Diversity Management as a Tool of Managing
Intellectual Capital

= Jelinkovd Eva, Jirincovd Milena

Abstract

As a result of various changes in the entreprencurship environment with the aim to create value
and gain sustainable competitive advantage, businesses more often pay attention to soft skills
within the management and to intangible assets. The purpose of this paper is to introduce the
concept of Intellectual Capital and Diversity Management as a tool for business management and
efficient use of Intellectual Capital within a business. After having done research within extant
literature about both topics mentioned, there is a practical part of the research which uses two
independent questionnaire surveys. One of the questionnaires focuses on the concept of Intel-
lectual Capital and it is still being conducted. This questionnaire uses the first outcomes of the
research; the second part deals with the topic of Diversity Management and it was already con-
cluded in 2013. The practical part of the article compares the outcomes of the empiric research in
the area of Diversity Management with the results of the research of Intellectual Capital concept.
The main question is if the managers of the businesses located in the Czech Republic are aware
of the Intellectual Capital concept and whether they understand the importance of its control
in comparison to understanding the benefits of Diversity Management which is considered to
be a factor with a certain influence on the efficiency of Intellectual Capital. Furthermore, the
dependency between the size and sector of a business and its understanding of the Intellectual
Capital concept and importance is examined. This is done by means of statistical tools. The re-
sults and outcomes of the research are discussed in the final part of the article.
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1. INTRODUCTION

In today’s turbulent environment of strong competition and globalization trends it is necessary
for businesses to increase their competitiveness by focusing both on soft skills within their
management and on their intangible assets. As the recent studies show the focus on hard skills
within the management is not sufficient any longer. Generally, in the society there are tenden-
cies to support entrepreneurship competences and activities which then increase economical
activities (Prochazkova, 2014; Prochazkova, 2012). Currently, the awareness of human resources
importance is growing together with importance of intellectual property which, based on some
resources (e.g. Bures, 2007; Krechovska, 2014; Navarro et al., 2013, or Hope & Fraser 2013), cre-
ates the basis for the market value of a business; some studies state the range of 50 — 90 % which
is a significant part and it opens space for further scientific research of this aspect as well as its
practical use within the business environment. Inventory and capital can create any value only

if they are activated and combined with knowledge. Intellectual Capital is defined as knowledge

r 2015
4-1728 (On-line), DOI: 10.7441/joc.2015.04.01



property which can be then converted into a value (Edvinsson & Sullivan, 1996). Therefore,
knowledge plays the main role of Intellectual Capital (Lesser, 2009). Intellectual Capital is a
matter for creating and supporting connection among knowledge, expertise, experience and
competencies inside and outside an organisation (Bontis & Cabrita, 2008) with the main goal to
create value. The most valuable property of any company, which at the same time has knowledge,
expertise, experience and competencies, are its employees. Intellectual Capital is linked to the
ability to create and apply the potential of organisation’s knowledge (Marr, 2005) and therefore
also the potential of its employees” knowledge. To protect and develop knowledge and skills of
all employees of whom everybody has a different expectations, different capacity for studying,
different way of studying, can be very difficult but also very beneficial at the same time. One
of the effective ways of control and active use of different skills of different employees is the
concept of Diversity Management which has become very popular recently. In the same way as
the concept of Intellectual Capital the Diversity Management belongs among the non-traditional
and rather new branches of management which generally reflects the current status of economy
and society. For this reason the authors of this article decided to connect those two concepts
together into a mutual symbiosis and demonstrate the possibility of their common efficient use

in a business environment.

2. RESEARCH DESIGN
2.1 Methodology

The article is based on the desk research method which uses a research of professional literature
in the area of Diversity Management and Intellectual Capital. The empiric part of the article uses
the data which was used already for the previously conducted research. An important part of the
article is created by a field research especially represented by the outcomes of own questionnaire

research by the authors, see below.

