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DOBRE PRAKTYKI I REZULTATY POLSKICH UCZELNI  
W ŚWIATOWYCH RANKINGACH W OBSZARZE ZRÓWNOWAŻONEGO 

ROZWOJU – WSTĘPNA ANALIZA WYNIKÓW 

Streszczenie 

Celem artykułu było wytypowanie działań na zasadzie benchmarkingu, które szkoły 
wyższe będą mogły zastosować na każdym etapie wdrażania celów zrównoważonego roz-
woju (ZR). Równocześnie należy podkreślić, że dla placówek edukacyjnych priorytetem 
jest proces edukowania, a wdrażanie zasad zrównoważonego rozwoju jest możliwe dzięki 
intensywnym procesom edukacyjnym połączonym z zastosowaniem wiedzy w praktyce. 
Jest to dla uczelni wyzwanie, bo wymaga przemodelowania dotychczasowej kultury, zmian 
w procesach i w postrzeganiu pewnych zjawisk, szczególnie kulturowych i społecznych, 
będzie wiązało się ze zmianą relacji nauczyciel – student, zmianą w tradycyjnym procesie 
kształcenia na kształcenie oparte na praktyce, będzie wymagało również interdyscyplinar-
nego kontekstu w przekazywanych treściach. Jest to właśnie wyzwanie dla wybitnych edu-
katorów.  

Publikowane przez uczelnie dobre praktyki często zawierają ogólniki. Rzadko spotyka 
się konkretne dane wskazujące np. redukcję kosztów poprzez wdrożenie danej dobrej prak-
tyki albo mierzalny efekt społeczny, a takie podsumowanie byłoby lepszym argumentem 
dla naśladowców niż sam opis dobrej praktyki. Efekt wdrożenia nie jest wówczas możliwy 
do zweryfikowania i może okazać się w rzeczywistości bardzo podkoloryzowany. 

Słowa kluczowe: zrównoważony rozwój, dobre praktyki, ESG, SOU społeczna 
odpowiedzialność uczelni 

Z E S Z Y T Y    N A U K O W E    P O L I T E C H N I K I    P O Z N A Ń S K I E J 
Nr 89 Organizacja i Zarządzanie 2024 

Maciej SZCZEPANKIEWICZ* 

IMPACT OF EMPLOYEE DIVERSITY LEVEL  
ON INNOVATIVE POTENTIAL IN INSURANCE COMPANIES 

DOI: 10.21008/j.0239-9415.2024.089.10 

In the context of Polish insurance firms, scholarly research has identified a gap in the 
methodologies for assessing employees’ innovative potential (IP) and the significant role of 
managerial strategies in shaping it. The study focused on team diversity and its impact on 
IP, noting that among 43-47 active insurance companies, only 18 had product-focused 
teams, with 16 participating in the research. The literature suggests a positive link between 
team diversity – considering age, gender, experience, knowledge, skills, and personality – 
and IP. The main research question explored how diversity influences employees’ IP levels 
in insurance companies. The article aims to identify strategies for managing employees’ IP 
effectively and efficiently, emphasizing the need for a precise definition of IP that includes 
knowledge, skills, and personality traits conducive to innovation. This approach avoids 
overly broad definitions that may shift the focus from key innovative traits. The research 
findings included an assessment of the level of innovative potential in terms of knowledge, 
skills, and personality traits, as well as an evaluation of the correlation between employee 
diversity and the achieved level of innovative potential. The article also indicates potential 
applications and directions for further research. 

Keywords: knowledge, diversity, skills, employees, innovative, innovation poten-
tial, insurance company, character traits 

1. INTRODUCTION 

A pivotal concern frequently discussed in scholarly literature and economic 
practice pertains to the subdued levels of innovation within Poland. This phenome-
non is observable at various levels, including national, corporate, and individual 
employee levels. It is essential to discover the root cause of this problem – identify-
__________________ 

* Poznan University of Technology, Faculty of Engineering Management. ORCID: 0000-0003-
1209-4676. 



202 Maciej Szczepankiewicz  

ing impediments both within the macroeconomic framework and within the micro-
cosms of organizations and their personnel. This article will scrutinize the link 
between employee management and innovative potential (IP). 

The impetus behind delving into innovation and its associated dynamics comes 
from its integral role in the evolution of a knowledge-driven economy, enhancing 
the efficacy of production, distribution, and labor productivity. Companies with  
a high rating in terms of employee creativity and organizational innovation are 
better equipped to compete effectively in today’s demanding business environment 
(Direction, 2022). Innovations are pivotal to businesses wishing to secure a com-
petitive edge, a principle that also holds true for financial entities such as insurance 
firms. These institutions not only integrate innovations from diverse economic 
sectors, but also develop novelties specific to the financial market. 

