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Abstract

The article presents arguments for links betweesativity of employees and
innovations at organizations on the basis of psgok@l interdisciplinary
approach. The main results of current (2010) polishtional survey dedicated
to define psychosocial connections between ingalid creativity and pro-
innovative attitudes are presented together withegal benchmarking position of
Poland in IUS 2010. In conclusion arguments fore@quacy of egalitarian
approach to issue of talents management at compang innovative
benchmarking are stressed together with remarksutlrurrent innovative
strategies of UE and OECD policy.
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1. INTRODUCTION
1.1. Links between creativity, innovativeness and inovations

The value of direct links between creativity andamativeness had been put into
focus of scientific attention in area of psychglagnce the end of 60. of XX
cent. Theoretical models formulated in that timeduso stress the mutual feed -
back in form of assimilation/accommodation preessbetween individual and
its close or more distant surroundings. This pritpgsychological context of
the issue, during next two decades was succesdfaihgferred into domain of
economy and management by introducing currentlin@oential notions as are:
globalization, intellectual capital, intelligent terprises, knowledge based
economy, etc. Innovativeness represents broademniot compare to innovation
and generally means formation the conditions tmuorence of innovations as an
objective facts and also means the result of estibp internal cognitive
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processes (i.e. creativity) of individuals andmneaat organizations. In this way -
it is psychosocial and economical category andauad as useful to stress the
interdisciplinary origin of the issue of innovation

When we consider the chances to achieve innovat@eng result of creative
thinking, we see that it is possible only whersimulti paths way of thinking on
the beginning and on one path way of thinking —tlb@ end of the creative
process. And these elicitation of creative thinkisgould to be guided
simultaneously on individual as well on organiaatl level. Moreover,

innovation needs also processes of organizing #thimg - as it is stressed in
recent literature where is viewed as holistic model

idea + leader + team + plan = innovation.

Innovativeness seems obligatory necessary in temb@and insecure times but it is
also recommended for organization every time sé&agckor survival on the
market and for development (Proctor, 2001:2).

Nowadays we observing growing up the role of immakdorms of innovations
such as are: information, reputation and mark ehgany and its global human
and organizational capital (Matuska, 2010: 212)niaurrent global challenges
which basically influence application of potentyalhnovative solutions consist:
lasting economic crisis, climate changes, demogdcaptiends, imbalances and
mobility on labour markets, popularity of commuyngortals, etc. They have to
be incorporated into key issue of speed, rangeea#tion and implementation of
innovations in enterprises’ activities.

There is a range of different factors and mediatiorghis topic but the common
ground of them together seems to be exactly tleatierty of organizational

human potentials. It depends on quality of humaoueces at organization but
also on quality of management and support from adchtnation and external
institutions. And here is real space for systemfogcement.

1.2. Exclusive versus egalitarian approach to creativit

Since the 80.of XX cent the new paradigm of créigtisn psychology was
established with its exemplification as averyday happened and an ordinary*
process. This process has no more belonged exelysio selected, rare
represented individuals - as it was on the begqand still is represented for
example by authors, which prefer narrow definitmintalents in a company) -
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what can be described as arclusive approach but occurs in every team
consisted with individuals with their very diffettepotentials - what can be in
opposite viewed as aregalitarian approach Such issues as: methods for
increasing of team creativity, global innovatives@f organizations in context of
employees professional activity and efficiencynsactional leadership et al., had
started to be in focus of scientific and practicderests (Amabile, 1983). The
followers of egalitarian approach consider thatatiuty is domain of every
human being, although represented not in equalgstion and form.

The key questions apparently stalgew to activate different individual creative
potentials for the same goals, during the same ane at the same place (i.e. at
concrete organization) to achieve the effect ofesyy? And this is the real
challenge for successive team managing and HR nramagespecially: talent
managing) inside of organization. The potentialtivety of employees will be
reflected as innovativeness of organization oriemvit is properly activated by
smart managers and suggestive leaders. The joint gor it we found in
analyzing main connections between human capitalsares and innovativeness
benchmarking — what is presented in next partpafper on the example of
investigations done in Polish business and psyode@iscurricula.

2. CREATIVITY OF EMPLOYEES AND INNOVATIONS — RESULTS
OF POLISH SURVEY

Hereby we present crucial results of the currerispaational research study,
done under auspices of Polish Agency for Entrepnesigp and dedicated to
examine determinants of origin of innovative attégs at job with some
recommendation for adequate supporting system (onogki et al.: 2010).

The survey, planned as a quality study was condugtdh methods of individual
in-depth interviews (n=6) with experts: psycholtgif business, couches,
anthropologist, and also by method of focus- grongerviews (n=19, n=60) with
entrepreneurs, HR managers, employees, represestaif training companies,
personal agencies and economic self-government femdomly selected sample
of enterprises and institutions represented diffeageas of business in Poland.