The practical part of the research uses two independent questionnaire surveys. One of the ques-
tionnaires focuses on the concept of Intellectual Capital and it is still running. This question-
naire uses the first outcomes of the research; the second part dealt with the topic of Diversity
Management and it was concluded in 2013. The already concluded research dealt with the topic
of Diversity and Diversity Management and its understanding by various organisations in the
Czech Republic. This research will mention the main outcomes also based on the previously
published articles Egerova and Jirincova (2014) and Egerova, Jirincova, Lancaric and Savov
(2013). The second recent research is focused on use of Intellectual Capital by the organisations
in the Czech Republic.

Both researches chose to question representatives of various organisations within the Czech
Republic as their respondents; the selected respondents are managing employees on the top
level of management. They were selected with regard to the complexity and strategic level of
the topic. The research in the area of the Intellectual Capital is only at its beginning and a pilot-
ing questioning was conducted so far 71 respondents (organisations). The distribution of the
questionnaires is performed in their paper form so that the highest possible number of returned

questionnaires is assured. The questionnaire distribution in the area of diversity was conducted




in an electronic form (2012 — 2013) and a total number of returned questionnaires was 200 from

all selected respondents (organisations).

2.2 Research Goals

The aim of this research is to follow the already conducted research in the area of Diversity where
the individual organisations clearly showed their interest and positive approach towards the diver-
sity control and using of its benefits. The researchers now aim to find out whether they share these
ideas and positive approach also towards the concept of Intellectual Capital. The main question
is whether the organisations are familiar with the concept of IC and whether they understand its
importance in the same level as it was shown for the benefits of Diversity. Diversity Management
in our understanding is a factor which carries the potential to influence the quality of Intellectual
Capital in an organisation and therefore its understanding should be on a similar level based on
the opinion of the authors. First, the aim of the article is to create a theoretical process by means
of a literature research which will be used later as a basis for the practical part of the research. The
already conducted research in the area of Diversity Management will be only partially mentioned
by the article as it focuses on the notion of Intellectual Capital where there is a completely new
research being conducted only at its beginning and therefore no results have been published yet.

2.3 Instruments and Procedures

For the needs of this article the method of induction and deduction is used, furthermore the
method of the desk research of extant literary resources, the method of field research is repre-
sented by a questionnaire research, and a partial comparison of the outcomes of independent
researches of both authors. For various calculations the methods such as Cronbach’s Alpha, ba-
sic descriptive statistics, box diagram, Kolmogorov-Smirnov test, Shapiro-Wilk test, Levene test
and nonparametric Kruskal-Wallis test by means of the Statistica software are used.

3. THEORETICAL FRAMEWORK

3.1 Intellectual Capital and its Significance for Businesses

Stewart (2010) defines Intellectual Capital as an intellectual material — knowledge, informa-
tion, intellectual property, experience — which can be put into use to create wealth. Intellectual
Capital is described as a packaged useful knowledge. For Armstrong (2007) means Intellectual
Capital a supply and flow of knowledge which the organisation can use. Bontis and Cabrita
(2008) decompose Intellectual Capital into three dimensions — the dimension of human capital,
structural capital and relational capital. The value creation depends on the effective combina-
tion and interaction of those mentioned dimensions. Davies and Magowan (2002) claim that
Intellectual Capital is created by exchange and combination of knowledge and those are enabled,
among other factors, also by social relationships. Bontis states two mechanisms which are the
driving forces and influence Intellectual Capital, they are trust and culture. These two mecha-
nisms create the individual dimensions of Intellectual Capital; they affect the interaction of the

dimensions and creation of business value (Bontis, 1999). Knowledge creates a basis of all the

dimensions of Intellectual Capital.




The particular human capital of an individual is characterized as a combination of genetically
inherited characteristics, education, experience and attitudes towards life and business (Hudson,
1993). Relational capital is created by knowledge which is anchored in the relationships with cus-
tomers, suppliers and other stakeholders. Structural capital provides tools (information systems,
processes, databases, etc.) which enable to move the knowledge through the process towards the
customers to create value. “Organizational knowledge is at the crux of sustainable competitive advantage™
(Bontis, 1999, p. 271). The fundamental carriers of the knowledge are people. Human capital
is considered to be the primary element of Intellectual Capital and the most important source
of any competitive advantage. (Bontis & Cabrita, 2008) Sveiby in the concept of intangible as-
sets emphasises the fact that people are the only real agents of business and the other agents
— tangible assets as well as knowledge — are the results of work of people which depends on
knowledge and competences of employees (Sveiby, 1997). Diversity Management can be used to
gain high-quality structure of employees, innovative business culture and working environment
which respects differences and develops knowledge, expertise, experience and competencies of

employees.

