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Introduction

About this Factbook

Would you like to know more about Diversity,
Equity and Inclusion (DEI) in the world of work?
Are you looking for current figures on the topic?
Do you still need strong arguments to initiate
diversity management in your workplace? Or
concrete examples of how companies and
institutions are already implementing DEI?

The Factbook offers you exactly that: a quick
introduction to the topic and the most important
facts. Up-to-date, practice-oriented, holistic. If
you would like to delve deeper, we have listed
further sources for you. We update and expand
this Factbook every year to mark German
Diversity Day.

Diversity is one of the most important success
factors for the world of work. We need the joint
commitment and support of every individual
to ensure that it continues to progress: Your
#VoteForDiversity counts.

Overview 2024

® 23.05. 75th anniversary of the Basic Law

® 28.05. German Diversity Day

® 09.06. European elections

® 28.06. 55th anniversary of the Stonewall
Riots

® 01.09. State elections in Saxony and
Thuringia

® 15.09. International Day of Democracy

® 22.09. State election in Brandenburg

® 03.10. Day of German Unity

® 05.11. Presidential and congressional
elections in the USA

® 09.11. 35th anniversary of the fall of the

Berlin Wall

®18.-21.11. Conference DIVERSITY

Outlook 2025

® 27.05.
©28.09.

German Diversity-Day
German federal election

You can find more events, festivals and public
holidays in our diversity calendar.

Current legislative changes

® Promoting an inclusive labour market: Since
January 1, 2020, stricter regulations have applied
to companies that do not sufficiently comply
with the employment of severely disabled people.
Among other things, the compensatory levy has
been increased.

® Self-Determination Act: Trans® inter* and non-
binary people will find it easier to change their
gender entry and first name in future. The law
was passed by the Bundestag in April 2024 and
will come into force on November 1, 2024.

® More sick days for working parents: in
2024/2025, the number of days per child and
parent will increase from 10 to 15 per year.

® Continuing education law: New work content,
new technologies, new tools - companies need
skilled workers who are familiar with them.
From April 1, 2024, the training guarantee,
Continuing Education Act and qualification
allowance will help companies to keep pace.



https://www.charta-der-vielfalt.de/en/our-projects/german-diversity-day/
https://www.charta-der-vielfalt.de/en/our-projects/conference-diversity/
https://www.charta-der-vielfalt.de/aktivitaeten/vielfaltskalender/
https://www.bmas.de/DE/Service/Gesetze-und-Gesetzesvorhaben/gesetz-zur-foerderung-eines-inklusiven-arbeitsmarktes.html
https://www.bmfsfj.de/bmfsfj/aktuelles/alle-meldungen/bundestag-beschliesst-selbstbestimmungsgesetz-238306#%3A~%3Atext%3DDas%20Selbstbestimmungsgesetz%20soll%20es%20trans%2CGesetz%20nun%20vom%20Bundestag%20verabschiedet
https://www.bundesgesundheitsministerium.de/themen/praevention/kindergesundheit/faq-kinderkrankengeld
https://www.bundesregierung.de/breg-de/themen/arbeit-und-soziales/weiterbildungsgesetz-bundesrat-2173366
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® Barrierefreiheitsstarkungsgesetz: The law
makes digital accessibility mandatory for private
companies as well as public institutions. Micro-
enterprises are exempt from the regulation. The
law comes into force on June 25, 2025.

® Extension of the integration subsidy until
2028: Anyone who hires people who need more
support due to their age, disability or prolonged
unemployment, for example, can receive a
subsidy for up to 36 months.

® Skilled Immigration Act: Anyone with two years
of professional experience and a qualification
in their home country can come to Germany as
a skilled worker. From March 2024, people who
take part in qualification measures in Germany
can receive a longer residence permit of up to
three years.

® Qualification allowance: From 01.04.2024,

companies affected by structural change are to
receive financial support for the further training
of their employees.

Diversity in politics

® The German Bundestag is more diverse than
ever before:
® Younger: Almost 30 percent of MPs are
under 40 years old. Compared to the
Bundestag elected in 2017, their share has
doubled.
® More female: the proportion of women has
risen to 35 percent. In addition, two trans
women entered the Bundestag in 2021.
® In March 2024, the coalition was joined
by the first deaf member of parliament
through a succession procedure.

® When it took office, the federal government
appointed a Queer Commissioner for the first
time, an Anti-racism officer and an anti-ziganism
officer.

® |t also works with action plans. Action plans
are strategic programs of the government to
set goals and implement them. The following
have been adopted and are currently being
implemented: the "Queer Life" action plan, the
action plan for implementing the UN Convention
on the Rights of Persons with Disabilities, the
action plan for accessibility in the healthcare
system, as well as action plans against racism,
antiziganism and anti-Semitism.

® A further package of measures was added
to the existing action plan against right-wing
extremism in February 2024.



https://www.bmas.de/DE/Service/Gesetze-und-Gesetzesvorhaben/barrierefreiheitsstaerkungsgesetz.html
https://www.arbeitsagentur.de/unternehmen/finanziell/eingliederungszuschuss-zur-foerderung-arbeitsaufnahme
https://www.arbeitsagentur.de/unternehmen/finanziell/eingliederungszuschuss-zur-foerderung-arbeitsaufnahme
https://www.bundesregierung.de/breg-de/themen/arbeit-und-soziales/fachkraefteeinwanderungsgesetz-2182168
https://www.handwerksblatt.de/betriebsfuehrung/weiterbildungsfoerderung-ausbildungsgarantie-und-mehr-das-steht-im-neuen-gesetz
https://www.zeit.de/politik/deutschland/2021-09/bundestag-interaktive-sitzverteilung-bundestagswahl-abgeordnete
https://www.bmfsfj.de/bmfsfj/ministerium/behoerden-beauftragte-beiraete-gremien/queer-beauftragter-der-bundesregierung
https://www.integrationsbeauftragte.de/ib-de
https://www.bmfsfj.de/bmfsfj/aktuelles/presse/pressemitteilungen/bundesregierung-beruft-erstmals-antiziganismus-beauftragten-193920
https://www.bmfsfj.de/bmfsfj/aktuelles/presse/pressemitteilungen/bundesregierung-beruft-erstmals-antiziganismus-beauftragten-193920
https://www.bmfsfj.de/bmfsfj/aktuelles/presse/pressemitteilungen/bundesregierung-beruft-erstmals-antiziganismus-beauftragten-193920
https://www.bundesregierung.de/breg-de/aktuelles/aktionsplanqueerleben-2144130
https://www.bmas.de/DE/Service/Publikationen/Broschueren/a750-nationaler-aktionsplan-2-0.html
https://www.bmas.de/DE/Service/Publikationen/Broschueren/a750-nationaler-aktionsplan-2-0.html
https://www.bundesgesundheitsministerium.de/presse/pressemitteilungen/startschuss-aktionsplan-fuer-diverses-inklusives-barrierefreies-gesundheitswesen
https://www.bundesgesundheitsministerium.de/presse/pressemitteilungen/startschuss-aktionsplan-fuer-diverses-inklusives-barrierefreies-gesundheitswesen
https://www.demokratie-leben.de/das-programm/hintergrund/nationaler-aktionsplan-gegen-rassismus-der-bundesregierung
https://www.bmi.bund.de/SharedDocs/downloads/DE/veroeffentlichungen/themen/heimat-integration/minderheiten/eu-roma-strategie-2030.html
https://www.bundesregierung.de/breg-de/aktuelles/gegen-antisemitismus-2231878
https://www.bundesregierung.de/breg-de/aktuelles/gegen-antisemitismus-2231878
https://www.bundesregierung.de/breg-de/aktuelles/gegen-antisemitismus-2231878
https://www.bmi.bund.de/SharedDocs/schwerpunkte/DE/gegen-rechtsextremismus/artikel-massnahmen-gegen-rex.html




Influencing factors & trends - Socio-political developments

Increased awareness

of diversity

Diversity is essential for Germany. We can only
be successful as a society if we recognize, value
and further promote diversity. This also means
that we are committed to a vibrant democracy.
Always and everywhere. Promoting democracy
and diversity also plays a crucial role in the
workplace, where people come together every
day in all their diversity.

