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Creativity and innovation by Tidd and Bessant (2018) remain core in the retail industry, ensuring competition, and business expansion, together with customer loyalty. This article is a reflection on the topic of innovation and creativity in the context of an assistant manager at Market Taverns Pub Co. and inspired by the author’s actual work in one of the company’s pubs, Lady Ottoline.
Importance of Innovation and Creativity in Retail
The importance of innovation and creativity constitute the focus of attention in retail businesses. In the highly competitive and dynamic environment of the food processing industry, great importance and attention should be paid to the development of business processes’ distinctiveness. Innovation enables the development of new products, services and forms of doing business more effectively meeting the customers’ demands which results in an increase in sales and consequently profit-making. Like innovation, creativity helps retailers to constantly look for the original (Snyder et al., 2016).
Overview of Business Model
Market Taverns Pub Co owns and manages several pubs that are famous for their ambience, taste and standard of their food and drinks and are efficient in the servicing of clients. Lady Ottoline, one of their signature pubs, represents the company line, excellence, and innovation perfectly. The primary values that the company embraces, the passion for creating great dining experiences and the desire to bring people together have established the position of Lady Ottoline as a popular venue among tourists and residents of London. 
Main Findings
The workings of some aspects of Lady Ottoline make his narrative insightful regarding the assessed organization’s culture, functioning, and issues. Thus, applying for the post author of the site has accumulated considerable practical experience in the tough confrontation with daily work in a pub’s environment, the overall layout of selling points, customer preferences, and the choice of imperfections. These breakdowns are used as a starting point when searching for innovation potentials and conducting a search for creative ideas on improving the pub and increasing its competitiveness in the targeted market (Haryani, et al., 2021).


Background and Business Approach
Market Taverns Pub Co is one of Britain’s most magnetic pub operators and has helped to pioneer the trend for much more individualistic management strategies and customer relations. The business strategies of the company include business solidity, business reliability business creativeness and most importantly business consistency in delivering outstanding Services to the company’s customers. The ethos as a Market Taverns flagship ‘pub’, alludes to these values, providing a distinctive environment, menu range and specific focus on customer experiences ((Walker, 2017). The business model of the pub mainly aims at making the place comfortable for people to be in, and consume properly prepared meals, drinks, and beverages
Job Experience and Observation
The position of an assistant manager in a pub named Lady Ottoline has given him or her first-hand experience and understanding of various operations such as operational, department, staff, and financial operations. As such, the author has been able to discover new and further ways the organization could develop or avoid certain problems due to having firsthand interaction. From the observations taken from customers, the analysis of sales data and discussions with the members of staff, the author has acquired all-round insights about what can be done right, and what needs improvement at the pub. 
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Innovation Classification: Radical vs. Incremental
Radical Innovation
Radical innovation can be characterized as the generation of new alternatives or the alteration of incumbents of products, services, processes, and /or business models. It means the creation of something new and the introduction into a marketplace of new concepts, products, services, or solutions disrupting existing market structures or the formation of new ones. Innovation’s process can be radical by nature, and as such it calls for considerable capital, venture, and a spirit of revolution against conventional practices. suggests radical innovation is specifically defined as the creation of new industries or new methods of competing, adding that examples of such innovation are the automobile industry, the Internet, and Smartphones.
Incremental Innovation
Incremental innovation refers to the improvement or amendment of existing ideas with moderate and slow development of changes step by step. It may primarily deal with enhancement and fine-tuning of the existing solution instead of inventing an absolute new path. In contrast to radical innovation, incremental innovation implies constant alterations, upgrades, and a build-up of modifications on products or services rather than a single, massive, and revolutionary change. 
Application of the 4 P's Model
The 4 P's Model provides a framework for analyzing innovation across four dimensions: product, process, position, and paradigm one holds in an organization and finally the paradigm that one has. Both these lenses of viewing innovation offer organizations an opportunity to look at the broad picture that innovation has to offer thus making it easier to evaluate progression and make more actionable decisions and plans.
Product Innovation: Product innovation involves idea creation and development of new or modified products or services that can suit the market or customer needs better. This kind of innovation majorly zeroes in on value at toughness, identifying a feature, function or benefit that may not be well delivered by competitors. A new product for Lady Ottoline to launch may be offering new menu to the clients, novel drinks, or a new concept of dining that will attract business to the pub (Dangelico, 2016). 