The main goal of the survey was to define poss#meio-economical facts
currently acting in polish business and social ricuta which are reinforcing or
blocking the development of innovative attitudesnafividuals at job and general
innovativeness of companies and society. Theotedité practical inter mediators
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controlled by study were very widely founded (frtimme and school education
to managing styles and civil behavior) but thehfgpecific targets were defined:

» the relationship: individual creativity — innovatio and conditions for
creating pro-innovative attitudes ;

» identification of potential sources of innovationit in organization;
» identifying factors enhancing or limiting the credy of individuals;

* identifying ways and tools to promote creativity bgfluencing the
relationships connecting the unit of innovation hwits environment and other
units, and

» determinants for more effective use of innovatiamt un general socio-
economic system(op.cit.:7).

Because of the topic of this paper, we will concenly to the main results
indentified in respect to the first one of over mmmed targets - conditions for
developing pro-innovative attitudes and also to e of last one — oriented to
identifying enhancing factors for explored issuesfuite barriers due to space limit).

2.1. Factors involved with developing pro-innovative atitudes at job

The key variables responsible for creating pravyative attitudes obtained
following ranking according to interviewed subgect1/ open to new, flexible
organization; 2/ friendly, open-minded chefs, besicof employees trust; 3/ school
learning creative thinking; 4/ opportunity to peipate in workshops, training to
support creative thinking and innovative attitudds;model of education in the
home respecting the subjectivity of pupil (op.&#).

It means the main responsibility for innovativenegss perceived on side of
organization (company), but primary backgroundeatenmed also to school and
home. We can assume that this results confirm wiatearlier described as
egalitarian approach to creativity. Everybody haleance for creativity and
innovativeness with proper organization — homepsktbr company.

Part of investigations dedicated to explore posdibks: creativity - innovation and
pro-innovative attitude have guided to followingictusions:
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e innovative nature of the organization creativify\seen as a prerequisite but not
sufficient condition for innovation, not always atiwe thinking or acting guide to
innovations;

» creativity represents the ability to design thead sense of changes within the
organization( question: how can you do somethiffgraintly or better);

 innovation can be described as creativity embodiedhe organizational
processes, products, technologies, etc.,

* innovation-oriented attitude represents the linktiween creativity and
innovation and it can be described as a "vestedrast in the realization of
creative concepts and ideas and willingness to nassall or part of the
responsibility for operationalization of the prcjeand its implementation”
(op.cit.:109, see also Fig.-1):

Figure-1.: Relationship between creativity, innovabn and pro-innovative
attitude

Creativity Pro-innovative Innovations
attitude Innovative organization

Source : own, on the basis op.cit., p. 109.

Relationships between creativity, pro-innovatictit@de and innovative solutions
suitable for organization illustrates the innovativature of the organization and
are shown in Figure 2. As we see below, creati@itgl pro- innovative attitudes
are situated on the level of organizational idead are strictly connected with
competences of staff. Innovations therefore alaeé to internal organizational
processes. Investigated subjects agreed that ihonsaare the form of

externalization of competences and ideas.
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Figure — 2.: Innovative nature of the organization
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Source: own on the basis op.cit., p. 110.

However, the crucial context for creativity, as Wek pro- innovative attitudes
and innovative potential of organization — in opmiof interviewed - gives
organizational culture. The culture delivers progsafor thinking and acting
inside of organization and can successfully premair block creativity and
innovation - orientated attitudes of staff and nggara. Clearly it depends on socio
- economical, historical and psychological backgumanifested as system of
value currently influencing society and internadizsy its members.

And we can absorb main characteristic of demandabd@nizational culture
together with conclusions found in the part of gtutkdicated to analyzing
eligible system for enhancing pro-innovative atiés at job.

2.2. Factors diagnosed as favorable for pro-innovativettitudes

Adequate conclusions of the study we present betowivision into realized
macro-systemic factors and inter-organizationaloi@which are enhancing pro-
innovative attitudes in polish realities.

As main specific macro systemic factors positiveljuencing links: creativity-
innovations were discovered:
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e growth orientation of individualistic society (assaciated with values of:

freedom, autonomy and authenticity) together witlidgal increase in social and
cultural pluralism in society — what is obviouslglated with democratic

transformation after the 1989 (the end of socialisgime) and with membership
of Poland in UE from 2004.;

» digitization and accompanying multimedia forcing #cquisition of units of a
completely new skills and competences;

e growing spatial mobility of population - what se® connected with context
of temporary job migration to more developed EUirdaes then to internal
spatial mobility;

« all manifestations of civic society and self-argation in form of NGOs
organizations, civil legal initiatives, etc.