And increasingly so: anti-democratic movements
are also gaining ground in Germany. Our society
is increasingly having to deal with extremism and
other challenges that call fundamental values
into question - and threaten them. This was also
made clear by CORRECTIV's publications in
January 2024: they uncovered a secret meeting
between leading AfD politicians, neo-Nazis and
well-known entrepreneurs who discussed plans
to expel people from Germany en masse.

However, awareness of the relevance of diversity

is also growing. And with it, commitment.

® |n response to CORRECTIV's research, a
total of around 1.98 million people took part in
demonstrations for democracy and against right-
wing extremism across Germany in February
2024.

® Newly founded and already established
alliances and initiatives are actively committed
to democracy and diversity.

® The world of work is taking a stand: board
members and managers are increasingly
assuming political responsibility for democratic
values by taking a stand for democracy and
against extremism both publicly and within the
company.



https://correctiv.org/aktuelles/neue-rechte/2024/01/10/geheimplan-remigration-vertreibung-afd-rechtsextreme-november-treffen/
https://www.tagesschau.de/inland/gesellschaft/demonstrationen-gegen-rechtsextremismus-102.html
https://www.charta-der-vielfalt.de/aktivitaeten/leitfaden-demokratie-und-vielfalt-am-arbeitsplatz/
https://www.charta-der-vielfalt.de/unsere-aktivitaeten/leitfaden-demokratie-und-vielfalt-am-arbeitsplatz/

Socio-political developments

Anti-democratic
movements

This year is also known as a super election year
because new governments are being elected
in three German federal states and in the
European Parliament - and there are fears of a
strengthening of right-wing populist parties at
all levels. Other local elections are also taking
place in Germany. Right-wing extremist and
misanthropic views endanger democracy and
diversity in all its dimensions - ideologically and
in the form of real violence.

® |n May 2024, the entire AfD was confirmed as
a suspected far-right party. The party's youth
organisation was already classified as confirmed
right-wing extremist by the Office for the
Protection of the Constitution in 2023.

® The Office for the Protection of the Con-
stitution has been reporting an increase in
numbers of right-wing extremism and violence-
oriented right-wing extremists for years.

® |n 2023, right-wing motivated crimes
accounted for almost half of all cases registered
by the police in the area of politically motivated
crime. With an increase of 23.21 percent, 28,945
cases occurred in Germany.

® Attacks on politicians in particular are on the
rise: authorities recorded 2,790 cases in 20283.
This corresponds to a near doubling compared
to 2019.



https://www.ovg.nrw.de/behoerde/presse/pressemitteilungen/23_240513/index.php
https://www.verfassungsschutz.de/DE/themen/rechtsextremismus/zahlen-und-fakten/zahlen-und-fakten_node.html
https://www.verfassungsschutz.de/DE/themen/rechtsextremismus/zahlen-und-fakten/zahlen-und-fakten_node.html
https://www.bka.de/DE/UnsereAufgaben/Deliktsbereiche/PMK/PMKZahlen2023/PMKZahlen2023.html
https://www.bka.de/DE/UnsereAufgaben/Deliktsbereiche/PMK/PMKZahlen2023/PMKZahlen2023.html
https://www.zeit.de/thema/angriffe-auf-politiker

Socio-political developments - Anti-democratic movements

This development can also be seen in the digital
space:

® More than half of those surveyed in a study
stated that they were less likely to express their
own political opinion online (57 percent) and less
likely to take part in discussions (55 percent) due
to fear.

® Online hate is particularly common among
people with a visible history of migration (30
percent), young women (30 percent) and people
with a bisexual (36 percent) or homosexual (28
percent) orientation.

Existing headwinds can also be interpreted
as a sign of progress. Sociologist Aladin EI-
Mafaalani expresses it as follows in his book The
Integration Paradox (2018):

“We are therefore in an intermediate phase:
fewer and fewer people are excluded from public
discourse, more and more groups are able to
create a public sphere and at the same time
there is still discrimination. While at an earlier
stage it was still about a place at the table and
a slice of the cake, at an advanced stage, when
some minority members are already sitting at
the table, the table order and the cake recipe
become an area of conflict.”

(EI-Mafaalani, Immer weniger Diskriminierung?,
taz 2021, translation from GE)

Conclusion:

As the number of challenges increases, so does
the need for active engagement. According to a
recent study, employers enjoy a particularly high
level of trust from their employees. Especially
employees who perceived society to be very
divided, trusted their employer to "do the right
thing". The world of work is therefore needed as
a social authority that is committed to diversity
and democracy. Diversity management can play
an active role in shaping the intermediate phase
in the world of work referred to by Professor El-
Mafaalani. With the help of concrete measures,
awareness-raising and education, the workplace
can act as an important place to strengthen
diversity and democracy.

You can also find specific examples of how to
implement the promotion of democracy and
diversity in companies in our new practical

guide.


https://kompetenznetzwerk-hass-im-netz.de/lauter-hass-leiser-rueckzug/
https://kompetenznetzwerk-hass-im-netz.de/lauter-hass-leiser-rueckzug/
https://www.manager-magazin.de/hbm/konsumenten-erwarten-dass-unternehmen-und-ceos-stellung-beziehen-a-f74c7286-d71c-4854-8ad2-778f984a133d
https://www.charta-der-vielfalt.de/aktivitaeten/leitfaden-demokratie-und-vielfalt-am-arbeitsplatz/
https://www.charta-der-vielfalt.de/aktivitaeten/leitfaden-demokratie-und-vielfalt-am-arbeitsplatz/




Influencing factors & trends - Al and digital change

The world of work is currently undergoing major
changes due to the digitalisation of processes
and the use of artificial intelligence (Al).
Machines are learning to think like humans by
being fed with data sets. Al is now being used
in almost every area of life in the form of various
programs and systems. This is also having an
impact on the world of work.

More and more attempts are being made to
focus on the advantages of Al: Where can the
technology provide support? What opportunities
does it offer to reduce the workload in the
workplace?

Opportunities

through Al

Respondents to a DGFP study agree that Al will
change job and occupational profiles in the next
three to five years. According to a recent IMF
study, Al could also affect around 60 percent
of jobs in developed economies. 87 percent of
respondents to a trend survey see opportunities
to counteract the labour shortage through the
use of Al. 40 percent of respondents want to
use Al to compensate for a lack of skills in the
workforce.
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A large majority of German managers (93
percent) are convinced that Al would make
their work significantly easier. Half of C-level
executives are already using Al to automate
unpleasant tasks. One year after its introduction
in Germany, one in three Germans has already
tried out the Al program ChatGPT. 50 percent
of users also use it for professional purposes.
Among young entrepreneurs, 62 percent already
use Al-based tools for their work. 84 percent
of C-level executives say they need to use Al to
achieve their growth targets.


https://www.dgfp.de/aktuell/pressemitteilung-trendbefragung-ki-in-der-unternehmenspraxis
https://www.imf.org/en/Publications/Staff-Discussion-Notes/Issues/2024/01/14/Gen-AI-Artificial-Intelligence-and-the-Future-of-Work-542379?cid=bl-com-SDNEA2024001
https://www.dgfp.de/aktuell/pressemitteilung-trendbefragung-ki-in-der-unternehmenspraxis
https://www.springerprofessional.de/kuenstliche-intelligenz/innovationsmanagement/topmanagement-fehlt-durchblick-bei-ki/26617702
https://ifidz.de/leadership-studien/leadership-development-berater/kuenstliche-intelligenz-fuehrung-fuehrungskraefte-leadership/
https://ifidz.de/leadership-studien/leadership-development-berater/kuenstliche-intelligenz-fuehrung-fuehrungskraefte-leadership/
https://www.springerprofessional.de/kuenstliche-intelligenz/innovationsmanagement/topmanagement-fehlt-durchblick-bei-ki/26617702
https://www.bitkom.org/Presse/Presseinformation/Ein-Jahr-ChatGPT-Jeder-Dritte-hat-KI-Chatbot-ausprobiert
https://www.bitkom.org/Presse/Presseinformation/Ein-Jahr-ChatGPT-Jeder-Dritte-hat-KI-Chatbot-ausprobiert
https://wjd.de/zwei-drittel-der-jungenwirtschaft-pessimistisch-fuer-die-zukunft/
https://www.accenture.com/content/dam/accenture/final/a-com-migration/thought-leadership-assets/accenture-built-to-scale-pdf-report.pdf

Influencing factors & trends - Al and digital change

This is because the use of Al can bring
concrete benefits in the workplace:

® Increased efficiency: Al makes repetitive
tasks easier or automates them completely. By
2030, automation through Al could influence
up to 70 percent of business activities in almost
all professions, which, according to McKinsey's
calculations, would generate several trillion
dollars in profits for the global economy.

