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(HA TIPUKJIAJII TOJIBIIIT)

Millions of people from all over the world are currently deciding to leave
their countries to work abroad for many personal reasons, Poland appears to be
one of the best destinations for thousands of them due to its stable situation and
affordable standard of living. Looking at the fact that the country (Poland) is
currently filled with talent from diverse backgrounds, it is clear that if diversity in
the workplace is managed properly, a competitive advantage is likely to be created
and maintained for organisations established in Poland, as diversity is believed to
foster creativity and lead to innovation.

However, the complex nature of 'diversity' and 'competitive advantage'

makes life a little difficult for modern organisations. Diversity in the workplace has



become a recurring issue in the debate in business and organisational
management circles, as its growing importance requires companies to adopt or
adapt strategies to address the challenges currently posed by diversity in the
workplace. Organisations therefore need to focus on diversity because it can
provide greater productivity and competitive advantage. It is important to
highlight the different forms of diversity and the potential challenges that each
creates in the workplace.

In light of the above arguments and previous research findings, this paper
presents the relationship between workforce diversity and sustainable competitive
advantage in modern organisations, highlights the benefits and challenges of
workforce diversity, describes how workforce diversity contributes to sustainable
competitive advantage of a company, analyses the level of workforce diversity
management in foreign companies established in Poland, and the challenges of
diversity management in Poland.

The study showed that workforce diversity helps to create a competitive
advantage when the organisation strives to create an inclusive environment where
employees feel valued and appreciated, work towards a common goal and feel
supported, which leads to increased productivity, employee commitment and
innovation. Based on the findings of the study, the authors recommend that
companies around the world expand their hiring base and educate employees

about the benefits of diversity.

Minviionu nwooeti 3 ycb02o CBIiMY CbO2OOHI GUPIUYIOMb 3ATUUUMU CBOL
Kpainu ma euixamu Ha pobomy 3a KOpPOOH 3 0a2amvoX 0COOUCUX NPUHUH.
Ilonbwa € oOHUM i3 HAUKpAWUX HANPAMKIE OISl MUCAY [3 HUX 3AB0AKU C8OIll
cmaobinbuitl cumyayii ma oocmynHomy piento scumms. Juensayucy Ha me, wjo ys