3.2 Diversity Management and its Benefits

According to Hubbard (2004, p. 27) Diversity Management is defined as “zhe process of planning
Jor, organizing, directing, and supporting collective mixtures in that way which adds a measurable difference to or-
ganizational performance. Diversity Management is not a clearly limited notion and it can include a
wide range of various aspects. Hubbard (2004) divides it into two dimensions —a primary dimen-
sion (age, gender, ethnicity, mental and physical abilities and sexual orientation) and a secondary

dimension (as for example religion, education, family status, income, location etc.).

In the Czech Republic there are mainly the aspects of gender, age, education, mental and physical
skills important for businesses, nevertheless, the aspect of nationality becomes more and more
important recently (Jirincova, 2011). It is not always possible to fathom all aspects of diversity
either in the practical operation of businesses or in the scientific research. Most of the diversity
aspects can be followed and controlled within a company in that way that they bring required
benefit with regard to efficiency of individuals, teams and all employees. (Hubbard, 2011, EC.
The Costs and Benefits of Diversity, 2003) To implement Diversity Management it is first necessary to
define the diversity and choose the approach which will be put into practice by the company. It
is also crucial to consider whether in this particular environment, branch or situation Diversity

Management is or is not desirable.

Diversity ranks among the so called intangible assets of a business and it is therefore abstract in
the same way as Intellectual Capital. The difference in comparison to tangible assets is summa-
rised by Kaplan and Norton (2004) who claim that value creation by means of intangible assets
is indirect and it is a result of interconnected relationships, causes and consequences. Intangible
assets are very often linked to tangible assets and they do not create value on their own. There
are three main resources of creation of intangible assets according to Kaplan and Norton (2004)
and those are human capital, information capital and organisational capital. Human capital
includes skills, talent, values and important knowledge of employees which strongly affects the
efficiency of a business although those people are not owned by the company and therefore




cannot be force to use those assets. Authors such as Esty (1995), Thiederman (2008), Thomas
(2000), or the materials by European Commission (EC, Diversity Management, 2007) mention
various benefits which stem from using the concept of Diversity Management. Among the main
benefits of Diversity Management there are attracting, recruiting and retaining of best talents,
increasing of creativity/innovation, increasing of client loyalty, increasing of company profits,
access to new markets or increasing of brand value etc., according to the SMEs in the European
Union (EC. Continuing the Diversity Journey, 2008).

3.3 Diversity Management as a Possible Contribution to Intellectual Capital

For the purposes of this article it is necessary to mention apart from the important benefit of
increasing of business efficiency, the benefits of Diversity Management in the area of Intellectual
Capital, such as creation of a rich talent pool and acquisition of best talents with a wide range of
knowledge, increasing of creativity among employees, support of innovations, strengthening of

cultural values of the organisation, increase of know-how and many others.

Figure 1 demonstrates those benefits of Diversity Management and their correspondence with
one entire area of Intellectual Capital which deals with Human Capital but also with most of the
aspects of Structural and Relational Capital.
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Fig. 1 — Content of Intellectual Capital and the Impact of Diversity Management on it.
Source: Intellectual Capital Reporting, 2014.

As we could see in the previous text, there are many benefits which Diversity Management can
bring to an organization and most of these benefits are connected to Intellectual Capital and
its quality. “Most successful diversity initiatives result in some intangible benefits. Intangible benefits are those
positive results that either cannot be converted into monetary values or would involve too niuch time or expense in
the conversion to be worth the effort. The range of intangible ontcomes is practically limitless” (Hubbard, 2011,
p.102). Moreover, Hubbard (2011) summarizes some typical intangible variables linked with di-
versity as it is obvious in the Tab. 1. There is also visible the strong connection to the concept of

Intellectual Capital.




