmenttoseekfornewsolutionsinseveralfieldsof
lifestronglydependentondemographics.Currentdiscussion,whichactivated
almostallpublicactorsisadecisiontoextendtheretirementageupto67years
bothforwomenandman.

Anotherproblemlatelyregisteredisquitehighunemploymentonthelevel
of13.5%(datafromFebruary2012),whichishigherby0.2%thaninyear2011.
Themainreason,whichunderlinesthisphenomenonisfasttransformationof
polisheconomyfromnon-effectivetomoreeffectiveandcompetitivemodern
economywithnewworkplaces.Anotherreasonliesinunadjustededucation
programs.Moreoftenstudentsandpupilsgaininappropriateeducationwith
no relation to current market demand. Still, learning from books displace

Diversity in Visegrad countries – Poland



52

otherteachingmethodsincludingthemostimportantone–practice.Lackof
legalregulationsinthismatterleadstobiggerproblemslikehighmanpower
emigrationincludingblueandwhitecollarworkers,highunemploymentetc.
What ismore, similar problems appear in group of people aged 55+. This
grouppresentsevenhigherunemploymentincomparisontogroupaged30-
50.Only37%ofpeopleabove55yearsoldareactiveonlabourmarket(for
instanceinSwedenitisover85%).Still,theeffectivemethodofolderpeople
activationaremissing.Whilethosementionedabovemethodsforyoungand
olderworkermarketsareseenasanexpensiveones,themoreoftenimmigrants
fromUkraineandotherEastEuropeancountriesareemployedinPolandasa
groupofcheapmanpower.Overtheyearstheimmigrationincreasedfrom9
to17thousandsofpeoplein2010.

Polishaverageage isconstantlygrowingat therelatively lowgrowthof
averageexitage.In2007womenretired2.5yearbeforetheofficialretirement
age (60) andmen 3 and 6months before the official retirement age (65) in
average.

Table 2.29:  The average exit age in Poland in %
 

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Women 55.5 55.8 56.4 55.8 57.4 x 57.5 x x x

Men 57.8 58.1 59.8 60.0 62.0 x 61.4 x x x

total 56.6 56.9 57.9 57.7 59.5 x 59.3 x x x

X – data not available
Source: [3]

Concluding, it seems that the employment policy does not respect the
fundamentalrightsandbenchmarkingmethodsfromothercountriesinterms
ofgoodexperiencesinemploymentsectorofeconomy.

From one side many people lose their jobs being in production age
and from theother side thedeficit ofmanpower in economyappears. It is
a mismanagement of potential human capital. Employment rate of older
workers (aged56–64) shows tendencyof constantgrowthnevertheless this
growthisinsufficientifcomparingwithotherEUcountries.

First of all, the percentage of employedwomen is very lowwith small
tendencytogrow.Theyretiremuchearlierthanmenatageof60.Inaddition
thewholegroup(menandwomen)showsbigunemploymentingeneral.

Table 2.30: Employment rate of older workers (56–64)  by sex in %

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Women 20.4 18.9 19.8 19.4 19.7 19.0 19.4 20.7 21.9 24.2

Men 35.6 34.5 35.2 34.1 35.9 38.4 41.4 44.1 44.3 45.3

Total 27.4 26.1 26.9 26.2 27.2 28.1 29.7 31.6 32.3 34.0

Source: [3]
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Ethnicity
Theresultsof theWorldWar II,borderchangesandthecommunistpolicies
havetriggeredquiteradicalchangesinethnicstructure.Multinationalcountry
of the interwar period, transformed itself into one of the most ethnically
homogeneouscountriesinEurope.InPoland,asinmostdemocraticcountries,
thenationalityofcitizens isnot included inanyadministrativeregistersand
recordspopulation.
Therefore,themosteffectivemethodofdataacquisitionisthenationalcensus
carriedoutevery10years,ortheStatisticalYearbookofCentralStatisticalOffice
“NationalisticandethnicassociationsinPoland”.

Foreigners in the country
AccordingtoEurostat2009reporttherewere45,500foreignerslivinginPoland,
whataccountedfor0.1%ofthecountrypopulation,whichisthelowestfigure
inEU.Evenifweincludetheillegalmigrants,thepercentagewillnotexceed
1%ofPolishsociety.Therewerenumbersofstudies,andsurveysconductedin
ordertoanswerthearisingdoubtsonratherlowpresenceofforeigners.

Poland,unlikethewesternEuropeancountriesonlybeginsthetransformation
fromtraditionallymigratorycountryintoareceivingmigrantsarea.Foreigners
predominantlyindicateandcomplainaboutthelong-lasting

and complicated procedures of the obtainment of work or residence
permissions,negativeattitudefromtheemployersandtheco-workers,formal-
legal regulations, short validity period of the work permissions and rather
high charges associatedwith it, the necessity of the provision of numerous
documentsthathavetobetranslatedintopolishbycertifiedtranslatoraswell
asthelanguagebarrier.

Table 2.31: The number of foreigners living in Poland in 2001-2010 (Eurostat 
data)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

41,000 41,375 41,650 41,950 42,763 49,499 54,883 57,842 48,167 45,464

Source: [5]
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Employment conditions for foreigners
Intherecentyearsfavorableeconomicconditionsandincreasingdemandfor
cheap labour have created opportunities for foreignworkforce aswell. The
largestgroupsof foreignworkersare representedbyworkers fromUkraine,
Belarus,Germany,RussiaandalsoVietnam.Foreignersareusuallyemployedin
agriculture,constructionandproductionsectors.Duetoincreasingpercentage
of foreign investments foreign worker are also employed in managerial
positionsinlargecorporatefirms.Thegraphbelowshowsthesteadyincrease
inforeigners’employmentstructure.
Figure 2.2: Foreigners receiving work permits in Poland

Source: [11]

Participation of foreigners in education
There are more and more foreigners studying in Poland. In the academic
year2010/2011themostpopularschoolsamongthemwereUniversities (6.4
thousand)andMedicalUniversities(5.1thousand).Higherschoolsofeconomics
werechosenby3.4thousandstudent,higherschoolsoftechnologyaccounted
for 2 thousand, and other higher schools for 3.2 thousand students. In the
academicyear2009/2010 the largestgroupofgraduatesof foreignnationals
wereregisteredintheeconomicandadministrativefields-765people(27.0%),
followedbymedicaldegrees–563persons(19.9%),social–458people(16.2%)
andhumanities–335people(11.8%).

The below tables present the rising tendency in the number of foreign
studentsdecidingtostudyinPoland.Despiteratherlow,andinrecentyears
evendecreasingtotalofforeignerslivinginPoland,thenumberofstudentis
rapidlysoaring.This isagoodsignof theconditionofpolisheducationand
accessibilityforoverseasstudents.
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Table 2.32: Foreigners studying in Poland

Academic year Students Graduates

2000/2001 6,563 425

2001/2002 7,380 1,002

2002/2003 7,608 1,307

2003/2004 8,106 1,178

2004/2005 8,829 1,326

2005/2006 10,092 1,306

2006/2007 11,752 1,489

2007/2008 13,695 1,774

2008/2009 15,862 2,210

2009/2010 17,000 -

2010/2011 21,474 -

Source: [11]

Table 2.33: Foreign students by country of citizenship in the academic year 
2010/2011

Ukraine Belarus Norway Sweden Spain Lithuania Germany Czech Russia France Turkey Other

4,879 2,605 1,406 1,089 1,076 796 664 537 529 334 302 5,850

Source: [6]

 Ethnic minorities
Asithasbeenalreadymentionedinthisreport,Polandisstronglyperceived
asnearlyethnicallyuniformcountry.IntheaftermathoftheIIWorldWarthe
forced resettlement caused by the shifting borders hadparticularly negative
effectsonthepolishsociety.Asaeffectofthisperturbation,ethnicminorities
makeuponlysmallfigureofthetotalpopulation.Thedataonethnicminorities
areoftenverydiscordant.Inthelastcensusconductedin2002around253,300
respondentsdeclaredthemselvesasbelongedtonationalandethnicminority.
ThelargestminoritygroupsinPolandareGermans147,094,Belarusians47,640
and Ukrainians 27,172.
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Table 2.34: National and ethnic minorities in Poland according to Census data 
from 2002

Minority Totalnumber
Thetotalpartici-
pationofcitizens

in%

Polishcitizenship
holders

Participationof
minoritymembers
withPolishcitizen-

shipin%

Population 38,230,080 100 37,529,751 ----

Totalnumberof
minorities

268,845 0.7 253,273 100

1.German 152,897 0.40 147,094 58.08

2. Belarus 48,737 0.13 47,640 18.81

3. Ukrainian 30,957 0.08 27,172 10.73

4.Roma 12,855 0.03 12,731 5.03

5.Russian 6,103 0.02 3,244 1.28

6.Lemko 5,863 0.02 5,850 2.31

7.Lithuanian 5,846 0.02 5,639 2.23

8. Slovak 2,001 0.01 1,710 0.68

9.Jewish 1,133 0.0 1,055 0.42

10.Armenian 1,082 0.0 262 0.10

11.Czech 831 0.0 386 0.15

13. Tartar 495 0.0 447 0.18

14.Karaite 45 0.0 43 0.02

Source: [7]

Below,therearethreeofthebiggestminoritiesinPolanddescribed.
German minorities predominantly occupy the following regions: Opole – 104,399;

Silesia–30,531;LowerSilesia–1.792;WarmiaandMasuria–4,311;Pomerania–2,016,West
Pomerania–1,014;GreaterPoland–820;Kujawy-Pomerania–636;Lubuskie–513;Masovian
–351;Lodz–263.

InsomecommunesofOpole,Germanymakesupthemajoritypopulationand,therefore,
playasignificantroleinthelocalgovernment.IntheOpolevoivodeshiptheGermanminority
wasrankedsecondinthelastlocalelections,sothatitsmembersformaco-governinggroup
intheprovinciallocalgovernment.

AmongtheschoolsfornationalminoritiesthemostoftentaughtislanguageisGerman.
Thetotalnumberofpubliceducationalinstitutions(kindergartens,primary,secondaryand
highschools),whereGermanlanguageistaughtasnativeis325,withtheparticipationof
37,005pupils.

RepresentativesoftheGermanminorityaremostlyCatholics,andonlyfew
declaredProtestantism(LutheranChurch).

The members of the Belarusian community traditionally occupy the
regionofPodlasie including in thePodlaskievoivodeship–46,041;Mazovia
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–541;WarmiaandMazuria–226;Lublin–137;Pomeranian–117;Westand
Pomeranian – 117. It is crucial to mention, that the representatives of the
Belarusianminorityarepresent in localauthorities,havingamajority in the
councilsofsomecountiesandmunicipalities. Belarusianlanguageasthenative
language,istaughtin40educationalinstitutionsfor3,664childrenandyoung
peoplebelongingtotheBelarusianminority.

ThevastmajorityoftherepresentativesoftheBelarusianminoritybelongto
thePolishAutocephalousOrthodoxChurch.

Ukrainians – it is a minority with the larger presence in the following
voivodeships:Warmia-Mazuria–11,881;WestPomerania–3,703;Subcarpathian
–2,984;Pomeranian–2,831;LowerSilesia–1,422;Podlasie–1366;Lubuskie
– 615,Mazovia – 579; Lesser Poland – 472; Lublin – 389; Silesia – 309.As a
result of the “Wisła” campain conducted by the communist government in
1947,thelargersectionoftheUkrainianpopulationlivingoriginallyinsouth-
easternPolandhasbeenresettledtoWarmiaandMasuria,WestPomeraniaand
Silesia regions. SomeoftheUkrainiansmanagedtoavoidtheresettlementand
wereallowedtoreturnin1956. Therefore,theconcentrationoftheUkrainian
minorityisinSubcarpathianandSilesiaregions.  TheUkrainianminorityhas
its own representatives in the local government,mainly in theWarmia and
Mazuria, (representative of theUkrainian community serves as chairman of
regionalparliament).

Ukrainianlanguageasnativelanguageistaughtin136 institutionsforthe
2,774students.

Ukrainians inPolandbelong to twoChurches:GreekCatholicandPolish
AutocephalousOrthodoxChurch.

In1992theUnitedNationsGeneralAssemblyapprovedtheDeclarationon
theRightsofPersonsBelongingtoNational,Ethnic,ReligiousandLinguistic
Minorities.However,in1994,theCouncilofEuropeapprovedtheConvention
ontheprotectionofnationalminoritiesinthecountriesoftheEU.Important
roleintheprotectionofminorityrightsplaysabilateralinterstateacts.Poland
has entered into such agreements with: Germany and Estonia, Latvia and
Lithuania,CzechRepublic, SlovakiaandRomaniaaswell asRussia,Belarus
Ukraine and Hungary.

In Poland the national minorities have not granted legal status.What is
meansisthat,thereisnoanyactestablished,thatcouldregulateandscopetheir
rights,freedomandresponsibilities.

Mental and physical abilities
People with disabilities at different age receive special attention and
protectionfromauthoritiesinPoland.Thestate,government,enterprises,non-
governmentalorganizationstakecareofthisgroup.Over500millionofpeople
inworldhavedifferentdisabilities.WorldHealthorganizationsaysitisaround
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18%of totalworldpopulation. InPolandthis index ison levelof14.3%~
5,430thousandsofpeople.Unfortunatelythisnumbergrowsyearbyyear.
The main factor is life age, which causes more disabled people. Around
71.2%ofdisabledpopulationovercrossedageof50.Bythesexcriteria53%
ofwomenaredisabled.Disabilityisdifferentiatedbyareaoflivingaswell.
Only 15.9% of people living in towns are disabled versus 20% of people
livinginruralareas.Levelofeducationisanotherfactor–only3.5%oftotal
disabled people has higher education in comparison to the percentage of
health peoplewith higher education of 7.7%. Poland is implementing its
policyfordisabledpeopleviathreemainstreams:

•	 Respecting and executing commonEUpolicy for disabled people,
whichisaddressedtoallofEuropeancountries(severaldocuments,
regulations, legal acts, declarations)

•	 On the base of point 1. by implementing own legal regulations in
areaofdisabilityissues.

•	 Bycreatingatmosphereandawarenessondisabledpeopleproblems
andnecessitytohelpthem.

Sexual orientation
TheissueofsexualorientationinPolandisveryproblematicforgovernors
andsocietyaswell.Hugephilosophicaldifferencesappearedinthissubject
andfromthisperspectivethesocietyisgroupedbythosewhoareverystrict
and claim that only a relationship betweenman andwoman is approved
andtheotherswhoacceptmoreopendefinitionofrelationships.

Thisiscausedby:
•	 Ultra catholic country, where 95% of people declared they

religiousness.Polishchurchisveryorthodoxinareaonfamilyissues
and from this perspective is strongly against other definitions of
family,whichareagainsttheBible.

•	 Catholicchurchisfinancedbytaxesandhasitsowneducationtime
withinprimaryandsecondarylevelofeducation.Childrenarefreeto
choosewhethertheywanttoattendtheclassesofreligionorclasses
devotedtolifeinfamily(withpartofsexualeducation).

•	 Even though the education system provides classes in relation to
sexualeducationthebiglackofknowledgeinsocietyisseen.Several
regulations have been implemented by legal authorities and non-
profitorganizationsbutstill,despiteeffortsofmanytolerantpeople,
theissueofsexualorientationistaboo.

In this perspective, due to strong impact of catholic church and very
conservativegroupofpeople,thereisnoavailabledatainthisarea.
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Education
OneofthemostimportantfactorsincontemporaryeconomyandEUstrategy
ofdevelopmentisinvestmentinknowledge,educationandinnovativeness.
The strategy 2020 for Europe define very precise this fact and points the
importanceofactivitiesinthisfield.Currently,polishsystemofeducation
isinareformingprocess,beingabletoraisethechallengeofEuropeanand
globaleconomyrequirements.

People and their qualifications need to be more adjusted to business
expectations as innovativeness, inventiveness, efficiency, creativity,
competencesandthelike.

Fromformalpointofview,Polishsocietyisquitewelleducatedinrelation
tootherEuropeannations.SeeTable2.35.

Table 2.35: Tertiary education participation

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Total 1775,0 1906,3 1983,4 2044,3 2118,1 2145,7 2146,9 2166,0 2150,0 1841,3

Women
Participation 58,0 57,9 57,8 57,6 57,5 57,4 57,4 57,9 56,5 58,8

Source: [2]

The total number of students increased from403 thousands in 1991 to
2,166thousandsin2008.Over50%ofstudentsarewomen.Thetotalnumber
if educated people on the levels 1–6was 9,125.5 thousands students and
declinedto8,007.6thousandsin2009withtendencytofurtherdeclining.Itis
aresultofdemographicchangesfrom2003.In201113,922primaryschools,
7,278 secondary schools, 428 special job centers, 1,768 basic vocational
schools, 2,360 general secondary schools, 87 supplementary schools, 438
specialized secondary, 2,102 technical secondary, 102 supplementary
technical secondary schools, 115general art schools, 2,941part-secondary
schools,470tertiary(highereducation)inwhich132arestateowningand
338areprivetwereregistered.

Employmentandunemployment rateby thehighest levelofeducation
isfollowing(seeTable2.36).Thefirststagecontentspre-primaryeducation,
primaryeducationandlowersecondaryeducation.Thesecondstageisthe
uppersecondaryeducationandpartsecondarynon-tertiaryeducationand
thethirdstagerepresentstertiaryeducation.

Table 2.36: Employment rate by the highest level of education

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

First stage 27.4 25.0 23.9 22.7 23.0 23.3 24.9 25,5 24.6 23.6

Second stage 60.1 57.8 56.7 56.2 56.7 58.3 61.0 63,3 62.7 62.0

Third stage 83.0 82.4 81.4 80.2 81.1 81.7 82.8 83,7 83.7 82.7

Source: [2]
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Thenumberofemployedpeoplebytheeducationallevelandagein2010
shows the highest number of employedwith tertiary education. It is 28.3%
of the total employment.By the age thehighestnumberof employed42.5%
represents age of 25–34 years old with tertiary education. It shows good
tendenciesofemploymentinPoland,butthesecondpositionreferstopeople
withbasicvocationaleducation.

Religion
Statisticalreligiousstudiesareusuallyconductedusingatleastthreeprocedures: 
surveys,censusesandstatisticalreportingincludingreligiousinstitutions.