Kpaina npuiumae maiaumu pi3H020 NOXOONCeHHS, CMAE OYeBUOHUM, W0 Nnpu



NPAsUIbHOMY YUPABAIHHI PIBHOMAHIMHICMIO HA pobovoM)y Micyi, weuouie 3a éce,
b6yoe cmeopeHo ma OyOe niOMpuMys8amucb KOHKYPEHMHA nepesaza Os
nionpuemcms, cmeoperux y Ilonbwyi, OCKiIbKU 868aNCAEMBCS, WO PISHOMAHIMHICMb
cnpuse meopuocmi ma eede 00 iHHogayiu. OOHAK, CKIAOHA Npupooa NOHAMb
"piznomanimuicms” ma "xouxypewmmna nepesaca yckiaouwe QyHKYIOHYBAHHS
cyvachux opeauizayiu. Pizmomanimuicms na pobouomy micyi cmana noCmitiHum
NUMAaHHAM )y 0ebamax y Oil08UX KOIAX Ma KOAAX, NO8 S3AHUX 3 Op2aHi3ayieio
ynpaeninta. OCKIIbKU 3pOCcmarnyad 3HA4ywicms pPIisHOMAHIMHOCMI 8UMA2AE 8i0
KOMNAHIll 8i0N06iOHOI adanmayii 00 3MiH 8 Op2aHi3ayitiHoMy NPOCMOpIi 3A0Jis
BUpiulenHss npobiemM, Wo BUHUKAIOMb Ni0 Ydc peanizayii 03HA4YeH020 npoyecy.
Yepes ye, opeanizayisim HeoOXiOHO 30cepeOumucs Ha pisHOMAHIMmI, OCKLIbKU ye
Haoae Mmodcaugocmi  3abesneyumu  OLIbW  BUCOKY  NPOOVKMUBHICMbL — ma
KOHKYpeHmHI nepesacu 011 Hux. Y ceimii 6uuje8UKIA0eHUx apeymeHmis, 7y
cmammi  O0CNIOJNHCEHO B3AEMO3B'I30K MidiC po3maimmsam pobouoi cuiu ma
KOHKYPEHMOCNPOMOJICHICMIO  KOMNAHii, 6UOilIeHO nepeeazu ma npoodiemu
pizHOManimHocmi pobouoi cuiu, ONUCAHO, AK OCMAHHE CHPUSE CMBOPEHHIO
CMIUKOI KOHKYPEeHMHOI nepegacu, NPOAHANi308AHO pIBEHb PIZHOMAHIMHICMI
pobouoi cunu 6 IHO3eMHUX KOMHAHisAX ma 3acHosanux y Ilonvwi, a makoowc
npobremu ynpasninua pisnomanimuicmio y Ilonvwi. /{ocniodcenns noxkaszano, wo
Ppi3HOMAaHIimHICMb pobOYOi cunu O0ONOMa2ae CmeoOpumu KOHKYPEHMH) Nnepesacy,
KOIU  oOpeawizayis npashe Ccmeopumu  cepedosuwje  IHKIO3UBHOCMI,  Oe
CnispoOIimHUKY  8iOYy8aromv, WO ix YIHYIOMb ma npayrwwms HAO CHIIbHOIO
Memoro, 8i04y8aryu niOMpUMKY, WO NPU3800Ums 00 NiOBUUEHHS NPUXUTLHOCTI
npayieHukie, npooykmusHocmi ma iHHosayiu. Ha ocHo6i pe3ynrbmamis
00CNIOJHCEHHS, ABMOPU PEKOMEHOVIOMb KOMNAHIAM 8 YCbOM) C8IMi po3uiupumu
bazy Hatimy po6ouoi cunu ma iHopmMayitHoi NiOMpuUMKY nepesazu Pi3HOMAHIMmMA

cepeo cnispoOIMHUKI6 KOMNAHILL.
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pizHomaHimHicmio, competitiveness of the enterprise.

Problem statement. The concepts of workforce diversity and competitive
advantage are becoming increasingly important to organizations as companies look
for the best people from the global talent pool to be and stay competitive or dive
into the blue ocean on the one hand. On the other hand, people no longer want to
live and work in a closed marketplace. Socio-economic, geopolitical, technological
and environmental factors have significantly changed the diversity of the world's
population over the years, changing the composition of modern societies and
affecting the way people interact, work or get along with each other. Furthermore,
many companies are now doing more and more business internationally, country
borders and workforce movements are changing, creating a need for companies to
conquer a large market and build a great reputation, leading to increased
profitability and opportunity. Diversity in the workplace has therefore become an
important issue for companies. It's no longer just a matter of fairness or good
public relations. It is now a 'business imperative' because a well-known diversified
organization is better able to attract a wider range of skilled employees and
increase corporate attractiveness.

On the other hand, many employees now prefer to learn from colleagues
whose work styles and attitudes are different from their own, because a diverse

workforce increases familiarity with different types of people. In addition, the



attractiveness of global markets creates two types of opportunities for employees:
opportunities for advancement and employee development. As companies
increasingly operate internationally, many organizations need to diversify their
workforce to remain competitive. The benefits of a diversified workforce go
beyond political correctness. Clearly, bringing together people with different
backgrounds and perspectives leads to better decision-making, innovation and
greater engagement in the workplace. Consequently, it improves a company's
reputation and makes it easier to attract the best talent.

Organizations that emphasize diversity and inclusion therefore report higher
employee engagement, lower employee turnover and higher profits. A set of new
ideas and innovations should ultimately create a company's competitive advantage
or help it dive into the Bleu Ocean. In today's world, competitive advantage is

critical to business success. Without it, companies will struggle to survive.