Tab. 1 — Typical Intangible Variables Linked with Diversity. Source: Hubbard, 2011, p.103

Attitude Survey Data Employee Transfers
Organizational Commitment Customer Satisfaction Survey Data

Climate Survey Data Customer Complaints

Employee Complaints Customer Response Time
Grievances Teamwork
Stress Reduction Cooperation

Employee Turnover Conflict
Employee Absenteeism Decisiveness

Employee Tardiness Communication

4. QUESTIONNAIRE SURVEY

4.1 Sample Characteristics and Questionnaire Design

The questionnaire research in the area of Diversity Management which was already conducted
and which will be partially used for comparison purposes with the newly acquired outcomes was
conducted in 2012 — 2013 via a questionnaire in Google Docs. The questionnaire consisted of
identification questions and of three separate parts — an area of inclusion and justice, implemen-
tation, and Diversity Management benefits. There were 355 respondents active within the Czech
and Slovakian Republic. In this article the authors will deal only with outcomes related to the
situation in the Czech Republic, namely with 135 organisations which are active in the Czech
Republic. The questionnaire research was used for organisations which varied in size, sectors
and type. The answers of the questionnaire respondents were evaluated and assessed by means of

the Likert Scale (1-7) as it was previously used for the research regarding Intellectual Capital.

The newly commenced research in the area of Intellectual Capital was participated by 71 organi-
sations from the Czech Republic, mostly from the Pilsen Region, from which 50 questionnaires
were chosen as representative and fully completed for the purposes of the first pilot assessment.
Organisations (further used as respondents) are active mainly in the area of processing industry
(32 %). Other industrial branches are only exceptional and almost equal in their representation in
the research. Mostly limited companies (60 %) and join stock companies (32 %) are represented
in the research. Regarding the size of the organisations the research was aimed at medium and
large businesses and therefore they create the largest share of all respondents (medium busi-
nesses 50 %, large businesses 40 %).

These organisations replied to questions stated in the questionnaire in three parts. The first part
of the questionnaire researched the basic background and characteristics of the respondents; the
second part of the questionnaire was focused on Intellectual Capital and its elements within the
organisations, the third part is an additional section and it questions basic financial indicators

such as assets, economical results, own capital, turnover and etc.




The reliability of the used tool can be considered as good or even excellent as the calculated
Cronbach’s Alpha indicator shows the value of 0, 8554. (Own processing, STATISTICA, 2015)
Generally, the Cronbach’s Alpha is used to measure internal consistency of a scale. It ranges from
0 for a completely unreliable test to 1 for a completely reliable test. Most statisticians state that
the correct value we need for a questionnaire or a measure tool to be reliable is the value of 0.7
or higher (Brownlow, 2004).

In the following text the authors focus on the examining of first two questions of the question-
naire which try to find out about the respondents’ awareness of the notion of IC and the level of
understanding of its importance so that it creates an introduction for a future research which will
deal with the use of Intellectual Capital in the organisations in the Czech Republic.

4.2 Awareness and Importance of Intellectual Capital and Diversity Management
within Organizations

Statement Nr. 1 of the questionnaire: “I am familiar with the notion of Intellectual Capital.”

Statement Nr. 2 of the questionnaire: “Our company understands the importance of manage-
ment of Intellectual Capital.”

Both these questions were evaluated within the scale from 1 to 7, where the value 1 means
complete disagreement and the value 7 represents complete agreement of a respondent with the
particular statement. In the following Tab. 2 and in the connected box diagram in the Fig.2., the
basic characteristics of the answers for both statements given above can be seen, namely it is the
average value, the maximum and the minimum value and a standard deviation. Itis clear that the
average value of the answers is slightly higher (therefore more positive) for the Statement Nr.2
and also there is a smaller diversion in the answers than in case of the Statement Nr.1. This can
be interpreted as a statistically higher level of agreement in the opinion of the respondents in the
arca of significance of Intellectual Capital.