Process Innovation: Process innovation refers to the enhancement and improvement of an organization’s activities both internally and externally by creating better processes and working practices among others. It is about the improvements that make the production more efficient, the need to minimize waste or to use resources more effectively. In-process innovation at Lady Ottoline could be the replacement of one form of technology with another, such as the use of a point-of-sale or inventory-tracking system to take care of manual work. 
Position Innovation: Positioning innovation involves a shift of the position that an organization adopts within a given market to unlock new opportunities or when understanding new trends. This type of innovation is called disruptive innovation which usually involves redefining the organization’s value proposition, target customer base or competitive posture in the industry to carve out a niche that is distinct from rival players in the industry. At Lady Ottoline, position innovation could include promotion efforts to new customer segments such as the young working population or families through special promotions with products or events that seem to suit them (De Vries, Tummers, and Bekkers, 2018). 
Paradigm Innovation: A paradigm shift is disquieting in that it implies a change in the unshared structure of the business model, values, and principles of an organization. It tends to disrupt current wisdom and alter how value and worth in the organization are identified and delivered. Paradigmatic shifts, however, may not be a simple affair, but an undertaking that calls for the establishment of new patterns and the use of untested ideas and theories. In Lady Ottoline, for example, a shift to the paradigm might mean changing the organizational structure from a top-down one where the headquarters makes most of the decisions and relies on local offices for the implementation of those decisions to a decentralized structure that empowers local offices to make most of the decisions (Chen, Yin, and Mei, 2018).
Example of Innovation at Lady Ottoline: Assistant Manager Role
A new staffing innovation at the Eastbourne facility is the new post of Assistant Manager proposed by Lady Ottoline, which is expected to solve staffing issues, increase employees’ satisfaction, and facilitate improvements in production processes. This role is charged with the responsibility of managing people in the organization, in areas such as employment, teaching, appraisal, and utilization (Coccia, 2017).
Application of the 4 P's Model to Assistant Manager Role
[bookmark: _Toc168768561]Product Innovation: The role of Assistant Manager is new to Lady Ottoline's services management regime. By offering a better view of jobs, improving employee retention, and consequently, the quality of services, it influences the competitive advantage of Lady Ottoline.
Process Innovation: This role overhauls internal practices in staffing, both official and required, equipment and retention techniques which include training and assessment. These structured processes provide increased operational efficiency and better staff management practices, which in turn enables the pub to fulfil its mission and create excellent customer experiences.
Position Innovation: Through this, Lady Ottoline can successfully strategize on ways how to effectively engage employees who in return make the company the best place to work a statement it can create a competitive advantage in the hospitality industry. This aspect of addressing staff well-being is also a plus for customers who always look out for businesses with the welfare of their employees (Trabucchi and Buganza, 2020).
Paradigm Innovation: According to the present research, the position of Assistant Manager as a crucial staff position can be considered as revolutionizing the way of staff management within the hospitality sector. Through this commitment, Lady Ottoline brings into the management team this specific competence of staff management and utilization as a central organizational asset that needs to be optimally nurtured to get the best out of it for holding high-standard customer’ experiences that would feather the business’ success (Petzold, Landinez, and Baaken, 2019).
The Creativity Process Applied to Identify Possible Solutions
Creativity is a rather formal concept that refers to how ideas are produced and organized through various stages to produce effective creations. Applying the creativity process at Lady Ottoline resulted in envisioning the solutions to the problems you encounter in human resource management as well as optimization of the entire process (Andersson et al., 2016). This section outlines the key stages of the creativity process: It is made up of preparatory steps, followed by incubation, illumination, and the final step of verification. Also, the Six Thinking Hats developed by De Bono proved useful in raising the creativity of the thinking process as well as the identification of clear and authoritative assumptions since different viewpoints were presented and followed systematically (von Hippel and Kaulartz, 2021).

Overview of the Creativity Process
The creativity process is a systematic approach that helps in generating innovative ideas and solving complex problems. It typically involves the following stages:
Preparation
During the planning phase of this study, the researcher conducted a background survey coupled with a compilation of research information on the challenges that exist at Lady Ottoline. They involved the observation of the turnover rate of staff and their level of contentment, customer feedback and organizational woes. Understanding the factors and causes of the challenges was made easier by holding interviews and discussions of the management staff, and other employees, in ordinary working capacity. The first objective was to gain a view of the problem and collect information for creative decisions.