The concept of innovative potential is considered a precursor to the innovation 
process, culminating in the eventual introduction of innovations, be they products, 
services, or processes. It, therefore, precedes the notion of innovativeness or inno-
vative activity. Zalewski (2009) elucidates innovative activity, depicting it as de-
liberate actions within the realms of science, technology, and the organization 
aimed at fostering innovation. He distinguishes between activities that directly 
yield innovation and those that contribute indirectly, underscoring the necessity of 
both for the successful adoption of innovations. The ambit of innovativeness in-
cludes research and development (R&D), which, while not directly linked to the 
creation of specific innovations, remains a vital component (Zalewski, 2009). 

Urbaniak (2017) advocates collaboration with suppliers during R&D phases in 
order to preempt potential flaws in new products and mitigate risks associated with 
the development of competencies and employee’s knowledge Zastempowski 
(2013) highlights that despite extensive exploration, certain facets of innovative-
ness warrant further examination. One such facet is the innovative potential of  
a firm. He observes that while the concept of competitive potential and its influence 
on corporate competitiveness has been extensively studied, the domain of innova-
tive potential continues to be a focal point of numerous inquiries and research. The 
author portrays a company’s innovative potential as a component of a more expan-
sive construct, referencing Cohen and Lewinthal’s (1990) theory on an organiza-
tion’s absorptive capacity and Rothwell and Zegweld’s (1984) interactive model of 
innovation creation. A comprehensive literature review of empirical studies has 
found that employees perceive a combination of reasonably high demands and high 
resources to be ideal for their engagement, innovative behavior is a consequence of 
these delicate interactions, and engaged employees are more likely to behave inno-
vatively by activating coping strategies for dealing with challenges (Kwon, 2021). 

There appears to be a discernible gap in the literature concerning methodologies 
for gauging the innovative potential of employees within insurance firms, the quanti-
fication thereof, and the important role of managerial strategies in sculpting this po-
tential. The research described here centred on the selection of methods for steering 
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the innovative potential of insurance company personnel, with a particular focus 
on team heterogeneity. These investigative efforts aimed to delineate measures 
for the effective recruitment of staff possessing a pronounced innovation potential 
(IP), and subsequently, to sustain this potential through collaborative endeavors. 

The main focus of the inquiry pertained to the influence of diversity on the innova-
tive potential of employees in Polish insurance establishments. The study encompassed 
firms from both Section I (life insurance) and II (personal insurance and property in-
surance), where product-oriented departments were operational. Within the timeframe 
of the study, 43–47 insurance firms were active in Poland across both sections, yet only 
18 boasted product-centric teams, 16 of which participated in the research. 

In exploring the subject of human resource management, and in alignment with 
the article’s objectives, it is important to highlight the complex issue of workforce 
diversity. The literature extensively discusses the impact of various distinguishing 
factors among individuals, including age, gender, race, ability, knowledge, educa-
tion, experience, skills and competencies, personality traits, beliefs, value systems, 
identity, and culture (Ameshi et al., 2007). This article posits a positive correlation 
between the degree of diversity across multiple dimensions within insurance com-
pany teams and the innovative potential inherent in these groups. 

Employee diversity is of paramount importance in the context of Corporate So-
cial Responsibility (CSR) and Environmental, Social, and Governance (ESG) crite-
ria. Diversity, Equity, and Inclusion (DEI) are integral components of CSR and are 
increasingly recognized as critical for the successful implementation of ESG strat-
egies. Diversity within the workforce contributes to a variety of perspectives and 
ideas, fostering innovation and creativity. It enhances a company’s ability to ad-
dress the needs of a diverse customer base and to respond effectively to global 
market demands. Equity, on the other hand, ensures fair treatment, equality of op-
portunity, and transparency in the recruitment, development, and advancement of 
employees. Finally, inclusion creates a work environment where all individuals feel 
respected, are treated fairly, and have equal access to opportunities and resources 
(Fatima, Eblanna, 2023). 

In analyzing employee diversity, consideration was given to differences in 
terms of age, gender, experience, knowledge, skills, and personality.  

Based on an analysis of the subject literature and the current state of knowledge, 
a research gap was identified. This then allowed for the formulation of the main 
research problem which was to arrive at an answer to the basic question:  

“How does diversity affect the level of innovative potential of employees in in-
surance companies?”  