Tab. 2 — The descriptive statistics regarding the answers related to Awareness and Importance
questions. Source: Own processing at STATISTICA, 2015

Descriptive Statistics
Variable
N Mean Minimum Maximum St.Dev.
Awareness 50 5,420000 1,000000 7,000000 1,738989
Importance 50 5,500000 1,000000 7,000000 1,606746




Box Diagram

0 Mean
1 [J Mean+-StDev
Awareness Importance T Mean+-1,96*StDev

Fig. 2 — The Box Diagram of answers related to Awareness and Importance questions.
Source: Own processing at STATISTICA, 2015

Based on the average values for various business sizes only (see Tab. 3) it can be said that the
answers do not differ with regard to the business size. There is a higher awareness of Intel-
lectual Capital among larger businesses, smaller awareness was shown by medium and small

businesses.

Tab. 3 — Awareness and Independence of Intellectual Capital depending on Size. Source: Own
processing, 2015

Av. Awareness Av. Importance

Small Medium Large Small Medium Large

54 5,36 5,5 54 5,48 5,55

Nevertheless, the difference is not considerably deviating. Generally, the respondents replied
positively with regard to awareness of Intellectual Capital. This notion is therefore no longer
completely unknown to them. The importance of Intellectual Capital (see Chapter 4.4) was eval-
uated mostly positively too and in this case too there are no significant differences in the an-
swers provided by respondents which could be related to the size of a particular business. In the
same way, the results of individual industrial branches can be summarized as also there wete no
big differences in case of awareness of Intellectual Capital or understanding of its significance.

Since the Tab. 3 demonstrating average values for all answers for individual sectors would be too

large, it is not provided here.




4.3 Awareness, Dependency of Answers to Statement Nr.1 on a Particular Business

Size and a Sector

This chapter of the article examines the dependency of awareness of Intellectual Capital on
the size of a particular business and a sector of respondents. As a source of fundamental data
the Statement Nr. 1 is used: “I am familiar with the notion of Intellectual Capital.” The Kol-
mogorov-Smirnov test as well as the Shapiro-Wilk test of normality proved that data is from
normally distributed population and the Levene test of equality of variances did not approve the
homoscedasticity, therefore the Kruskal-Wallis test was used. There were the following statisti-
cal hypotheses stated regarding the Statement Nr.1 and the factor of a particular business size:

H,: The size of a business has no effect on the awareness of Intellectnal Capital.
H,: The size of a business has a certain effect on the awareness of Intellectnal Capital.
In the same way, similar hypotheses were set regarding the sector of a particular business:
H,: The branch of a business has no effect on the awareness of Intellectnal Capital.
H,: The branch of a business has a certain effect on the awareness of Intellectnal Capital.

The following two tables (see Tab. 4 and Tab. 5) show the outcomes of the Statistica programme
and they summarize the results of the Kruskal-Wallisova test. In both cases the results reflect
the expectations that the H, cannot be denied and therefore it cannot be said that the size of a
business or the branch have a statistically significant influence on the answers of the respondents

with regard to their opinions on awareness of Intellectual Capital.

Tab. 4 — Kruskal-Wallis test, Awareness and Size (Small, Medium, Large), Source: Own
processing at STATISTICA, 2015

Kruskal-Wal lis ANOVA ; Awareness
Independent : Size
Kruskal-Wal lis test: H (2, N= 50) =,2049252 p =,9026

D dent: Number of

ependent Code w -er ° Sum of Order | Av. Order
Awareness Valid
S 104 5 115,5000 23,10000
M 105 25 634,5000 25,38000
L 106 20 525,0000 26,25000

1n



Tab. 5 — Kruskal-Wallis test, Awareness and Sector, Source: Own processing at STATISTICA, 2015

Kruskal -Wall is ANOVA; Awareness

Independent : Sector

Kruskal -Wall is test: H ( 12, N= 50) =14,70586 p =,2579
i‘:}; j:::::t: Code Nu\rzt;;r of Sum of Order Av. Order
S 101 6 191,0000 31,83333
G 102 7 155,5000 2221429
H 103 3 29,0000 9,66667
C 104 16 441,0000 27,56250
F 105 4 89,0000 22,25000
I 106 1 26,5000 26,50000
] 107 4 81,5000 20,37500
A 108 3 95,0000 31,66667
E 109 2 36,5000 18,25000
D 110 1 42,5000 42,50000
Q 1m 1 2,5000 2,50000
M 112 1 42,5000 42,50000
O 113 1 42,5000 42,50000