Eachoftheseprocedureshasitsadvantagesandsomelimitationsstemming
frommethodology, organizational and financial capabilities, and sometimes
frompoliticalreasons.

InPolandthereweresomanystudiesconducted,however,sofarthemost
efficientsourceofstatisticalinformationaboutthereligiousstructureinPolish
population is the survey in the frame of which the data on the status and
activitiesofthechurchesandreligiousassociationsarederiveddirectlyfrom
thereligiousorganization.

ThestudyisbeingconductedbytheCentralStatisticalOffice(GłównyUrzd
Statystyczny)since1990.Belowthemostcurrentdataispresented.Studiesare
conductedeveryfewyearsandthemostuptodataisexpectedtobepublished
inJune2012,whenthe2011censusresultswillberevealed.

Table 2.37: Percentage of religion in Poland according to GUS. Data from 2007.

Major religions in Poland Percentage breakdown Total percentage

Catholicism

Roman Catholic Church 88.2%

89.0%Greek Catholic Church 0.14%

Old Catholicism 0.12%

Orthodoxy N/A N/A 1.3%

Protestantism

Lutheran Church 0.2%

0.4%

Pentecostal Church 0.09%

Seventh-day Adventist Church 0.025%

Baptist Church 0.017%

Churches of Christ Community 0.016%

Jehovah’s witnesses N/A 0.33%

Islam N/A 0.013%

Buddhism N/A 0.013%

Other 8.94%

Source: [9, 10]
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2.5 A comparison of diversity in the V4 
countries

Introduction
ThischaptercomparesthediversityintheVisegradcountries.Itisbasedonthe
previouschaptersthatrefertodiversityintheindividualcountriesanditfocuses
on the characteristic indicators from the first table of each chapter: Population,
Women/100Men,GDPpercapita,AveragewageandUnemploymentrate.

WithinthebasicinformationineachchaptertherearealsoissueslikeAverage
ageandArea.Thesetwoissueshavenotbeenanalyzedinthelasttenyearsbecause
theareaofthecountrieshasbeenthesameinallovertheyearsandithasn’tchanged.
Polandhasthelargestarea–over300,000squarekilometers.BehindPolandthere
isHungary, then theCzechRepublic and the smallest country is Slovakia.We
wantedtocomparealsotheaverageageinourcountriesbutthisinformationis
not available in all the countries. Some countries have information about the
averageage,someofthemhavethemedianageandthesetwoindicatorsarenot
comparable.Thereforethischaptercomparesonlyfivecharacteristicindicatorsof
theV4countries.

The second part of this chapter compares the main elements of diversity
likegender, age, ethnicity,mental andphysical abilities, sexual orientation and
moreovertheeducationandreligion.

Characteristic indicators of the V4 countries

Population
ThepopulationintheCzechRepublicandHungaryisverysimilar.Overthepast
yearstherehasbeenasmallincreaseoftheCzechpopulation.Slovakiahasalmost
halfasmanypeopleastheCzechRepublicandHungarybutallthestateshave
quitestablefigures.Polandhasthemostcitizens,almost40million.Thefigures
basicallycorrespondtothesizeofthecountries.Polandisthebiggestcountryofthe
V4countries,theSlovakRepublicisthesmallest.ItisinterestingthatHungaryhas
alargerareathantheCzechRepublicbutithasslightlyfewerpeople.

Table 2.38: Population from 2001 to 2010 (CZE, HU, PL, SK)

Country 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Czech 
Republic 10,266,546 10,206,436 10,203,269 10,211,455 10,220,577 10,251,079 10,287,189 10,381,130 10,467,542 10,506,813

Hun-
gary 10,200,000 10,175,000 10,142,000 10,117,000 10,098,000 10,077,000 10,066,000 10,045,000 10,031,000 10,014,000

Poland 38,253,955 38,242,197 38,218,531 38,190,608 38,173,835 38,157,055 38,125,479 38,115,641 38,135,876 38,167,329

Slovak  
Republic 5,378,951 5,379,161 5,380,053 5,384,822 5,389,180 5,393,637 5,400,998 5,412,254 5,424,925 5,435,273

Source: Own processing, 2012
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Women/Men
Wehaveresearchedtheratioofmenandwomeninthecountriesasthenumberof
womenrelatedto100men.Wehavegaineddifferentresults.TheSlovakandCzech
Republicshadasimilarratioin2001buttheratiointheCRhasbeendecreasing
within10yearswhilethefiguresoftheSlovakRepublicwerequitestable.Hungary
hasmorewomenthanothercountriesinrelationtomen,Polishfiguresincrease
slightly.

Table 2.39: Women/100 Men from 2001 to 2010 (CZE, HU, PL, SK)

Country 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Czech  Republic 105.5 105.4 105.4 105.3 105.2 104.9 104.7 104.2 103.8 103.7

Hungary 110.3 110.4 110.5 110.6 110.7 110.6 110.6 110.6 110.6 110.5

Poland 106.4 106.5 106.6 106.7 106.8 106.9 107.0 107.1 107.1 107.1

Slovak  Republic 105.9 106.0 106.0 106.0 106.0 106.0 105.9 105.8 105.7 105.7

Source: Own processing, 2012

Figure 2.3: Women/100 Men from 2001 to 2010 (CZE, HU, PL, SK)

Source: Own processing, 2012

GDP per capita
WehavesearchedtheindexofGDPpercapitainPPS(PurchasingPowerStandard)
because it has a higher informativevalue thanGDP.GDPper capita inPPS is
expressedinrelationtotheEuropeanUnion(EU-27)averageanditissettoequal
100.Thefiguresareinpercentage.

In2006thefiguresofSlovakiaandHungarywerealmostidentical.Andin2010
HungaryandPolandhadalmostthesamevalues.AndinthesetwocountriesGDP
waslowerthaninCRandSR.GDPoftheCzechRepublicwasthehighestallover
the10yearperiodbutSlovakiamaycatchupwiththeabovefiguressoon.
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Table 2.40: GDP per capita (PPS, %), from 2001 to 2010 (CZE, HU, PL, SK)

Country 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Czech Republic 73 73 77 78 79 80 83 81 82 80

Hungary 58 61 63 63 63 63 62 64 65 65

Poland 47 48 49 51 51 52 54 56 61 63

Slovak Republic 52 54 55 57 60 63 68 73 73 74

Source: Own processing, 2012

Figure 2.4: GDP per capita in PPS from 2001 to 2010 (CZE, HU, PL, SK)

Source: Own processing, 2012

Average wage
Thedataabouttheaveragewageintheparticularcountriesarenotgained
fromEurostat,theyarefromthenationalstatisticalinstitutes.Itisimportant
toknowit,becauseinthiscasewecannotmakeagoodcomparison.Itiswell
possiblethateverycountryhasadifferentmethodologyofdatacollection
anddata processing.Moreoverwe have not the figures for every year in
Poland.Soweareabletoshowonlythetablewiththedatawherewecansee
thattheCzechRepublichasthehighestaveragewage,followedbyPoland
and Slovakia. Hungary has the lowest figures over the last three years,
similartotheCzechRepublicin2004.

All the countries show a rising trend in wages. We can see a little
slowdownofthegrowthin2008,particularlyinHungary.
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Table 2.41: Average wage from 2001 to 2010 (CZE, HU, PL, SK)

Country 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Czech Republic € 568 € 614 € 649 € 690 € 725 € 773 € 828 € 893 € 923 € 941

Hungary € 345 € 408 € 457 € 485 € 528 € 571 € 617 € 663 € 666 € 670

Poland - - - - € 591 - - € 737 € 777 € 807

Slovak Republic € 410 € 448 € 477 € 525 € 573 € 623 € 669 € 723 € 744 € 769

Source: Own processing, 2012

Unemployment rate
Theunemployment rate in theV4 countries is verydifferent. The similarity
can be seen in the CR and Hungary, particularly in 2006. Slovakia has the
highestunemploymentrateinthelastfouryears.Bytheyear2006thehighest
unemploymentwasinPoland.In2008allstateshadtheirunemploymentrate
uptotenpercent.

Table 2.42: Unemployment rate from 2001 to 2010 (CZE, HU, PL, SK)

Country 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

Czech Republic 8.0 7.3 7.8 8.3 7.9 7.2 5.3 4.4 6.7 7.3

Hungary 5.7 5.8 5.9 6.1 7.2 7.5 7.4 7.8 10 11.2

Poland 18.3 20.0 19.7 19.0 17.8 13.9 9.6 7.1 8.2 9.7

Slovak Republic 19.3 18.7 17.6 18.2 16.3 13.4 11.1 9.5 12.0 14.4

Source: Own processing, 2012

Figure 2.5: Unemployment rate from 2001 to 2010 (CZE, HU, PL, SK)

Source: Own processing, 2012
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The main elements of diversity in the V4 
countries

Gender differences
Wecansaythat intheV4countries there isaverysimilarsituation intermsof
genderdifferencesand reaction to them.The situation is the sameeverywhere:
womenhavelowersalariesthanmen,womenaremoreoftenemployees,menare
oftenemployersandonlyafewwomenareinthetopdecisionmakingbodies.A
bigimprovementinthisissuecanbeseeninthelastyearsanditisdiscussedvery
oftenonthegovernmentallevelinallthecountries.

Thisisaveryimportanttopicfortheeconomyofeachofthestatesbecause,for
example,differentresearchesshowthatinvolvementofmorewomeninmanagerial
positionsbringsmanyadvantagesandahigherperformanceoftheorganization.
Catalystresearch[1]found(2001–2004)thatcompanieswithmorewomenontheir
boardswerefoundtooutperformtheirrivalswitha42%higherreturninsales,66%
higherreturnoninvestedcapitaland53%higherreturnonequity.

TheproblemofwomenemploymentissolvedevenbytheEuropeanCommission
asithastoconsidergenderquotasof40%forbuildinggenderbalancedbusiness.
TheCommissionlaunched(inMarch2012)apublicconsultationthatwillrununtil
28May2012.Followingthisinput,theCommissionwilltakeadecisiononfurther
action[8].

NoneoftheV4countriesestablishedgenderquotasbutsomestatesfromthe
EU already did. Thiswas the case of, for example, France, Belgium, Italy, the
NetherlandsandSpain[9].

Wagedifferencesbetweenmenandwomenareanoftendiscussedissueinallthe
V4countries.Wecanexploreandcomparegenderpaygapinthelastfiveyears.The
unadjustedGenderPayGap(GPG)representsthedifferencebetweentheaverage
grosshourlyearningsofmalepaidemployeesandoffemalepaidemployeesasa
percentageoftheaveragegrosshourlyearningsofmalepaidemployees[10].See
thetableandgraphbelow.ThelowestgenderpaygapisinPoland,thehighestone
isintheCzechRepublic.Wedon´tknowwhatitiscausedby.TheCzechRepublic
hasoftenbetterbasiccharacteristicthanothercountriesbutthisindicatorisvery
badinCR.

Table 2.43: Gender pay gap in the last 5 years (2006–2010), (CZE, HU, PL, SK)

Country 2006 2007 2008 2009 2010

Czech Republic 23.4 23.6 26.2 25.9 25.5

Hungary 14.4 16.3 17.5 17.1 17.6

Poland 7.5 7.5 9.8 9.8 1.9

Slovak Republic 25.8 23.6 20.9 21.9 20.7

Source: Own processing, [10]
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Figure 2.6: Gender pay gap in the last 5 years (2006–2010), (CZE, HU, PL, SK)

Source: Own processing, [10]

Age differences
Age is also a very common topic in the European Union because of the
ageingpopulationinEurope.ThehighestaverageagefromtheV4countries
in2010wasseenintheCzechRepublic(40.6).Hungaryhadtheaverageage
39.8,Slovakia38.7andPoland37.7years.

LifeexpectancyatbirthintheEUis78.82years[17].Lifeexpectancyat
birthisthemeannumberofyearsthatanewbornchildcanexpecttoliveif
subjected throughouthis/her life to the currentmortality conditions (age
specificprobabilitiesofdying) [11].All theV4countrieshavenotashigh
lifeexpectancyastheEuropeanUnion.ThehighestindicatorisintheCzech
Republic(77.7years),thelowestisinHungary(74.65years).SeetheTable
2.44.Thisindicatorshows,aswellastheaverageage,agrowingtrend.

Table 2.44: The average age and life expectancy at birth (EU, CZE, SK, HU, 
PL)

Indicator CZE SK H PL

Average age 40.60 38.70 39.80 37.70

Life expectancy at birth 77.70 75.93 74.65 76.40

Source: Own processing

The highest unemployment is usually among young people (mostly
graduates)butthereisalsoaproblemwithunemploymentofolderpeople.In
connectionwiththeageingpopulationwehaveresearchedtheemployment
rateofolderworkers(aged55–64years)anditstrendoverthepasttenyears.
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Table 2.45: Employment rate of older workers from 2001 to 2010 (CZE, SK, 
HU, PL)

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010

CZE 37.1 40.8 42.3 42.7 44.5 45.2 46 47.6 46.8 46.5

SK 22.4 22.8 24.6 26.8 30.3 33.1 35.6 39.2 39.5 40.5

H 23.5 25.6 28.9 31.1 33 33.6 33.1 31.4 32.8 34.4

PL 27.4 26.1 26.9 26.2 27.2 28.1 29.7 31.6 32.3 24

Source: Own processing

Thetrendofthisindicatorcanbeseenwellinthegraphbelow.TheCzech
Republic has the highest employment rate of older people and the trend is
growing. Slovakia had the lowest number in 2001 but its trend is growing
fastand in2010 it ison thesecondplace.HungaryandPolandhavequitea
fluctuating trend.Theemployment rateofolderworkers shouldbegrowing
becauseageofpopulationisgrowingaswell.

ThisproblemisalsosolvedintheEuropeanUnion[7].Itwantstoenhance
Europe´semploymentrateespeciallyofwomen,youngpeoplebutalsoolder
workersandtohelppeopleofallagesanticipateandmanagechangethrough
investmentsinskillsandtraining.

The EU targets [7] for inclusive growth include (among others) 75%
employmentforwomenandmenaged20–64by2020.Thisshouldbeachieved
bygettingmorepeople intowork,especiallywomen, theyoung, low-skilled
and older peopleandlegalmigrants.

Currently(2012)weareexperiencingtheEuropeanYearforActiveAgeing
and Solidarity between Generations. There are some organizations, such as
Esf-AgeNetwork[2],supportingalongandhealthyworkinglifeforall.The
ESF-AgeNetworkconsistsofpublicauthoritiesfrom14EU-memberstatesand
regionsanditsolvesproblemsassociatedwithage.

Figure 2.7: Employment rate of older workers from 2001 to 2010 (CZE, SK, 
HU, PL)

Source: Own processing
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Ethnicity
TheethnicsituationintheV4countriesissimilarinsomecountriesanddifferent
in the others. TheCzechRepublic, Slovakia andHungary have an increasing
trendofnumbersofforeigners.Polandisverydifferentinthisissuebecauseit
hasthehighestpopulation(almost40million)butonlyveryfewforeigners. It
isprobablycausedbytheWorldWarII(seethechapter“Themainelementsof
diversityinPoland”)andPolandhasthelowestfigureofforeignersinthewhole
EuropeanUnion(only0.1%).Itdoesnothavemanyforeignersanditevendoes
nothavetheincreasingtrendliketheotherV4countries.Itstrendisfluctuatingso
wecannotforecastthenumbersinthefuture.Youcanseetheshareofforeigners
inthetotalpopulationintheTable2.46.CzechandSlovakRepublicshavethe
sameshareofforeigners;Hungary´sproportionissmallerbyonehalf.

Table 2.46: Foreign population by group of citizenship in 2010 (CZE, SK, HU, PL)

Country

Foreigners

% of total population Citizens of (other) EU Member 
States (%)

Citizens of non-EU countries  
(%)

Czech Republic 4.0 1.3 2.7

Slovak Republic 4.0 0.2 3.8

Hungary 2.0 1.2 0.8

Poland 0.1 0.0 0.1

Source: Own processing, [13]

RegardingthenationalitiesthatarerepresentedintheV4countriesmostoften
wehavefound,thatintheCzechRepublicitisSlovaks,Ukrainians,Vietnamese
and Roma that are the most represented nationalities. In Slovakia there are
particularlyHungariansandRomatoo.HungaryhasalsomanyRomapeople
and then Germans and in Poland there are some Germans, Belarusians and
Ukrainians. 

HerewecanseesomesimilaritiesbetweenCR,SlovakiaandHungaryagain–
allofthemhavebiggerorsmallerRomaminority.Romapeopleinthesecountries
often suffer from higher poverty, unemployment or crime. Unfortunately
therecentyearswitnessan increaseofracismrelatedwithproblemswiththis
minority.TheEuropeanCommissiontriestosolvethisproblembecauseRoma
people are the biggest ethnic minority in Europe. All the EU countries have
incorporatedtheDirectiveonRacialEqualityintotheirownnationallaws.Yet
manyRomaarestillvictimsofprejudiceanddeep-rootedsocialexclusion[5].

RegardingtheworkpositionofforeignersintheV4countries,thesituation
thereisverysimilar.Foreignersaremostlyemployedasmanualworkers.Only
fewofthemarescientificorintellectualworkers,someofthemareself-employed.
We have no accurate statistic because there can be some foreigners who are
workingillegally,withoutanyworkpermission.
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Mental and physical abilities
There are disabled people in each of the countries. Lower employment and
educationlevelsmeanthat thepovertyrateforthosewithdisabilities is70%
higherthantheaverage.ThereforeTheEuropeanDisabilityStrategy(foryears
2010-2020)aimstomakeiteasierforpeoplewithdisabilitiestogoabouttheir
daily lives likeeveryoneelse–andenjoy their rightsasEUcitizens [4]. It is
evidentthattheeconomiccrisishashadanegativeimpactonemploymentof
peoplewithdisabilities.

PeoplewithdisabilitiesenjoyenhancedprotectionintheV4countriesbut
theyhavestillfrequentproblemsineverydaylife.ThereareresultsoftheEU
researchfrom2002ontheInternetbuttheV4countrieswerenotmembersof
theEU in that year sowedonot have any summary statistics.You can see
the results from the research in 2008 (Table 2.47). Thehighestpercentageof
disabledcanbefoundinSlovakia(33.9%),thelowestinPoland(21.5%).