To discover an answer to this, the study examined the modalities, actions, 
methodologies, techniques, and instruments through which employee diversity can 
be encouraged in order to develop innovative potential within an insurance firm.  

The principal objective of this article is to determine the influence of diversity 
on the formation of employees’ innovative potential. In accordance with the arti-
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cle’s aims, it is crucial that the notion of innovative potential is examined as it per-
tains to individuals (employees). Innovative potential is characterized by a wide 
range of attributes including intelligence, comprehension, knowledge, motivation, 
habits, personality, and emotions (Patterson, Zibarras, 2017), or it may be delineat-
ed solely based on traits that are instrumental in assembling a team of innovators 
(Baruah et al., 2023). 

The author posits that an overly expansive definition of innovative potential 
might introduce elements into the analysis that exert minimal influence on innova-
tiveness. Consequently, the definition of employees’ innovative potential embraced 
in this article is articulated as follows: “Innovative potential embodies a repertoire 
of factors pertinent to knowledge, skills, and personality traits that are propitious 
for the genesis of innovation.” 

The research employed a novel conceptualization of innovative potential, com-
bining scholarly perspectives and adapting them to the context of insurance firms. 
Comprehensive, cross-disciplinary research yielded insights into the measures 
needed for boosting the innovative potential of employees at company, industry, 
and macroeconomic levels. 

It is worth noting the positioning of ‘innovative potential’ as a term – intimately 
associated with such concepts in management science as intellectual capital, human 
capital and potential, or creativity. This is paramount, given that the conceptual 
framework is closely aligned and partially intersects with terms such as innova-
tiveness, human capital, and creativity (Von Hippel, 2014). It is anticipated that the 
outcomes of the research will enhance understanding of the methodologies for 
managing innovative potential via team diversity – approaches that will positively 
influence innovative potential and, by extension, innovativeness. Such a premise 
supports the rationale for conducting the research – initially, on the human factors 
that directly impact innovativeness, and subsequently, on management of these 
factors. From this vantage point, the pursuit of research on managing innovative 
potential is deemed both justified and imperative. 

The empirical investigation encompassed a cohort of 16 managers and 136 em-
ployees. The survey was disseminated electronically, hosted on a dedicated website 
(www.InnoPotential.pl) created for this purpose, with the link circulated via mail-
ing lists. This part of the study was conducted from September to November 2020.  

A significant methodological challenge with such a respondent pool is securing 
a sample size large enough to circumvent the pitfall of hasty generalization. Typi-
cally, employees exhibit reticence towards participating in research, particularly 
studies that appraise their own and their peers’ knowledge or skills. The main con-
sideration in such research is to guarantee complete anonymity to the respondents, 
a feat achieved through the online survey format. Moreover, an appropriate motiva-
tional incentive was deemed necessary – in this instance, endorsement of the re-
search by the managerial echelons of the insurance companies proved beneficial. 
This support was garnered during the pilot phase of the study. 
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2. RESEARCH METHODS 

The planned research was divided into three basic phases. In the first phase, the 
focus was on conducting literature studies on human resource management, inno-
vative potential, and innovations in insurance companies. Additionally, the ques-
tionnaires and interviews for the empirical research were developed. 

In the second phase, the research was conducted – first a pilot study and then 
the research study proper. The research focused on the level of innovative potential 
in the product departments of the insurance companies (using an employee survey), 
on the managers in terms of their actions aimed at managing diversity and their 
impact on IP, as well as on identifying the best practices suggested in the literature. 
This phase also involved the collection and processing of statistical data on the 
companies selected for the study and innovativeness in Poland at the micro, mezzo, 
and macro levels, and obtaining detailed data on recruitment size, dismissals, and 
rewards and bonuses paid to employees. 

The last phase was the conceptual and statistical development of the research 
results and the preparation and editing of an article containing the research results. 

Based on the literature analysis, the main research methods were selected in or-
der to achieve results consistent with the goals of the article: 
− observation and measurement (empirical) concerning the level of innovative 

potential 
− comparative analysis method (based on the data obtained from the companies) 
− diagnostic survey method 
− statistical methods – for assessing the level of innovative potential, average 

level, and correlation. 
It was considered appropriate to assess the factors influencing innovative poten-

tial according to the adopted definition of a division into knowledge, skills, and 
character traits (Szczepankiewicz, 2012). Within the scope of the literature review, 
over 100 factors were identified as influencing Innovative Potential (IP). However, 
it was decided that subsequent research would include the 10 most frequently high-
lighted factors. This concept was confirmed during the pilot study. As demonstrat-
ed by previous literature and empirical research, such a constructed analysis yields 
reliable and repeatable results that accurately describe innovative potential. Moreo-
ver, the ability to use the results of previous studies as a base (treating them as  
a control group) allowed a significant reduction in research time while maintaining 
high-quality outcomes. 