Analysis of recent research and publications. In recent years, many
researchers have studied different aspects of workforce diversity in different
organizations and other fields. Priscilla Dike [1] has explored different ways of
dealing with diversity in the workplace and also provided management with the
necessary guidance for effective diversity management in small and large
international companies to show the reader how to create effective diversity in the
workplace by applying different diversity management tools. The researcher
wanted to find out to what extent workplace diversity contributes to organizational
success. Based on the information gathered and the responses given by various
companies to the interview questions, the author noticed the inability of some
managers to effectively manage diversity due to the nature of the company and its
operations, the lack of sufficient knowledge among some managers on how to

effectively manage the workforce, and the lack of open communication between



managers and employees. The tools managers use to communicate with their
employees and, finally, the employee resource groups created by large companies
to guide employees are not sufficient to address diversity management.

Ankita Saxena [2] critically analyzed workforce diversity and its impact on
organizational performance. After studying the literature and various academic
papers, the researcher concluded that workforce diversity is a strength for any
organization, but people still hold their views related to caste, religion, etc. and
therefore consider diversity as a problem, but if managed properly, it can increase
productivity.

The main purpose of an organization is to make profits and increase
productivity. Undoubtedly, almost all authors argue that hiring a diversified
workforce is the most important thing in today's scenario, but managing such a
diversified workforce is a big challenge for management [1;3;4;5] Hiring a
diversified workforce will certainly lead to increased productivity, but can turn into
a disaster if not managed properly because not only management but also
employees experience some problems such as language problem (which is
acceptable and not driven by employees' thoughts), clash of views, difference in
perception, which is directly related to human behavior that ultimately affects the
productivity of any organization.

Helen Eboh Cletus, Nor Asiah Mahmood, et al [6] reviewed and highlighted
the critical issues affecting the concept of diversity in the workplace in
contemporary organizations around the world.

As a result, the authors have identified, explored and highlighted different
perspectives and challenges of diversity in the workplace. This is based on the
premise that today's firms, companies or organizations must adapt in order to
compete effectively and succeed in the face of increasing diversity and today's

global business climate. According to the findings, diversity promotes critical



thinking and problem-solving skills, employee growth and development, bringing
together different strengths, corporate attractiveness, innovative ideas and skills in
the workplace.

However, a number of factors currently contribute to these benefits,
including but not limited to the following. First, people's gender and lifestyles,
ethnic and cultural differences, physical or mental disabilities, workplace
communication and generational gaps can lead to problems in the workplace. As a
result, people in these groups face hostility, disrespect and discrimination from
other colleagues. These behaviors are reported to lead to an uncomfortable
atmosphere and low productivity in the workplace. In addition, these problems can
undermine morale, cause confusion, affect teamwork and reduce the attractiveness
of the organization. Consequently, today's organizations need to address the causes
of these problems in order to reap the long-term benefits of diversity.

According to the Oxford English Dictionary, diversity means "to be diverse,
different, different from others, diverse". Litwin [7] describes diversity as having
six primary dimensions (age, ethnicity, gender, physical characteristics/abilities,
race and sexual orientation) and eight variable dimensions (education,
geographical location, income, marital status, military experience, parental status,
religious beliefs and work experience). They differ in the degree of visibility.

The primary attributes are more visible, while the secondary attributes are
less visible or even invisible, especially those more related to psychology and
work. McGrath et al. [8] see diversity as a cluster of attributes which include
demographic (e.g., race, gender, age, etc.), task-related knowledge and abilities;
values, beliefs and attitudes; personality, cognitive and behavioral styles; and
status in the organization.

At the same time, questions remain open regarding the relationship between

workforce diversity and enterprise competitiveness, the advantages and



disadvantages of diversity in the workplace, the level of diversity management in a
real case study, the processing of the findings and the development of appropriate
proposals for enterprises.

Task definition. In the light of the above arguments and previous research
results, this paper presents the relationship between workforce diversity and
sustainable competitive advantage in modern organizations, highlights the benefits
and challenges of workforce diversity, describes how workforce diversity
contributes to sustainable competitive advantage of the company, analyses the
level of workforce diversity management in foreign companies established in
Poland and the challenges of diversity management in Poland. The main purpose
of this paper is to explain the relationship between workforce diversity and
competitive advantage in an organization.