Table 2.47: Percentage of people with disabilities in the V4 countries in 2008

Country Females Males Total

Czech Republic 23.7 20.5 22.2

Slovak Republic 37.8 29.3 33.9

Hungary 31.2 21.2 23.3

Poland 22.9 19.8 21.5

Source: Own processing, [19]

Sexual orientation
Sexualorientationbelongstotheprimaryelementsofdiversity[18]butitisa
hiddentypeofdiversitysononeoftheV4countrieshasstatisticsabouthow
manyLGBT(lesbian,gay,bisexualandtransgender)peopleliveinthecountry
orhowtheyfeelaboutthediscriminationetc.

Education
Educationdoesn´t belong to theprimary elements ofdiversity (byHubbard
[18])butwehaveagreedthatitisveryimportantfordescribingthediversity
inourcountries.Educationcanaffect,forexample,jobposition,employment,
standard of living etc. 

Thereisnotabigdifferenceineducationbetweenmenandwomen.Education
is gender balanced in the V4 countries. You can see the number of tertiary
studentsandtheshareofwomenamongtertiarystudentsintheV4countries
in2009.Polandhasthemoststudents,apparentlybecauseofitsbigpopulation.
TheCzechandSlovakRepublicshavealmostthesameshareoffemalestudents.
ThehighestsharecanbefoundinHungary.AlltheV4countrieshavetheshare
offemalestudentsover50%.
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Table 2.48: Number of tertiary students and share of women in V4 countries 
in 2009

Country Tertiary students (1,000) Share of women (%)

Czech Republic 416.8 56.5

Slovak Republic 235.0 56.8

Hungary 397.7 60.5

Poland 2,150.0 57.9

Source: Own processing, [15 ], [16]

Thepercentage of people of the total population (aged 25–64 years)who
have reached at least upper secondary education is an interesting indicator.
Table2.49shows this indicator in theVisegradcountries in2009.TheCzech
Republic and Slovakia have the highest percentage of educated people, the
lowestcanbefoundinHungary.

Table 2.49: Percentage of people of the total population (aged 25–64 years) 
who have reached at least upper secondary education (CZE, SK, HU, PL)

Country %

Czech Republic 91.4

Slovak Republic 90.9

Hungary 80.6

Poland 88.0

Source: Own processing, [14]

Itisalsointerestingtoknowtheriskofpovertyrateofeducatedpeoplein
theV4countries.ThehighestrateisinSlovakiaandPoland.Thereisahigher
probability thatpeoplewith tertiaryeducationwill suffer frompoverty.The
lowestrateisinHungary.

Table 2.50: Risk of poverty rate of people with tertiary education in the V4 
countries in 2009

Country %

Czech Republic 2.7

Slovak Republic 3.8

Hungary 2.1

Poland 3.5

Source: Own processing, [12]

Religion
ThemostrecentEurobarometersurvey,Discrimination in the EU in 2009, revealed 
that39%oftheEuropeansbelievethatdiscriminationbasedonreligionorbelief
iswidespreadinthesociety.[6]ButinalltheV4countriesthediscrimination
basedonreligionisatthelowestlevel(intherangebetween12–24%)[3].
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The situation of religion in theV4 countries is very different. TheCzech
RepublicisthemostatheisticcountryfromtheV4countries,only20%people
believeinGodthere.ThemostspreadreligionintheV4countriesistheRoman-
CatholicChurch.

Conclusion
FirstofallwehaveresearchedsomebasicinformationabouttheV4countries-
population, women/men, GDP per capita, the average wage and the
unemployment rate. These indicators should show the social and economic
situation in these countries. Regarding the economic indicators the Czech
Republichasthebestresultsfromthefourcountries.

We have chosen five primary elements of diversity [18] for comparison-
gender,age,ethnicity,mentalandphysicalabilitiesandsexualorientationplus
two other items thatwe consider very important- religion and education in
ourcountries.Thesesevenelementsofdiversityareoftensourcesofproblems,
discriminationbutalsoopportunities foremployershowtousethediversity
forbusiness.AlltheV4countriesbelongtotheEuropeanUnionandallofthem
haveantidiscriminationlawsandsomeprotectionofthedisadvantagesgroups.
Yettherearesometimessomecasesofinjusticeandunequalopportunities.You
canseethegraph(Figure6)madefromtheresultsoftheEurobarometerresearch
in2009(EB71.2	Discrimination	in	the	EU	in	2009)[3].Thissurveyexploredthe
perceptionandexperienceofdiscriminationoftheEUcitizens.

Figure 2.8: Perception and experience of discrimination in the V4 countries 
in 2009

Source: Own processing, [3]

It can be seen that the most frequent sources of discrimination are age
differences and ethnic origins in the V4 countries. Poland is quite different
againbecauseinthiscountrythesecondmainreasonofdiscriminationissexual
orientation(almost50%).IntheEuropeanUniontheethnicoriginisthemost
widespreaddiscrimination.InalltheV4countriesthemostwidespreadtypeof
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discriminationisbasedonage(bycitizens).ItisalsointerestingthatHungary
hasquiteahighrateofdiscriminationbasedongender(57%)[3].

Wehavetriedtoshowandcomparesomequantitativebutmostlyqualitative
dataanditprovedtobeverydifficult.Theresultsofourresearchshowthatthe
situationintheCzechandSlovakRepublicsisoftenverysimilar.Itislogical
becauseofthecommonhistoryofthetwocountries.Polandiscertainlythemost
differentcountryfromalltheV4countries.Itisdifferentinmanyaspects.But
ifwecomparethesecountrieswiththerestoftheEuropeanUnionwecansee
therearesomesignificantsimilaritiesbut,ontheotherhand,theV4countries
arestilldifferentfromWesternEurope.
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3 Case studies

3.1 Česká spořitelna, a. s.

Introduction
This case study describes the using of DiversityManagement in the Czech
SavingBank“Českáspořitelna,a.s.concretelyitsprogramme“Diversitas”and
some subprogrammes related tomanaging diversity.  This programmewas
createdin2008andhasalotofsuccess.Plansareunderwaytoimplementitin
theAustrianErsteGroup,towhichČeskáSpořitelnaandotherbanksinCentral
andEasternEuropebelong.

Company characteristics
Českáspořitelna,a.s.(CzechSavingBank,jointstockcompany)isasignificant
financialinstitutionintheCzechRepublicandamemberoftheAustrianErste
Group. The basic consolidated economic indicators are available from the
AnnualReport[4]fromČeskáspořitelnafortheyear2010.Forourpurposeswe
aregoingtopickonlysomebasicfactsrelatedtohumanresources.

The average number of employees was 10,774 in the year 2010, and the
companyhad667branchesandoverall ithasmore than5millionclients. In
November2010Českáspořitelnawasawardedthetitle“BankoftheYear”and
itbecamethewinnerofanewcategory“BankwithoutBarriers”.Inthesection
called“People”thedevelopmentofthebankandemployeebenefitsarebriefly
characterized, includingspecializinginrelativelyextensivefurthereducation
and reducing the fluctuation of employeeswithin 1 year after starting their
workinthebank.TheBankhas36%employeesworkingforthecompanyfor
morethan15yearsand20%employeesworkingthereformorethan10years.
Thenumberofuniversitygraduateshasincreasedbyonefifth,to29%.

Alotofattentionispaidnotonlytotheinnovationofservicesbutalsotothe
qualityofservicesandclientsatisfaction.Someinformationaboutanumberof
interestingprojectsandphilanthropicactivitiescanbefoundinthefieldofCSR
butthelinkstotheactivitiesrelatedtotheissuesofthediversitymanagement
andtheprogrammeDiversitasitselfisalsomentionedinthispartoftheAnnual
Report.

Thecompanystarteddealingwiththeissuesofdiversitysystematicallyin
theyear2008andintheyear2010itwastheonlybankwithintheErsteGroup
thatalreadyhadacomplexprogramme.

Whenstartingthediversityprogram,thecompanylookedatglobalstudies
fromCatalyst,McKinseyandothers,whichpresentedresearchshowing that
companies supporting equal opportunities have higher motivation of their
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employeesby58%,highersatisfactionofclientsby57%andthebrandimage
is said to be better by 69%. Apart from that there is research showing that
companieshavingmorethan3womeninthetopdecisionmakingbodieshave
returnoncapitalby35%higheretc.

ThematerialofČeskáspořitelna[12]referstothedocumentoftheEuropean
Commission:TheGreenPaper onCorporateGovernance (2010)whichhints
that the introduction of quotas in the field of the equal opportunities is an
estimated and logical step. Examples of a fewEuropean countries and their
plans to achieve a quota of 40% share of women being represented in the
administrativebodiesofthepubliclytradedcompaniesarementionedhere,and
thisobjectiveisexpectedtobemetintheyears2015or2016.Further,examples
of some significant European companies are given that alreadymonitor the
topicanddealwithit.Asfortheissuesofwomenandtheirself-fulfilmentin
the society there arefindings illustrating that there arenodifferences in the
decision-makingandmanagerialabilitiesbetweenwomenandmenandthat
women form51%of theEUpopulation,59%ofuniversitygraduatesandso
theyareasignificant“pool”of talents.Thematerialalsomentions their role
fromthecustomers´/clients´pointofview,whenwomendecideaboutupto
70%consumerpurchasingdoneinthehouseholdsandsoon.

The Diversitas programme 
Theprogrammecametobeingasaninitiativeofeightwomenmanagersinthe
autumnof2008andinNovembertheobjectivesandbudgetswereallapproved
bythecompanyBoardofDirectors.Some8seniorlevelmalemanagers,theso
calledambassadors,joinedtheeffortsothattheprogrammecouldgainmore
trust from the company topmanagement and fromall themale and female
employees[10].

The introduction of the programme began in July andAugust 2008 by a
surveyimplementedonthecompanyIntranetaimingatequalopportunities.
It was followed by an audit focused on the equal opportunitieswhichwas
organizedforthecompanybyanon-profitorganizationGenderStudies(2009).
Theconclusionsandrecommendationswerealsoreflectedintheprojectplan
fortheyear2010[3].

InDecember 2009 a social get-together of female Prague employees took
place where the programme plans were discussed as well as the topics of
age discrimination, loyalty versus the young and dynamic people and the
differencesinsalaries.Eventhoughitislogicalthatatthebeginningtheprogram
wasorientedtotheissuesoftheequalopportunities(inthecompanythereare
75%women)andtheirrepresentationinthemanagementdidnotcorrespondto
thatproportion(only36%women),further,thereareapprox.1,000womenon
maternityleaveandalsoalmost1,100singleparents),andtheaveragesalaryof
womenaccountedonlyfor82%oftheaveragesalarythroughoutthecompany
[3].
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It is also possible to add that the programme began by a series of generally
recommendedactivitiesforthediversitymanagementandasisobviousfromthefurther
progressitquitelogicallydidnotonlyfocusontheissuesoftheequalopportunitiesfor
womenandmen.[10]

Itisalsonecessarytostatethatananti-discriminationclausewasadopted
acrossallthecompanylevels.

Atthemoment(2011)anextensionoftheprogrammeisunderway(issuesof
age,nationalities,handicaps…).

TheprogrammeDiversitasdealswiththefollowingissues[5]:
•	 Monitoringandmeasuring
•	 Work-lifebalance
•	 Recruitmentandcareerdevelopment
•	 Increasingtheawarenessinthefieldoftheequalopportunities
Thevisionoftheprogrammeisasfollows[5]:
To secure equal opportunities for women and men on all professional

levelsandinallthefieldsofactivitiesthroughoutthefinancialgroupofČeská
Spořitelna.

Thefollowingissuesbelongtothetopicaltangibleactivitiesoftheprogramme
[5]:

•	 ProjectcommunicationandPRactivities
•	 Focusonmanagersasmodelsinbehaviourforallstaff
•	 Involvingmoreemployeesintheproject
•	 Supportingbusinesswomen–“Women´sBusinessCentre”
•	 Financialeducation(LadiesInvestmentClub)
•	 Platform for businesswomen, networks and non-governmental

organizations
•	 Co-operationwithyoungwomen(schoolsanduniversities)
Thefollowingfieldsarestatedasbenefitsandexpectationsoftheprogramme

Diversitas[5]:
•	 Improving motivation and satisfaction of employees and this will

reflect in retaining qualified and experienced female employees in
thecompanyand in reducing thefluctuationandhence thecosts for
traineeshipsofthenewemployees.

•	 Improving thebank imagebymeansofperceiving it as apioneer in
supportingtheequalopportunities

•	 Improvingthestyleofmanagingpeople
•	 Companyculturebasedonvaluesandrespect
Inthe2009and2011,Českáspořitelnawonthecompetition“Companyof

theYear:EqualOpportunities”.Thesystematicapproachto the issuesof the
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equal opportunities and harmonizing personal and working lives was highly
appreciated[8].

Thefollowingissuesbelongtothepresentedgoalsoftheprogramme[6]:
•	 Settinguptheequalopportunitiesinallpositionsandinallfields
•	 Increasingtheawarenessconcerningtheissuesoftheequalopportunities

intheCzechRepublic
•	 Supportingwomen(parents)withchildren
•	 Decreasingthedifferencesbetweenthelowpercentageofmaleemployees

atbranches(omly15%)andthelownumberofwomeninthemanagement
•	 Decreasing/removingunequalitiesinremunerationinthesamepositions
•	 Increasingteamworkandinnovation
•	 Increasingmutualrespectinaccordwiththedevelopmentofthecompany

culture
Theimplementedanalysesillustratethat74%employeesinČeskáspořitelna

arewomen.Inthebranchnetworkthereareupto84%,butinthemanagement
therearefewerthan36%.Theaveragesalaryofwomenwasidentifiedaslower
thanthatofmenin thecomparableworkpositions.Thenumberofwomenon
maternity leave, accounting for up to 9.5% of all the employees, poses a big
challenge[4].

In the year 2010 there were workshops with employees from 22 district
branchesinthewholecountrywiththeaimpartlytoincreasetheawarenessofthe
programmeandpartlytobetteridentifytheneedsinthenetworkofbranches[10].

Inthecompanymaterials[5]thesocalledglassceilingandhowtoovercomeit
isdiscussedinthisconnection.Secondarytopics,suchaswork-life,self-confidence
andassertiveness,thepolicyofgrowinganddevelopingtalentsbutalsotheneed
ofmentoringandovercomingstereotypesarealsomentionedhere.

Subprogrammes

Recruitment and talent management
Reducingthedifferencebetweenthelowproportionofmalebranchemployees
ontheonehandandthelowproportionofwomenamongmanagersontheother
is the declared aim in this specific field.Mentoringwomen, training aimed at
assertivenessforwomenandorientationtowardsincreasingthenumberofmen
inthebranchescanbeseenaspartialactivities.

Thefactthatthenumberofthesecondlinewomenmanagershasincreased,
theequalopportunitieshavebecomepartoftherecruitmentprocessand40%
women were integrated in the talent management programme in the year
2009,whichwasariseofnearly20%ascomparedwiththeyear2007–allthe
precedingfactsareindicatedasaccomplishmentsinthepresentations[5].
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Čáp
Čáp(itmeansstorkinEnglish)isaprogrammesupportingparents.Sincethe
year2009thecompanyhasbeenpayingmoreattentiontomonitoringtherate
ofreturnfrommaternity/parentalleave.Thefactthattheestimatedcostsfor
anewlyrecruitedemployeeamountedtoapprox.CZK170,000meansthatthe
companyconsidersthefieldofworkwithhumanresourceshighlyimportant.

Theprogramme,afterbeingapprovedbythecompanymanagement,aims
at promotingwork-life balance and supports theparentswith children. The
followingactivitiesbelonghere:

•	 Providing information, by means of information brochures, to the
expectingmothersandmanagersaboutthepreparationforthematernity
leave

•	 Regular monitoring of the return of the parents after maternity or
paternityleaves

•	 Supportingthepart-timejobs,sharedjobs,flexibleworkarrangements
andhomeoffice

•	 Organizingmeetingsoftheemployeesonmaternityorpaternityleaves
withthecompanymanagers

•	 A4,000CZKchild-caresubsidyforchildrenofuptofiveyears
•	 Aweekofpaidholidayforfathersofthenewlybornchildren
Inthecompanymaterialsitisfurtherstatedthereisadiscussiongoingon

aboutthepossibilityofestablishingacompanykindergarten[5].

Transition
Transition is a programme supporting the employment of persons with
disabilities. Itwas established in 2011 and its goal is to increase number of
disabledpeopleworkinginCSbetween2012and2014[11].

Reasonsforestablishingthisprogramme[11]:
•	 InCSthereareemployedapproximately50disabledpeopletothe9,830

employees.Legaldutyis4%.
•	 CShastofulfilthelackofpersonswithdisabilitieswithmorethan55

millionperyear.
•	 Personswithdisabilitiesareloyalandcapableaswellasotherworkers.
•	 Some pilot project for disabled people begun in 2011. There were

intershipsfordisabledpeoplethatcontinuealsoin2012.
•	 Theaimintheyears2012–2014istobebankwithoutbarriersnotonly

forclientsbutalsoforemployees.
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Diversity and performance
AlmostayearaftertheintroductionoftheprogrammeDiversitas,diversitycriteria
wasincludedintheperformancecriteria(KPIs)ofthecompany´smanagement
[10].Thisprovesthatthecompanyseemstorespectthegeneralrecommendations
inthefieldoftheactiveinvolvementofthecompanymanagementindiversity
management,seee.g.Hubbard[9]andEgeretal.[7].

Thefieldslikerateofreturnfrommaternity/parentleaves(seeprogramme
Čáp above), participation in the training focused on diversity, reducing
differences in salaries, meetings of the individual branch employees aiming
atspottingproblemsandsuggestingsolutionshavealsobeen included in the
processofmonitoringandevaluation.

The situation is alsomonitored bymeans of the statistical analyses “Fact
Sheets”thatarepresentedtothecompanyBoardofDirectorsonregularbasis[3].

The objectives and the future  
of the programme
In the presentation of the objectives and priorities for the year 2011 [6] the
followingobservedfieldsareunderlined:finance,clients,processes,peopleand
thevisionstatingthatthecompanywantstobeamodelforothercompaniesin
theCzechRepublic.

