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1.0  	Introduction 
 
 
This assignment will be based on an organisations ability to harness and fostering creativity and their ability to innovate efficiently whilst recognising and utilising two models of innovation. Researching barriers along with organisational support for fostering a creative culture and using innovation models to support implementation whilst adhering to detailed framework in order to identify and implement those ideas. This is to gather evidence on whether there is a distinct link between innovation and creativity and if one can function without the other. It will also highlight if the organisation is a forward things workplace that encourages and supports creativity and change. The discoveries made will be liked to a workplace example and a conclusion drawn. This report will draw a conclusion that the students current workplace has struggled to implement and maintain creativity and innovation. 
 
 
2.0      Evaluate an organisations ability to harness creativity, and foster a creative culture in the workplace 
 
 
According to Dawson, et al,. (2014) the definition of creativity is the process of positive change; creativity is the key to a growing business or successful organisation, and this has never been more important than in today’s world where each product or service is reliant on successful growth and change in order to compete with and rival its competitors whilst impacted by shorter product life cycles and the growth in customers’ demanding needs. Gryskiewicz, S. and Taylor, S. (2003) also support Dawsons view that creativity is a target driven process that provides an organisation with a problem-solving approach whilst ensuring that ideas are appropriate to task and can be implemented in the wider organisation within its cost constraints and whilst limiting risk. 
 
Whilst supporting some of the theories above Shukla, M. and Yunus, M. (2020) state that an organisation’s long-term success is based on their ability to nurture creativity, manage change, and promote innovation, within their workforce. Whilst these processes connect in practice, they have all developed in their own distinct framework of knowledge that can be reflected within an organisation to ‘wow’ customers with its amazing and innovative ideas and not just following the beaten path. 
 
Creativity has always been a topic open to debate and whilst the importance placed by an organisation on its commercial and competitive services are not in question, the knowledge source, development, and creativity process has continued to be questioned and opposing views given. Thompson, E. P. (1965) also supports the views of Dawson, et al, (2014) and Shukla, M. and Yunus, M. (2020) but does argue that creativity is a vision of an individual driven by that individual for their benefit alone. He suggests that creativity is a person’s way of reconsidering an old problem in new ways, to perceive different viewpoints and to challenge convention by identifying new pathways and links that offer alternative future opportunities. 
 
Whilst the view of Thompson, E. P. (1965) focuses more from an individual rather than an organisations perspective it can be linked to Gryskiewicz, S. and Taylor, S. (2003) target driven theory from the organisations view as well as an individual. They state that in an increasingly competitive business world it is an integral part of businesses sustainability to offer alternative products and services with creativity and future vision. New ideas and different ways of thinking will always offer a wider range of options for organisational progression and development. 
 
According to Jenner, M. (2018) a creative culture is vital to support any functioning organisation, it is what maintains employee engagement and supports an organisation moving towards its goals. Recognising that all employees have inner creativity allowing them time and space to think outside of their daily tasks as well as to highlight new ideas, is an important part of creating a relaxed environment for creativity and innovation to flow through the workforce to support growth and productivity. ‘I believe that creativity leads to productivity and providing the right workplace environment is developed and nurtured it will allow the two to co-exist' (Duverge 2015, p.2). 
 
For an organisation to promote and reward creativity they must initially create a positive culture that encourages collaboration through a positive working environment and styles that will create further opportunities for each individual as well as the organisation. Supported by Doha, D. (2016) who recognises that a strong community culture along with a visionary leadership, encouraged collaboration between the local residents and resident artist working in a community run historic building that encourages collaboration and opens opportunities for local people to use the facility and share their creativity. 
 
Agarwal, P. (2018) also supports the theory that a creative and positive workplace culture improves teamwork, raises morale, and it is where ideas flourish and are captured for implementation. In contrast, Anthony, P. (1994) argues that culture is simply what an organisation will portray solely to influence public and customer opinions and not the culture experienced by staff. By outwardly portraying the culture expected by its customers/employees, this does not support a creative or forward thinking workforce as this is evident in the current workplace. Here the organisation promotes an inclusive culture and supports creativity in advertising vacancies which is not followed through to employment, where the majority of staff are placed in a role that needs comprehensive training whilst also adhering to strict medical and legislative guidelines which fail to deliver the opportunity for an individual’s creative thinking. For a creative culture to be fostered within the organisation they must implement their ‘advertised’ vision of supporting creativity by allowing staff the opportunity and time to think outside of the box. Although it is a process driven organisation by simply implementing suggestion boxes, allowing 15 minutes of thinking time a week, or adding process feedback to monthly PDR’s would support the organisation’s ‘advertised’ vision but also allow the staff to feel that their views/ideas mattered. 
 