® Improving working conditions: The automation
of repetitive and dangerous tasks not only
increases safety in the workplace, but also
reduces the physical and mental strain on
employees. According to an OECD study from
2023, working conditions improved for both
employees and employers through the use of Al
programs.
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® Enlarging the talent pool: People who were
considered unemployable due to a disability
can now work with the support of digital
assistance systems. People with different
languages can communicate with the help
of translation software. Digital conferencing
systems enable a global exchange at any time
of day - in real time.

® Supporting inclusion and diversity: By
reducing bias in hiring and promotion processes,
Al can ensure fairer conditions in the workplace.
However, it is important that Al systems are
carefully monitored to avoid unconscious bias
and ensure fair application.



https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-of-the-future-enabled-by-gen-ai-driven-by-people
https://www.mckinsey.com/capabilities/mckinsey-digital/our-insights/the-economic-potential-of-generative-ai-the-next-productivity-frontier#key-insights
https://www.oecd.org/publications/the-impact-of-ai-on-the-workplace-main-findings-from-the-oecd-ai-surveys-of-employers-and-workers-ea0a0fe1-en.htm
https://www.tagesschau.de/wissen/ki-vorurteile-101.html

Influencing factors & trends - Al and digital change

Vulnerabilities of
digital change

Almost 33 percent of respondents in a study
consider Al to be an opportunity to prevent
discrimination based on diverse dimensions.
At the same time, 47 percent assume that Al
is susceptible to bias and stereotypes. In fact,
researchers found that Al-based programs
designed to eliminate bias in the selection of
applicants contained more bias than expected.
The problem: the Al adopted stereotypes
or learned from the unconscious bias of its
developers. There is a lack of diversity: ac-
cording to a report by the New York-based Al
Now Institute, 80 percent of all professors in Al
research are male. The proportion of women in
Al research at Google and Facebook is 15 and
10 percent respectively. Black employees make
up only 2.5 percent of Google's developer team,
compared to 4 percent at Facebook.

The changes in job profiles due to the use of Al
technologies are causing mixed feelings among
employees. For older employees in particular,
the rapid development of Al and digitalisation
can make them feel left behind because they no
longer understand the technology. Even now, 57
percent of the 65+ generation say that ChatGPT
scares them - compared to just 28 percent of 16
to 29-year-olds. By contrast, only two percent
of German managers believe their jobs are
threatened by Al systems in the medium to long
term.

Digital divide: There are also strong correlations
between the level of education and the digital
skills required for the use of Al. The labour
market requires digital skills. The large skills
gap between people with particularly high and
particularly low levels of education is therefore
having an increasing impact on their career
opportunities. According to an IMF study,
the use of Al can therefore lead to increased
income disparities: People with a university
degree in particular have a better chance of
entering professions in which they can use Al
productively and therefore hope to earn higher
salaries. In_a comparison between men and
women, significantly fewer women have above-
average digital skills than men. This "gender
digital gap" is also linked to fewer points of
contact due to part-time work, which is more
common among women.
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https://res.cloudinary.com/iubh/image/upload/v1649672445/studies/202203_KI_im_Recruiting_Whitepaper.pdf
https://res.cloudinary.com/iubh/image/upload/v1649672445/studies/202203_KI_im_Recruiting_Whitepaper.pdf
https://www.businessinsider.de/wissenschaft/warum-kuenstliche-intelligenz-schon-bald-ueber-den-erfolg-eurer-bewerbung-entscheiden-koennte-und-was-ihr-dazu-wissen-solltet/
https://ainowinstitute.org/publication/discriminating-systems-gender-race-and-power-in-ai-2
https://www.bitkom.org/Presse/Presseinformation/Ein-Jahr-ChatGPT-Jeder-Dritte-hat-KI-Chatbot-ausprobiert
https://www.bitkom.org/Presse/Presseinformation/Ein-Jahr-ChatGPT-Jeder-Dritte-hat-KI-Chatbot-ausprobiert
https://ifidz.de/leadership-studien/leadership-development-berater/kuenstliche-intelligenz-fuehrung-fuehrungskraefte-leadership/
https://www.bagarbeit.de/wp-content/uploads/2023/07/Dokument3.pdf
https://www.bagarbeit.de/wp-content/uploads/2023/07/Dokument3.pdf
https://www.imf.org/en/Publications/Staff-Discussion-Notes/Issues/2024/01/14/Gen-AI-Artificial-Intelligence-and-the-Future-of-Work-542379?cid=bl-com-SDNEA2024001
https://www.bagarbeit.de/wp-content/uploads/2023/07/Dokument3.pdf
https://www.wsi.de/de/faust-detail.htm?produkt=HBS-008549
https://www.wsi.de/de/faust-detail.htm?produkt=HBS-008549

Digitilisation
Conclusion

Artificial intelligence has a major impact on
how we work. Diversity management offers
opportunities to use digitalization to create a
more diverse working world with more equal
opportunities:

® Artificial intelligence will change and achieve
a lot in the work context: This applies in
particular to increased efficiency through the
automation of processes, improved working
conditions, more participation through digital
solutions and more objective personnel
decisions.

® The German labor shortage can also be
mitigated to some extent through the use of Al.

® The data basis counts: More diversity in
development teams would ensure that all
diversity dimensions are included in the Al data
set and that the technology can be used even
more successfully to prevent discrimination in
recruitment.

® Digital skills are a privilege. Through tandem
programs and further training, diversity
management offers opportunities to support
people in the workplace who might otherwise be
left behind in the use of digital services.

14






Influencing factors & trends - Demographic change

Labour shortage §

There is a general labour shortage in Germany: in
2023, the number of unfilled vacancies was 1.98
million. Specialized skilled workers in particular
are in demand, but there is also a shortage of
unskilled workers. This poses major challenges
for the world of work.

® The healthcare sector, skilled trades and
manufacturing professions as well as the STEM
(science, technology, engineering and math)
sector are particularly affected by a shortage of
specialized workers.

® Almost 20,500 vacancies will remain unfilled
in the educator occupational group in 2022.
In 2021, there was a shortage of over 87,000
tradespeople.

16

There are many reasons for this. The main
factors lie in the demographic changes to the
overall population in Germany. People are
getting older and the birth rate remains low.
The corresponding ageing of society is also
making itself felt in the world of work: the
average age of employees is rising and the
proportion of the working population is falling.

® The workforce is getting older: In 2050, the
number of people in the workforce of the ages 60
to 74 is expected to increase by three percent. In
comparison, the number of 15 to 29-year-olds is
expected to fall by one percent.