Agemanagementwillbeanareaofconcerngiventheproblemsoftheageing
Europeanpopulationandtheimpactofthisphenomenononhumanresources.
Gendertargetsinmanagementissomethingthatcannotbeignoredgiventhatthe
EuropeanParliamentrecentlyaskedtheCommissiontopresenttheactionplan
ofincreasingthediversityintheboardsofdirectorsoffinancialinstitutionstoat
least40%representingeithergender.Českáspořitelnaisaheadofthecompetition
becauseofthesuccessfulstartupofDiversitas[3].Apartfromsuchdimensions
asmonitoring,measuring,recruitmentofemployees,work-lifebalance,anew
section called positive models can also be found in the evaluated materials
providingsuchsubcategoriesas:associations(networks)forwomen,mentoring
programmes, lectures and events, such as “Company of the year 2009/2011
in equal opportunities”, cooperation with senior colleagues and physically
handicapped persons. The link between diversity and business (products,
services,marketing,customers)isdeclaredasoneofthemainchallenges.Allthis
correspondstotheprospectivebenefitofthediversitymanagementasindicated
byEger[7].

Anewfocusonotherdimensionsofdiversitycanbeseenhere,suchasage,
culture, nationality, race, physical handicap. The involvement of the senior
managementontheonehandandtheinitiativecomingfrombelowontheother
isconsideredextremelyimportant.
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Conclusion
Českáspořitelna,a.s.introducedthepolicyofdiversityoverthreeyearsagoand
itconstantlytriestodevelopandinnovateit.Thankstothisfactthecompany
hasachievedalotofsuccessanditkeepsonsettingitsobjectiveshigherand
higher.

Winningthetitle“CompanyoftheYear:EqualOpportunities”fortheyear
2011 can illustrate how successful the programme Diversitas is [7]. Česká
Spořitelnahasalsowonthetitle“TheWorkplaceoftheFuture2011”withinthe
competitionTopResponsibleCompany2011[1].

TheactivitiesofČeskáspořitelnahavenotstoppedbytheintroductionof
theprogrammeDiversitas. The company’s programmemanagerVeraMaria
Budway-Strobach is already dealingwith the leading representatives of the
ErsteGroupaboutthepossibilityofintroducingtheprogrammeforthewhole
group[10].AlltheseplansandachievementsillustratethatČeskáspořitelna,
a.s.canserveasanexampleofgoodpracticenotonlyforcompaniesfromthe
CzechRepublic[2].
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3.2 IBM Integrated Delivery Centre 
Brno

Introduction
The following example of case study is a sample of successful implementation
ofdiversitypolicyinthecompanyIBMIntegratedDeliveryCentreBrno.Itgives
theanswertothequestionhowthepolicyofdiversitymanagementinthegiven
companyisimplemented.Theexampleofcasestudywasprocessedonthebasisof
half-structuredinterviewswiththecompanystaff,primarilywiththeTeamLeader
ofWorkforceManagement,RecruitmentandDiversityJolanaBaroušováandHR
ManagerZbyněkKabát,andalsoonthebasisofthecompanyinternalmaterials,
companywebpagesandotherofficialsources.

IBM Company
IBMIntegratedDeliveryCentreBrnoispartofIBMCompany,oneoftheworld
leadingcompaniesinthefieldofinformationandcommunicationtechnologies.In
theyear2011IBMCompanycommemorated100th anniversary of its foundation 
andthismakesitoneoftheworldoldestcompaniesinthefieldoftechnologies
[1].Theyear1924isasignificantmilestoneinthehistoryofthecompanywhenthe
Computing-Tabulating-RecordingCompanychangeditsnameintoInternational
BusinessMachines(IBM).

Currently the company offers a complex portfolio of services, products and
knowledgeinthefieldofinformationtechnologiesanditisthebiggestmanufacturer
andserviceproviderinthegivenfield[3,p.14].Researchanddevelopmentisalso
an integral part of the company thanks towhich IBM is a long-term leader of
innovationsnotonlyinthefieldintheworldofinformationtechnologiesbutalso
inmedicalindustry,transport,telecommunicationsorwatermanagement.

The company operates in more than 170 countries all over the world. As of 31 
December 2011 the company employed 433,362 employees, which was by 6,611 
employees more than in the year 2010 [2, p. 38].

IBM Integrated Delivery Centre Brno
IBM Integrated Delivery Centre Brno was established in the year 2001 as an 
independent subsidiary of IBM World Trade Co., USA. The newly established service 
centre – Global Service Delivery Centre was located in Brno, Technology Park, 
Žabovřesky. The year 2004 was important for the further development of the Centre 
because in that year the Centre, together with other six centres, was chosen as one 
of the strategic locations for IBM Company and later it transformed itself into IBM 
Integrated Delivery Centre Brno (hereinafter IBM IDC Brno). This step affected the 
further growth of the company in the years to come.
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In the years 2005 and 2006 the Centre grew by almost one thousand work 
positions. Currently IDC is one of the biggest and most diverse centres within 
all IBM Company. There are more than 3,000 employees who form a team 
represented by almost 70 nationalities.

IBM Integrated Delivery Centre provides services in the field of information 
technologies. Providing IT outsourcing services aimed at administration, 
maintenance and remote support of information systems, operation systems, 
networks, databases and customers´ applications belongs to the company key 
activities. The Centre provides services in many languages for more than 600 
clients all over the world, for example from France, Switzerland, Germany or Italy. 

Diversity in IBM Company
In the long term IBM Company belongs to those companies which set trends 
in the field of diversity. The support of diversity policy has had a long tradition 
in IBM dating back to the period when equal opportunities were by no means 
part of the legal framework. The company was among the first businesses that 
supported the disabled people or women´s equality. In the year 1943 a woman 
became the vice-president of IBM for the first time and in the years between 1940 
and 1943 women accounted for one third of employees taken on by IBM. Today, 
29% of IBM´s employees worldwide are females and 25 percent of the company’s 
managers are women [1, p. 151].

The strategy of diversity has gone through a long development, from the 
concept of diversity focused on respecting equal opportunities (Diversity 1.0) 
through diversity focused on preventing and reducing barriers, understanding 
specific features of regional centres, on respect to national cultures, flexible working 
conditions and work-life balance (Diversity 2.0) to the current concept of diversity 
which was adopted in the year 2009 and which is labelled as Diversity 3.0. Within 
this concept diversity is understood as a competitive advantage and a source of 
innovation and focuses both on employees and on customers of the company.

Diversity management is an integral part of the overall strategy of the
company and its culture, where diversity is appreciated and promoted
intentionally.Systematicsupportofdiversitypolicycanbeseeninanumberof
internalandexternalactivitiesofthecompany.Alsothankstotheabovefacts
thecompanyregularlyranksamongthebestcompaniesinthefieldofdiversity.

Intheyears2008,2010and2012IBMrankedfirst,secondandthirdinthe
competitioncalled–Companyoftheyear,equalopportunities.

Diversity in IBM aims namely at the following areas:
•	 Gender–focusesonissuesofequalopportunitiesformenandwomen.
•	 Gay, Lesbian, Bisexual, Transgender (LGBT) – focuses on creating 

workconditionsinwhichtheabovepeoplefeelsafeandwhichenable
themtoworkaswellaspossible.
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•	 People with disabilities (PwD) – support isgiven to integrationof
disabledpeople.

•	 Cultural Adaptability – focuses on cultural adaptability as a key
preconditionforeffectiveworkinsuchglobalenvironmentasthat in
IBM.

•	 Work-Life Balance – focuseson the issuesofharmonizingpersonal
andworkinglife.

Diversity in IBM Integrated Delivery Centre 
Brno
IDC in Brno tries to implement strategies and initiatives leading tomeeting
thegoalssetinthefieldofdiversitywithinallthecompanybutitalsofocuses
especiallyonthosefieldsthatareperceivedassignificantfromthepointofview
ofthelocalculture.Currentlystrategiesandinitiativesareappliedprimarilyin
thefollowingfields:

•	 Gender
•	 Peoplewithdisabilities(PwD)
•	 CulturalAdaptability
•	 Work-LifeBalance

Gender diversity area
The area of equal opportunities ofwomen andmen is one of the company
basicvalues.Inthegivenareathecompanyimplementsanumberofinternal
programmesandinitiativesfocusingmainlyonattractingahighernumberof
womenintothecompany,onsupportingthecareergrowthofwomeninthe
companyincludingtheirhigherrepresentationintheleadingpositions,insenior
managementandonharmonizingfamilylifewithprofessionalcommitments.
Gender mainstreaming is carried out regularly at various levels. Thanks to
systematicpromotionof thepolicy of equal opportunities itwaspossible to
increasethenumberofwomeninthecompanyby10%intheperiod2006–2011.

1 – The programme Support for Talented Women
Within the aboveprogramme thewomenwhohave apotential for further
growth are selected from all the company. An individual programme is
prepared for them supporting their self-development and professional
growth.Mentoring ispartof thedevelopmentprogramme.Thegoalof the
programmeistoincreasethenumberofwomenintheleadingpositionsand
intheseniormanagementofthecompany.
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2 – Women’s Leadership Council
ItisadiscussionplatformformedbywomenfromIBMfocusingonexchanging
information,gainingnewskillsandexperiencewiththeaimtostrengthenthe
positionofwomeninthecompany.

3 – Programme Maturity Leave and Return
Theaimofthisprogramme,whichwasintroducedinIBMintheyear2005,is
tofacilitatethewomentoreturntoworkaftertheirmaternityorparentalleave.
Within this programme thewomen onmaternity leave are enabled to have
continuouscontactwiththecompanyandtheirworkplacebymeansofaccess
tothecompany’sintranet.Thiswaywomencanmakeuseofthecompanyweb
pagesandgaininformationaboutthedevelopmentsinthecompanyandbein
touchwithit.

Atthesametimewomenareenabledtoaccessthee-learningprogrammes
thatthecompanyofferstoemployees.Thewomenonmaternityandparental
leave have a possibility of maintaining or improving their professional
knowledge.Afinancialincentiveispartoftheprogrammeforwomentomake
themreturnfromtheirmaternityorparentalleavesoonerthanafterthreeor
fouryears.Althoughthisprogrammeisusedpredominantlybywomenitcan
alsobeusedbymenonparentalleave.

Other initiatives by which the company tries to support women-mother
employees are as follows: possibilities of working part-time or job-sharing,
FlexibleOfficeProgrammeenablingworkfromhomeorfinancialcontribution
incaseofplacingachildinthekindergartenbymeansofwhichthecompany
employeesareofferedbabysitting.

4 – Recruiting campaigns
BymeansofrecruitingcampaignsIBMCompanytriestoincreasethenumber
ofwomenandmotivatethemtoworkintheITfieldandtoshowthateventhe
workpositionsinthisareaaresuitableforwomen.

5 – Summer schools for female students of secondary 
schools
ThecompanyisawareofthelackofwomeninITcompaniesandthereforeevery
yearittriestogetinvolvedalsoinexternalactivitiesfocusedonincreasingthe
interestof femalestudents in thefieldof information technologies. IBMIDC
Brno togetherwith the Technical University Brno have already been taking
part inorganizing summer schools for female studentsof secondary schools
forseveralyears.Withintheabovementionedsummerschooltheparticipants
have a possibility of visiting IBM IDC Brno where they can learn how an
internationalITcompanyworks,howtoapplyforapositioninthecompany,
whatemploymentwomencanfindthereandwhatpossibilitiesoftheircareer
developmentexist.
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Thesuccessinthegenderpolicycanbeprovednotonlybytheincreasing
numberofwomeninthecompanyandtheirhigherrepresentationintheleading
positionsbutalsobyanumberoftheabovementionedprizesthatthecompany
hasalreadybeenawarded.

People with disabilities (PwD)
IBMgetsactivelyinvolvedintheprojectssupportingemploymentfordisabled
peopleincludingactivecreationofworkpositionsforthiscommunityofpeople
and their successful integration into the job market. One of the successful
projectsinthegivenareaisthe“University4G”project.WithinthisprojectIBM
prepared,inco-operationwiththeBarriersAccountfoundation,arequalification
programmeforpeoplewithdisabilities.TheprogrammefocusesonEnglish,soft
skillsandITskillsandknowledge.Withinthisprogramme7peoplesucceededin
beingtakenonbyIBM.

In the year 2008 IBM Delivery Centre in Brno was awarded the prize 
Employer without barriers.

Cultural adaptability
Thecompanyemployeesworkandcommunicatewithininterculturalteamsand
theyalsocommunicatewithclientsfromvariouscountries.Educationfocusing
onculturaldiversityisthereforeasignificantelementofthestrategyofdiversity
management in the company. Such education aims at developing employees´
awarenessofvarious culturesandat supporting intercultural skillswhichare
apreconditionforsuccessfulco-operationinmulticulturalteams.Thecompany
offers trainingcoursesaimedatvarious topics from theareaofdiversity.The
followingprogrammesandactivitiesmaybeanexampleofsuchactivities.

1 – Shades of Blue training programme
This training programme ismeant formanagers and team leaders. It focuses
ongaininganddevelopingknowledge, skills and toolsnecessary for effective
cultural diversity management. The training programme is carried out by
meansofe-learningandfacetofaceworkshops.Progressivemethods,suchas
presentations,paneldiscussions, roleplayingandcasestudiesareused in the
courseofthistrainingprogramme.

2 – Diversity and Inclusive Leadership for Managers training 
programme
Aneducationalprogrammeformanagersisfocusingongainingcompetenciesin
inclusivemanagement.Variousprogressiveandactivationmethods,suchascase
studies,practicalexamplesandguideddiscussionsareusedinthecourseofthis
trainingprogramme.
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3 – Leading@IBM management training
All newmanagers takepart in the abovementioned trainingwhosepart is a
modulefocusingondiversity.

4 – Learning labs
Atleastonceintheircareerallcompanymanagerstakepartinatwodayface
tofacetrainingcoursefocusingontopicsofdiversity.Therearealsooneday
facetofacecoursesforemployees.Diversestructureoftheparticipantsofthe
trainingcourseisinitselfasignificantbenefitofthecourseasitenablesvarious
opinions and provokes discussions about the common topic of intercultural
differences.

5 – Country navigator
It is oneof the basic tools of informal educationof the company employees
inthefieldofculturaldiversity.TheCountrynavigatorisaninformativeand
educationalportalbymeansofwhichemployeeshaveaccesstovarioussources
andinformationfromthefieldofculturaldiversity.Thegainedknowledgein
thegivenfieldenablesemployeestounderstandhowtocommunicateandco-
operatesuccessfullywithpeoplefromdifferentcultures.Educationale-learning
modulesarealsopartoftheportalanditisuptotheemployeeswhichofthe
modulestheywishtotakepartin.

6 – Diversity week
Diversityweek is a set of lectures for companyemployeespresentedwithin
oneweek.Thelecturesenableemployeestograduallyfamiliarizewithvarious
topicsrelatedtodiversity.

Work-life area
IBMrealizesthatharmonizingprofessionalandprivatelivesoftheiremployees
hasapositiveimpactnotonlyonthecompanyculturebutalsoonthecompany
performance.Evenforthatreasonthecompanyorganizesvariousprogrammes
andcreatessystemsofsupportaspartofthework-lifebalanceprogramme.3
yearsagoIBMsetupco-operationwithaprivatekindergartensituatedinthe
neighbourhoodofthecompanywheretheIBMemployeesareinvitedtoplace
theirchildren. IBMcontributes theiremployees tothekindergartenfees.The
employeestakefulladvantageof thisbenefitandthecompanyhastherefore
extended thenumber of placements and contacted another supplier tomeet
thegrowinginterest.Withintheprogramme“FlexibleOfficeProgramme”IBM
enablestheiremployeestoworkfromhomeandthanktothisprogrammethe
employeescanharmonizetheirprivateandworkinglives.
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Conclusion
Onthebasisoftheabovefactsthefollowingcanbestated:

•	 Diversity management is an integral part of the overall company
strategy.

•	 Initiatives and strategies aim atmeeting the company’s objectives in
thefieldofdiversityandatthesametimetheytakeaccountofspecific
aspectsandneedsofthelocalculture.

•	 Diversityisperceivedasthecompany’scompetitiveadvantage.
•	 The company tries to create favourable and equal conditions for all

employees.
•	 Systematic support for diversity policy is reflected in a number of

internalandexternalactivitiesofthecompany.
•	 Currently the company applies diversity strategies and initiatives

primarily in the fields focusing on Gender, People with Disabilities
(PwD),CulturalAdaptabilityandWork-lifeBalance.
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3.3 The Centre of social rehabilitation 
Cheb

Introduction
Theproblemofsociallyexcludedpeoplewhogettothefringeofthesocietyisa
commonphenomenonoftoday.Thestate,butmainlythemunicipalities,which
areaffectedbyitmost,donotusuallyknowwhattodowiththisphenomenon.
Theabovementionedpeopleoftenslidetoactivitiesthatarebeyondtheedge
ofcrimeonlytosecuretheirbareessentials.Theyarenotworriedaboutthe
facttheyoftencommitcrimesoftheft,theypestertheirfellowcitizens,they
causeoffenceandaregenerally lookeduponasunadaptable.Theyusually
havenothingtoloseanddonotsee(andafteracertainperiodoftimethey
maynotwanttosee)awaybacktothe“normal”life.

Itisobviousthatthepeopleaffectedbysuchaformofsocialdiversityare
notable tocopewith theirdissimilarityand toovercome theabove“social
abyss”betweentheirwayoflifeandthelifeofthe“normal”society.

The Centre of social rehabilitation Cheb
Theaimofthisstudyistopresentarealisticexampleofapossibleapproach
fordealingwiththisprobleminthewayithasbeenpractisedbytheDiocesan
Charity Pilsen, particularly by its Centre of social rehabilitation in Cheb
(hereinafteronlytheCentre)whichstarteditsoperationinspring2005under
thename“Backtowork”.Aprincipleoftheprovidedservicetothesocially
excludedpeople(clients),gradualdevelopmentandproblemsthathavebeen
necessarytosolveandthatseemtoprevailwillbepresentedhere,butalsothe
findingsandexperienceoftheworkersoftheCentrethattheygainedoverthe
periodofmorethansevenyearsofworkwiththesepeople.