Incubation
This concept entails distancing oneself from the problem and letting the subconscious mind work while in the preparation stage, one gathers all the necessary information. Research indicates that this time of unconscious thinking is key to arriving at novel solutions to different problems since it enables the brain to connect ideas in different ways. At this stage, occasional activities not associated with the problem like reading, exercising, and going out are used by the author to make the problem become a background and the subconscious to work on it. Giving them a solution to the problem is not the main goal of this stage (Okafor, Chijindu, and Chikezie, 2017).
Illumination
There is an emphasis on the event in which an idea, a moment of understanding, or a flash of inspiration takes place. It should be noted that, after a certain period of incubation, the author has time to walkers and begins to develop new ideas. For example, the idea of expanding the Management position by creating a supposition of an Assistant Manager appeared during this stage. The concept of launching human resources within the pub was proposed to help satisfy the challenges. The elongation stage is where the bright idea is implemented and the climax of the process is reached, known as the ‘Eureka effect’.


Verification
In the verification stage, the solution that has been identified is subjectively to a critical review for operationalization. This mainly involves evaluating the possibility or likelihood of success in the undertaking, the benefit that is likely to be derived from the proposed idea as well as the benefit of executing the proposed idea. Next, the focus was made on the analysis of the role in question and its relevance to Lady Ottoline’s strategic direction in terms of the resources needed to implement it and the outcomes that might be achieved. Additional ideas from stakeholders, especially from senior management and from other staff members, were also solicited to formalize and enhance the idea. 
Utilization of De Bono's Six Thinking Hats
Thinking hats, developed by De Bono renowned in the creativity process was used to boost the creative process by the provision of structured ways of thinking and incorporating various kinds of perspectives. This technique involves adopting different "hats," each representing a specific mode of thinking: 
White Hat: Focuses on data and information.
Red Hat: Considers emotions and feelings.
Black Hat: Identifies potential risks and drawbacks.
Yellow Hat: Explores benefits and positive outcomes.
Green Hat: Encourages creative and alternative ideas.
Blue Hat: Manages the thinking process and ensures structure.
[bookmark: _Toc168768562]Using the Six Thinking Hats the author of the piece and the team were able to move through polymorphous views of the problem and its possible solutions. This approach, it made it easy to engage the team in more open and structured discussions to make necessary determinations and conclusions, including defining and reshaping the Assistant Manager role as a sort of sustainable and promising strategy that Lady Ottoline could apply.
A Critical Analysis of the Effectiveness of the Solution
Since the primary goal of this case study focuses on comparing the current organizational structure of Lady Ottoline and the proposed Assistant Manager role at Lady Ottoline, in analyzing the use or impact of this new role, Kurt Lewin’s Force Field Analysis is used. This tool aids in providing a framework for analysis that seeks to determine how the change is likely to happen according to KE, tendencies that would hinder it, and how the change proposal is likely to be received in the organization.
Utilization of Kurt Lewin's Force Field Analysis
The force field analysis is a concept that was developed by a man called Kurt Lewin who stipulated that in every organization, there are forces that encourage change and others that oppose it. It categorizes these forces into two types: coordination of forces that encourage change and forces that resist it which is also known as the Mc Kinsey 7s model. 
Driving Forces for the Assistant Manager Role
Improved Employee Satisfaction and Retention:
Proper attention and support from the HR department can help their employees address some of their issues or concerns, which will lead to their satisfaction and an overall decrease in turnover rates within that company (Tidd and Bessant, 2018).
Enhanced Operational Efficiency:
The overall efficient HRM processes can filter complex administrative tasks that may clutter and overwhelm the current forms of management.
Better staff management would result in flexible rostering, better assignment of tasks, and enhanced performance appraisal processes.



Positive Organizational Culture:
Emphasis on the importance of the employee may go a long way in promoting the well-being of the employee which in turn improves the morale of the team hence improving their work output.
Incentives: Organizational incentive programmes often help to encourage staff, and enshrine disciplined working habits.
Customer Experience:
This is because employees who have good working conditions, adequate training, and work satisfaction are likely to offer quality customer service which will improve overall customer satisfaction.
Standardized delivery of services can increase demand for services and attract repeat and new customers.
Possible Limitations for the Position of an Assistant Manager (Tidd and Bessant, 2018).
Financial Constraints:
It could also be argued that recruiting an extra manager may be unfinancial for the pub; the costs of an extra staff member may be deemed too high despite potentially fewer, more intangible benefits being seen in the short term.