® More people are retiring: Germany's working-
age population (inhabitants aged 15 to 74) will
probably shrink to 56.1 million people by 2050.
At the same time, the group of pensioners will
grow by 29 percent. 47 percent of SMEs (Small
and Medium Enterprises) see their company's
existence threatened by this age-related



https://www.spiegel.de/wirtschaft/unternehmen/iab-rekord-bei-zahl-der-offenen-stellen-deutschland-fehlen-2-millionen-arbeitskraefte-a-0641ee50-6354-40d9-9052-130d781da953
https://statistik.arbeitsagentur.de/DE/Statischer-Content/Statistiken/Themen-im-Fokus/Fachkraeftebedarf/Generische-Publikationen/Arbeits-und-Fachkraeftemangel-trotz-Arbeitslosigkeit.pdf?__blob=publicationFile
https://www.bmwk.de/Redaktion/DE/Dossier/fachkraeftesicherung.html
https://www.bmwk.de/Redaktion/DE/Dossier/fachkraeftesicherung.html
http://c//Users/Prakti1/Downloads/IW-Kurzbericht_2022-Top-Fachkr%C3%A4ftel%C3%BCcken.pdf
https://www.demografie-portal.de/DE/Fakten/erwerbsbevoelkerung.html?nn=677112
https://www.demografie-portal.de/DE/Fakten/erwerbsbevoelkerung.html?nn=677112
https://www.demografie-portal.de/DE/Fakten/erwerbsbevoelkerung.html?nn=677112
https://www.stepstone.de/e-recruiting/wissen/globale-arbeiterlosigkeit-der-deutsche-arbeitsmarkt/?cid=other_b2b_Whitepaper_Personalwirtschaft_060922_Standalone_DE&utm_source=MarketingCloud&utm_medium=email&utm_campaign=PWT-SAM-Stepstone-KW36
https://www.bvmw.de/de/arbeit-und-soziales/news/rentenwelle-jeder-zweite-mittelstaendler-fuerchtet-um-seine-existenz

Influencing factors & trends - Demographic change

Diversity activates
untapped labour

The Federal Statistical Office predicts that the
population in Germany will shrink by around
25 percent over the next 40 years. Only if there
is a large difference between immigration and
emigration would the proportion of the working
population increase sufficiently. But also the
diversity of the German population offers great
untapped potential to counteract the labour
shortage.

Women

® The number of working women in Germany has
been rising steadily for years. Yet, the gap in the
employment rate between women and men has
not changed since 2016.

® The part-time rate among female employees
is around 49.2 percent, compared to just 12.7
percent of men. For 41 percent of working
women, personal or family commitments were
the reason for working part-time, compared to
only 11 percent of men. One possible solution
to alleviate the labour shortage is to increase
women's working hours by adapting the
framework conditions. In addition to statutory
support, for example in childcare, workplaces
can also be made more flexible and family-
friendly.
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Semi-skilled and unskilled persons

® According to a KOFA study from 2023, semi-
skilled and unskilled workers could reduce the
skills gap by around 83,000 jobs if they were
appropriately qualified. This corresponds to 23%
of all vacancies for which vocational training
is required and no suitably trained person is
available.

(Severely) disabled people

® According to the Federal Employment Agency,
around 164,000 people with severe disabilities
are looking for a job. More than half of severely
disabled people have a vocational or university
degree. At the same time, around a quarter of
employers who are obliged to employ people
with severe disabilities do not employ them.

People with a history of migration

® Many thousands of additional workers could
be gained if people with a history of migration
were given more support on the labour market.
Improving the recognition of international qua-
lifications also plays an important role here.


https://www.mckinsey.de/~/media/mckinsey/locations/europe and middle east/deutschland/news/presse/2023/2023-09-18 kulturelle vielfalt/2308_whitepaper_cultural_diversity_vs.pdf
https://www.personalwirtschaft.de/news/recruiting/koennen-frauen-den-fachkraeftemangel-loesen-141535/?utm_source=MarketingCloud&utm_medium=email&utm_campaign=Personalwirtschaft%2BKW35
https://www.destatis.de/DE/Themen/Querschnitt/Gleichstellungsindikatoren/tab-Teilzeitquote-nach-geschlecht-f25.html
https://www.demografie-portal.de/DE/Fakten/teilzeitarbeit-gruende.html?nn=677112
https://www.demografie-portal.de/DE/Fakten/teilzeitarbeit-gruende.html?nn=677112
https://www.bmwk.de/Redaktion/DE/Dossier/fachkraeftesicherung.html
https://www.kofa.de/media/Publikationen/Studien/Helfer_als_Potenzial_zur_Fachkraeftesicherung.pdf
https://www.bmwk.de/Redaktion/DE/Dossier/fachkraeftesicherung.html
https://www.bmwk.de/Redaktion/DE/Dossier/fachkraeftesicherung.html
https://www.arbeitsagentur.de/dxp/datei/arbeits-und-fachkraefte-broschuere_ba027905.pdf
https://www.arbeitsagentur.de/dxp/datei/arbeits-und-fachkraefte-broschuere_ba027905.pdf
https://gemeinsam-hand-in-hand.org/ 

Influencing factors & trends - Demographic change

Conclusion:

The labour shortage in Germany can be
effectively mitigated by promoting diversity in
the world of work. Companies and institutions
that pursue a proactive DEI strategy can not only
better meet their own needs for skilled workers
and employees, but also contribute to a societal
development of creating a more resilient and
sustainable world of work. Examples of measures
and approaches for DEI strategies can be found
in the chapter on diversity dimensions.
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Conceptual introduction

Emergence of
diversity as a

concept

The concept of diversity derived from the US civil
rights as well as homosexual and women's rights
movements, protesting against discrimination
and demanding more equal opportunities from
the 1950s onwards.

1964: Discrimination on the basis of skin color,
religion, gender or origin in public institutions,
government and employment is banned in the
USA.

1965: US companies bidding for public contracts
may not discriminate against anyone on the
basis of gender, skin color, origin, disability, race,
age and sexual orientation (added later). The
promotion of minorities (e.g. through the hiring
quota) is introduced.

For a long time, the term "diversity" was used
exclusively in a biological context. In the mid-
1970s, US social movements then began to
apply diversity to the socio-political context.
This change in terminology did not take place in
Germany until the end of the 1980s.

From the mid-1980s, the idea of diversity takes
on an economic function as well as a political
one: diversity becomes part of the corporate
strategy in the form of diversity management.

20

Major American corporations that also have sites
in Germany are bringing the idea of diversity
to the Federal Republic. Pioneers include
companies such as IBM and Ford. In contrast
to the USA, the idea of diversity in Germany is
historically closely linked to the dimension of
gender. The European Union created the first
legal foundations in the early 2000s. In Germany,
the General Equal Treatment Act (AGG) came
into force in 2006.

2006: Founding of the Diversity Charter initiative
with the aim of promoting and supporting
entrepreneurial motivation for diversity.



https://link.springer.com/chapter/10.1007/978-3-658-36364-2_17#Sec1
https://link.springer.com/chapter/10.1007/978-3-658-20546-1_2#Sec4
https://link.springer.com/chapter/10.1007/978-3-658-20546-1_2#Sec4
https://zeithistorische-forschungen.de/1-2020/5820
https://link.springer.com/chapter/10.1007/978-3-658-20546-1_2#Sec4
https://link.springer.com/chapter/10.1007/978-3-658-20546-1_2#Sec4
https://link.springer.com/chapter/10.1007/978-3-642-25399-7_12
https://link.springer.com/chapter/10.1007/978-3-658-20546-1_2#Sec4
https://link.springer.com/chapter/10.1007/978-3-658-20546-1_2#Sec4
https://www.antidiskriminierungsstelle.de/DE/ueber-diskriminierung/recht-und-gesetz/allgemeines-gleichbehandlungsgesetz/allgemeines-gleichbehandlungsgesetz-node.html#%3A~%3Atext%3DDas%20AGG%20ist%20das%20einheitliche%2CJahr%202000%20erlassen%20worden%20sind

Conceptual introduction

Diversity, equity
and inclusion

Diversity means variety or multiplicity. In the
world of work, the term diversity refers to the
similarities and differences within a workforce
based on individual personality traits and
lifestyles.

Diversity therefore encompasses both visible and
invisible identity characteristics that determine
people's individual views, perspectives, attitudes
and therefore also their actions.

The German term "Inklusion" is used particularly
in relation to opportunities for people with
disabilities to participate. In English, "inclusion"
describes all measures designed to promote an
inclusive corporate and organisational culture.
The Charta der Vielfalt e. V. therefore uses
"inclusion" and the verb "inclusiv" as broader
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terms for the inclusion of all employees.

In contrast to "equality" - i.e. formal and legal
equal treatment - the term "equity" refers to
equal participation or equal opportunities.
The focus is therefore on fairness and equal
opportunities for all.

The terms diversity, equity and inclusion are
abbreviated to "DEI".



https://link.springer.com/chapter/10.1007/978-3-658-40153-5_1
https://link.springer.com/chapter/10.1007/978-3-658-40153-5_1

Arguments
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management




Arguments for diversity management

The basic idea behind diversity management
is to recognize, promote and value the
diversity of the workforce as a success factor
and thereby increase economic success.