The target grouphereishomelessmenandwomenwhofellintoproblems,
forexamplebecauseofthefollowingreasons:

•	 Economical(gettingindebted,distrainmentandsuchlike)
•	 Returnfromservingtheirtermsofimprisonment
•	 Returnaftercompletinganinstitutionaltreatment
•	 Socialunadaptability
•	 Divorceorleavingacommonhousehold
•	 Lackofself-sufficiencyintheessentiallifesituations

The purposeofthegivenactivityandthepurposeoftheentireCentreis:

Integration of the excluded homeless people and unadaptable people 
servingalternative punishments back into the society
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The above main aim can be achieved by meeting the following partial
objectivesoftheworkwiththeusersofthesocialservice:

•	 Theclientcreatesorrenewhis/herworkinghabits
•	 Theclientfindsafulltimejob;
•	 Theclientlearnstomanagefunds;
•	 Theclientgetsridofhis/herdebtsandgetsaplacetolivein
WithinitsimplementedactivitiestheCentreoffersitsclientsthefollowing:
•	 Social consultancy
Itmeansprovidinginformationthatmayhelpdealwithanunpleasantsocial

situationoftheusersoftheservice,suchasinformationabout:
- Possiblejobpositions
- Possibilitiesof accommodation inaccommodation facilities in

theneighbourhood
- Possibilitiesoffunding
- Authoritiesnecessarytodealwith
- Otherorganizationsthatmighthelptheinterestedpersonifhe/

shedoesnotfallintothetargetgroupoftheCentre
•	 Employment of up to 1 year by means of an employment contract 

and the wage for the work done
Thepointhere is toemployclientsbymeansofa legitimateemployment

contractandtosecurealegalmonthlyincomefortheclientforhim/hertobe
abletodealwithhis/herunpleasantfinancialsituationbyhimself/herselfand
torepayhis/herdebtsfromthepast.Thiswayhe/shecangraduallygainself-
sufficiencyagainandreturntoacommonwayoflife.

•	 Support to the clients in deepening their individual work skills, in 
strengthening their awareness of their uniqueness and in gaining 
the feeling of responsibility

TheCentreenablesitsclientstocompleteretrainingcourses(workwithPC,
operatingapowersawandabrushcutter)andothereducationalcoursesandlike
thattheCentrehelpsincreasetheclients´employabilityonthelabourmarket.

•	 Practising necessary skills in the field of economic, social and 
financial literacy

These activities are carried out by means of educational andmotivating
activitieswhosepurposeis:

- Motivatingclientstolearnhowtodecideindependentlyinthe
processofhandlinghis/herfunds

- Informingclientsabouttheconsequencesthattheirirresponsible
behaviourmayhave

•	 Assistance with enforcing rights and rightful interests
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The development of the Centre including its 
funding
At the beginning therewas an idea of helping homeless and jobless people
livingonthefringeofthesociety.Thequestionwashowtofindthebestway
tohelpso that itmightbeeffectiveand itmighthelp thosepeoplereturn to
a common livewithin the society. Themost important factor herewas that
theofferedassistanceshouldbeof long-termeffect, i.e. itshouldpreventthe
assistedperson,aftertheassistanceisfinished,fromstayingwherehe/shehad
begun–beingjoblessandhomelessagain.

The purpose of the assistance does not only consist in offering a job or
accommodation.Itisnecessarytocombinetheseformsinonecomplex,together
withotheractivities,suchasgradualdevelopmentofworkhabits,thefeeling
ofpersonalresponsibility,consultancydealingwithfinancialproblems(debts,
childmaintenanceandsuchlike).Incomplexityitmeanstodealwithaperson´s
problemsandhis/herexclusionasawhole.

Up to now the above principle has been implemented and gradually
developedwithinthefollowingprojects:

March 2005: “Back to work” – stage 1
Thiswasthefirstprojectplanof theChebbranchof theDiocesanCharity
Pilseninthefieldfocusingoneliminationofpeople’ssocialexclusion.Several
possibilitiesprovidedbytheEmploymentOfficewithinfundingcommunity
serviceforaperiodofhalfayearwereused.Theprojectwascarriedouton
thebasisofatrilateralagreementbetweentheDiocesanCharityPilsen,the
EmploymentOfficeinChebandtheChebmunicipalityandbymeansofthis
projectfivejobswerefundedand2,280man-hoursworked.

July 2005 – June 2006: “Back to work” – stage 2
ThisprojectwasalreadyfundedbytheJointregionaloperationalprogramme
oftheKarlovyVaryregionwithpartialfundingfromthestatebudgetand
theKarlovyVaryregionalbudgetwiththeoverallbudgetofCZK2.5million.
Therewere 10 jobs available and 17 clientswent through the project and
workedover15thousandhours.

August 2006 – June 2008: “Back to work II”
WithinthistwoyearprojectapprovedwithintheJointregionaloperational
programme of the Karlovy Vary region for the total amount of CZK 8.5
million14jobswereoffered.25clientswentthroughtheprojectandworked
over16thousandhours.
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SinceJune2008alltheexistingactivitiesconcentratedundertheheadingofthe
CentreofsupportedemploymentinChebwhichasof1July2009changedintothe
CentreofsocialrehabilitationCheb.

The existing position of the Centre  
of social rehabilitation in Cheb
TheCentre isaregisteredservicepursuant toActNo.108/2006Coll.Onsocial
services.Theaimistoimplementpossiblycomplexsocialrehabilitationofexcluded
people–clients.Thepurposeisnotonlytoprovidejobsforalimitedtimeperiod
butan overall treatment of their existing way of life.

Mostclientsgotintotheirunpleasantlifesituationbecauseoftheirinabilityto
dealwiththeir–usuallyfinancial–problems.Thereforethekeytodealwiththeir
problemsisthepossibilityofprovidingthemajobasasourceofsomefunds.This
initselfdoesnotsolvetheclient´ssituationbutitisonlyapreconditionandaway
outforpossibleremedy.Theabovegainedfundsmustbeameansforaclientto
learnagainhowtohandlethelimitedsources,howtodealwithhis/herolddebts
and,ifpossible,howtocreatepossibilitiesforanewstartintothelifeafterleaving
theprogrammeoftheCentre.

Toputitsimple,theprincipleoftheCentrecanbeillustratedbyadiagramin
Fig.1,wherethebasicsegmentationoffundsisshown,whichissomethingthat
theclientmustlearnhimselfifhe/shewantstobuildthefeelingofindependent
financialresponsibility.

The principle of the Centre’s activities
Thecliententersasocialservicewithinwhichhe/shereceivesajobbymeansofan
employmentcontractandhe/shegetsremuneration(wage)forthiswork,whichis:
1.  A source tocoverhis/hercostsofhousing,meals,orpossiblyhis/herolder

debtsandpossiblyevensomehobbies(seethediagram,Fig.);
2.  A meanshowtolearnpersonalresponsibilityandhowtodeveloptheabilityto

handlethefundsindependently.

Figure 3.1: How the client handles funds

Source: Own processing
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3.  A toolforgradualdealingwitholdobligationsoftheclient(debts)dueto
whichhe/sheoftenendsupassociallyexcluded.

Acontractwiththeclientisapreconditionforenteringtheservice.Inthe
contracttheclientundertakesto:

•	 Entertheservicewiththeaimtotreathis/herexistingwayoflife

•	 Observetheindividualplanthathasbeendrawnuptogetherwith
him/her

Thiscontractissuperiortotheabovementionedindustrialrelation,which
inrealitymeansthatiftheclientdoesnotmeettheobligationsofthecontract
relatedtotheentryintothesocialserviceitisareasonforcancellationofthe
aboveemploymentcontract.

The transfer of personal responsibility directly to the clientisthebasicprinciple
oftheCentre.Theclientmustdoeverythingbyhimself/herself,frombuying
food, clothing, cooking, up to paying bills. The client’s own experience is
irreplaceable.Theclientsmustfindtheirwaythemselves,theymusthavethe
feelingoftheirownsuccess,theymustbeproudofachievingit.Toputitsimply:

Any help or, simply, payment of the debt by somebody else does 
not require their own effort and the work exerted directly by the client 

himself/herself and as such the above DOES NOT HELP!

Suchhelponlyleadstothefeelingthatotherpeoplewillsolvetheproblem
fortheclientandthiswaytheclienthimself/herselfcan“produce”thesame

problemsagain.

TheexistingclientsoftheCentreoftensufferbutpartiallyalsoprofitfromthe
socalled“syndromeoftheacquiredhelplessness”.Suchapersonisoftenpassed
asahelplesschild,everythingissolvedbyotherpeopleandlikethatitisfar
easier.Whatismore,theclientgetsridofthefeelingofpersonalresponsibility
for potentialmistakes – he/she does not do anything and therefore he/she
cannotmakeamistake.Ifsomethingfails,itissomebodyelse´sfault.Therefore
otherpeoplearealsoresponsiblefortheproblemsinhis/herexistinglife,and
thatiswhyitistheirdutytosolvethoseproblems.Examplesofsourcesleading
tothatsyndromecanbefoundalreadyinchildren’shomes,intheprocedure
ofdealingwithauthoritiesinregardtosocialbenefits,inportfoliosofvarious
advantagesforthesocalledsociallydisadvantagedgroupsandsuchlike.

WhenworkingwithclientsintheCentrethefollowingprinciplesofactivity
areobserved:

•	 LimitingexcessivecareoftheclientsfromtheworkersoftheCentre
•	 Highlightingtheprinciplesofpersonalresponsibility
•	 Respectingthepersonalityoftheclient(withincertainlimits)
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•	 Teachingtheclientstobeindependent,andnotdoinganyworkor
fulfillingany tasks for them(in somecaseseven leaving theclient
to dealwith the problem himself/herself including some possible
impactsontheclientresultinginlearningalessonfromthat)

The achieved results
Fromthebeginningof theproject“Back towork–stage1”up to theend
oftheyear2011therewere85clientsinvolvedintheprojectsmeantforthe
integrationofthesociallyexcludedpersonsintothesociety,outofwhich:

•	 77personslefttheprojectalready,outofwhich
- 61succeeded
- 16failed

•	 8clientsarestillactivelyinvolvedintheprojectnow
Theresultsthatwereachievedindealingwiththeclients´olddebtsare

not-negligible.Withinthetimetheclientswereinvolvedintheworkofthe
Centreclients´debtsthetotalamountofCZK260,000wererepaid.Amore
detailedstructureofthedebtsrepaidbytheclientscanbeseeninFigure3.2.

Figure 3.2: The volume of repaid debts by the clients of the Centre

  

Source: Internal documents of the Centre of social rehabilitation Cheb, 2011

AssistanceoftheworkersoftheCentreandthepossibilityofproviding
references concerning the quality of the client´s work is very important
for the clientswhowent through theCentre, left theproject andarenow
lookingforajob.Whatisveryimportanthereisthefactthattheclientslook
foranewjobfromthepositionofanemployedpersonandnotofaperson
registeredwithanemploymentoffice.This fact isperceivedpositivelyby
thefutureemployer.
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Otherpositive results of theCentre are achievedbymeansof organizing
retrainingandmotivating courses.During the timeof their involvement the
clientshaveapossibilityofparticipatinginretrainingcoursesWorkonPCand
WorkwithabrushcutterandalsomotivationcoursesfocusingonwritingaCV,
video-trainingofjobinterviews,financialliteracyandmasteringtheirworkon
PC.Owingtothelong-termexperienceoftheworkersoftheCentrewiththis
targetgroupbetterresultsareusuallyachieved in thesecourses than incase
ofothercoursesorganizedbyotherinstitutions(forexampletheEmployment
Office).InthecoursesorganizedbytheCentretheclients,thankstothewell-
knownenvironment,donotfeelashamed,andtheydonotworryaboutmaking
foolsofthemselvesorsuchlike.

Problems that the Centre dealt with in  
the past or is dealing with now

Legal aspects of the contracts concluded with  
the clients
Oneofthecrucial issuesthatwerenecessarytosolveatthebeginningofthe
existenceof theCentre,was thequestionof the formalcorrectnessand legal
validityoftheconcludedcontractswiththeclients.Theproblemconsistedin
the fact that the client entered a social servicepursuant to theAct on social
services but at the same time an employment contract was concludedwith
himpursuant toLabourCodebut this isnotseenasarelationshippursuant
to theActonemployment. Itwas thennecessary, ina legalway, toembody
theprinciple of superiority of applying theAct on social services above the
consequencesresultingfromtheLabourCode.

Note:	 The	 current	 legislation	 of	 the	 Czech	 Republic	 in	 the	 field	 of	 the	 socially	
excluded people deals with groups of mentally or physically handicapped persons but 
does not deal with issues of socially excluded people.

The above problemwas finally solved successfully by drafting a sample
contractofanorganizationwithaclientthatwasprocessedbyawellknown
lawyer’sofficefreeofchargewithintheservice“probono”.

Clients´ discouragement
Probablythemostseriousissuethathadtobedealtwithtoachievesuccessful
resultsoftheclientsoftheCentrewasaquestionoftheclients´motivationthe
developmentofwhichisillustratedinFigure3.3:
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Figure 3.3: Standard development of clients’ motivation

Source: Own processing

Asespeciallyseriouscanbeseentheproblemofdiscouragementresulting
from the finding that most funds that the client earned cannot be used by
him/her and the funds are “taken away” from him/her. The usual reason
forthisistheclient’solddebts.Afterregisteringtheclientintheprojectand
afterconcludingtheemploymentcontracttheclientcanbefoundagaininthe
informationsystemofthepublicadministration.Likethistheclientbecomes
visibletohis/hercreditors(healthinsuranceagencies,distrainersandthelike)
whoclaimtheearnedfunds.

Dealingwiththisissueisdifficult.Whatisimportanthereisworkingwith
the client,motivatinghim/herbygivinghim/her a chanceof getting ridof
debtsandgettingfreedombyenteringthenewlife“withouttheballandchain”,
meaninghereolddebtsthatkeepgrowing.

Itisimportantfortheclienttogetafeelinghe/sheisnotalonewhenhe/
shehastocopewiththeproblem.Hecangetmotivatedbytheexamplesofthe
othersfinding themselves invarious stagesof theprocessof solving similar
problemsandmainlybytheexamplesofthosewhohavealreadysucceeded,
whohavepaidtheirdebtsandinsteadofrepayingdebtstheyaresavingmoney
fortheirfuturehousing.

Looking for a follow up job  
(only partially successful)
A persisting problem that is difficult to deal with is looking for a job after
the clients leave theCentre. In the time of implementing the projects “Back
towork” itwaspossible to“lend”employees tocompaniesand theirwages
werecoveredfromthefundsoftheEmploymentOfficeoroftheproject.And

94

Case studies – The Centre of social rehabilitation Cheb



95

later,aftertheirworkingskillsandworkingmoralehadbeentested,theclients
becameemployeesofthecompanywheretheyhadbeenoriginally“lent”.

Currently the problem has been partially solvedmainly by assisting the
clientwith independent searching foranemployer.Assisting in this stage is
also one of the purposes of the abovementionedmotivation and retraining
coursesorganizedbytheCentre.

Social contacts after leaving the Centre
Thefieldofthesocialcontactsoftheclientswhohadundergonetheprogramme
proved to be a special and unexpected problem. If the programme is to be
effective,theclientsmustnotreturntotheenvironmentfromwhichtheyhad
cometotheCentrebecausethisusuallyendsupbyreturningbacktotheoriginal
andunwantedstateofsocialexclusion.

The clients of the Centre, however, usually do not have other than the
original contacts and they can easilyfind themselves in social isolation.The
workersoftheCentrewanttodealwiththisissuebyofferingpossibilitiesof
informalsocialget-togethersoftheCentre´sformerclientsandotherinterested
people(thereisalsoapossibilityofmakinguseoftheeventsorganizedbythe
parishcharity).

Asmallcontributiontodealingwiththisissuewasarranginganappointment
inacafé.AworkeroftheCentrefoundoutthatanumberofclientsdidnotknow
suchenvironment,theyhadneverbeentoacafé,andtheywerenotfamiliar
withthepossibilityofcontactingotherpeoplethatistypicaloftheenvironment
of a café. . .

Important findings
Ifwesumupthemostimportantfindingsfromthisstudythatarereflectedinthe
basicprinciplesoftheactivitiesoftheCentre,wecanformulatethemasfollows:

•	 Limitanexcessivecare–anyassistancewithoutactiveeffort fromthe
clientdoesnothelp,itratherconservestheexistingstate

•	 Payattentiontotheprincipleofpersonalresponsibility–itmeansgetting
thehabitofaresponsibleapproachtofulfillingtheclients´duties

•	 Respectthepersonalityoftheclient(toacertainextent)
•	 Teach clients to become independent – doing nothing for the client

that would not respect the axiom “One’s own experience cannot be
substituted.”(Seethe“syndromeofacquiredhelplessness“)

•	 Appropriaterolebalancing–necessitytooutbalancetheroleofthe“evil”
personontheonehandandthe levelofassistanceandsupportof the
clientontheotherhand(arelationshipsimilartothatofaparentanda
child);
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•	 Settingtherulesandtheirconsistentobservance–thisisdifficultfor
bothparties:

- Fortheclient–he/sheisnotusedtoastrict treatmentand
observanceoftheduties

- FortheworkersoftheCentre–theygetfamiliarizedwiththe
clients´problems,theywanttohelpbuttheymustbeaware
oftheobjective,i.e.toteachtheclienttobeindependent(see
theroleofthe“evil”person);butitisinevitable!

One old proverb says:
“Don´t give fish to hungry people, teach them to catch fish!”

How	often	can	we	see	 the	effort	 to	give	 the	fish	to	 the	“hungry”	people	rather	
than	teach	them	fishing.	It	is	so	much	easier…

Summary of two Project conference (May 2012, Cheb) contributions
relatedtothetopicofthiscasestudyfollow:

How to help disabled people to find a job
MiroslavaFeixova(Možnosti	tu	jsou,	o.p.s.)waspresentingtheexperienceof
WorkRehabilitationProgram inCaféRestaurantKacaba inPilsenduring
theProjectconferenceinMay2012.

The program focuses on people with certain disabilities, and enables
them(notonly)togainnewknowledgeandjobskills,butalsotogetbackto
“reallife”.Inpartnershipwithemployersmorethan80%oftheparticipants
havereceivedrealjob,whichisanexcellentresult!Mostly,thetargetgroup
membersfindanewjobinfood-relatedcompanies,suchasfastfoodsetc.

The institution and its program deals with diversity issues related to
neededtargetgroups.

You can findmore information at: http://www.kacaba.cz/ (only inCzech
language).