Corporate social responsibility may entail a lot of expenses particularly when coming up with training programs and other human resource actions that may be considered necessary.
Resistance to Change:
People in both staff and management could be concerned and even oppose new roles and responsibilities when it comes to change processes since they used to perform in previous ways.
Possible risks could include where current staff could fear downsizing of jobs or duplication of responsibilities.


Implementation Challenges:
Thus, the transition process of a new integrated HR role means learning and organisational instruction within a cumulative process and needs to be developed with adequate strategy and management.
Uncertain ROI:
The ROI of the new role may not be easily identifiable and thus may provoke criticism from the stakeholders over the change of this existing role.
There may be some operational imperatives, the negative impact of which may be observed during the transition period.
Driving & Restraining Force Analysis
[bookmark: _Toc168768563]Analyzing the Force Field forces shows that the forces driving toward the creation of the Assistant Manager position at Lady Ottoline and those restraining them are roughly equal. To enhance the effectiveness of this solution, the following strategies can be employed
Strengthening Driving Forces:
Financial Justification: Prepare a comprehensive business plan that includes a persuasive argument that turnover will drop in the long run and that the changes applied increase productivity (Semuel, Siagian, and Octavia, 2017).
Employee Engagement: Include members of staff in the planning stage so that they will not resist and would even contribute towards the process. Fully explain why this new role needs to happen and how it will make a change for the better to both the working environment and personal development of the employees.



Mitigating Restraining Forces:
Cost Management: Identifying ways to minimize losses and compare the current status with the best possible ways of performing the processes involved and managing resources.
Change Management: Ensure there is a well-coordinated change management plan that envisages awareness creation, communication, training, and other support structures to cushion staff from the change and embrace the new organizational structure.
Performance Metrics: Document benchmarks to assess the progress of the HR role, including using specific numbers like the scores of the satisfaction surveys, employee turnover rates, or client feedback to support the element (Tidd and Bessant 2018).
A Critical Evaluation of the Organizational Climate and Leadership 
Importance of Organizational Climate
[bookmark: _Toc168768564]Organizational climate involves the perception and beliefs of the employees as held concerning the place where they work. They include formal processes, informing factors such as leadership communication patterns and the amount of encouragement provided to innovation creativity, respectively implementation (Akindote et al., 2024). Another critical factor that enhances innovation in organizations is the positive organizational climate because this will provide a healthy environment for organizations where willing participants will be empowered to volunteer and share their ideas. Key aspects of an organizational climate that supports innovation include (Bezhovski et al., 2021).
Trust and Openness: This is when the employees of the organization can share their ideas freely and without fear of repercussions and when there is a level of trust between the employees, their leaders, and their co-workers.
Support for Risk-Taking: That means anyone associated with an innovation process is likely to encounter risk at some level. managers and companies must be willing to try things that are new and sometimes fail because it is out of those failures that people learn (Lin, and Neumann, 2021).
Collaboration and Teamwork: Innovation is as a rule not an individual work or the work of one organization, but the work of many. An environment that encourages the integration and cooperation of multiple teams and employees can produce multiple solutions and solutions that are unique and flexible.
Influence of Leadership Styles on Innovation
[bookmark: _Toc168768565]Transformational Leadership: Transformational leaders encourage workers to actively engage in the process for the development of different goals promoting vision and confidence. Pro-creativity policies include challenging existing processes and structures, demonstrating continual enhancement, and nurturing personnel. Transformational leadership is the most powerful type of leadership for initiating radical innovations and creating changes (McDaniel Jr and Gates, 2018).
Transactional Leadership: Transactional leaders are those who are concerned with routinized practices and crave organizational order they rely on procedures, systems, and incentives to meet goals. However, this may mean that such a style of leadership may not be very effective when it comes to catalyzing innovation yet it can go a long way in standardizing work. The process increases bureaucracy where employees are not as flexible as they can be and they are bound by structures which limit their creativity (Pham and Sun, 2020). 
Authentic Leadership: Amicable leaders are real and truthful in their dealings and have an uprightness in how they discharge their responsibilities. It is announced that they create a good rapport and solidarity with their partners while seeking mutual benefits for cooperation as well as providing a favourable ground for innovation. It is established that through developing a culture of employment ideas and remaining approachable, leaders can build a culture of innovation Nor et al., 2016).