(S — Another, G — Wholesale and Retail, H — Transport and Storage, C — Manufacturing, F — Building, 1
— Accommodation and Catering, ] — Information and Communication Activities, A — Agriculture, Forestry,
Fishery, E — Water Sector, D — Electricity and Gas, Q — Health and Social Care, M — Research and Technical
Activities, O — Public Administration and Defence)

4.4 Importance, Dependency of Answers to Statement Nr.2 on a Particular Business

Size and a Sector
To examine the dependency of understanding the importance of Intellectual Capital with regard
to the size of a particular business and a sector, the Statement Nr.2 was used: “Our company
understands the importance of management of Intellectual Capital.” As the evaluation method
the Kruskal-Wallis test was used again as the same conditions apply to the researched data - a
normally distributed population featuring heteroscedasticity. There were the following statistical
hypotheses stated regarding the Statement Nr.2 and the factor of a business size:

H,: The size of a business has no ¢ffect on the understanding of importance of Intellectual Capital.

H,: The size of a business has a certain effect on the understanding of importance of Intellectual Capital.
In the same way, similar hypotheses were set regarding the sector of a particular business:

H,: The branch of a business bas no ¢ffect on the understanding of importance of Intellectual Capital.

H,: The branch of a business has a certain effect on the understanding of importance of Intellectnal Capital.

As expected, the following tables (Tab. 6 and Tab. 7) did not confirm any statistically significant

differences among the answers in dependency either on size or sector of a business.




Tab. 6 — Kruskal-Wallis test, Importance and Size (Small, Medium, Large), Source: Own
processing at STATISTICA, 2015

Kruskal-Wal lis ANOVA; Importance
Independent : Size
Kruskal-Wal lis test: H (2, N= 50) =,1013724 p =,9506

Ejngii:; Code iaulzber of Sum of Order Av. Otder
M 104 25 642,0000 25,68000
S 105 5 118,0000 23,60000
IL, 107 20 515,0000 25,75000

Tab. 7 — Kruskal-Wallis test, Importance and Sector, Source: Own processing at STATISTICA, 2015

Kruskal -Wall is ANOVA: Importance

Independent : Sector

Kruskal -Wall is test: H (12, N= 50) =12,49918 p =,4065
?;EZ?:):;Z Code g:lzzber of Sum of Order Av. Order
S 101 6 182,0000 30,33333
G 102 7 206,0000 29,42857
H 103 3 26,5000 8,83333
© 104 16 430,0000 26,87500
I 105 4 94,0000 23,50000
I 106 1 27,0000 27,0000
] 107 4 100,5000 25,12500
A 108 3 59,5000 19,83333
E 109 2 35,5000 17,75000
D 110 1 42,5000 42,5000
Q 111 1 2,0000 2,0000
M 112 1 42,5000 42,5000
(@) 113 1 27,0000 27,0000

S — Another, G — Wholesale and Retail, H — Transport and Storage, C — Manufacturing, F — Building, 1
— Accommodation and Catering, ] — Information and Communication Activities, A — Agriculture, Forestry,
Fishery, E — Water Sector, D — Electricity and Gas, Q — Health and Social Care, M — Research and Technical
Activities, O — Public Administration and Defence)