Culture including languages, religious beliefs, perceptions, and social organisations help define the ways in which a person categorises, problem solves and judges their next step (Nisbett, Peng, Choi, & Norenzayan, 2001). This diverse inclusivity will support an individual’s positive creativity that will then be fed back into the organisation in the form of ideas, solutions, and progression. Organisational culture is described amongst most as the norms, beliefs, and principles harmoniously working together to give an organisation a unique and distinctive persona (Brown, 1992). It’s the normative glue that holds an organisation together, the ways and characteristics that make it different from others (Forehand & Von Gilmer, 1964; Tichy, 1982). 
 
According to Mejia, C., D’Ippolito, B. and Kajikawa, Y. (2021) creativity is the ability to think of new and unique ideas and is the start of innovation; therefore, there cannot be innovation without creativity. While creativity is the initial thought, innovation is the implementation of that thought with the introduction of the new idea, process, or solution. Supported by Nedelko, Z and Potocan, V. (2018) an organisation must ensure that its staff are creative and that the organisation have the ability to implement the transformation linking both ideas to result. There by supporting the continuing circular relationship between both and despite Castillo-Vergara et al., (2018) views that without innovation there is no creativity it is supported by both Mejia, C et al., (2021) that the initial step in the cycle must always be creative thinking. 
 
To conclude, creativity is about finding, unleashing, and challenging the mind to conceive new visions and ideas. The notions could present themselves in many ways not only through experiments in an individual’s mind but also by becoming something that we hear, taste, touch and see. This is supported by the view of Levitt, T. (2002) which states that creativity and creative people are the key components to organisational growth and affluence. Further supported but also expanded by Gloor, P. (2006) confirming that creativity is a full circle of knowledge and change that is supported and implemented by a ‘swarm creativity team.’ It takes one person to be creative, but this must be supported by others to ensure the full cycle to implementation. 
 
It is with this view in mind that organisations should ensure that workplace culture is tailored and managed efficiently in order to support creative individuals that will drive change. Culture along with a good network of support (swarm) ensures that colleagues will inevitably strive for not only the best personal but also organisational outcome. Much like that of an insect colony where an individual ant may have clear vision to build a home but is acutely aware that it cannot implement and accomplish its vision alone. With the help and full circle of its support team they can indeed achieve great things by coming together to build, defend and expand their home. Once again supporting Castillo-Vergara et al., (2018) theory that creativity is one person’s vision but can only be implemented as a team. 

 
 
2.1 Barriers to creativity  
 
 
In the current work place the student has identified many barriers to creativity, these include individual self confidence, restrictions on time and, in particular the process driven nature of the organisation that has not successfully been challenged or altered in the students 21 years service. During the covid 19 pandemic the organisation was forced to revise its delivery of services due to limited staff numbers on site along with the availability of doctors to carry out medical examinations. In order to limit the increasing backlog whilst continuing to keep the country’s infrastructure moving current process needed to be adapted. Given that the organisation is predominantly process driven with little support or emphasis on individual creativity staff struggled with voicing ideas due to a lack of previous support. With backlog numbers increasing daily the organisation was forced to change from a process driven to a backlog driven organisation where processing targets became less important, but backlog numbers and secretary of state requirements were. According to Planelles, D. (2017) self confidence is a significant barrier in an individual's creativity. He suggested that without the knowledge of your capabilities to invest in personal growth/change will directly set an invisible barrier to personal creativity. This is also the students view from personal experiences within the workplace where they are driven by processes to complete tasks, whilst a lack of self confidence and organisation support prevents them from speaking out about changes. 
 