Social networks as a means for bringing  
people back to well-rounded life
ThiscontributionwaspresentedbyHanaRužicková(The	Good	Will	Centre	in	
Cheb)alsoduringProjectconferenceinMay2012.Thecentre(GWC)focuses
on:

•	 Family Care –helpingthehandicappedorseriouslyillchildrenand
theirfamilies(key	project) 
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•	 Happy School – educating the handicapped children from special
schoolsandchildrenwithproblematicsocialbackground (stopped)

•	 Encounters – fundraising 
•	 Harmony – helping physically handicapped and seriously ill adults

(partial	activity,	we	are	in	phase	of	innovating	this	activity)
Target groups are people with handicaps, people taking care of a close

person,andfamiliesofdisabledchildren.Themainobjectiveistobringthem
backtosociety.Theorganizationalsooperatesinthefieldofjobsearchforits
clients–declaring“Wesimplybreakbarriers!”

Personalcontactwiththeclientisrealizedinanoffice=>lowrangeofthe
work,limitedtothe“officespace“,limitedsize/scopeofthecommunity...

AsaninnovationofservicesoftheGoodWillCentreinChebisuseofthe
social networking service Facebook,whichmeans thatmuch broader target
audiencecanbereached.Humanity on the Internet – social networks. 

Theproblem:Many clients that are taking careof long-termdiseased,disabled
peopleneed/trytogetajob.Buttheycannotworkonregularbasis,becausetheyare
caretakers.

TheGWCishelpingtheminsearchingforajob,whichtheycoulddofrom
home (using the Internet etc.). The GWC operations try to eliminate initial
barriers,tomediatecontactsbetweenjobseekersandjoboffers,etc.

You can seemore information at: http://www.centrumdobrevule.cz/ (only in
Czechlanguague)
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3.4 Slovak water management  
enterprise

Company background
Thecompanywasfoundedasastateenterprisetomeetthecommunityinterests
basedonthedecisionoftheMinistryofAgricultureoftheSlovakRepublicNo.
3554/1996-100dated19December1996 inaccordancewith theprovisionsof
Articles14,15and16ofActonstateenterpriseandonmergersofthebelow
mentionedstateenterprises:

•	 TheDanubeRiverAuthority,stateenterprise,Bratislava
•	 TheVáhRiverAuthority,stateenterprise,Piešťany
•	 TheHronRiverAuthority,stateenterprise,BanskáBystrica
•	 TheBodrogandHornádRiversAuthority,stateenterprise,Košice

Sector and nature of business
ThecasestudyisgoingtodealwiththePiešťanybranch(OZPiešťany)whichon
thebasisofthefoundationcharterdeals,amongotherthings,inthefollowing
activities:

•	 Executionofspecialactivitiesrelatedtothemanagedborderriversand
the related activities resulting from special contracts concerning the
borderrivers

•	 Provision of water supply from the rivers and water reservoirs,
including generating water power in the extent determined by the
watermanagementbodies

•	 Execution of safeguarding works to protect the system against the
adverseinfluenceofwaterontheriversandwaterworks,executionof
tasksresultingfromthefloodcontrolplanandthedecisionsoftheflood
controlboardsinthetimeoffloodactivities

•	 Execution of laboratory and hydrometric works and assessments
resultingfrommonitoringthequalityofwater

•	 Fishfarming
•	 Executionofwater quality analyses – services to thepopulation and

businesssubjects
•	 Watertransport–publicandnon-public

Employees´ background
Thispartofthecasestudydealswiththeanalysisofthestructureofemployees
accordingtogender,age,educationandnationality.Thereare,ofcourse,more
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dimensionsofdiversityaccordingtowhichitmightbepossibletodividethe
structureofemployees.Butmostofthem,suchasreligion,sexualorientation,
maritalstatusorpoliticalaffiliationareconsideredpersonalinformationthatthe
employerdoesnotrequireandevenmustnotrequirepursuanttotherelevant
laws.Thismeansthatemployeesdonotprovidesuchinformationanddatalike
thisarenotregisteredinthecompanyinformationbanks.

Gender structure
Table 3.1: Employees´ gender structure

Employees altogether Men Women

2005 1281 1039 242

2006 1249 1008 241

2007 1185 952 233

2008 1151 924 227

2010 1156 931 225

Source: Company internal sources, own processing

AsisobviousfromTable3.1,alargerpartofthecompanyOZPiešťanyis
formedbymen,ontheaverageupto80.60%andonly19.40%bywomen.This
superiorityofmaleemployeesiscausedmainlybythephysicallydemanding
type of work prevailing in the activities carried out by the State water
managemententerprise.

Age structure
Table 3.2: Employees´ age structure

Age category / Number numerically in percentage

20–24years 20 1.3

25–29years 38 3.29

30–34years 104 9.00

35–39years 175 15.14

40–44years 159 13.75

45–49years 190 16.44

50–54years 206 17.82

55–59years 215 18.60

60–64years 46 3.98

65–69years 3 0.26

Source: Company internal sources, own processing

Theagestructureisvariedalot.AsisobviousfromTable3.2,thecompany
employs staff in theage categories from20 to 69years.Thebiggestnumber
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of employees is in the category 55–59years. This category is formedby 215
employeeswhoaccountfor18.6%ofthetotalstructureofemployees.Whatis
perceivedpositivelyhereisthefactthatthegroupofemployeesolder55than
yearsand thegroupofgraduates,bothofwhichareconsideredendangered
groupsinSlovakia,accountforalmost25%ofemployees.Theremaining75.43%
is representedby theagegroups from25 to54years,outofwhich themost
numerousisformedbytheemployees50to54yearsold.Theaverageageis
about46years.Theagecategorythatisequaltotheaverageageisrepresented
by190employeesandtheseaccountfor16.44%oftheemployees´structure.

Nationality structure
Table 3.3: Employees´ nationality structure

Nationality/Number numerically in percentage

Slovak 1029 89.01

Czech 9 0.78

Hungarian 115 9.95

Ukrainian 2 0.17

Russian 1 0.09

Source: Company internal sources, own processing

ThemajorityofpeopleworkinginthecompanyisformedbytheSlovaksbut
thecompanyOZPiešťanyalsoemploysothernationalities.Itis,inparticular,
115employeesof theHungariannationality,9Czechs, twoemployeesof the
Ukrainian origin and 1 employee of theRussian nationality.As has already
beenmentioned,thebiggestproportion–89.01%–ofthecompanyOZPiešťany
isformedbytheemployeesoftheSlovaknationality.Thesecondbiggestgroup,
almost10%ofemployees,isformedbyworkersoftheHungariannationality
andtherest,onlyalittleabove1%isformedbyothernationalities.

Education structure
Table 3.4: Employees´ education structure

Education / Number numerically in percentage

Basic education 57 4.93

Lower secondary vocational education 544 47.06

Secondary vocational education with no leaving exam 8 0.69

Secondary vocational education with the leaving exam 136 11.76

Complete secondary vocational education with the leaving exam 256 22.15

Higher vocational education 3 0.26

Bachelor degree 12 1.04

University education 140 12.11

Source: Company internal sources, own processing
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AsisobviousfromthefiguresinTable4,thebiggestproportion(47.06%),
almost one half of the employees´ structure of the company OZ Piešťany
completed lower secondary vocational education. 977 employees altogether,
regardlessof the factwhether their educationwascompletedby the leaving
exam or not, completed secondary education, which is the majority of the
employees´ structure of the company (81.66%). A higher level of education
hasbeenachievedby155employees,whichaccountsonly for13.41%of the
companyemployeesandoutofthem3employeescompletedhighervocational
education (0.26%), 12 employees completed bachelor education (1.04%) and
140employeescompleteduniversityeducation (12.11%).On thecontrary,57
employeeshaveonlycompleted themostbasic levelofeducation,andthese
accountforalmost5%.

Diversity policy
ThepolicyofthemanagementofthecompanyOZPiešťanyisbasedmainlyon
respectingandobservingtherelevantlegalcodesandlawsandinthefollowing
subchapters we are going to rely on the wording of the above mentioned
provisions but also on the extracts from the working regulations, i.e. the
companyinternalsourcesandthefindingsobtainedfromtheguidedinterviews
with theauthorizedpersonnel representativeof thecompany.The following
partofthepracticalexperiencewillbedividedinafewpartsconnectedwith
diversitymanagementasfollows:

•	 Gender
•	 Age
•	 Education
•	 Nationality
•	 Disablement.

Gender equality
Thecompanycomplieswiththeregulationsofgenderequality,innocasethere
is gender discrimination when appointing to job positions or in connection
with other activities within the company and this imbalance of employees´
structurefromthegenderpointofviewispredominantlycausedbythemanual,
physicallydemandingtypeofwork,unsuitableforwomen.Themajorityofthe
positionstakenbywomenisofadministrativenatureandtheyalsoworkinthe
technical-economicdepartment.

Another issue indiversitymanagement from thegenderpoint of view is
thesocalled“genderpaygap”i.e.thedifferenceinpaybetweenthegenders.
DespitethefactthatintheEUthedifferenceinpayfromthegenderpointof
viewisabout17%,thedifferencesinpaybetweenthetwogendersworkingin
thesameworkpositionsinthegivencompany,resultingexclusivelyfromthe
genderarepracticallynon-existent.Forexample,onthemanagerialposition,
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level2–departmentmanagers–whereabouthalfoftheemployeesarewomen
thepaysareapproximatelyonthesamelevel,withaminimumdeviation.This
fact,especiallyincomparisonwiththeEuropeanstandard,isverypositive.

The integration ofmothers and care for pregnantwomen is a frequently
discussedissue.Inthiscaseitisquiteclearfromthecompanyworkingregulations
thattheemployerisobligedtorespecttheneedsofthepregnantwomenand
alsothewomenaswellasmentakingcareofchildrenwhenassigningthemto
workshifts.Ifapregnantwomanexecutesajobthatisforbiddentopregnant
womenorsuchajobthataccordingtoamedicalexpertisemaybedangerous
to her pregnancy, the employer is obliged to alter the working conditions
accordingly.Ifsuchalterationisnotpossible,theemployershalltemporarily
relocatethewomantoapositionthatwouldbesuitableforherandwherethe
earningswouldbethesameasinthecurrentjobundertherelevantcontractof
employment.Ifitisnotpossible,theemployershallrelocateher,afterthisstep
isagreedonbyher,toaworkpositionofanotherkind.

Afterfinishingthematernityleavethewomanhasaguaranteedpossibility
ofreturningtothepreviouslyexecutedwork.Hertemporaryabsenceiscovered
byasubstituteemployeeorbyrecruitinganewemployeeforadefiniteperiod.
These proceduresmay not be applied fully in case ofmanagerial positions.
Theintegrationofmothers,afterfinishingtheirmaternityleaves,backintothe
relevantworkpositionsconfirmsthefactthatthecompanycomplieswiththe
lawsinthefieldofdiversitymanagement.Thelawsreadthatifanemployee,
after finishing her maternity leave, returns back to work, the employer is
obliged to assignher to the originalwork andworkplace. If the assignment
totheoriginalworkandworkplaceisnotpossible,theemployerisobligedto
assignhertoanotherjobcorrespondingtotherelevantemploymentcontract.

Age diversity
Thefirsttopicthatwearegoingtopayattentiontointhiscasestudyisschool
graduates. The school graduates belong to the endangered groups as after
finishingschooltheyoftenlackthenecessaryexperience,whichisanevermore
importantissueonthelistofrequirementsforaworkposition.Aswasobvious
from the guided interviewswith the authorized personnel representative of
the company theyemploygraduates, even thoughnotveryoften, and these
areassignedtothepositionsmeantspecificallyforgraduateswheretheycarry
outjobspursuanttothecompanycatalogueofjobsandinaccordancewiththe
qualificationrequirements.Afteroneyearatthelatesttheyarerelocatedtoa
regular positionwhich they are expected to carry out in the future, such as
techniciansormanagers.Afterthattheyareassignedtoarelevanttariffclass
andtheirbasepayismodifiedaccordingly.

Seniorworkersareanotherissueintheareaofagediversity.Ageisoneofthe
sourcesofworkdiscriminationintheSlovakRepublic.Thisappliesmainlytotheage
groupof55andabove.Themonitoredcompanyemploys18.6%ofworkersinthe
agecategory55–59andtheseemployeesaccountforthemostnumerousagegroup.
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Thismaybeconsideredasignificantlypositivefactanditmaybesaidthereisnoage
discriminationinthecompany.Onthecontrary,theybuildonexperience,whichis
confirmedbythefacttheyevenemployoldagepensioners.Intheagecategory55and
abovethereare22.84%ofemployeesoutofthetotalcompanyemployees’structure.
Theissuesoftheageofretirementarealso,quitelogically,connectedwithsenior
workers.Theemployees,afterreachingtheirretirementage,aregivenapossibility
ofstayingonintheirexistingpositionsandthosewhodecidetoretireareprovided
withaseverancepaybeyondtherequirementsstipulatedbytheLabourCodeas
wellaswithothervariousincentives.Furthermore,asformeremployees,theretired
workerscanalsodrawvariousbenefitsstatedinchapter4.3.8.Suchanattitudetothe
retirementpolicycanbeconsideredasabovestandardandapositivesigninthisarea
ofmanagement.

Educational diversity
As can be read in Article 8 of the working regulations that deals with the
company socialpolicy, the employer takes care of intensifyingor increasing
employees´ qualifications. According to the provided documents relating to
furthereducationofemployees,40workerstookpartinworkshops,conferences
andtrainingcoursesintheyear2011.Outofthe40participants13weremen
and27,i.e.morethanhalfasmany,werewomen.

Special educational projects or training programmes focusing directly on
thefieldofdiversitymanagementhavenotbeen introduced in thecompany
yet.Accordingto the informationfromtheguided interviewstheemployees
didnottakepartinthetrainingprogrammesfocusingdirectlyonthefieldof
diversitymanagementbecauseit isnotrequiredbythenatureoftheirwork.
Other employees who need information from this field such as personnel
officersorpayrollclerkstakepartinregulartrainingcoursesrelatedtoLabour
Codeanditsamendments.

Ethnic diversity
As has already beenmentioned in the analysis of the employees´ diversity,
5nationalities are represented in the employees´ structure, out ofwhich the
Slovaknationalityisthemostnumerous.Other3nationalities,particularlythe
Czech,RussianandUkrainianonesarerepresentedbyonlyasmallproportion,
onlyalittlemorethan1percent.ThepresenceoftheHungariannationalityis
amoreinterestingfactorfromthepointofviewofdiversitymanagementwith
almost10%proportioninthestructureofemployees.Thisplentifulpresence
can be explained easily by the location of the OZ Piešťany company. As is
obviousfromtheOZPiešťanycharacteristics,thesphereofactivityoftheabove
companyreachesthesouthernmostterritoryoftheSlovakRepublic.Thisfact
logicallyresultsinthenecessitytoemploythisnationalminority.

Inthiscasewecanclearlytalkaboutdiversitymanagementandaboutthe
companyadaptingtoitssphereofactivitybyemployingtherelevantnational
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minority which is abundantly represented in the area. As is obvious from
the given facts the company employs, either in teams or in the individual
departments, employees of different nationalities. It is mainly collectives
of the Slovak-Hungarian structure. In the company there are no elements
ofdiscrimination in this respect.The employerdenies anykindof language
barriersorproblemsincommunicationandnosignsofnationalconflictsare
feltinthissense.

Disabilities
Theninthpointofthesocialpolicysectionintheworkingregulationstatesthat
theemployerisobligedtoemploystaffwithreducedabilitytoworkonsuitable
workpositionsandtoenablethemtoobtainthenecessaryqualificationorto
extendit,eitherbymeansoftrainingorstudies.Theemployerisalsoobligedto
createconditionsfortheemployabilityofstaff,toalleviatethenatureofwork
asmuchaspossibleand to improve theequipmentof theworkplace for the
disabledemployeessothattheycan,ifpossible,achievethesameworkresults
astheotheremployees.Thedutiesof theemployerrelatedtoemployingthe
disabledstaffareamendedinmoredetailbyspecialregulations.Thisfactisin
harmonywiththeLabourCode.

As is obvious from the guided interviewswith the authorized personnel
representativethedisablementdoesnotpresentanysignificantfactoraffecting
the chance of a disabled job candidate to get employed in the company.
Education,workexperienceandprofessionalqualificationare the significant
variableshere.Inconnectionwiththeabovewecanstatethatdiscriminationis
preventedinthisrespectaswell.Theabovestatedfactsarealsoconfirmedby
thefactthereare33employeesworkinginthecompanywithdifferentlevelof
bodyorotherdisablement.Theseemployeesholdpositionsinallthecompany
spheres,bothmanualandmanagerialones.Theyareassignedtotheindividual
workpositions insuchawaythat theirdisablement isrespectedasmuchas
possible.The companydoesnotyethaveanyprotectedworkshopnormally
associatedwithemployingdisabledemployeesbutitco-operateswithvarious
othercompaniesandsupplierswhichdorunthoseprotectedworkshops.

Other experience
Thereisnoco-operationwithschoolinstitutionsasfarastheprojectsproviding
jobopportunities to school leavers is concernedbut there is a fullyfledged co-
operationwiththeemploymentoffice.Providingjobopportunitiestomorethan
300applicantsregisteredwiththeemploymentofficewithstatus–disadvantaged
jobapplicant–maybeaproofofsuchco-operation.Thisco-operationwiththe
employmentofficecameintobeinginconnectionwiththestateallowancetosupport
employabilityofadisadvantagedjobapplicantpursuanttoArticle50ofActNo.
5/2004Coll.fromwhichitisobviousthattheallowancetosupportemployability
ofadisadvantagedjobapplicantisprovidedtosuchanemployerthatcreatesa
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jobandtakesonadisadvantagedjobapplicantkeptinthelistofjobapplicantsfor
atleastthreemonths.Theemployerisalsoobligedtokeepthecreatedjobsforat
least24calendarmonths.Theabovementionedjobpositionshavebeencreatedin
sixtownswherethecompanyOZPiešťanyoperatesandthiswayatotalof301job
opportunitieshavebeenprovided.