5. RESEARCH RESULTS AND DISCUSSION

Based on the further research (Hafeez et al., 2002, Hafeez & Abdelmeguid, 2003) many or-
ganisations believe that management of their knowledge, skills and competences is the key to
their survival in the knowledge economy — in the age of Intellectual Capital. The connection
between Diversity Management and Intellectual Capital and also the benefits of diversity and
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its correspondence with all three areas of Intellectual Capital (Human, Structural and Relational
Capital) has been proved by a desk research of extant literature. In previous research which was
conducted by Richard et al. (2007) the direct positive relationship between knowledge, diversity
and business performance was found. They proved that diverse groups of employees possess
greater range of knowledge than homogeneous groups. Another connection between diversity
and Intellectual capital is provided by Carpenter et. al. (2001) who found that managers with
international assighment experience — managers who are influenced by diversity in the way of
culture, ethnicity, mental and physical abilities, religion - create more value for their businesses
than those without this type of human capital. Following the already conducted research in
the area of Diversity (Egerova & Jirincova, 2014, Egerova, Jirincova, Lancaric & Savov, 2013)
- where the individual organisations clearly showed their interest and positive approach towards
the diversity control and using of its benefits - the researchers aimed to find out whether busi-
nesses share these ideas and positive approach also in the concept of Intellectual Capital.

The main question was whether the organisations are familiar with the concept of Intellectual
Capital and whether they understand its importance in the same level as it was shown for the
benefits of Diversity. It can be summarized that the awareness of Intellectual Capital among
the questioned businesses is rather higher as the result value of the answers is above the level
of 5 based on average values (5,51 in particular). Based on the questionnaire it means “almost
completely agree” with the statement. On the other hand, the results regarding Diversity Man-
agement are not so positive since 67% of all the respondents have never heard of this term of
Diversity Management. Most of the respondents understand the concept of Diversity and real-
izes various ways of its use and benefits which are brought. Nevertheless, the notion of Diversity
Management was in the period of 2012/2013 fairly unknown (Jirincova, 2013).

With regard to understanding the importance of Intellectual Capital among the respondents
a positive part of the result is the reached value of the answers provided by the respondents
which again gained the value higher than 5 (5,59 in particular). In case of Diversity Management
the respondents also evaluated rather positively its importance and benefits, the average an-
swers correspond with the “almost completely agree” answer. Therefore, the results in the area
of understanding Intellectual Capital and Diversity Management can be understood as almost
identical. Neither size, nor sector of a business has any statistically significant influence on the
respondents’ awareness of Intellectual Capital. Examining the arithmetical average values it can
be realized a slightly higher awareness of IC by large businesses but this result is statistically it-
relevant. In this case it can be stated that regardless size or sector of a business the questioned
businesses has certain awareness of the Intellectual Capital concept which opens a space for its
further actual use. With regard to understanding the importance of Intellectual Capital among
the respondents, the results did not prove any influence of size or sector of the business. Not
only did the respondents show a significant level of awareness of Intellectual Capital; moreover,
they also claimed their understanding of the importance to manage Intellectual Capital and the
importance of Diversity Management. This result is more than positive outcome of the research
and it has a significant meaning for the practical use of Intellectual Capital within companies by
using of Diversity Management as its supporting tool with the aim to create value and improve
business performance. As a suggestion for further research there is a question of which benefits
of diversity can be the most efficient for managing of Intellectual Capital and interaction of

knowledge within the company.




6. CONCLUSION

Diversity is still considered a new factor of human resource and its phenomenon takes part in
modern management and intellectual era thanks to demographic, economics, social or juridical
changes. The highest connection between Diversity and Intellectual Capital can be seen in the
part of Human Capital. The company’s Human Capital, i.e. knowledge, skills and abilities of the
workforce, i.e. the employees, are necessary for organizational survival (Barney & Wright, 1998).
Diversity Management is considered in this paper to be the factor which carries the potential to
influence the quality of Intellectual Capital in an organisation and therefore its understanding
should be on a similar level based on the opinion of the authors. The aim of the paper was to create
a theoretical framework for the connection of two actual and modern concepts — the concept of
Intellectual Capital and Diversity Management. The empirical part of the paper used the outcomes
of two questionnaire surveys which dealt with the topic of Diversity Management and the concept
of Intellectual Capital. The main positive outcome of this paper is the confirmation of understand-
ing of the importance to manage Intellectual Capital and the importance of Diversity Management
by respondents of both questionnaires — the top managers of various businesses. The outcome of
this paper is to consider Diversity Management as a part of Intellectual Capital in further research.
The main task for the following research is to find the way of integration of the benefits and com-
ponents of diversity into particular parts of concepts of Intellectual Capital and its drivers.
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