Research results. The concept of diversity management has its origins in
business management and reflects the heterogeneity of the workforce and
recognizes ways to take advantage of it for the benefit of all participants and the
success of the business. Nowadays, organizations are openly embracing diversity
management as part of their human resource strategies. Stotz and Wedel [9] state
that diversity management is the planning and execution of organizational schemes
and procedures aimed at managing people in order to maximize the prospective
benefits of social diversity in the work environment and reduce its prospective
disadvantages. Diversity management not only values the individual characteristics
of employees, but also emphasizes respect for all stakeholders. Worman [10]
points out that in the workplace, people differ in their sensitivity, aspirations and
motivation; consequently, they respond differently to bosses' incentives to guide
their activities. She grouped the components of diversity into three categories:
social diversity (age, ethics, gender, etc.); value diversity (emotional differences in

personality and attitude) and information diversity (education, length of service in



the organization). The European Commission [11] notes that diversity is an

integrated expression based on the identification of all types of differences.
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Figure 1. Workforce diversity management
Source: developed by the authors

Diversity management is closely related to competitive advantage as one of
the most important factors influencing the success of organizations [12].
Competitive advantage is defined as the ability and capability that an organization
has in all its elements, through which it can produce something of value that
competitors cannot imitate or offer better [13]. In other words, it is the result when
an organization can do some aspects of its work better than its competitors, or
when it can do work in a way that competitors cannot duplicate [14]. (F. Narin &
D. Olivastro, 1998).

In this study, competitive advantage is simply defined as a superior

capability or resource that enables an organization to outperform everyone else in



some area. Possessing competitive advantage can help an organization develop the
means and methods to respond to market challenges as well as the ability to meet
customer needs, leading to the organization’s sustained success. An organization
with competitive advantage uses empowerment strategies and focuses on owning
the factors of successful production, fundamental capabilities and knowledge of the
external environment, in addition to building integration, which facilitates the
expansion of the value chain, enabling it to achieve survival and continuity [15].
Developing a competitive advantage means that a company's brand name (products
and services) is somehow recognized in the marketplace as the best. The advantage
of this is the potential that a brand name adds to a company's marketing efforts.
Consumers will be interested in hearing about a company's new product because
they recognize it as an industry leader. As a company's reputation as an industry
leader grows, other companies show interest in creating valuable partnerships that
can improve the position of both companies in the market. Competitive advantage
also forces developers and suppliers to come to your company and express interest
in doing business with you. This increases the possibility of selecting quality
suppliers who can help you improve your position in the market. When a company
establishes a competitive advantage for its services or support, it can easily dictate
its own prices in the marketplace. A reputation as an industry leader creates
demand in markets where the company does not currently offer products or
services. It is important to plan for the company's growth and monitor other
opportunities to find new markets in which the company can thrive.

Gaining, retaining or maintaining competitive advantage comes from a set of
circumstances or conditions that put the company in a better position than its
competitors. It arises from many aspects other than the simple product and service.

However, here we will talk about the two sources of competitive advantage which



were identified as the most important in the current study: human capital and
innovation.

Human capital plays a key role in solving the problems facing the
organization and in developing appropriate solutions that lead to solutions to the
challenges the organization faces [16]. Human capital in the form of a highly
skilled workforce can be a source of competitive advantage, especially if
employees do not learn their skills from competitors. It is therefore believed to be
the driver of most competitive advantage. If a firm's workforce is better able to
innovate, create or produce, it is more likely to achieve competitive advantage.
Many studies have shown that human capital through employee engagement can be
a source of competitive advantage. One study in the labor-intensive hospitality
industry found that "highly satisfied, motivated, committed and fully engaged"
employees secured higher market share than their competitors. Employee
engagement was particularly important during the Coronavirus pandemic (COVID-
19) as many companies closed physical offices and opted for remote working. By
finding ways to effectively engage the team in a virtual environment, a company
can make its employees feel supported and empowered from a distance. While
human capital is critical to competitive advantage, not all organizations have the
resources they need to succeed. The extent to which human capital is useful in
creating true competitive advantage is determined by its value, rarity and imitation
[17] (G. Huber, 1984).