To obtain reliable results, it was necessary to ensure complete anonymity for the 
respondents. A well-composed survey is a good form of research in such a case. 
When designing the study, possible errors affecting the results were considered – 
logical errors argumentum ad populum, especially argumentum ad numerum, and 
errors resulting from the necessity to evaluate oneself (self-valorization errors) 
(Kofta, Doliński, 2014). To avoid erroneous argumentation, the sample size in the 
study was determined based on the statistical minimum group size. To exclude 
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errors related to the objectivity of responses, for example, self-valorization, two 
versions of the survey were used in the analysis of the results. The method of two 
survey versions involves creating surveys in which half of the respondents assess 
themselves, while the other half assess other representatives of the studied group 
(Szczepankiewicz, 2012). An alternative would be to use an external control group, 
but the precision of such a solution is lower. A high level of antagonism between 
insurance company employees’, which could affect the objectivity of the assess-
ment of knowledge, skills, and character traits, was excluded. 

The survey questionnaire began with information about the conducted study, 
followed by questions regarding the respondents (demographic data). The main 
part of the survey consisted of three sections aligned with the research assumptions 
(pertaining to knowledge, skills, and character traits). Each section included a set 
of factors to be evaluated by the respondent on a scale of 1 to 5, where 1 was the 
lowest and 5 the highest rating. The order of the sections was based on the difficul-
ty level of the assessment, therefore a different order was used than in previous 
studies (where the order was knowledge, skills, character traits (Szczepankiewicz, 
2012)). In this case, the insurance company employees assessed skills, then 
knowledge, and finally character traits. The reasoning behind this was that difficult 
questions at the beginning of the survey might have a negative effect on the re-
spondents’ further participation in the study. 

The main study was preceded by a pilot study. This preliminary step determined 
statistically the minimum group size, established the best methods for reaching 
respondents in the main study, verified the lists of factors influencing innovative 
potential, and assessed the feasibility of using a control group. The pilot study in-
volved 25 employees. 

Among the elements of innovative potential, employees evaluated: skills  
(10 factors), knowledge (10 factors), and character traits (10 factors). The survey 
was distributed to respondents in electronic form – it was placed on a website cre-
ated for this purpose by the author (www.InnoPotential.pl), and the address was 
sent via mailing lists. 

An important issue that was addressed is the fact that innovative potential is de-
fined in relation to the employee – it is the employee who possesses innovative 
potential. On the other hand, diversity refers to the team – it is a characteristic of 
the entire team. Referring to the adopted terminological assumptions, it was con-
sidered appropriate to compare the level of diversity in the team with the average 
level of innovative potential. 

The verification was conducted using three methods, i.e., based on calculated 
correlation coefficients and standard deviation analysis. Additionally, it should be 
noted that the calculated correlation coefficients in all cases were positive. Since 
their significance was confirmed, it means that with an increase in the level of di-
versity of the teams, the levels of innovative potential were increasingly favorable. 
Of course, due to the lack of statistical significance within the calculated indicators 
for skills and personality, definitive conclusions should not be drawn, but rather 
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opinions may be expressed in this regard. The positive relationship between the 
studied characteristics may stem from the specifics of the industry, which places 
special emphasis on high standards of human resource management, including 
team member diversity. Finally, the surveys were verified for correct completion 
and the clarity of the results.  

Considering the rating scale used in the study (1–5), it was determined that  
a difference between the studied group and the control group of 0.1 or less was 
completely negligible, a difference from 0.11 to 0.50 was minor, from 0.51 to 1 was 
moderate, and above one was significant. The difference could be positive or nega-
tive – a positive difference indicated that a particular factor was better developed in 
self-assessment, while a negative difference indicated an advantage of the control 
group. Presentation of the study results follows the order of appearance in the sur-
vey questionnaire, starting with the assessment of skills, followed by knowledge, 
and ending with the assessment of character traits (also known as personality1). 

3. RESULTS 

The first part of the survey examined the level of key skills relevant to the inno-
vative potential possessed by the insurance company employees. The average rat-
ing can be seen in Table 1. 