Servant Leadership: Servant leaders first consider their employees and people and how they can improve or help those employees and people. This style makes sure that the working environment is quite friendly so that employees stretch their creative muscles and take risks as well (Carvache-Franco, Carvache-Franco, and Carvache-Franco, 2022).
Experience with Transactional Leadership at Lady Ottoline
It is large because of the transactional leadership type of management. When implementing this approach, much focus has been directed towards realizing operation effectiveness, means results, MADE and compliance with laid down standards. While transactional leadership has ensured consistency and reliability in operations, it has also presented several challenges related to fostering innovation: 
Limited Flexibility: One major reason that has manifested itself is the concept of efficiency and bureaucracy that has narrowed down every conceivable thinking to a pattern that provides no leeway for experimenting and developing original ideas (Łukowski, 2017).
Risk Aversion: Thus, indicating more ideas than feasible solutions is typical in a creative setting, the established transactional leadership tends to encourage the focus on risk management and elimination of errors (Mukhamad et al., 2020).
Lack of Motivation: The reliance on extrinsic motivators such as bonuses and any other performance-related rewards may water down the desire among employees to come up with innovative interiors (Burhan Ismael et al., 2021).
The Relevance of Authentic and Transformational Leadership in Leading Change for Innovation
While transactional leadership is not effective for encouraging innovative solutions in the operating context of Lady Ottoline and Market Taverns Pub Co, authentic and transformational leadership are more applicable for encouraging innovation as the former bring forward genuine persona, self-assurance, and personal drive in creating an environment where people are willing to take necessary ideas to risk in a safe setting. They consider it necessary to create a positive atmosphere, which helps to maintain meaningful interpersonal interactions, and an environment for organizational effectiveness, which is important for embracing diverse perspectives and promoting innovative conceptualization (Marpaung, Prabawani, and Susanta, 2016).
In the same way, transformational leadership directly encourages people to work harder of fear of not being able to deliver on the shared vision; charismatic communicators of change use examples, pitches and expectations to encourage organization members to embrace change. The generation of knowledge entails convincing workers to think beyond the limits of the set norms and proactively seek efficiencies in the organization ((Purcel, 2020). It translates into increased innovation because it embraces cognitive, strategic as well as structural innovation that is supported by broad organizational culture. Autocratic leaders also harness talent to enhance the abilities of the employees that work under their supervision because; Change always occurs when people are allowed to be at their best.
[bookmark: _Toc168768566]Strategies for Fostering Innovation through Leadership and Organizational Climate
Adopting Transformational Leadership Practices
Vision and Inspiration: Make it a clear yet motivating message where the focus is, in the first instance, innovation and, in the second, constant progress. Involve all employees in the vision and show them that their effort is needed to help achieve the vision.
Empowerment and Autonomy: Allow employees to follow new mindsets, make decisions and take charge of innovative plans and initiatives. To enhance their morale and incite them to produce novel solutions, employees should be empowered at work.
Encouraging Experimentation: Organize an experimental culture with an emphasis on risk-taking and failure experiences as a developmental process. Always have a method that recognizes accomplishments in successful innovations and embraces or at least, honoring failure attempt innovations.
Creating a Supportive Organizational Climate
Open Communication: Promote constructive dialogue between the employees and the management so the workers can freely discuss their opinions regarding several concerns. Encouraging the staff to present their opinion.
Recognition and Rewards: Promote innovative behaviour through a recognition and reward system they would be encouraged to seek new ways to solve problems. This could include; Tangible incentives like formal recognitions, public appreciation other formal and external incentives and self-recommend incentives like ‘intrinsic’ incentives that may be associated with personal growth (Decreton et al., 2023).


[bookmark: _Toc168768567]Conclusion
This report shows that innovation plays a crucial role in the effectiveness and continued presence of companies in the retail and hospitality industries. The coming up of a new position of Assistant Manager in the structure of the Lady Ottoline is still a good example of how finding solutions can effectively solve operational problems not only in the organization’s operation but also in satisfying employees’ needs as well as increasing efficiency.
Thus, the major lessons of this case are that is essential to understand the organizational climate, the procedures facilitating the culture of support for creativity, and the techniques for the systematic approach to creativity. Whenever an implementation is made, the parties involved must continue having training sessions for the innovation to be successful. Indoor and outdoor training must be provided so that the new role of Lady Ottoline can add value and make sure that such innovative transformations are in store every time to make a change.
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