The student identified that the situation would allow some creative thinking but with little self-belief, a judgemental senior management team and the culture of a process driven organisation did not fully support a new and creative idea. When government demanded the organisation adhere to their output, management became more open to creative ideas. Individuals are not always aware of their abilities and creativeness as autocratic process driven organisations such as this workplace prevent workers realising their full potential. In this scenario, the senior management was forced to pivot from their autocratic convergent style to a more divergent one where they needed the creativity of their team in order for them to reach their goals. This required the management team to review how they implemented their interpersonal skills, and they discovered an understanding of emotional intelligence which they had not previously required within the normal process driven regime. By identifying the key elements of the medical process, it was evident to the student that sections of the application did not need a full medical review. Instead, focus was placed on where applications raised health issues and the finite medical screening could be directed at those issues. This enabled smaller questionnaires to be sent direct to the practice GP’s to complete from notes bypassing the need for face to face contact and a full medical review. Suggestion was made and adopted with a change to legislation allowing this process to be implemented for a 2 year period. According to (Jacobs & Jaques, 1990), “A leader is a person who helps others to endeavour and to motivate them for accomplishing aims and goals”. With this in mind it is the student’s view that a coaching or authoritative leadership style would have more of a positive impact on her organisation by setting positive direction, supporting self confidence, developing their teams long term strengths, and promoting positivity. 
 
When looking at what happened from a theoretical point of view, Maslow’s theory could be used to explain some of the barriers in this context. Maslow identified a hierarchy of needs (1954), divided into 3 levels of psychology of Basic needs, psychological needs and Self fulfilment needs. The individual worker will need to satisfy the needs at the lower level before they can progress on to the next level. Whilst a seemingly straight forward model, Maslow did explain that needs can be expressed pluralistically and that “the need for creative fulfilment may supersede even the most basic needs” McLeod, S. A. (2018). This is why the most well regarded artists such as Van Gogh, whilst living in poverty, can often be regarded as having reached self actualisation on an artistic plain. Whilst this is true for naturally creative individuals, achieving this within a business model is another matter. Using Maslow’s model would therefore dictate that either the recruitment department need to identify naturally creative individuals who can achieve creative self actualisation whilst still having unfulfilled basic needs or the employment benefits for the worker will need to support the worker in fulfilling their basic needs to allow them the best opportunity to develop their creative flair within the work environment. In the organisation discussed, the workforce had very little opportunity for creativity in the past and therefore, in particular during a time of international pandemic, the needs of the work force needed addressing in order to support a more creative approach. 
 
To conclude, it took a world wide pandemic for the student’s current workplace to realise its staffs’ potential and allow creative thinking to enhance its output whilst changing its autocratic nature. By implementing a small but significant change reduced the backlog significantly within a few months thus supporting the wheels of the economy and the country to continue moving. Opening up the creativity channel to its staff also thrust the senior management team into an unfamiliar environment where they needed to recognise and use emotional intelligence whilst supporting their staff through the current process changes to achieve the new output levels. This also forced their change in leadership styles from the day to day autocratic leadership to democratic. With the creative ability supported the change in leadership style also brought about a change in the organisation’s convergent management style to divergent but this was short lived, as the pandemic subsided the organisation quickly reverted back to its convergent style and recalled its staff back to office based working and pre covid processes. This fast change of direction resulted in staff fearing for their health and safety and triggered strike action that has been ongoing for 4 months raising the backlog almost to its peak covid 19 levels. 
 
Maslow’s hierarchy of needs suggests that to succeed and reach a goal we must be underpinned by appropriate psychological support and that until each need is met, we are unable to positively take the next step in progression. During your career it is inevitable that an individual will move between each of the Maslow’s steps supporting that without the appropriate support/foundations their goal is unachievable. An example of this is as stated above, staff must feel safe at work, that their wellbeing is paramount to their employer and that all necessary steps have been taken to ensure their safety. However, this fundamental first step was not considered by the organisation as staff were called back to work whilst still in a pandemic and against government advice that if you can work from home then do so. By understanding the negative impact this would have on staff an organisation can understand how this would affect their motivation and productivity if their working day was consumed by worry that they were unsafe in the workplace. 
 
During an individual’s career and lifetime, it is inevitable that they will move up and down between each step of Maslow’s triangle steps, not every goal will be achieved if they do not have the appropriate psychological support to reach a specific goal. An example of this is low self-esteem which could have resulted from a breakdown in a marriage (moving down a step) but by attempting to build self-confidence and confidence in others will encourage respect and support from team members that are all key support steps in self-fulfilment/goal. By understanding the impact that events have on an individual, a leader can understand how this effects their motivation. This can then tie in with Adair’s third circle where an individual’s function can be impacted by a change within their hierarchy of needs, both positively or adversely. Owens, D. (2011) suggests that creative people must be stopped as individual creative ideas can lead to sabotage of an organisation for personal gains. This is not the view of the student as the finding above shows positive changes to not only the organisation, its output/targets but its staff and management styles. Reinforced from the abrupt return to its convergent management style that in turn raised backlogs again and resulted in ongoing strike action. 
 