Table 1. Rating of skills possessed by employees 

No. Skill rating 
Average of responses received 

Employee 
rating 

Control 
group rating 

Difference 

1 teamwork 3.14 4.09 –0.95 

2 logical thinking 4.57 4.42 0.15 

3 technical proficiency 3.39 3.41 –0.02 

4 cognitive flexibility (quickly changing search direc-
tion and adapting problem-solving methods to chang-
ing situations) 

3.25 4.08 –0.83 

5 receiving and tolerating contradictory information 4.43 4.12 0.31 

6 painting and drawing 3.11 2.32 0.79 

7 playing musical instruments 3.23 2.12 1.11 

8 practical application of knowledge to solve problems 3.92 4.22 –0.3 

9 improving the existing situation, correcting errors 4.34 4.68 –0.34 

10 using foreign languages 2.49 4.41 –1.92 

Source: author’s own development based on research results. 
__________________ 

1 There are terminological discrepancies regarding the scope of concepts such as character traits, 
personality traits, personality, and character. 
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The analysis should begin with the factors influencing innovative potential that 
were rated the highest by the employees. The highest indications were noted for 
logical thinking, receiving and tolerating contradictory information, and improving 
the existing situation and correcting errors. It is worth noting that such a set quite 
clearly fits the image of a legislator. Among the skills rated the lowest by the insur-
ance company employees were: using a foreign language, generating surprising, 
unusual, and different ideas from those previously known. Such a set of weak factors 
negatively affects innovative abilities. In particular, the lack of foreign language 
skills has a very negative impact on innovative potential. Lastly, it is worth exam-
ining the differences in rating between the employees assessing themselves and the 
control group. The largest difference was noted in ‘using foreign languages’ – as 
much as 1.92 to the disadvantage of the employees assessing themselves. 

The next part of the study included an analysis of the answers given concerning 
the knowledge possessed by the employees. It is difficult to objectively assess 
knowledge possessed, therefore, in this part of the study, it was extremely im-
portant to clearly formulate the knowledge areas about which the respondent 
should provide information. The individual average rating of knowledge resources 
possessed by the respondents are shown in Table 2. 

Table 2. Rating of knowledge possessed by employees 

No. Knowledge rating 
Average of responses received 

Employee 
rating 

Control 
group rating 

Difference 

1 substantive issues related to the work performed 4.52 4.23 0.31 

2 current affairs (political, economic, and social) 4.29 4.13 0.16 

3 new technologies 3.12 3.88 –0.76 

4 IT tools 2.93 3.43 –0.5 

5 available sources of information 3.04 2.88 0.16 

6 culture and art 3.87 3.21 0.66 

7 philosophy 3.25 2.89 0.36 

8 law 4.11 3.78 0.33 

9 religion and ethics 3.98 3.24 0.74 

10 literature 3.71 3.68 0.03 

Source: author’s own development based on research results 

In terms of self-assessment of knowledge, the highest averages were obtained 
for knowledge on substantive issues related to the work performed, current affairs 
(political, economic, and social), and the law. The nature of the study (employees 
knew they were being assessed as a group) may have had some influence on the 
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high rating. Analyzing this part of the results, the respondents’ attitude towards the 
study should be taken into account as well as where the questionnaire was com-
pleted. The areas of knowledge rated the lowest by the respondents were IT tools, 
new technologies, and sources of information. It is worth noting that in no category 
did the difference between the control group and the research group exceed one. 
Among the biggest differences were areas of knowledge related to new technolo-
gies, religion and ethics, and culture and art. Conversely, in most categories, em-
ployees assessing themselves boasted a greater potential. 

The last part of the survey examined the innovative potential in relation to char-
acter traits. Here the results were approached cautiously and carefully compared 
with the control group. Table 3 presents the responses obtained in the study. 

Table 3. Rating of the strength of the character traits possessed by the insurance company  
 employees 

No. Character trait strength rating 
Average of responses received 

Employee 
rating 

Control 
group rating 

Employee 
rating 

1 perseverance – the tendency to repeatedly address 
the same topic 

3.39 2.97 0.42 

2 persistence – long-term work 3.89 3.44 0.45 

3 independence – nonconformist attitude, not suc-
cumbing to influence 

3.74 4.24 –0.5 

4 openness – the ability to assimilate new infor-
mation even in the face of ambiguous content 

3.98 4.28 –0.3 

5 imagination – ability of the mind to create images, 
ideas, and sensations that are not directly accessi-
ble to the senses 

3.84 4.28 –0.44 

6 tolerance – acceptance of novelty and otherness 3.84 4.33 –0.49 

7 spontaneity – impulsive action, under the influ-
ence of the moment 

3.29 3.97 –0.68 

8 courage – lack of a fear of the unknown 3.39 4.44 –1.05 

9 perceptiveness 3.29 4.29 –1 

10 conscientiousness – performing tasks accurately 3.56 3.42 0.14 

Source: author’s own development based on research results. 