These results are quite obvious in light of polisbent history and dynamics of
educational, social and civil changes during l&syar together with democracy,
open market rules in economy and membership in EU.

Respectively, in topic of main inter-organizationfdctors responsible for
innovativeness of polish companies was sumnaribat:

* existing an eclectic, theoretical pro- innovativeodel of the new
organizational culture which is realized as recomdeel for innovatively oriented
companies ( see fig. 3);

» there is growing up number of organizations thataggen to a variety of
projects aimed at supporting or running the po&tiati creativity and innovation (
for example in for of training);

» creativity and innovation (although in the shorb)us strong focus with
orientation on market performance and are perceigsdtools of market
expansion.

Unfortunately - respectively few polish organipas are precisely fitting to
model presented on Fig.3., but such were also prelsetween investigated
enterprises (mostly in IT and media branctes] paradoxically - more often
they represented new- established companies thalh experienced. But
generally itself valuable is range of attributesl aalationships identified in the
model of pro-innovative organizational culture aawareness of the issue in
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minds of investigated subjects. However there ¢k laf systematic approach to
innovativeness and treating it rather as incideata expensive intervention than
regular and everyday business strategy.

Fig.- 3. Model of pro — innovative organizational sucture recommended to
polish companies
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Source: own on the basis op.cit., p. 113

We can summarize that Poland, unless represents goiod, fast growing
potential of the human capital and economicallycgdgnamics of development -
still is only on the way to innovativeness andl ibw didn’t achieve satisfied
location in global benchmarking rankings as for dEmber countries and other
countries is thénnovation Union Scorebodr(lUS, 2010). The IUS uses the most
recent statistics frorBUROSTATand other internationally recognized sources as
available at the time of analysis. Poland has atigreposition in group of
‘moderate innovators’ — together with other Europpast-communistic countries
which joined UE in 2004 (IUS, 2010:4). But has atiali for better location.

3.CHALLENGES OF GLOBAL INNOVATIVE STRATEGIES

The new long-termed European developmental straigdy2020’ (Commission of
the European Communities: 2009) is aimed to Hed&U to copy with the results
of current crisis and to refresh its ability forceassful competition with other
strong world economies. Isets out a vision for Europe's social market ecgnom
and rests on three interlocking and mutually refwifa priority areas as are :
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» smart growth, developing an economy based on kmigeland innovation;

» sustainable growth, promoting a low-carbon, ressxafticient and competitive
economy; and

* inclusive growth, fostering a high-employment eaogodelivering social and
territorial cohesion.

All above goals touch issue of innovation, hrgtfone is directly addressed to
it. In order to meet fifth specific targets spgea as a measures for controlling
planned results, the Commission put into Euro02fhenda a series of flagship
initiatives between them on first position is lamt initiative of “Innovation
union”. This project aims to focus R&D and innovation ipplon major
challenges, while closing the gap between sciendenaarket to turn inventions
into products.

Quite similarly sound the fundamentals for curr@ECD Innovation Strategy
(OECD, 2010) in which innovation is considered as essential factor in
searching for the new sources of global socioonemical growth. The OECD’s
Innovation Strategy is one of the first, whole-aivgrnment exercises that seeks
to look at “innovation” not from the narrow lens joist science and technology
(S&T), but more broadly from a wide expanse of pplareas. The motto of the
strategy is: Stimulating innovation - people and educatioaid the key role in it
plays pillar of human capital which builds innovatisociety.

Planned global innovative results however dependinnovative human
resources potential accumulated in countriespregand enterprises. The current
investigations — as over mentioned polish studpd different rankings of
economical competitive indicators repeatedly shbat tproblem of possessing
sufficient amount of talented members of comparessjers, creative innovators
and effective team members — really consists thatral challenge for
organizations. And because of it some authors sigtiee urgent need of
broadening ‘talents’ definition. They are insialed outside of the organization.
The problem is: to absorb proper one of them, teeldp them in demanded
direction and to hold them in organization.

4. CONCLUSIONS

Summarizing, we were looking for significant tedas between creativity and
innovativeness with respect to ongoing micro androeconomic challenges. The
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collection of some results from polish surveyidsled some argumentation —
and not only in relation to Poland — but generalffipr support the suggestion
about the adequacy of egalitarian approach to is§wzeativity of workforces.
It is quite understandable in light of systematicgrowing up level of education
(including life - long - learning), spatial mobyliof employees and their acting in
digital, globalized socio-economical reality. Newolgal networking initiatives
like is for example EU project dinnovation union” have to be properly used
with vision of goodness of all stakeholders —amy in the space of the existing-
but also future UE members and if possible - otiogintries.
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