Diversity management is therefore a holistic
management concept: the aim is to align
(HR) processes and organisational structures
in such a way that all employees are valued
and given the opportunity to contribute their
potential in the workplace.

Despite the increasing recognition of diversity
as an important factor for corporate success,
a 2023 study shows a gap between the
commitment to DEI in the corporate mission
statement and its practical implementation.
37 percent of respondents see diversity
management as an essential part of
their vision for the future, but 42 percent
emphasize that it is not currently a priority.

There are. however, many reasons for
establishing diversity as a lived practice.

Two out of three German companies say
that diversity brings tangible benefits to the
organisation. Among the signatories of the
Diversity Charter, the figure is significantly
higher at 97 percent. Due to the increasingly
diverse world of work as well as the
labour shortage and demographic change,
respondents see a clear trend towards a
continued increase in the relevance of DEI.
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https://www.haufe.de/personal/hr-management/diversity-management-in-deutschen-unternehmen_80_610938.html
https://www.diversity-trends.de/#diversity

Arguments for diversity management

Personnel:

Diversity connects

® Diversity management increases the
attractiveness of companies for potential
applicants and business partners and opens
up new ways of cooperation. 77 percent of
respondents to a survey by StepStone say
they are more likely to apply to a company that
presents itself as tolerant, diverse and open.

® A diverse corporate environment retains skilled
workers and helps to attract new ones: An online
survey conducted by the platform indeed in 2023
revealed that 43 percent of companies that train
their HR managers in dealing with applicants
without prejudice fill vacancies within two months.
Only 32 percent of companies without a diversity
strategy achieve this. Companies that are in
demand as international employers can draw from
a global talent pool and promote their employees
internationally. In addition, teams with a diverse
leadership show a higher degree of loyalty,
especially in times of crisis.

Marketing:

® 54 percent of millennials believe that their
organisation should do more to promote diversity
and inclusion.

® Diversity management increases the
performance, motivation and innovative
strength of employees: 82 percent of
signatories and 77 percent of non-signatories
agree that diversity helps to ensure the
organisation's openness and ability to learn. 83
percent of the signatories surveyed believe that
diversity promotes innovation and creativity.
Diversity management therefore means
preparing for and securing the future: 67 percent
of signatories and 63 percent of non-signatories
in Germany want to make better use of human
resources.

Diversity attracts

® Diverse workforces can better adapt to
different target groups and foreign markets
through intercultural skills and special
know-how. Every customer needs a suitable
counterpart. 17 percent of respondents see
diversity management as an important factor
for customer loyalty and 35 percent agree that
diversity management contributes to a positive
corporate image.

® 38 percent of signatories to the Diversity
Charter see diversity measures as an important
advantage for gaining easier access to markets/
submarkets.
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https://www.stepstone.de/e-recruiting/wissen/diversity/
https://de.indeed.com/lead/diversity-recruiting-report-2023
https://www.stepstone.de/e-recruiting/blog/diversity-report-vielfalt-ist-ein-erfolgsfaktor/
https://www.glassdoor.de/blog/ein-drittel-der-befragten-berufstaetigen-in-deutschland-erlebt-diskriminierung/
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Downloads/Studie_Diversity_Trends_Detailergebnisse.pdf
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Downloads/Studie_Diversity_Trends_Detailergebnisse.pdf
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Downloads/Studie_Diversity_Trends_Detailergebnisse.pdf
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Downloads/Studie_Diversity_Trends_Detailergebnisse.pdf
https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf
https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Downloads/Studie_Diversity_Trends_Detailergebnisse.pdf

Arguments for diversity management

Innovation: Diversity

ignites.

® Diverse teams develop more creative ideas and
solutions. They bring in different perspectives,
which often lead to faster results and innovative
products. As a result, they are more flexible
and can react better and faster to new

market conditions. 52 percent of respondents
to a PageGroup study stated that diversity
management improves collaboration in their
team.

Costs: Diversity pays off.

® Diversity management increases the
economic success of companies: 94 percent
of respondents to a PageGroup study stated
that the topic of diversity management is
important for global corporate success. In a
study by Accenture, 71 percent of respondents
said the same. This is also reflected in the fact
that diversity is increasingly becoming a top
management issue: Between 2018 and 2021,
responsibility for diversity management at senior
management level rose from 22 percent to 30

percent.

® Diversity management can minimize the
costs of absenteeism and employee turnover
(dismissals, recruitment and new hires) if
employees feel valued. 44 percent of employees
believe that their organisation should do more to
promote DEI.
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® Diversity management ensures sustainable
and diverse knowledge transfer

® For financial players and investors, various
companies can appear more interesting and
even be valued higher.

® The proportion of employees in this country
who do not feel included enough is almost
twice as high as managers believe. If this gap
in perception could be closed through better
diversity management, companies worldwide
could increase their profits by a total of 3.3
trillion euros, according to a study.



https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf
https://newsroom.accenture.de/de/news/2020/getting-to-equal-studie-von-accenture-gleichstellung-am-arbeitsplatz-wird-unterschiedlich-wahrgenommen
https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf
https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf
https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf
https://www.glassdoor.de/blog/ein-drittel-der-befragten-berufstaetigen-in-deutschland-erlebt-diskriminierung/
https://www.sueddeutsche.de/wirtschaft/investoren-diversity-vorstand-1.5733764
https://newsroom.accenture.de/de/news/2020/getting-to-equal-studie-von-accenture-gleichstellung-am-arbeitsplatz-wird-unterschiedlich-wahrgenommen
https://newsroom.accenture.de/de/news/2020/getting-to-equal-studie-von-accenture-gleichstellung-am-arbeitsplatz-wird-unterschiedlich-wahrgenommen
https://newsroom.accenture.de/de/news/2020/getting-to-equal-studie-von-accenture-gleichstellung-am-arbeitsplatz-wird-unterschiedlich-wahrgenommen
https://www.mckinsey.de/news/presse/2020-05-19-diversity-wins
https://www.mckinsey.de/news/presse/2020-05-19-diversity-wins
https://www.total-e-quality.de/media/uploads/pagegroupdiversitystudie2021.pdf

Implementation
of diversity
management




Through a structured approach, diversity
management can be successfully integrated into
the DNA of an organisation, leading not only to
a more inclusive work environment, but also to
increased performance and innovation.

Binding company management: Diversity
management needs the backing of the
company management, which starts with the
implementation ("top down"). Commitment
can be confirmed through including DEI in the
mission statement, corporate values, a company
agreement, a code of conduct and signing the
Diversity Charter. In addition, board members
or top management can take responsibility for
promoting diversity within the company through
DEI sponsorships.

Involved workforces: Ultimately, it is
the employees who implement diversity
management ("bottom up"). This only works
if they recognize the benefits, get involved
in the process and can provide feedback -
for example in workshops, focus groups and
networks.

Holistic diversity strategy: Diversity
management is more than a collection of
individual measures and should be designed
as a holistic strategy. It starts with the
formulation of objectives and measures
as well as milestone planning. Diversity
management is an ongoing process of
change; a cross-sectional task that affects

all processes in the organizstion, from human
resources to sales and marketing.

Clear business focus: The diversity
management strategy must be closely related
to the economic goals of the organisation and
must not be seen as a separate issue.

Sufficient capacities: Diversity is not a sure-fire
success. Human and financial resources must be
firmly planned.

27






The diversity dimensions

The holistic approach

In the search for commonalities between people,
seven dimensions of diversity can be grouped
together that are most closely associated with
an individual's personality: Age, ethnic origin
and nationality, gender and gender identity,
physical and mental abilities, religion and world
view, sexual orientation and social background.
In addition to these core dimensions, external
dimensions such as marital status or income
are also relevant. There are also organisational

Intersectional

In terms of diversity, intersectionality means the
in-tersection or interaction of several identity
characteristics.

The term comes from academia and has its
origins in the political movements of Black and
lesbian women in the early 1990s, particularly
coined by the lawyer Kimberlé Crenshaw.