Regarding the character traits assessed, the following were rated the highest: 
charisma, fidelity – not deviating from one’s convictions, and resistance to stress. 
Again, these personality traits fit quite well into the profile of a politician. The least 
developed character traits included perceptiveness, spontaneity, and perseverance. 
The biggest differences in the assessment of character traits concerned courage, 
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perceptiveness, and spontaneity. Also, in the field of character traits, the innovative 
potential of employees assessing themselves was lower than that of the control 
group. 

To test the adopted hypotheses, it was necessary to examine the levels of diver-
sity in the teams studied. The research focused on the diversity of age, gender, 
experience, knowledge, skills, and personality. The standard deviation was treated 
as a measure of variability according to the formulas presented: 

Sample standard deviation (1) 

 

where: 
SD – Standard Deviation 
X_  – Sample Mean 
X  – Subsequent observation in the sample 
N  – Number of individuals in the sample 

Population Standard Deviation (2) 

 

where: 
σ  – Standard Deviation 
μ  – Population Mean 
X  – Subsequent observation in the population 
N  – Number of individuals in the population 
During the research on teams, the population standard deviation was used (since 

all employees of the teams participated in the study), whereas the sample standard 
deviation was used to examine the diversity among employees of all insurance 
companies – not only the insurance companies participating in the study. 

The research findings regarding diversity based on age, gender, experience, 
knowledge, skills, and personality are presented in Figures 1-6. Note: To maintain 
confidentiality and prevent identification of the insurance company, the names 
ZU1-ZU16 were used randomly. Interpretation of these results is found in Table 7. 

According to Figure 1, it can be observed that the greatest diversity, exceeding 
9 years, was recorded at Institution 7, while the smallest (just under 3) was recorded 
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Fig. 1. Age diversity in the teams studied (author’s own development based on research  
 results) 

 

Fig. 2. Gender diversity in the teams (author’s own development based on research results) 
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at Institution 11. Importantly, diversity in individual institutions varied significantly, 
which was a positive forecast in relation to the results concerning correlations and 
diversity and innovative potential.  

Regarding gender, it can be observed that the greatest diversity occurred when 
the ratio of men to women in the team was 50% to 50%. Any deviation in favor of 
men or women lowered this result – the dominance of neither gender was interpret-
ed separately. The highest score in this respect was achieved by ZU2 where the 
number of men was equal to the number of women, while the lowest was found in 
ZU10 – 0.12. 

  

Fig. 3. Diversity of experience in the teams (author’s own development based on research  
 results) 

As can be seen in the chart, the greatest age diversity was 7.4 years at Institution 8. 
The smallest, in turn, was 2.4 at Institution 2. Considering the previous results, 
however, it should be noted that there was a similarity between age diversity and 
experience. This is easy to explain – usually, older people have more experience, 
and younger people have less – this therefore affects the relation with the diversity 
of these two variables. 

Diversity of experience 
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Fig. 4. Diversity of knowledge in the teams (author’s own development based on research  
 results) 
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In the insurance institutions studied, the diversity of skills measured by devia-
tion varied – the highest deviation reached 0.61 and the lowest 0.12. However,  
it should be noted that the greatest diversity was recorded in the least numerous 
team (n = 6). 

 

Fig. 6. Personality diversification in the teams (author’s own elaboration based on research  
 results) 
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przy czym 

cov (x, y) = E(x ∙ y) – (E(x) ∙ E(y)) 

where: 
r (x, y)  – Pearson correlation coefficient between variables x and y 
cov (x, y)  – covariance between variables x and y 
σ  – standard deviation from the population 
E  – expected value 
For interpretation, assumptions were made according to Table 7. 

Table 7. Interpretation of Correlation Coefficient Magnitude 

Value of r (absolute values) Interpretation 

0-0.29 No or very weak correlation 

0.3-0.49 Moderate correlation 

0.5-0.69 Strong correlation 

0.7-1 Very strong correlation 

Source: assumptions based on Aczel et al., 2018.  

It was assumed that only correlations above 0.5 would be interpreted as signifi-
cant in the context of the research objectives – starting from correlations assessed 
as strong, and including correlations assessed as very strong. Based on this, corre-
lations for individual dependencies were calculated. The results obtained are pre-
sented in Table 8 and Figure 7. 