The value of human capital is the extent to which people are capable of
producing work that supports an organization’s strategy for competing in the
marketplace [18] (S. Thomke & A. Nimgade, 1998). Although organizations often
put technology at the center of their discussions about the future of work, it is
human capital that represents the greatest value to organizations now and in the

future because people, as assets, are always valued. This distinguishes them from



physical assets, which operate with limited maximum performance and tend to
depreciate over time. The rarity of human capital can be explained as the extent to
which the skills and talents of an organization’s people are unique in the industry.
The imitability of human capital is the extent to which the skills and talents of an
organization’s people can be copied by other organizations [19] (Nadler, D.,
&Tushman, M. 1989). Thus, competitors can copy a company's products, but they
can never copy its employees (although they can sometimes poach them). Usually
most of a company's competitive advantage is safely hidden in the tacit knowledge
of its employees. The point here is that the company has organized management
systems, processes, structures and a culture to capitalize on resources and
capabilities. Human resources and team leaders are trained in how to use data to

hire, promote, manage and improve employee performance.
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Figure 2. Human capital as a source of competitive advantage
Source: developed by the authors

The concept of innovation here refers to many aspects such as products,
intellectual property and technology. Product design can sometimes give a
competitive advantage even though competitors usually copy it easily. Fortunately,
intellectual property laws can protect an organization’s rights to product,

technology and process design. Thus, to gain a competitive advantage over



competitors, a company must differentiate its products and services from those of
its competitors. This may include: better customer service, faster or cheaper
delivery, location, color and aesthetics, source of goods and so on and so forth.
Technology also plays a key role in creating a competitive advantage for an
organization, especially in these times of great technological advancement.
However, to create a competitive advantage through technological innovation, a
company needs to create a culture that is open to the effective adoption of new
technology. One study on the implementation of electronic data interchange (EDI)
in the automotive industry notes that the company has gained the following
benefits: "cost savings, time savings, increased efficiency, improved
communication, reduced errors and delays. Consequently, customer satisfaction
and productivity levels have increased dramatically." Because firms operate in a
competitive environment, the accepted way to deal with competition is to adopt
strategies to strengthen the organization in the marketplace. How a firm models its
strategies to meet the challenges and how it seizes opportunities will or will not
lead to competitive advantage. However, Barney [20] (2001) believes that a
company must take into account available sources that can be the difference in
building and sustaining an advantage. Thus, competitive advantage is achieved
when an organization effectively implements a strategy or innovation that can
create value for the market [21] (Bharadwa;j et al., 1993). Thus, innovation can be
a major mechanism for a firm to achieve competitive advantage over other
competitors. According to Hall [22] (1980), the source of differentiated
competitive advantage is achieved through price reductions, the use of promotional

tools and product innovation.
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Figure 3. Innovation as source of competitive advantage
Source: developed by the authors

Obviously, there are some benefits and challenges to managing a diverse
workforce that management must be aware of to guide the organization's decision-

making process (Figure 4).
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Figure 4. Benefits and challenge of workforce diversity
Source: developed by the authors

Benefits include:

- aattracting a broader pool of talent and retaining the best talent. Any
company that can demonstrate that its business invests in creating a multicultural
and inclusive environment can easily make the right impression on talented

candidates. Employees are no longer just looking for jobs that pay well, they are



looking for organizations where they feel respected and valued for their unique
contributions. It is for this reason that a company that focuses on diversity and
inclusion is more likely to attract a broader range of candidates who are looking for
a progressive place to work. It fosters mutual respect among colleagues who value
the diverse culture, perspectives and experiences of their team members. An
inclusive, cross-cultural environment can go a long way toward fostering long-term
connections between colleagues and teams in the organization;

- creativity and more innovation. Obviously, a diverse workforce inspires
creativity and leads to innovation; as more diverse ideas are offered, the chances of
finding an acceptable response increase.

- new employee perspectives and professional growth. A culturally diverse
workplace will certainly attract more talented, ambitious and global professionals
who will appreciate the opportunity for personal and professional growth.