Thecompanyorganizesnumerousteambuildingactivitiesthathelpovercome
various communication, personality and other barriers among employees.
Reducing those types of barriers and creating an informal, even friendly
atmosphereinthecollectiveaffectstheoverallworkclimatepositivelyandthis
wayitpreventsconflictsfromarisingandtheworkperformanceisincreased.
Theseinformal,off-the-jobmeetingsenabletheindividualemployeestolearn
moreabouttheirvariousdifferencesandtolearntorespectthem.Sportevents,
currentlyonlyheldonceayear,inthesummertime,belongtosuchsignificant
teambuildingactivities. In thepast evenwinter sport eventswereorganized
but the companyhasabandoned this idea for themomentbut thisdoesnot
meanthatorganizingsucheventsmightnotbepossibleagainatanytimeinthe
future.Theseeventsareorganizedforallemployees,regardlessofthepositions
heldinthecompany.Theactivitiesarecarriedoutinmixedteams,regardless
ofage,gender,education,nationality,position in thecompany,disablement,
skin colour or sexual orientation, by which issues like deepening informal
relationshipsandreducingbarriersorprejudicesaredecidedlyfacilitated.

Bowlingtournamentsareotherorganizedsportactivities,andasthefirmis
awatermanagementcompany,variouswatersportsarealsosupported,such
asrafting,bothathomeandabroad,andusingwaterskitows.Asfarasbenefits
areconcerned,thecompanyprovidesemployeesalotofdiscountedservices,
such as for example a possibility of using recreational facilities, borrowing
thecompanymachineryorlorriesbutalsoapossibilityofbuyingdiscounted
products like sandygravel,hay,grass,fishandmanyothers.Employeesare
alsoentitledtohavetheirmeals inthecompanycanteen,whichisapositive
fact.Theemployeralsocontributestotheemployees´pensionscheme.Asfar
asthebenefitsfortheformeremployeesareconcernedtheseareentitledtothe
abovementioneddiscountedrecreationalfacilitiesandthecompanycanteenor
variousexcursionsarrangedbythecompany.Onceayearthereisameetingof
companyold-agepensionersheldbeforeChristmas.

Future challenges
Anincreasedinterestintheissuesofdiversitymanagement,bothasascientific
activityandasastyleofhumanresourcesmanagementisachallengeintothe
future.Forthispurposeitmightbeappropriatetochargesomebodyfromthe
personneldepartmenttoengageinthistopicbytakingpartintrainingfocused
ondiversitymanagementandadvantagesrelatedtoit.Withtheexistingtrendof
thebirthratedecreasing,ageingpopulationandthelackofsuitablecandidatesit
cannotbeexcludedthattheknowledgefromjustthisfieldmightbecomecrucial
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tocompensateforthisunfavourabledemographicdevelopment.Adeveloped
andappliedpolicyofdiversity leadstopositiveperceptionof the individual
differenceswhichaffectmutualtolerance,usingmostofthepotentialofhuman
resources and it also contributes to the improvementof the company image
because the status of a companywithmanageddiversityhelps improve the
companyprestige.

Thecompany,employing33employeeswithvarioustypesofdisablement,
mightconsidersettingupaprotectedworkshop.Hereevenabenefitisprovided
bytheappropriateauthoritiesmeanttocreateaprotectedworkshoppursuant
toArticle26ofActNo.5/2004,Coll.Thisfactcouldhelpthecompanyopen
apossibilityofemployingmoreandmoredisabledemployeesand thisway
respondtotheunfavourabledevelopmentonthelabourmarket.

Anotherwayof responding toevermore limitedpossibilitiesofchoosing
suitablehumanresourcesmightbetointroducegraduateprogrammesforthe
newgraduateswithoutanyprofessionalexperience,i.e.peoplewhobelongto
adiscriminatedandendangeredgroupinSlovakia.Theseprogrammescould
beoperatedbymeansofco-operationwithuniversitiesandcouldbefollowed
byafollowupvocationaltrainingcoursewithregardtotheindividualneeds
inthegivenarea.

Yetanotherpossibility is to setupa complexdatabaseof employees that
could,inthefuture,helpdrawupidealcollectives,workteamsorhelpplace
suitablecandidatestothemostsuitableposition.Anothersuggestionmightbe
returningtotheolderandmoreelaboratestructureofemployeesthatusedto
providemoreusefulinformationandthatwasintheyear2010replacedbya
reduced version.

Fromthepointofviewofteambuildingandcollectiveactivitiesitisadvisable
tostartorganizingwintersportgamesagain.

Conclusion
In the introduction to the case study we paid attention to the structure of
employees and after its descriptionwe came over to practical experience of
the company OZ Piešťany in the field of diversity management. Thanks to
the guided interviewswe learnt that the company sticks to the principle of
genderequality,therearenoformsofdiscriminationandthecompanystrictly
complieswiththerelevantlawsrelatingtotheissuesofdiversitymanagement,
representedintheconditionsoftheSlovakRepublicmainlybyLabourCode
andAntidiscriminationCode.

Fromthepointofviewofpracticalexperiencethecomplexcareforpregnant
womenresultingfromthecompany´sworkingregulationsorapossibilityof
returningtothejobpositionafterthematernityleavecanbelabelledaspositive
factors.Apartfromthatitisalsotheabovestandardseverancepayincaseof
employees´ retirement, equal pay opportunities formen andwomen in the
samejobsorvariouspossibilitiesandbenefitsbothforthepresentandformer
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employees,culturalandsporteventsthatdecidedlyhelpreducebarriersand
help learnaboutdiversity.Lastbutnot least it isalsonecessary tohighlight
the co-operation with the employment office and creation of plentiful job
opportunitiesforthedisadvantagedjobapplicantsandalsotheemploymentof
thedisabledstaffmembersworkingatallcompanylevels.

Adaptingtheemployees´structuretothesphereofthecompanyactivityis
decidedlyanelementrelatedtodiversitymanagementasthecompanyoperates
inthesouthernterritoriesofSlovakiawheremixedcollectivesarecreatedfor
thatpurpose,consistingmainlyoftheSlovakandHungariannationalities.

Whether thecompanygetsengagedinthe issueofdiversitymanagement
inthenearfutureinmoredetailisunclear.Nosignificantobjectiveshavebeen
setinthisareabutthecompanydoesnotexcludetheideaofincreasingtheir
interestinthetopicatanytimeinthefuture.
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3.5 Agro Tami, a. s.

Introduction
TheNitraDairyhasmorethan75year-longtraditioninthefood-stuffindustry
[1].Thefirstoperationfortheproductionofdairyspecialitieswasestablishedin
thetownundertheZoborHillin1932.Sincethentheproductionhascontinuously
broadenedinthenewfactorybuildingsontheaddress10,CabajskáStreet.Both
the owners of the company and its legal forms have gradually changed. The
previousownerwasaDutchcompany,theFrieslandFoodsthatannouncedthe
endofmilkproductioninNitraattheendoftheyear2006.AfterwardsaSlovak
business group expressed interest in the company that hasfinally bought the
factoryincludingitstechnologiesandsometraditionalSlovakbrands.TheNitra
dairyisknownforitstraditionalqualityyoghurts,spreads,cottagecheese,milk,
butter,milkydessertsandsouredmilkdrinks.Since2007thedairyhaswonsome
prizesforitsproductsincludingTheQualityBrandandDairyProductoftheYear
andgainedsomeinternationalcertificates(seebelowandseewww.agrotami.sk)
aswell.Theaimof themanagement isfirstofall tocater theneedsofSlovak
customersandtosupplythemarketwithqualitySlovakdairyproductsthatare
beingexportedtotheCzechRepublicandHungary,too.

Workforce
Thenumberofemployeesis222,113women(50.9%)and109men.Theaverage
ageofemployees is39years from20- to63-year-oldones. Itmeans there isa
zero age discrimination. There are 183 workers in production and 39 people
in administration.The level of educationdependson thepositionheld in the
company:fromsecondaryschooleducationtotheuniversitydegreelevel.

Outof the totalnumberofemployees thereare14people (8womenand4
men), i.e.6,3%withpermanently reducedcapacityofwork.Theyhavehealth
disabilitiesoneyesight,joints,backbone,speechandhearing(thesocalleddeaf
mutes)andhypertensionwithmorethan45%ofinvalidism.Theiraverageage
is42years.Thehumanresourcesofficerdealswiththemhighlycorrectly.Atthe
selectionoftheplaceofworkalltheirtasksandabilitiesareclearlyclarifiedand
thechosenpositionsarefulfilledwithoutanydifficulties.Theorganizationchart
ofthecompanyisthefollowing:
Allemployeesarerequiredtopassacomplexmedicalexaminationbeforethey
startworkinginfoodindustry,i.e.theyshouldownabillofhealththatshould
beprolongedevery twoyears time.Employeeswhoare inafull contactwith
food-stuffinproductionprocessshouldhaveeducationneededforsuchawork
(secondaryleveloruniversitydegree)ormustowna“Certificateofprofessional
qualification“,issuedbytheRegionalOfficeofPublicHealthwithaconcretefocus
on epidemiologically important activity. According to the antidiscriminating
actNo.365/2004oftheSlovakRepublicattheaccessiontoemploymentinthe
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personalsystemSOMIofthecompanyAGROTAMI,a.s.thereisnoevidence
neitheraboutreligion,sexualorientationnorethnicbackgroundofemployees.

Diversity management
Themanagement of the dairy is aware of the importance of diversity for the
companydespiteofthefactthatthisconcepthasnotbeenworkedoutinaconcrete
wayyet(nointernalregulations,onlyalegalframeofantidiscriminatingactof
theSlovakRepublic).Oneofthespecificannualactionsise.g.theSantaClaus
partyforallemployeesaswellassomesmallerbirthdaypartiesandprizegiving
ceremonies. Themanagement creates opportunities for disadvantaged groups
andforbuildingsocialcohesion(seepartConcreteprojectsinthefieldofdiversity
for details).

Furthereducationandcoursesforemployeesarelistedinthebelowschedule
andareadaptedtotheneedsofemployeesanddairytechniciansaccordingto
theirqualifications:

Table 3.5: Education of employees

Internal External

SMK guidelines and instructions for work Periodic training for professional drivers

Working and controlling principles and processes of production Periodic training for fork-lift truck drivers

HACCP principles HCCP principles

Rules of general and personal hygiene, working wear, operation with products and raw 
materials Periodic training for welders (STN 050705)

Specific guidelines for laboratories Professional training and education for electricians

Legal trainings Hygiene of food-stuff

SMK guideline – feedforward maintenance Periodic training in boiler maintenance

Billing Training for work with chemical stuff and poisons

Tax legislation Food-stuff standards

ERP legislation ISO norms

BOZP and PO rules Periodic training of BOZP and PO + health care at 
work + first aid

Accounting and tax legislation

MS WINDOWS

MS WINDOWS and MS SQL server installation and 
maintenance

Integrity of covers/packings

Marketing CIMA A
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Concrete projects in the field of diversity
Graduate practice
Thereisaprojectrunatthecompanyatthepresentcalledgraduatepractice–thefirst
groupoffouryounggraduatesofsecondaryschoolsanduniversitiesareregistered
applicantsforemploymentatUPSVAR(CentreforEmployment,SocialIssuesand
Families).Theyhavealreadyfinishedtheir4-month-longpracticeatthedairy.One
ofthemhasbeenemployedatAgroTami,a.s.topermanentemploymentandtwo
othershavefoundjobsinanothercompanies.Thelong-termcontinuationofthis
projectisarealissueandisadvantageousforboththecompanyandgraduatesas
wellbutitdoesnotdependonUPSVAR.Thereisasignofpositivediscrimination
oftheunemployedyouthbecausethisprojectisassignedtoyoungpeopleuntil25
years. 

Advantages for the company 
FinancialcontributionfromUPSVARforthepurposesoftakinggraduatepractice
in the amount of 185.19 €/month/person, verification and training of young
workersthataremoreloyaltothecompanywithbetterworkattitude.

Advantages for graduates
Obtaining working habits, social independence, getting the needed internal
trainings(interestingforfurtherdevelopmentatwork:BOZP,SVP,healthtrainings
etc.)andgettingpracticethatisrequiredbyanumberofemployers.

Protected workplaces
Establishing protected workplace (CHP) for citizens with health disabilities,
concretely for four deaf-mute handicapped citizens with more than 50% of
disability.Despiteofa lotof red-tapismofvariousdocumentsanddeclarations
onoathneededfornationalsubjectsandtheresponsibilityofpreparingmonthly
reportsoncca.20pagesforeachdisabledcitizenandquarterly-andannualreports
oftheCHP,thedairydecidedtorealizethisCHPforhandicappedpeople.Thestatus
ofCHPisacknowledgedonthedayofacceptingthelastemployeetotheCHPfora
minimumoftwo-year-longperiodemploymentthatisnottimelimited,i.e.itisfor
anindefiniteperiodoftime.Itisamusttohavespecialevidenceofcosts,expenses
andenergiesforthepurposesofUPSVAR,MZSRetc.controls.Incaseofdeathsor
gooffstheaboveworkplaceswiththedisabilityofmorethan40%canbeoccupied.
WorkingactivitiesofaZP(stock-keeper)inadairystockisaccommodatedbywall
lightsthatfunctionaswarningitems.Anothercommunicationismadebywriting
onelectronic (mobilephone,notebook)orpaper recorders.At thebeginningof
employmentemployeesget a special trainingofBOZP focusedon their special
requirementsandneeds.Othertrainingisfocusedonhygieneduetothefactthey
workinfood-stuffindustry.Thesuperior–thestockmasterwhohadpassedonlya
lowerleveloftrainingtoZPisforthemsuchsuperordinateasfortherestofstock-
keepers.
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Advantages for the company
Amongtheadvantagesforthecompanyweseetrouble-freeadaptationtowork,
loyality to the company, high level of ZPwork productivity, improving social
coherenceandattentionofallemployees,increasingcompanyreputation+financial
contributionfordisabledcitizensinCHPfromthegovernmentintheamountof
8,047.04€/persongivenonthebasisofdocumentsconfirmingrealcosts.

Advantages for the disabled citizens
Themainadvantagesare:stabileemployment,betteradaptability,increasingself-
confidence,gettingbettersociallifeandgeneralview.

Co-operation with government
There is a co-operation between the dairy management and the Office of the
CommissioneroftheGovernmentoftheSlovakRepublicforRomaCommunities:
a concreteproject forRomacommunity is run,especially for theiremployment
andgettingsomeworkinghabits.ThisprojecthasahorizontalpriorityofNSRR
of the Slovak Republic for Marginalized Roma Communities. The aim of this
project is to increase competitiveness of existing companies by implementing
innovativetechnologies,creatingenvironmentforincreasinginnovativepotential
of companies in industry and services, development of ecologic production as
a need of preparingpermanent development in industrywith an emphasis on
supportofthosebelongingtomarginalizedRomacommunities(further“MRK“).
Inthefirstcallthecompanymanagementwasnotsuccessfulbuttheyhopethey
willsucceedinthesecondone.Atthepresentthedairyemploysseveralcitizens
belongingtotheRomaethnicgroupandtheyaredealtinthewayastherestofthe
employeeswithoutanydiscrimination.Somedifficultiesmayhappeninthesphere
ofproductionthataresolvedconsequently(e.g.otherworkingmethodsormore
stricthygienethanintheirpreviouswork-placesorafteraseveral-dayworking
theydonotcometothedairyanymore).

Challenges to the future, conclusion
TheNitraDairyisaclassicfood-stuffproducingcompanywithawideportfolio
ofemployees,mostlyworkersinproduction,withagoodsocialcoherence.Outof
adequatebusinessmanagementandmarketingthecompanymanagementcares
aboutthegoodsocialreputationofthecompany.Thisfactisconfirmedbysome
projectsfocusedonchildren–thelast,alreadyfinishedonewasthe“Schoolmilk
programmeofTAMI–experienceadvantureswithus“.Thereisanewprojectas
well:“Healthymilkfood“andtheprojectsofdiversitymentionedinpartDaswell.
Concretechallengestothefuturearealsodescribedinthispart,i.e.thecompany
plans togetaprojectgrant throughhorizontalprioritiesofNSRRof theSlovak
Republic“MarginalizedRomaCommunities“focusingonemploymentincreaseof
RomasandtosaveCHPfordisabledcitizens.
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3.6 Kürt Co.
Introduction
Theaimofthisstudyistoshowhowtohandlethediversityissueindifferent
areasthroughthecaseofaHungary-basedcompany,KürtCo.Thecompany
won theFamily-FriendlyWorkplaceAwardfirst in2005, thenagain in2011,
which shows that they excel in dealingwith diversity. The Family-Friendly
Workplace Award was established by the Hungarian government in 1999.
Thisawardrecognizespositivecompanyprogrammesandpolicysupporting
theharmonizationoffamilyandworkandsettingapracticalexampletoother
companies.KürtCo.haswonthisawardtwicethatiswhywehavechosenthis
companyforourcasestudy.

Company characteristics
KürtCo. isoneof themost innovative ITfirms in thedomesticmarket. It is
alsowellknowninternationally.Thefirmwasfoundedbyachemicalengineer,
SándorKürtiandhisbrotherJánosKürtiin1989.Thecompanyhasgrownfrom
aHungarian-ownedenterprise intoan international concernwithahistoryof
twenty years of development in the fields of technology for the protection of
information,thepreventionofdatalossandabuseandfortherecoveryoflost
data.Both thepastexperienceandtheworkof the innovative-minded,highly
knowledgeablespecialistteamhavecontributedtothehighrespectofKürtCo.
whichhasbecomeoneofthemajorparticipantsintheworldofdatarecovery.As
amarket leader in informationsecurity, itregularlyprovidesservicesforhigh
profile participants of the European economy.  Kürt Co.won theHungarian
InnovationGrandPrixof1994forthedevelopmentandsuccessfulapplication
ofdatarecoverytechnology.Inadditiontodatarecoveryservices,thecompany
sells the knowhowof the technology. This technology is purchasedon three
continentsoftheworld.

Sincethemid-2000s,thecompanyhasbeenexpandingabroad.Ithasbranches
inGermany,Austria,andDubaiintheMiddle-EastandintheUSA.

Thecompanyhasbeenawardedseveraltimesduringthepastyears.Justto
mentionsomeoftheseawardswithoutattemptingtobecomprehensive:

•	 HealthyWorkplaceAmChamBestPracticeAward(2005)[4]
•	 BusinessSuperBrands(2008,2009,2010)
•	 Europe’s 500 (2006) – an award for themost dynamically developing

enterprise
BesidestheseprestigiousawardsthecompanyhaswontheFamilyFriendly

WorkplaceAwardtwice[1].
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The company in figures
Table 3.6: Some data reffering to the employees and their families of Kürt Co.