Table 8. Strength of Dependency in Absolute Values 

 
Dependency strength in absolute terms Correlation 

Age 0.84 0.81 Very strong correlation 

Gender 0.42 0.41 Moderate correlation 

Experience 0.81 0.80 Very strong correlation 

Knowledge 0.63 0.67 Strong correlation 

Skills 0.61 0.65 Strong correlation 

Personality 0.21 0.14 No or very weak correlation 

Source: author’s own elaboration based on research results. 
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przy czym 

cov (x, y) = E(x ∙ y) – (E(x) ∙ E(y)) 

where: 
r (x, y)  – Pearson correlation coefficient between variables x and y 
cov (x, y)  – covariance between variables x and y 
σ  – standard deviation from the population 
E  – expected value 
For interpretation, assumptions were made according to Table 7. 
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Knowledge 0.63 0.67 Strong correlation 

Skills 0.61 0.65 Strong correlation 

Personality 0.21 0.14 No or very weak correlation 

Source: author’s own elaboration based on research results. 
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All the correlations obtained (except for personality) were characterized by  
a positive value. Due to the low result for personality, it was decided to present the 
results in absolute values. The highest dependency result was obtained for age and 
experience diversification, 0.84 and 0.81, respectively. However, it should be noted 
that these elements are interconnected – a team diversified in terms of age is often 
also diversified in terms of experience. However, this is not an absolute rule – in  
2 insurance companies, the differences in this respect were noticeable.  

4. SUMMARY 

The aim of the article was to identify the impact of employee diversity on the 
innovative potential in insurance companies. The main research method was the  
diagnostic survey method. Based on the research findings, it was possible to 
demonstrate the relationship between employee diversity and innovative potential. 
The primary cognitive goal set at the beginning of the article has been achieved. The 
overarching aim of the article was to examine the role of diversity in shaping  
the innovative potential of insurance company employees.  

Based on the respondents’ results, not only in terms of assessing the individual 
components of innovative potential, but also their role in the enterprise, positive 
outcomes were visible (both in the main sample, where employees assessed them-
selves, and in the control sample, where they assessed other team members). This 
may, of course, have indicated a desire to present oneself in a favorable light (self-
enhancement error).  

However, an attempt was made to eliminate factors conducive to such behavior 
through the appropriate selection of survey studies (an anonymous survey complet-
ed via the internet).  

Due to the lack of statistical significance within the calculated indicators for 
skills and personality, it is not possible to formulate final conclusions. However, it 
is possible to venture some opinions in this area. The positive relationship between 
the traits examined may result from the specifics of the industry, where special 
importance is attached to high standards of human resource management, also in 
terms of the diversity in these teams. It may be assumed that similar studies con-
ducted in companies belonging to other industries might be more difficult to under-
take, and the relationships less statistically tangible.  

However, it should be noted that in research of this scope, it is not possible to 
perform analyses solely based on the available methods and to carry out analyses 
which may be considered objective (e.g., analysis of statistical sources). In order to 
expand the knowledge and fill the research space, a variety of research methods 
can be used. In addition, within the scope of the role of managerial actions focused 
on innovative potential, the studies carried out as part of this article should not be 
considered final and exhaustive. Indeed, there are still many areas requiring further 
study which could take the following form: 
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– a comparative analysis according to the adopted methodology in a group of 
companies from other industries or regions, which would allow for an assess-
ment of the degree of development and utilization of innovative potential in dif-
ferent sectors of the economy and in different geographical areas; such an anal-
ysis could also provide information on best practices and methods to manage 
innovative potential, as well as barriers and challenges associated with its ex-
pansion and exploitation;  

– a detailed analysis of the assessment of employees’ innovative potential in the 
context of human resource management, primarily in terms of identifying those 
managerial actions that raise the level of IP; in this area, one could examine, 
among other things, the impact of motivation, training, organizational culture, 
remuneration system, or communication on shaping the pro-innovative attitudes 
and behaviors of employees, as well as their involvement in creative and inno-
vative processes;  

– raising managers’ awareness of the benefits derived from skillful management 
of IP; for this purpose, diagnostic, educational, and advisory tools could be de-
veloped and promoted to assess the current state of IP and how it could be en-
couraged; workshops and conferences could also be organized or case studies 
prepared presenting good practices and successes achieved thanks to the effec-
tive use of IP;  

– the development of tools for controlling the level of IP in insurance companies 
(using a dynamic approach), which would enable the monitoring of changes in this 
area and an assessment of the effectiveness of the actions taken; such tools could 
be based on quantitative or qualitative indicators or a combination of the two;  