 
 
3.0  	Using at least two recognised models of innovation, critically examine the ability of   the organisation to innovate efficiently 
 
 
The definition of innovation is the action required to create new ideas, processes, or products which, when implemented, leads to effective and positive changes. While invention requires the creation of new ideas, processes or products, innovation moves one step further and requires implementation of the inventive act. Innovation also implies a value system which seeks to gain a positive outcome from the inventive act. For example, an action that leads to a negative performance would not be viewed as innovative, even if they met the requirements of novelty and enabling actions. The student supports this but also deduces that innovation also requires focussed management to ensure all elements of the process from the concept of the idea to delivery of the service are maintained, otherwise innovation can not take place. Turner, E. (2020) states that innovation is an implementation of a single idea or thought that will change the status quo. It is a deliberate never ending pursuit of change and power over the competition. In contrast to Turner, E. (2020), Tucker, B. (2002) states that innovation is a comprehensive approach of implementing all ideas and evaluating their success by customer feedback alone. He argues that all ideas have the right to get to the implementation stage and that an organisation/business can not ‘cherry pick’ or presume to know what its customer wants without offering the change or product. This is not the view of the student as she supports Turner, E. (2020) view that any change must first and foremost demonstrate a positive impact on the business along with a positive outcome to the customer as any negative change could result in loss of finances, organisation creditability and even staff. 
 
In the current work place, there is a strict series of processes to be adhered to but no creative spark to allow the organisation to be innovative. Restricted working practices as a result of COVID-19 demanded creative thinking and the organisation became innovative for a short period, implementing working from home practices and other measures to deliver the service. Once the workforce could all return to the work place, the organisation turned away from innovation and returned to its previous practices. Creativity and innovation play’s a big role in supporting an organisation to be innovative. In order for an organisation to continue to maintain the good management of its creative activities, it must have the ability to develop creativity, and apply innovation effectively, in order to be the leader in the market Nabil, H,. Et al (2017) 
 
Innovation is often referred to as the translation of new ideas into processes, products, or services (Thompson, 1965). Although there is a range and an abundant number of focused definitions, there are common similar patterns, for example, if viewing innovation as the introduction of a new ideas to promote organisational growth, to gain advantage over its competitors whilst sustaining customer interests or for broader social purposes, such as the well-being of others or the development of social business Mesure, H. (2008). These such processes of creativity and innovation along with change are imperative to organisations that are operating in an increasingly competitive world. With developments in services and products along with new innovative working practices have seen the growth of new industries that have created new forms of work and brought about changes in the way many of us could ever dream of. From engaging with other online, banking apps and video calling.  A small idea that was only knows to a few people back in the 1990’s was a truly revolutionary innovations in recent decades. The internet has changed the way in which we do everything from communication, travel, shopping and even socialising.  
 
To conclude, it is the view of the student that the most important element for an organisation to be innovative is for the management to support the staffs’ creativity and utilise their vision and ideas in order to allow the organisation to progress. An organisation that dogmatically focusses on process and does not invest in creativity cannot be innovative. Similarly, an organisation that does not make innovation part of its culture will struggle to sustain an innovative approach when it is required, as seen in the current workplace when old processes and practices were reverted to after the innovation required to mitigate the COVID-19 emergency were able to end. 
 
 
 
3.1 Models of innovation 
 
 
 
Idea Filter:  
The Idea Filter model is a method for evaluating ideas and approaches to identify the best and most innovative approach. The model places a value on Relevance, or how likely the product or service will solve the problem, against confidence which is the ability of the organisation to deliver the result. Whilst relevance is a measure of market need, confidence is far more focussed on the organisation’s resources and the technology available to achieve the product or service. An idea with a high relevance value, but low confidence value may be desired, but it can not be delivered; conversely a low relevance value but high confidence value would have limited demand in the market place and so should be disregarded. This model therefore identifies where compromises need to be made in order to deliver a product or service of high demand to market. 
 