An intersectional perspective is important, as no
person can be described by just one category.
Rather, people combine several dimensions
in their personality and dimensions can have
an intertwined effect. Unequal treatment can
be linked to one characteristic. At the same
time, a person can experience discrimination
or favouritism on the basis of several identity
characteristics and in different constellations
of characteristics. This changes the individual
experience of discrimination and/or privilege.
The aim is not to weigh up individual experiences
against each other. Rather, the focus is on
developing an understanding of the specificity
and individuality of experiences and making
these visible.

dimensions such as work content/field or place
of work. The further away a dimension is from
the core of the model, the more changeable
it is. However, this is irrelevant to the value of
the dimension: it is important to incorporate all
dimensions equally and to consider the holistic
nature of diversity.

ity

Practical effects of intersectionality

Example: People affected by racism have a
higher risk of poverty than those not affected.
This was the finding of a 2024 study. While 9
percent of non-affected men and 10 percent
of women were at risk of poverty, these figures
were 26 percent for black men and women,
30 percent and 26 percent for Asian men and
women and 41 percent and 38 percent for
Muslim men and women
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https://www.charta-der-vielfalt.de/fuer-organisationen/vielfaltsdimensionen/
https://www.gwi-boell.de/de/2019/04/12/intersektionalitaet-eine-kurze-einfuehrung
https://www.genderdiversitylehre.fu-berlin.de/inhalte/forschung/Inhaltselemente/Inhalte/intersek.html
https://www.genderdiversitylehre.fu-berlin.de/inhalte/forschung/Inhaltselemente/Inhalte/intersek.html
https://www.rassismusmonitor.de/publikationen/rassismus-und-armutsgefaehrdung

The diversity dimensions - Age

e

There are currently up to five different
generations working together (so-called
Traditionals, Baby Boomers, Generation X,
Generation Y, Generation Z). These generations
are characterized not only by their age, but also
by group-specific value systems and attitudes
to life and work. For companies and institutions,
the dimension "Age" is therefore important in
view of demographic change. One challenge
is to secure experience and knowledge in the
workforce through knowledge management

and lifelong learning. After all, knowledge is
becoming obsolete faster and faster - in the
case of job-related knowledge within two to ten
years. It is important to take advantage of the
opportunities offered by generational diversity
and to maintain the performance of employees
until retirement. Age discrimination is also
referred to as ageism.

Facts and figures

The labour force participation of 60 to 64-year-
olds is increasing more than in any other age
group. In 2023, it stood at 65.4 percent. In
comparison, labour force participation in the 15
to 19 age group was 28.1 percent in 2023 and 70.2
percent in the 20 to 24 age group. 15 percent of
requests for advice from the Anti-Discrimination
Agency relate to age. 76 percent of millennial

and Gen Z employees feel that their career
development is restricted due to stereotypes.
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https://www.destatis.de/DE/Themen/Arbeit/Arbeitsmarkt/Erwerbstaetigkeit/Tabellen/erwerbstaetige-erwerbstaetigenquote.html
https://www.antidiskriminierungsstelle.de/SharedDocs/aktuelles/DE/2022/20221215_studie_altersbilder.html

The diversity dimensions- Age

Example measures

® Equipping age-appropriate workplaces ® Bringing people of different ages together
® Creating career opportunities regardless of age in teams

® Offering flexible work-models ® Conducting mentoring or knowledge transfer
® Establish generation management in certain programs/ reverse mentoring

phases of life: Parental leave support, support
with caring for relatives, education on menopause,
flexibility in the transition to retirement

® |ntroduce health management

Best Practice:

Clariant-Gruppe Deutschland

Deutsche Bahn AG

Konzern Versicherungskammer
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https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/eine-frage-des-alters/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/initiative-einziganders/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/generationen-tandems-und-reverse-mentoring/

The diversity dimensions - Ethnic origin and nationality

Ethnic origin and
nationality

People tend to assign themselves to different
groups based on social, cultural, historical
factors or a sense of belonging. In Germany, the
issues of ethnic origin, migration and racism in
particular are closely linked. A group is often
ascribed more commonalities than it has in
reality. The resulting stereotypes and prejudices
can impair self-concept, restrict access to
opportunities and cause a feeling of isolation
among those affected. For example, ethnic
origin does not necessarily say anything about a
person's nationality, religious affiliation or world
view. DEI promotes understanding, cohesion
and cultural enrichment through the diversity of
ethnic backgrounds and nationalities. Diversity
in the workforce not only makes companies
and organisations attractive in the competition

for national and international customers and
markets, but can also contribute to a pool of
talented professionals. The language and cultural
skills of the workforce can be the key to new
markets. An unprejudiced working environment
is of crucial importance here.

Facts and figures

22 million people live in Germany who have
either immigrated themselves or whose parents
have a history of migration. Only 21 percent
of people at management level in German
companies are people of color. People with a
migration background experience 50 percent
more discrimination in the workplace and earn
25 percent less money than their colleagues.

Inclusive corporate culture promotes the
satisfaction of all employees when fair
participation of underrepresented groups is
made possible.
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https://www.mckinsey.de/~/media/mckinsey/locations/europe and middle east/deutschland/news/presse/2023/2023-09-18 kulturelle vielfalt/2308_whitepaper_cultural_diversity_vs.pdf
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace
https://www.mckinsey.de/news/presse/2023-09-18-kulturelle-vielfalt
https://www.mckinsey.de/news/presse/2023-09-18-kulturelle-vielfalt

The diversity dimensions - Ethnic origin and nationality

Example measures

® Active engagement with anti-discrimination
and anti-racism through workshops and practice
material, for example by using our online toolbox
"Raising anti-racist awareness"

® Anonymised application procedures and
programs to recruit employees with a history of
migration or international specialists

® Promote a range of workshops on unconscious
bias for all levels

® Offering intercultural training

® |nitiating and promoting intercultural networks

® Introduce mentoring programs

® |ntroduce a professional advice centre/
anonymous hotline in the event of discrimination
® Composing diverse teams

® Provide support with the qualification and
recognition of certificates and degrees

® Provide access to language courses and
promote language training

Best Practice:

prego services GmbH

Clariant-Gruppe Deutschland

Wirtschaftsforderungsgesellschaft Jena mbH

HE Space Operations GmbH
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https://www.charta-der-vielfalt.de/en/our-projects/toolbox-anti-racism/
https://www.charta-der-vielfalt.de/en/our-projects/toolbox-anti-racism/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/welt-und-deutschlandkarte-fuer-prego-vielfalt/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/tafel-der-vielfalt/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/tafel-der-vielfalt/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/i-work-business-award/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/integrationshilfen-fuer-hoch-spezialisierte-fachkraefte/

The diversity dimensions - Gender and gender identity

Gender and gender

identity

Gender identity refers to the gender to
which a person feels they belong. This does
not necessarily have to correspond to the
gender that a person was assigned at birth.
For example, gender forms include trans?
inter*, non-binary or cisgender. However,
gender identities go beyond these self-
designations. Including all people with their
diverse gender identities and offering them

the same opportunities is also worthwhile
for employers: Only those who feel fully
accepted can fully exploit their potential.
This is best achieved in an unprejudiced
working environment.