At the same time, creating a diverse workforce not only benefits the
company Implementing diversity in the workplace can sometimes create some
challenges for some organizations:

- communication problems. When implementing diversity in the workplace,
it's important to create an open and inclusive work environment so that all team
members feel a need to contribute and communicate, as ineffective communication
can directly reduce productivity and team cohesion. Perceptual, cultural and
language barriers must also be overcome for diversity programs to be successful, to
avoid confusion, lack of teamwork and low morale;

- integration issues-it is important to encourage integration between teams so
that colleagues from different countries (countries, regions, races, or sexual
orientations) do not work in isolation and limit knowledge transfer;

- implementation of diversity policies through an appropriate team capable

of moving diversity initiatives from the design phase to the implementation phase.



Diversity management as a business strategy is a relatively recent
phenomenon in Poland, but it is becoming an increasingly important global
employment trend for many Polish organizations as research proves that the
potential of diverse human resources is enormous and its proper use can lead a
company to market success.

First of all, it is important to highlight the issue related to the analysis of the
extent of implementation of diversity management strategies in Poland, because
many Polish companies, including signatories of the Diversity Charter, do not
publish much information about diversity management. The reason is that many
large companies in Poland are often foreign-owned companies which take ready-
made solutions and data from parent companies.

Another issue concerned the dimensions of diversity adopted by Polish
organizations, as for most of them the most frequently mentioned dimensions of
diversity were age, race and gender.

Diversity includes more than just race or gender. Scholars give it different
definitions. A suitable description proposed by Daya (2014) presents diversity as
representing all forms of visible and invisible differences, including race, gender,
ethnicity, disability, sexual orientation, education, class, rank, age, etc. It is also
important to note that not all companies in Poland have signed the Diversity
Charter. As of April 2021, there are only 308 companies in Poland that have signed
the Diversity Charter, and surprisingly, none of the 5 companies described in
Chapter 4 have signed it. Given the analysis based solely on existing data and
additional research, it is clear that the implementation of a diversity management
strategy in Polish companies is rare and rather superficial. But it is clear that most
large companies implement diversity management, according to observations and

little information posted on their web portals, as well as feedback from the survey.



Consequently, in order to touch the reality of a diverse workforce in Poland,
a survey was adopted for this study, which was conducted mainly online so that
people from different backgrounds could be reached. More than 100 people from
different backgrounds, mostly young foreigners working in Poland, took part in the
survey.

1) Race. 48 of 101 participants described themselves as white, 35 as black, 9
as Hispanic or Latino, and 9 as Asian;

2) Gender. 51 of the 101 participants identified themselves as male, 42 as
female, 4 as other and 4 did not want to say;

3) Sexual orientation. 58 of the 101 participants identified themselves as
heterosexual or straight, 19 as bisexual, 5 as gay, 6 as lesbian, 5 as other and 8 did
not want to say.

4) Religion. 39 of the 101 participants described themselves as Catholic, 13
as Protestant, 1 as Jewish, 7 as Muslim, 14 as Christian, 10 as other and 22 as not
practicing any religion.

5) Age. 89 of the 101 participants were under the age of 35 and 13 were
between the ages of 35 and 60.

6) Disability. 32 of the 101 participants lived with a disability and 69 said
they did not.

Current research has observed that a clear advantage of a diverse workplace
is that it allows employees and employers to consider the experiences and
perspectives of different people. As several studies have noted, a diverse
workforce, different perspectives and experiences usually lead to better business

decisions. Each new perspective represents a new way of solving a problem.
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Figure 5. Results of an online survey of workforce diversity in Poland
Source: compiled by the authors based on data [11]

Referring to the results of an online survey, as well as information collected
on the official websites of some companies, most participants and key managers
concluded that diversity in the workplace is likely to create and maintain a
competitive advantage if managed well, as it fosters creativity and leads to
innovation in the organization.

In Poland, society is relatively homogeneous in terms of culture, race and
religion. Race, age and gender are the main elements that are recognized most
readily. These factors are the most frequent cause of discrimination in Polish
enterprises.