Roy Rothwell’s Coupling Process Model: Rothwell, R. (1994) identified a shift in approach where organisations had previously either delivered a product or service solely based on market need (need pull – the customer sets the requirement) or technology development (technology push – the product or service is developed using technological innovation without any prior demand). This was a very sequential approach; however, Rothwell saw this develop into a parallel process where the customers’ needs and the development of technology could develop simultaneously, resulting in innovation which had notable market demand. Rothwell’s model coupled new needs with new technology in an idea generation phase. The process then progressed through Development, Prototype production, Manufacturing and Marketing / Sales whilst always being underpinned by the needs of society, the marketplace and the development of technology and production. Changes to the needs of society or the development of technology were brought in throughout the life cycle of the product or service to ensure it could be adapted to any new needs or technologies. 
 
Six Thinking Hats: Within each model, there is a requirement to test ideas and approaches in order to maximise the innovative impact. One way to achieve this would be to use a tool such as De Bono, E. (2009) Six Thinking Hats. Here, team members are required to take on certain roles within the development of a product or service in order consider issues, problems, decisions, and opportunities systematically. In the model, the white hat is the facts, the yellow hat has an optimistic approach, the black hat focusses on risks and problems, the red hat is aimed at feelings and intuition, the green hat is for creativity and the blue hat is the control, almost the referee of the approach. The collaborative approach, for instance of Rothwell’s Coupling Model could use the Six Hats approach to evaluate the market need in comparison to the technological development. When applied to Idea Filter, the Six Hats can be used to consider a wide range of impacts that contribute to the relevance or confidence of an idea. 
 
In the current workplace innovation occurred, almost by accident and based on the demands and environment caused by COVID-19. It was little surprise that the organisation reverted to old practices once the workforce was able to return to work and the innovative ideas implemented were soon cancelled. It is the view of the student that the organisation should have considered Rothwell’s Coupling Model when the need for innovation presented itself and continued to use this model as the situation developed. In this way, the development of technologies (in this case, the widening of scope for the workforce to use online applications to work from home) could be constantly reviewed against the needs of the market place (the output requirements set by central government). The current workplace therefore started innovating well, but easily became inefficient when it was easier to revert to old processes. This shows that innovation is not a single activity but an approach which needs to be constantly maintained. This is supported by the view of Gloor, P. (2006) confirming that creativity is a full circle of knowledge and change that must be supported and maintained along with Levitt, T. (2002) who suggests that innovation is ongoing development of a creativity idea that expands organisational growth. 
 
 
3.2 Barriers to innovation 
 
 
In the current work place the student has identified many barriers to innovation, including restriction on time, funding, legislative restraint but the main barriers are lack of self confidence within the workforce as well as the archaic process driven nature of the organisation that has not altered since the student commenced employment over 21 years ago. The Covid 19 pandemic forced the organisation to revise its services as the country ground to a halt leaving staffing levels on sit at an all time low and the non existent availability of the NHS staff to carry out any medical examinations or functional tests.  
As explained above an idea to drive the backlog down was approved for implementation. Given that the organisation is predominantly a process driven, governed by legislative constraints and heavily reliant on external services such as the NHS to support its process, it was unchartered territory for managers to change their working styles and the organisation to support such change.          According to Wittrock, C. (2001) a government organisation will only become innovative when a national legislation demands an organisation to implement or adapt its working practices to support the legislative update. This is exactly how the students organisation quickly changed from the process driven nature to supporting innovation and its staffs creative ideas. 
This requirement changed forced the organisation to review its implementation policies as well as managers addressing/adapting their social skills and emotional intelligence from an authoritative emotionless interaction with their staff as there were simply processes to follow and very little personal interaction needed to a more supportive and direction setting role where by engaging with their staff to identify their key strength to push forward with the implementation. Supported by Jacobs, T. & Jaques, E. (1990) who states that a leader is born from change and is driven by motivation to support others self confidence to reach a mutual goal. This is indeed the practice that the students management team adopted once forced by legislative changes to implement creativity. 
 
To conclude, when forced by necessity, the organisation did prove to be able to be innovative in a limited way, however the culture resulted in the organisation reverting to a way of working which disregarded innovation in favour of long established processes which were seldom changed. This showed that the Organisation was capable of innovation but unable to sustain it without the right culture in place. Rothwell’s Coupling Model Process would be an effective management tool in this kind of organisation and more focussed supportive management of the work force would enable creative ideas to initiate innovative developments. 
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