– the identification of stimulants and deterrents to innovative potential and the 
development of a comprehensive model of IP management in insurance compa-
nies, which would take into account the specifics of this industry and its market, 
legal regulations, or social environment; such a model should include strategic 
objectives concerning IP and define operational tasks, the responsibilities of the 
various entities, and mechanisms for coordination and control;  

– a cost analysis of raising the level of innovative potential and research on the 
economic dimension; in this area, one could examine, among other things,  
the relationship between the expenditure incurred for the development of IP  
and the financial or non-financial effects obtained (e.g., improvement in service 
quality, and increased customer or employee satisfaction), as well as determine 
the optimal level of resource allocation for pro-innovative activities.  
In summary, the author expresses the conviction that this work constitutes  

a contribution to the literature and goes some way to filling the research gap in the 
field of human resource management in insurance companies. It is also believed 
that the formulated conclusions have a utilitarian value, contributing to the devel-
opment of managerial knowledge.  

Furthermore, the author hopes that this work may become a source of inspira-
tion for other researchers undertaking studies to further develop the discipline. 
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WPŁYW RÓŻNORODNOŚCI PRACOWNIKÓW  
NA POTENCJAŁ INNOWACYJNY W ZAKŁADACH UBEZPIECZEŃ 

Streszczenie 

W kontekście polskich firm ubezpieczeniowych badania naukowe wskazują na lukę  
w metodologiach oceny potencjału innowacyjnego (PI) pracowników oraz znaczącą rolę 
strategii zarządzania w kształtowaniu go. Badanie koncentruje się na różnorodności zespołu 
i jej wpływie na IP, zauważając, że spośród 43–47 aktywnych firm ubezpieczeniowych 
tylko 18 ma zespoły skoncentrowane na produktach, z czego 16 uczestniczy w badaniu. 
Literatura sugeruje pozytywny związek między różnorodnością zespołu – biorąc pod uwagę 
wiek, płeć, doświadczenie, wiedzę, umiejętności i osobowość – a PI. Celem artykułu jest 
wskazanie, jak różnorodność wpływa na poziom PI pracowników w firmach ubezpiecze-
niowych. Podkreślono potrzebę precyzyjnej definicji PI, która obejmuje wiedzę, umiejętno-
ści i cechy osobowości sprzyjające innowacjom. Podejście to unika zbyt szerokich definicji, 
które mogą rozmyć skupienie na kluczowych cechach innowacyjnych. Wyniki badań obej-
mują ocenę poziomu potencjału innowacyjnego w zakresie wiedzy, umiejętności i cech 
charakteru oraz ocenę korelacji zróżnicowania pracowników z osiąganym poziomem po-
tencjału innowacyjnego. W artykule wskazano także możliwości aplikacyjne i kierunki 
dalszych badań. 

Słowa kluczowe: wiedza, pracownicy, różnorodność, innowacyjność, umiejętno-
ści, zakłady ubezpieczeń, potencjał innowacyjny, cechy charakteru, zróżnicowanie 
pracowników 
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The aim of this article is to present what difficulties occur on the path of a company's 
transformation towards Industry 4.01 and how the companies surveyed have dealt with 
them, as well as to show what results they have achieved in the area of digitalization and 
digitization. The article presents the process of digitalization and automation in Polish 
manufacturing companies. It identifies effective solutions and examines their impact on 
organizational performance. The research was carried out in two large manufacturing com-
panies operating in Greater Poland. Each of these companies was at a different stage of 
digitization, and there were visible differences in the effects of implementation. 

The main problems were that the implemented systems were not used by managers and 
there was an apparent lack of a process approach in both organizations. There was a lack of 
awareness that digitalization was just a tool to achieve better manufacturing efficiency. 
Most importantly, in both companies the management recognized the mistakes made and 
realized how important digitalization is for the development of the company, and in both 
companies measured were taken to improve the digitalization process. ALFA hired an ex-
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1 “The term industry 4.0 – refers to the ongoing fourth industrial revolution (industry 4.0 in Ger-

man), comes from the German government's high technology strategy project and was first used at the 
Hannover Messe international fair in 2011. In turn, the beginning of the fourth industrial revolution is 
considered to be 2013, when the final report on the work of a working group operating in Germany, 
dealing with, among other things, preparation of recommendations in the field of smart industry” 
(Baza Wiedzy, Przemysł 4.0, 2022; Bendykowski, 2017). Fourth-generation industry means integrat-
ing all areas of industry using IT (Gotz, 2018). 