Obviously, when an organization has a diverse workforce, communication
between team members can be a challenge. For many foreigners working in
Poland, Polish and even English are not their native language. This means that

team members may not communicate effectively and may have difficulty



understanding each other because of the language barrier. Failure to fully
understand instructions can lead to significant reductions in productivity and
teamwork. To solve this problem, some Polish organizations try to hire as many

bilingual employees as possible.

Conclusions and Discussion

Nowadays, working with diversity is becoming more and more important
than ever before. Diversity in the workplace is undoubtedly one of the most
discussed topics in the business community. For organizations, it goes beyond any
kind of political correctness. It's about business survival by building a great
reputation for a company that attracts talent from all walks of life.

As for employees, a well-diversified workplace is likely to attract them
because they feel that such a work environment will definitely boost their morale
and generate a desire to be more efficient and work more productively.

The aim of this study is to explain the relationship between workforce
diversity and competitive advantage of the organization by identifying the benefits
and challenges of workforce diversity and analyzing the level of workforce
diversity management in foreign companies established in Poland as well as the
challenges of diversity management in Poland.

Based on the information gathered and the answers to the interview
questions, the study showed that in a diverse workplace the competitive advantage
is realized not only by recognizing diversity, but also by creating an environment
of inclusion, where employees feel valued and appreciated, working towards a
common goal, feeling supported, which leads to increased productivity, employee
commitment and innovation.

The benefits of diversity are numerous, as it attracts a wider pool of talent

and retains the best people. Job seekers indicated that diversity is an important



criterion for them when evaluating companies and job offers. Diversity also
inspires creativity and leads to innovation. Employees from different backgrounds
offer a variety of solutions to achieve a common goal. As more diverse ideas are
offered, the chances of finding an acceptable answer increase. It also opens up new
perspectives for employees and promotes professional growth, as interacting with
people from different cultures can be such an enriching experience that allows
employees to learn about different perspectives and traditions around the world.

Managing a diverse workforce certainly poses potential challenges that need
to be addressed accordingly. First of all, when introducing diversity into the
workplace, it is very important to create an open and inclusive work environment
so that all team members feel the need to contribute and communicate in order to
overcome some communication barriers. In addition, there will always be a
category of employees who will not easily accept the fact that the social and
cultural composition of their workplace is changing, thus creating some integration
challenges. Last but not least, developing a diversity programmer is one thing and
implementing it is another. Implementing diversity policies in the workplace can
sometimes be a major challenge for many companies.

When analyzing the extent to which diversity management strategies have
been implemented in Poland, it was found that many Polish companies, including
signatories of the Diversity Charter, do not publish much information about
diversity management. Most of them do not have significant information on this
issue on their websites. The reason is that most of them are often foreign-owned
companies which adopt ready-made solutions and data from parent companies.

Thus, it is obvious that the implementation of diversity management strategy
in Polish companies is rare and rather superficial. But there is an opinion that most
of the big companies are implementing diversity management, judging by the

information on their web portals and the feedback received during the survey.



After a critical review of the literature and various academic papers related
to diversity management, as well as the information gathered and responses to the
interview questions, the research clearly showed that creating a well-diversified
workforce is not only important for anti-discrimination compliance, but can also
benefit the organization in creating and maintaining a competitive advantage.
Diversifying the workforce can be challenging, as described in previous chapters,
but given the various benefits that can accrue to both employees and the
organization as a whole, implementing a diversity policy across the company
should be a priority.

As a result, the recommendation for organizations as a whole is to broaden
the hiring base and educate employees about the benefits of diversity. Emphasizing
to employees how diversity benefits the company and how it ultimately benefits
every employee is the best way to promote diversity and inclusion in the
workplace.

For Polish organizations, the Diversity Charter creates such incredible tools
and guidance for companies, government agencies and non-profit organizations to
manage diversity in the workplace. This study suggests that the charter should be
signed and strictly implemented.

In the future, the search for ways to promote diversity in the workplace
should continue in order to develop a sustainable competitive advantage for the
company in the global marketplace. Directions for future research will focus on
ways to promote diversity and inclusion in the workplace and explore its impact on

the sustainable development of companies.
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