Age distribution (persons)

Sex less than 30 years 31–45 years 46–55 years 56+ years

Female 4 17 1 2

Male 12 22 5 0

Marital status

Sex Single Married Widow/widower Divorced

Female 12 11 0 1

Male 19 17 0 3

Children

Sex With no children 1 child 2 children 3 children

Female 13 4 6 1

Male 25 5 3 5

Source: [5]

Becauseofthecompanyprofile,thenumberofmaleemployeesishigher.
Most of the employees are in the age group 31-45.The median age of the
employeesis33.5years.Thenumberofthosewhohavenochildrenorwho
areabouttoestablishafamilyishigher,whichistypicaloftheiragegroup.
Among the families with children there are more one-child or two-child
families.

The diversity programme  
– The Family-Friendly Workplace Award
The‘family-friendly’expressioninvolvestheneedforanewtypeofcooperation
betweenthetwosexes,looseningthestereotypesandencouragingthespread
offlexiblewaysofworking[2].

Itisimportanttomentionthatalthoughtheexpression‘family-friendly’is
commoninHungary;anewexpression‘work-life’balance(WLB)isbecoming
muchmorewidespreadinothercountries.Thisexpressionreferstopeople’s
needformorehuman-centeredemploymentindependentlyofwhetherthey
havechildrenornot[2].

BasedonsimilarWestEuropeaninitiatives,theideatoestablishtheFamily-
FriendlyWorkplaceAwardwasbroughtupbythegovernmentin1999.

There are several awards for employers in other countries like e.g. The
BestWorkplace,TheBestCompany,theCompanyoftheYear,butthereare
onlyfewofthemwhich–asastateaward-isdirectlyassociatedwithfamily-
friendliness,orwiththeestablishmentofthebalanceofworkandpersonallife
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TheFamily-FriendlyWorkplaceAwardhasbeenannouncedbytheongoing
Ministry ofWork since 2000 to harmonize work and family life. It covers the
followingtopics:

•	 Work-hours– thepossibility tochoose fromamongdifferentmodelsof
worktime,

•	 Training–tocreatetheemployees’adaptability,
•	 Ensuringsmoothreturntotheworldofworkfollowingthedifferentkinds

ofchildcarecareerpauses,
•	 Childcarefacilities–theirconservation,maintenanceandmodernization,
•	 Employees’benefits,
•	 Worksafety–employees’rights,healthmaintenance,etc.
Thebasicideabehindtheestablishmentofthisawardistoharmonizethetwo

importantsegmentsofhumanlife:workandpersonallife.Iftheemployersupports
thisidea,theemployeeswillhavemoreharmonicpersonallives.Asatisfiedperson
ismoremotivated,performsbetter,canworkmoreefficiently,whichisalsointhe
employer’sinterest.[2]Theenterpriseswinningtheawardreceivestaterecognition.
They can use the title ‘Family-FriendlyWorkplace’ for one year,whichmakes
themattractive both for employees and for investors.Now the award-winning
companiesevenreceivefinancialsupport.

Following the initial positive welcome, the employers’ enthusiasm for the
applicationstartedtodecrease.Thefollowingfigures illustrate this tendency: in
thefirstyeartherewere49applicants,inthesecondonetheirnumberwentupto
133,whilein2005,only57enterprisesappliedfortheaward.Havingrecognised
this tendency, experts suggested renewing the award in 2008. Since then those
enterpriseswhichpractise family-friendlymeasures have had the possibility to
applyforhigherfinancialsupport.[6]

After the recent announcement of the award by the Ministry of National
Resources in2011nearlyonehundredfirmshaveapplied to it and18of them
received the title of ’Family-FriendlyWorkplace’. The awardwas granted in 4
categories: small enterprises, budgetary organizations,medium-size enterprises
andlargeenterprises.

Programmes by Kürt Co.
Thecompanyworksinaspecialfieldwheretheclients’trustisindispensable.For
this,theyneedpolite,understandingandcooperativeemployeeswhocanrepresent
thecompanyauthentically.Teamspiritandloyaltyareofprimaryimportance.In
ordertoachievethis,thecompanytriestoeasetheemployees’burdens.

Inaninterview,JózsefKmetty,PresidentofKürtCo.said:„Afamilyfriendly
approachataworkplace,fromabusinesspointofview,isnotcharity,butawell
graspedandunderstoodmutual interest.”Themeasures taken for thispurpose
ensureharmonicandstress-freework.
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HRAssistantofKürtCo.,TímeaBlaskóacquainteduswith the company.
Basedonadeepinterviewmadewithher,wearegoingtoshowthoseinitiatives
andmeasures of the companywhich lead them to earn the Family-Friendly
WorkplaceAwardinthemedium-sizedenterprisecategoryin2005and2011.

Firstwewantedtoknowthosecomponentsoffamily-friendlyhumanpolicy
atKürtCo.whichleadtotheirsuccessesin2005and2011.TimeaBlaskósaidthat
theiremployeescouldchoosefromseveralworkingtimeoptionslikee.g.flexi
time,ashortened(4-day)workingweek,job-sharing,teleworkorworkingfrom
home.Theseoptionsmakeitpossibletokeepabsencesandfluctuationatalow
levelandtoimprovethequalityofwork.

Becauseofthemedianageoftheemployees,supportingtheestablishmentof
afamilyisofprimeimportanceinthehumanpolicyofthecompany.Mothers-
to-begettime-offforallthemedicalcheck-upsandpreparatoryeventsbeforethe
babyisborn,andduringpregnancytheycanorganisetheirworktimeflexibly.
Whenachildisborn,thecompanyprovidesadditionalfinancialassistance–for
thebirthofaboy,HUF100,000andfor thebirthofagirlHUF100,000+1–
independentofwhetheritisthefatherorthemotherwhoisworkingatKürtCo.
Theyalsoprovidetele-projectorpart-timeworkopportunitiesforthemothers
whoareathome,inordertocontributetothewell-beingofthenewfamilies.

Sinceitsfoundation(1989),KürtCo.hasfocusedonhealthyliving.Besides
theapplicationof thecafeteriasystem,thecompanyprovidessupport for the
employees’ sports activities:men play football, the costs ofwhich are partly
coveredbyKürtCo.,whilewomenreceivesomecontributiontotheirmonthly
aerobicoryogapasses.Employeescanalsousethe„Allyoucanmove”card.

Besides balancing work and family, they put much emphasis on the
motivationofemployeesandtherecognitionofgoodperformance.Theyhave
createdin-houseprizeslike“TheStrongestLink”andthe“KürtFairy”whose
winnersinbothcategoriesareselectedbythevotesofall theemployees.The
firstprizeisaone-weekholidayfortwo(allinclusive,worthof300,000HUF)
withdays–offfortheperiodofthisvacation.It’snotsimplyanopportunityto
travel.Theseprizesareconsideredespeciallyhighmoralrecognitionbecausethe
opinionofthewholestaffisreflectedintheresult.

Community life is considered importantwithin the company.During the
communityleisureactivitiescompanyhierarchyandstrictworkorderdisappear.
Theyorganisetrips,theyhavetheirownfootballteam,andtheycelebrateSanta
ClausDay,haveChristmasDinnersandterraceopeningandclosingparties.

ThemanagementofKürtCo.wasplanningtoestablishaday-carecentrefor
thechildrenofthestaffmembers,whichwasincludedintheirapplicationfor
theawardof2005.Byeliminatingtheproblemsofthecareandsupervisionofthe
children,theycouldhaveprovidedfurtherhelpfortheemployeeswithsmall
children, and could have ensured harmonic, stress-free work environment.
Astherewasnofinancialsupportgiventotheawardwinnersthen(in2005),
theycouldn’testablishthiscentre.Sincethentheyhavemanagedtoestablish
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anotherfacilitycalledtheGlassMountainOffice,whichisequippedwithtoys
andgames.Parentscanleavetheirchildrenthereduringtheschoolholidays
whiletheyareworking[7].

Theirapplicationfortheawardof2011 focused on recreation and leisure. 
They had two basic concepts: one was an in-house programme including
lectures and workshops on family life as well as life style counselling, the
otheroneisanoffcompanyfamilyleisureopportunityinanearbyhotel.The
companyprovidescouponsfortheemployeestocovertheexpenses. 

Theeconomiccrisishadagreatimpactonthehumanpolicyofthecompany:
theyhadtoendgivingseveralsupportslikee.g.theschoolstartsupport.But
thesemeasuresareconsideredtransitionalnotfinalones.

Other programmes
In its daily operation, Kürt Co. pays attention to groups endangered in the
labourmarket.
WithintheirCSR(CorporateSocialResponsibility)policytheirprimarytarget
forsupportiseducation.

The H2O Project
The“EducatingtheDisadvantaged”(H20)projectwaslaunchedinHungaryin
2009.Theirmissionwastotransformsomeoftheleastcompetitiveschoolsin
themostneglectedcornersofthecountryintocompetitiveinstitutions.Within
theframeworkofthisprogramme,theytrytoensurethatschoolchildrenfrom
lessdevelopedregionsofthecountry,fromdisadvantagedsocialandcultural
backgroundsreceiveequalopportunitiesineducation.[3]

The “Foundation for the Education  
of Disadvantaged, Particularly Roma Children” 
The“FoundationfortheEducationofDisadvantaged,ParticularlyRoma
Children”wasestablishedatPannoniaUniversity(calledVeszprém
Universityatthattime)in1996.Theaimofthefoundationis“toprovide
supportfortalentedbutdisadvantagedsecondaryschoolstudents–
particularlythoseofRomaorigin–,creatinganopportunityforthemtogoto
highereducation.”[3]

Conclusion
Inordertoreceivethetitle’Family-FriendlyWorkplace’,collaborationwithin
the enterprise is absolutely necessary. Besides the measures to be taken in
work organization and work processes, it is equally important to be loyal
to the company, to createandmaintain traditionsand tohavea responsible

Case studies – Kürt Co.



117

entrepreneurial attitude. The measures have financial, material and human
consequences;however,asitisshownfromtheexampleofthecompany,this
attitudepaysoffthroughtheemployees’satisfactionandloyalty.Inaddition
tothat, it improvesemployeemoraleandincreasesperformanceifbalancing
workandpersonallifedoesn’tinvolvefearorstress.Notonlyemployeesbut
also employers cando a lot tomake family life a natural process insteadof
consideringitaproblem.Thecasepresentedabovecansetanexampleforother
enterprisesandshowsthatitcanbedone,itisnotimpossible.
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Annexes

1 – Diversity management and schools
Thepartners from theCzechRepublic, theSlovakRepublicand fromHungary
decidedtousethemethodoffocusgroupstohelpthemunderstandanddescribe
diversityanddiversitymanagementinthefieldofthebasicandsecondaryschools.

The experts specializing in education management (CZ: Ludvik Eger, SK:
MáriaPisoňová,HU:CsillaCzeglédi,LászlóHajós)decidedtousefocusgroups
interviewstounderstanddiversitymanagementatschoolsinmoredetail.

Theresearchmethodof thefocusgroupinterviewisa formalisedprocess in
whichasmallgroupofpeoplediscussesajointtopicorconceptasateaminan
interactive way [1, 2]. The focus groups usually consist of 6–12 people whose
discussion is chaired by one or two trained moderators by means of a non-
structureddiscussionanditusuallytakes90to120minutes.Bymeansofadialogue
andadiscussionwiththemembersofthefocusgroupthemoderatorsgaindeeper
knowledgeaboutthetopic.

Gaining asmuch information aspossible abouthowpeopleunderstand the
subjectoftheresearchistheusualgoalofthismethod.Thesuccessoftheresearchis
securedbyadynamicinteractivediscussionwithinthegroupchairedbyamoderator.
Themainidea,hiddeninthebackground,isthefactthattheinformationpasses
overfromonepersontoothergroupparticipantsandisspontaneouslyinterpreted
bytheothers.Thiswaytheeffectsofsuddeninspirationandcomplementingideas,
opinionsetc.mayoccur.

Themethod[3]isdescribedinthefollowingthreestages:
1. Planningthestudybymeansofthefocusgroupsresearchmethod.
2. Implementingthegroupdiscussionitself.
3. Analysingtheresultsandcreatingtheresearchreport.
Thefocusgroupsofthepresentedresearchweregroupsofschoolheadmasters

andmanagersofeducationalinstitutionsintheA+BregionsintheCzechRepublic,
intheSlovakRepublicandinHungary.Themainpurposeofourresearchwasto
learnabouttheviewsandreactionstothetopicofdiversitymanagementatschools
andgainsomeinformationfromthepanelmembersetc.

Because the issue of diversity management in education is a new topic,
participantsreceivedmaterialswithsomebrief informationabout the topicand
alsotheschemeaccordingto[4].Theinterviewsweredividedintotwoareas:

A–Diversityfromthepointofviewoftheemployeesandschoolmanagement
inrelationtothehumanresourcesoftherelevantinstitution.

B–Diversityfromthepointofviewoftheschoolclients–mainlystudentsand
theirparents.

Theresultsofthisresearcharetobebroughtoutinaseparatepublication.
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2 – Applying the concept of diversity 
management in the Czech and 
Slovak Republic – a research survey

Within the project “Diversity management – the best practices of Visegrad
countries“werealsoundertaken somesubactivities onprojectrelatedtopic.The
mainachievementsofthesesubactivitieswereorwillbepublishedseparately.

SomeCzechandSlovakprojectpartners(CZ:DanaEgerová,MilenaJiřincová,
SK: Drahoslav Lančarič, Radovan Savov) conducted research on utilization
ofdiversitymanagement in their countries.They solved the implementation
of diversity management in the Czech and Slovak organisations using the
questionnairesurvey.Theresearchoutputsaredescribedinthepaper„Applying 
the	concept	of	diversity	management	 in	organisations	 in	the	Czech	Republic	and	the	
Slovak	Republic	–	a	research	survey“.Thepaperwillbepublishedinaneconomic
journal. 

The aim of the researchwas to investigate how the concept of diversity
managementisacceptedandappliedwithinthe CzechandSlovakcompanies.
Thescaledquestionnaireofowndesignwasusedforthedatacollectionand
itcontained twenty-five itemsdivided into three thematicareas,namely: the
areaof inclusionand justice, thefieldof implementationand justiceand the
areaofbenefitsarisingfromtheimplementationofdiversitymanagement.In
theseareastheauthorswerelookingforrelationsandconnectionsthatwould
helpclarifythecurrentstateofimplementationofdiversitymanagementinthe
CzechandtheSlovakcompaniesandtheoverallviewonthisissue.Oneofthe
mostimportantfindingsofthisresearchisthatbetweenthesecountriesthereare
somesignificantdifferencesintheperceptionandimplementationofdiversity
management,althoughtheyareverysimilarasculturallysohistorically.This
survey has contributed partially to recognize current state of application of
theconceptofdiversitymanagementinorganisationsintheCzechandSlovak
Republic[2].

Anotheroutcomeof theproject subactivities ispaperbyMilena Jiřincová
(CZ)publishedinjournal“Trendyvpodnikání”(“BusinessTrends”inEnglish).
Thepaper“Diverzita	v	ČR	a	 její	 reflexe	pro	podniky	a	zaměstnanost”(“Diversity
in theCzechRepublic and its reflection fororganisationsandemployment”
inEnglish)[4]isfocusedontheprimaryelementsofdiversityasgender,age,
ethnicity,mentalandphysicalabilitiesandsexualorientationandonrelationof
theseissuestothelabourmarketintheCzechRepublic.

The Slovak project partners Drahoslav Lančarič and Radovan Savov
publishedinthe5thvolumeofjournal“WorkingPapers”(2011)thepaper“The 
Perspectives of Diversity Management in Slovakia” [3]. The paper  refers to the
topicdiversitymanagement  (e.g.differences inage,gender, sexorientation,
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professional status, values, remuneration etc.) in the Slovak Republic in
comparisonwiththeaverageofEuropeanUnion.

Oneoftheoutcomesisalsothepaper“Diversity management as a crucial issue 
of management in 21st century”[1]byDanaEgerová(CZ)publishedinthethird
volumeofthejournal“Problems of management in the 21st century”.Thepaperis
focusedontheoreticaldescriptionoftheconceptofdiversitymanagement.
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Abstract
Diversity management, comparison, the best practices of Visegrad countries

Thepublicationpresentsoutputsofresearchproject:“Diversitymanagement,
comparison, thebestpracticesofVisegradcountries” thatwassupportedby
theVisegradFund(ProjectNo:21110193–scientificexchangeandresearch).
Coordinator of the project was the University of West Bohemia (CZ) and
partnerswere: theConstantine thePhilosopherUniversity inNitra (SK), the
SlovakUniversityofAgricultureinNitra(SK),theSzentIstvánUniversityin
Gödöllő(HU)andtheWestPomeranianBusinessSchoolinSzczecin(PL).

Themainpurposeoftheprojectwastoincreasenetworkingandcooperation
among faculties focused on human resource development. International
team realizedplanned research study: comparison of diversitymanagement
inVisegrad countries. There are chapters focused on diversity in theCzech
Republic, in the Slovak Republic, in Hungary, and in Poland that were
preparedbyprofessionalsfromeachoftheV4nations.Astheconclusionwe
present the commented analysis of the topic, and comparison of the subject
matter (diversity)within theV4 countries (inyears 2011–2012).The analysis
andcomparisonweremadebymembersoftheinternationalteam.

Thenextimportantobjectiveoftheprojectwastocreatecasestudies–examples
ofthebestpractices.Themainpurposeofthispartwastodemonstratesuccessful
waysthatgiveusanswertoquestion:Howtoeffectivelyimplementdiversity
managementideasintopractice?Andofcourse,anotheraimwastocreatenew
sourceofinformationforstudentsandprofessionals.

TheprojectalsopromotestheconceptofVisegradco-operation.Co-operation
amongproj-ect partners and research activities are ongoingonbilateral and
multilaterallevels.

Presentedresultsunderlinethatdiversitymanagementshouldbeunderstood
initsdevelopmentfromthestrategiesofequalityuptotheconceptsperceiving
diversity and its application not only for business activities but also for the
developmentofthecivilsocietyingeneral.Andatthesametimethenational
andregionalcontextmustnotbeforgotten.

Key words

Diversity, primary and secondary dimensions of diversity, diversity
management, equal opportunities, civil society, research, case study, Czech
Republic,SlovakRepublic,Poland,Hungary,Visegradcountries.
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