Facts and figures

The glass ceiling is still in effect: In 2024, for
example, 81 percent of stock exchange board
members are men. Gender diversity and its
positive effects begin to take effect as soon as
30 percent of management positions are held
by women. Nevertheless, the gender gap in the
labour market, which includes differences in
gross earnings as well as differences in working

hours and labour force participation, was 39
percent in 2023. Note: There is hardly any
reliable nationwide data on this beyond binary
gender categories.
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https://www.allbright-stiftung.de/aktuelles/https/wwwallbright-stiftungde/aktuelles/2024/3/8/zwischenstand-wenig-bewegung-beim-frauenanteil-in-den-vorstnden
https://www.ilo.org/berlin/presseinformationen/WCMS_703609/lang--de/index.htm
https://www.destatis.de/DE/Presse/Pressemitteilungen/2024/03/PD24_083_621.html
https://www.destatis.de/DE/Presse/Pressemitteilungen/2024/03/PD24_083_621.html

The diversity dimensions - Gender and gender identity

Example measures

® Counseling centre and/or anonymous hotline for
discrimination and sexual harassment

® Consideration of names and pronouns (HR
systems: adapt e-mail addresses, business cards
and documents)

® |ntroduction of gender-neutral toilets / changing
rooms

® Establishing gender-sensitive language in the
corporate and institutional culture

® [ eadership training with a focus on unconscious
bias

® Introduce gender transition guidelines

® Creating mixed-gender teams

® Offer menstrual products free of charge

® Create and promote employee networks

® Designing recruiting and promotion processes
in a gender-sensitive way

® Commitment with annual targets for a certain
proportion of women in management positions

Best Practice:

Pilot Pen (Deutschland) GmbH

IBsolution GmbH

Technische Universitat Minchen

Henkel AG & Co. KGaA
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https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/sponsoring-wort-schatz-infobroschuere-queere-bildung-ev/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/staerkung-und-foerderung-von-frauen-in-der-it-branche/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/frauen-in-mint-round-table/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/geschlechterneutrale-elternzeit/

The diversity dimensions - Physical and mental abilities

Physical and mental

biliti
People are often underestimated due to
a disability, illness or neurodiversity and
experience many hurdles in the world of
work. In the DEI context, this dimension
refers, for example, to people with physical
and mental disabilities, chronic illnesses or
neurodivergent people (e.g. autism spectrum
disorder, dyslexia or ADHD). As Charta der
Vielfalt e. V., we consciously pursue a positive
approach that recognizes the focus on the
different physical and mental abilities of
people. For this to succeed, it is important
for organisations to develop an awareness
of different needs, combat prejudices and

remove barriers in the environment. Such
barriers can be, for example, poor accessibility

or sensory overload in the workplace, or a
lack of digital accessibility on websites. Most
disabilities are only acquired in the course of
life, for example through accidents or illness.
The changes in performance in different
phases of life and the associated adaptation
of jobs to the respective abilities play a role.

Facts and figures

There were around 7.8 million severely disabled
people living in Germany in 2022. People with
disabilities need 94 days longer than non-
disabled people to find a new job. Between the

steps. Accessiblity in construction is not only an
important part of inclusion, but also helps older
people, people with children and many more. In
88 percent of companies, the working culture

ages of 25 and 44, the unemployment rate for
people with disabilities is 6 percent, compared
to 4 percent for people without disabilities. Only
one in ten buildings can be accessed without

has improved since people with disabilities were
employed.
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https://www.destatis.de/DE/Themen/Gesellschaft-Umwelt/Gesundheit/Behinderte-Menschen/_inhalt.html
https://www.manager-magazin.de/hbm/fuehrung/diversity-im-talentmanagement-inklusion-lohnt-sich-a-94f12493-14f1-4977-991f-f0a47e68b9b2
https://www.destatis.de/DE/Presse/Pressemitteilungen/2020/05/PD20_N026_23.html
https://www.destatis.de/DE/Presse/Pressemitteilungen/2020/05/PD20_N026_23.html
https://www.bfb-barrierefrei-bauen.de/mikrozensus-2018-zusatzprogramm-wohnen
https://www.manager-magazin.de/hbm/fuehrung/diversity-im-talentmanagement-inklusion-lohnt-sich-a-94f12493-14f1-4977-991f-f0a47e68b9b2

The diversity dimensions - Physical and mental abilities

Example measures

® Active exchange and consultation of needs with
people with disabilities

® Establish accessible workplaces

® Promote non-discriminatory language in the
workplace

® Introduction of accessible internal and external
communication, e.g. through subtitles, alt texts
or plain language

® Creation of targeted recruitment programs and
compliance with legal regulations such as

the quota for employment of people with a severe
disability

® Establishment of working groups on the topic
of inclusion

® Introduce mentoring programs for people with
disabilities entering the workforce

® Promoting people with (severe) disabilities in
training

® Cooperating with organisations for people with
disabilities

® Create and promote employee networks

Best Practice:

WE-EF LEUCHTEN GmbH

Verallia Deutschland AG

game — Verband der deutschen Games-Branche e.V.

Ernst & Young GmbH Wirtschaftspriifungsgesellschaft



https://leidmedien.de/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/purplelightup/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/analyse-der-einzelnen-verallia-werke/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/best-practice-guide-diversity/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/blind-in-business-berufseinstieg-karrierechancen-fuer-blinde-und-sehbehinderte-studierende/

The diversity dimensions - Religion and worldview

Religion and

worldview

Religious diversity is of central importance
within DEI and is also a multifaceted di-
mension. Various faiths, including Buddhist,

Christian, Hindu, Jewish and Muslim com-
munities, characterise religious diversity
in Germany. DEI strives to promote an un-
derstanding and respect for the diversity of
religious beliefs and to create an inclusive
environment. Diverse religious and ideological
beliefs are also reflected within the workforce.

Employers should provide space and resources
for religious and ideological rites and practices,
as these are important expressions of per-
sonality.

Facts and figures

Germany is diverse in its religions and
worldviews: in 2023, almost 85 million people
lived in Germany, of which around 55 million
were members of a religious community. Islam
is the second largest religious community
in Germany with 8.5 percent. The increasing
religious diversity is seen as an enrichment
by 28 percent of respondents. In 2023, more
than twice as many Islamophobic crimes
were registered than in the previous year. A

comparable increase can be seen in anti-
Semitic crimes, although the number had fallen
by 13 percent in 2022. Five percent of requests
for advice from the Anti-Discrimination Agency
in 2022 related to religion and two percent to
worldview.
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https://www.antidiskriminierungsstelle.de/SharedDocs/downloads/DE/publikationen/Leitfaeden/religioese_vielfalt_am_arbeitsplatz.pdf?__blob=publicationFile&v=4
https://www.bertelsmann-stiftung.de/de/unsere-projekte/religionsmonitor/projektnachrichten/so-gelingt-religioese-vielfalt-durch-kontakt-zueinander
https://www.bertelsmann-stiftung.de/de/unsere-projekte/religionsmonitor/projektnachrichten/so-gelingt-religioese-vielfalt-durch-kontakt-zueinander
https://www.zeit.de/gesellschaft/zeitgeschehen/2024-04/kriminalitaet-islamfeindlich-antisemitisch-straftaten-deutschland-statistik
https://www.zeit.de/gesellschaft/zeitgeschehen/2024-04/kriminalitaet-islamfeindlich-antisemitisch-straftaten-deutschland-statistik
https://www.antidiskriminierungsstelle.de/DE/ueber-diskriminierung/diskriminierungsmerkmale/religion-weltanschauung/religion-weltanschauung-node.html

The diversity dimensions - Religion and worldview

Example measures

® Adapted food offer and introduction of a detailed
description of ingredients within an organisation's
canteen

® Enable freedom of individual practice of faith

® Establishment of educational initiatives to
raise awareness of religious affiliations and
world views

® Using intercultural calendars

® Founding and promoting intercultural networks

® Establish rooms of silence and prayer spaces
® Take religious holidays into account, e.g. when
planning holidays or important meetings and
allowing time off on these days

Best Practice:

blu Professionals GmbH

Helmholtz-Zentrum Dresden-Rossendorf e. V.
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https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/brown-bag-session-zum-ramadan/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/internationale-festtagsgruesse/

The diversity dimensions - Sexual orientation

Sexual orientation

In the diversity context, the sexual orientation
dimension relates primarily to queer people in
order to promote equal opportunities and reduce
discrimination. Queer is a collective term for all
people who do not identify as cisgender and/or
heterosexual. The term is characterized by the
fact that it does not sharply delineate identities.

Society as a whole is also becoming increasingly
aware of the diversity of all identities. This
enables people to increasingly identify with an
identity that corresponds to their experiences
and self-esteem. An open-minded organisational
culture with regard to sexual orientation makes

it possible for employees to show an important
part of their personality. In addition, applicants
see a queer-friendly organisational culture as an
indicator of openness.

