
359

ISSN 2304–1609. Â³ñíèê ÎÍÓ ³ì. ². ². Ìå÷íèêîâà. Ïñèõîëîã³ÿ. 2014. Ò. 19. Âèï. 2 (32)

ÓÄÊ 316.4 

Schuster D. 
Ph. D. Student, University of Applied Science Osnabrueck, Germany 
e-mail: schusterdoris@t-online.de 
Genkova P. 
Professor Dr., Business Psychology, University of Applied Science Osnabrueck, 
Germany 
e-mail: petia@genkova.de 

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

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

Introduction 
The personnel selection process and the selection criteria need to undergo 

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

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

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

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

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

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

Method 
Standardized telephone interviews were prepared and the interviews were 

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

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

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

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

Results and Discussion 
Concerning the first research question, whether the multipliers must be 

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

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

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

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

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

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

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

Further Research 

For future research it might be interesting to review the results obtained 
from the interview with a questionnaire. Therefore, as a target group the 
range personnel selection should be selected. The target should be the verifica-
tion of the hypotheses, based on the evaluations of these interviews. 
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Ð²ÇÍÎÌÀÍ²ÒÍÎ-×ÓÒËÈÂÈÉ ÏÅÐÑÎÍÀËÜÍÈÉ ÌÅÍÅÄÆÌÅÍÒ — 
Ê²ËÜÊ²ÑÍÈÉ ÀÍÀË²Ç ÏÅÐÑÎÍÀËÓ Ç ÏÎÇÈÖ²¯ ÏÅÐÑÏÅÊÒÈÂ 
ÊÀÄÐÎÂÎÃÎ ÌÅÍÅÄÆÌÅÍÒÓ 

Ðåçþìå 
Ó çâ’ÿçêó ç òèì, ùî ñòðóêòóðà íàñåëåííÿ çì³íþºòüñÿ, êîíôðîíòàö³ÿ ç ð³çíîìà-

í³òí³ñòþ ñòàº âñå á³ëüø ³ á³ëüø âàæëèâîþ. Äëÿ àíàë³çó ïåðñïåêòèâ HR-ìåíåäæåð³â, 
ùî ñòîñóþòüñÿ ð³çíîìàí³òòÿ, 30 òåëåôîííèõ ³íòåðâ’þ áóëè ïðîâåäåí³ ç ëþäüìè ç 
Í³ìå÷÷èíè. Ðåçóëüòàòè íàøîãî äîñë³äæåííÿ ïîêàçóþòü íåîáõ³äí³ñòü ðåàë³çàö³¿ çà-
õîä³â ç ï³äòðèìêè îá³çíàíîñò³ ð³çíîìàí³òíîñò³. Äëÿ ìàéáóòí³õ ðîá³ò âèäàºòüñÿ ö³êà-
âèì ðîçãëÿíóòè ðåçóëüòàòè, îòðèìàí³ ç ³íòåðâ’þ ³ç çàñòîñóâàííÿì îïèòóâàëüíèê³â. 

Êëþ÷îâ³ ñëîâà: ð³çíîìàí³òòÿ, ì³æêóëüòóðíà êîìïåòåíö³ÿ, ñòðåñ. 
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ÐÀÇÍÎÎÁÐÀÇÍÎ-×ÓÂÑÒÂÈÒÅËÜÍÛÉ ÏÅÐÑÎÍÀËÜÍÛÉ 
ÌÅÍÅÄÆÌÅÍÒ — ÊÎËÈ×ÅÑÒÂÅÍÍÛÉ ÀÍÀËÈÇ ÏÅÐÑÎÍÀËÀ 
Ñ ÏÎÇÈÖÈÈ ÏÅÐÑÏÅÊÒÈÂ ÊÀÄÐÎÂÎÃÎ ÌÅÍÅÄÆÌÅÍÒÀ 

Ðåçþìå 
Â ñâÿçè ñ òåì, ÷òî ñòðóêòóðà íàñåëåíèÿ èçìåíÿåòñÿ, êîíôðîíòàöèÿ ñ ðàçíî-

îáðàçèåì ñòàíîâèòñÿ âñå áîëåå è áîëåå âàæíîé. Äëÿ àíàëèçà ïåðñïåêòèâ HR-ìå-
íåäæåðîâ, êàñàþùèõñÿ ìíîãîîáðàçèÿ, 30 òåëåôîííûõ èíòåðâüþ áûëè ïðîâåäåíû ñ 
ëþäüìè èç Ãåðìàíèè. Ðåçóëüòàòû íàøåãî èññëåäîâàíèÿ ïîêàçûâàþò íåîáõîäèìîñòü 
ðåàëèçàöèè ìåð ïî ïîääåðæêå îñâåäîìëåííîñòè ðàçíîîáðàçèÿ. Äëÿ áóäóùèõ ðàáîò 
ïðåäñòàâëÿåòñÿ èíòåðåñíûì ðàññìîòðåòü ðåçóëüòàòû, ïîëó÷åííûå èç èíòåðâüþ ñ 
ïðèìåíåíèåì îïðîñíèêîâ. 

Êëþ÷åâûå ñëîâà: ìíîãîîáðàçèå, ìåæêóëüòóðíàÿ êîìïåòåíöèÿ, ñòðåññ 
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