Facts and figures

30 percent of participants, especially trans®
people, reported experiences of discrimination
at work. Another 30 percent of homosexual
respondents stated that they do not talk about
their sexuality with colleagues at work, with
a higher percentage towards managers. The
percentage is 55 percent for bisexual people and
70 percent for trans* people.
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https://library.fes.de/pdf-files/bueros/stuttgart/20698.pdf
https://library.fes.de/pdf-files/bueros/stuttgart/20698.pdf
https://library.fes.de/pdf-files/bueros/stuttgart/20698.pdf
https://library.fes.de/pdf-files/bueros/stuttgart/20698.pdf

The diversity dimensions - Sexual orientation

Example measures

® |nternal and external communication on queer ® Support for queer family planning (e.g. support
friendliness, e.g. through code of conduct, foradoption and surrogacy)

visions, guiding principles ® Support for queer movements and
® Equalize life partnerships (e.g. pension organisations

provision, free account management)

® Founding and promoting a queer network

® Regular training and workshops for

employees on the topics of queerness and anti-

discrimination

Best Practice:

METRO

Clariant-Gruppe Deutschland

Mercedes-Benz Group AG
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https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/metro-pride-mitarbeitenden-netzwerk/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/rainbow-connection/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/daimler-christopher-street-day-truck-tour-2017/

The diversity dimensions - Social Background

Social Background

Social background is determined by the socio-
economic position of the family and is made up
of aspects such as family background, youth
socialization, education and ethnic origin.
Statistics show that social background continues
to have a strong influence on educational and
labour market opportunities. This is because
people often do not have access to resources
such as networks, wealth, education or social
power due to their social background. As a
result, many people do not find a job that is
suitable for their talents and abilities. However,
people of different origins have different skills
and perspectives that organisations can use. For
example, people who have experienced social

advancement may be particularly assertive and
adaptable. They can also have access to different
target groups and empathize more easily with
people from different social groups. Employers
can exploit this potential if they also make social
background a topic of DEIl and broaden their
horizons, particularly in recruitment processes.

Facts and figures

Studies have repeatedly shown that social
background continues to be a major obstacle
to social advancement. Only 27 percent of non-
academic children start university. Compared
to the children of academics at 79 percent.
A recent study also shows that "First-gen
professionals”, i.e. people whose parents have

not completed a bachelor's or higher degree, can
create significant added value for companies:
For example, they are 40 percent more likely to
be self-motivated.
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https://www.handelsblatt.com/meinung/gastbeitraege/gastkommentar-soziale-herkunft-kann-genauso-benachteiligen-wie-ein-migrationshintergrund-/28675144.html
https://web-assets.bcg.com/57/20/86ed7fb549fb95792dc494b67767/das-schlummernde-potenzial-der-first-gen-professionals-bcg-studie.pdf

The diversity dimensions - Social Background

Example measures

® Staff selection committees in application
processes as diversely as possible

® |Introduction of transparent, fair selection
procedures and revised criteria in the recruiting
process to prevent discrimination

® Establishing preparatory programs for trainees
from non-academic households

® Provide mentoring programs for people from
non-academic backgrounds

® [nvolve organisations that work with people
from different social backgrounds in the
collaboration

® |[nclude social background in diversity
activities for social responsibility (CSR)

® Establish a tandem program for social climbers
® Consider hidden skills that are not apparent
from applicants' CVs

Best Practice:

Leadec Holding BV & Co. KG

Birger-helfen-Biirgern e.V. Hamburg

Dive connected GmbH

Deutsche Bank AG
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https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/interviewreihe-my-journey-vielfalt-an-hintergruenden-und-entwicklungswegen-sichtbar-machen/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/vom-jugend-europa-haus-zur-residenz-im-blohms-park/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/dive-jobmatch/
https://www.charta-der-vielfalt.de/erfolgsgeschichten/zeige/born-to-be/
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The Diversity Charter - Agenda Setting for Diversity Management in

Germany

The Diversity Charter is a fundamental com-
mitment to the economic and social benefits
of diversity and to tolerance, fairness and
appreciation in the world of work and society.
Over 5,500 organisations from all over Germany
have already signed the Diversity Charter -
including DAX-listed companies, SMEs, foun-
dations and public institutions. By signing, they
commit to respecting all employees equally -
regardless of age, ethnic origin and nationality,

The Diversity Charter

gender and gender identity, physical and
mental abilities, religion and worldview sexual
orientation and social background.

The implementation of the Diversity Charter means:

® Maintain an organisational culture that is characterized by mutual

appreciation and respect.
® Review of personnel processes.

® Recognizing the diversity of society within and outside the company and
valuing its potential.
® Make the implementation of the Charter the subject of internal and external
dialog.
® Provide public information on activities and progress on an annual basis.
® Inform employees about the implementation and involve them.

The Charta der Vielfalt e. V. is the initiative
behind the Diversity Charter. Its aim is to anchor
diversity in business and society. The non-
profit association supports the implementation

of diversity management in its network through
publications, action measures, action days and
other projects.
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Projects of the Charta der Vielfalt e. V.

DIVERSITY Conference

The conference on diversity management is
jointly organised by the Charta der Vielfalt as-
sociation and the publishing house Der Tages-
spiegel and is the only conference in Ger-
many to cover all seven dimensions of diversity
management. Invited experts from business,
society, politics and science share insights and
methods for everyday organisational life at the
DIVERSITY conference.

Inclusion Award

Together with its partners, the Federal Em-
ployment Agency, the Confederation of German
Employers' Associations and the Unter-
nehmensForum, the Charta der Vielfalt e. V.
honors particularly good examples with the
“Inclusion Award for Business". Together, the
initiating organisations want to provide impulses
for how the potential of people with disabilities

can be used. The prize is awarded to companies
of all sizes and from all sectors.

Publications

The association's publications include the recently
published_practical guide "Commitment to
democracy and diversity in the workplace". This
contains tools and measures on how everyone in
the company can contribute to the promotion of

democracy.

The "Antiracism" toolbox provides further support
on the topic of anti-discrimination and anti-racism
in the workplace.
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https://www.charta-der-vielfalt.de/unsere-aktivitaeten/leitfaden-demokratie-und-vielfalt-am-arbeitsplatz/
https://www.charta-der-vielfalt.de/unsere-aktivitaeten/leitfaden-demokratie-und-vielfalt-am-arbeitsplatz/
https://5yeul.r.ag.d.sendibm3.com/mk/cl/f/sh/7nVU1aA2nfuSp5OsvzXb64RHGBEv6SR/xGrs9FKSWm0I

Projects of the Charta der Vielfalt e. V.

German Diversity-Day

The 12th German Diversity Day will took place in
2024 under the motto #StimmeFurVielfalt. The
aim of the action Day is to mobilize companies
and institutions to address diversity in the
workplace through campaigns. Every year,
hundreds of organisations throughout Germany
demonstrate their commitment to diversity on
this day, both offline and online. By organising
their own campaigns, they actively address
the issue of diversity in the world of work. The
day of action is always an event that attracts

a great deal of media attention, thanks to the
involvement of small and large institutions and
companies. With your #GDD24 campaign, you
too can highlight what has already been achieved
- even if there is still a lot to do.

You can find all relevant information about
#GDD24 here.

The next GDD will take place on 27th May 2025.

European Diversity-

Month

May is European Diversity Month, which calls
on organisations in Europe to work with the
European Commission to promote diversity and
inclusion in the workplace and in society. As
in Germany on German Diversity Day, this is
to be achieved through events, campaigns and
activities both internally and for the public.

Actions can also be published via the advertising
presence on the European map. Participants in
the German Diversity Day can use the European

Diversity Month logo and other digital templates
in addition to the #GDD24 campaign materials
for a more international presence. The patron is
Helena Dalli, the EU Commissioner for Equality.
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https://www.charta-der-vielfalt.de/aktivitaeten/deutscher-diversity-tag/
https://eudiversity2024.eu/

Members of the Charta
er Vielfalt e. V.

The Charta der Vielfalt e. V. is currently supported by 40 well-known companies and institutions and
is backed by the Federal Government Commissioner for Migration, Refugees and Integration and
Federal Government Commissioner for Anti-Racism, Reem Alabali-Radovan. Federal Chancellor Olaf
Scholz is the patron.
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Contact us

Charta der Vielfalt e. V.
Geschéaftsstelle
Albrechtstr. 22

10117 Berlin

Phone: +49 3028877399 -0

info@charta-der-vielfalt.de

www.charta-der-vielfalt.de

O @ ® charta
O ® O der
e O @ vielfalt

For diversity in the world of work
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