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Topic: Employee creativity and change management Section 1 The prime focus of the literature review is how the required changes in today’s changing environment be implemented efficiently in different organisational settings. The primary search tools used for the references are Google and Google scholar. A list of hundreds of articles and journals has been found relating the chosen topic of ‘ Employee creativity and change management’. Topic related to issues such as the managing innovation, creative leadership to manage changes etc. ave also been found. The aim is to include some literary articles and journals focusing on managing changes in today’s organisational settings and how to encourage & implement the required creativity to complement the goals of an organisation. Some references include company research or practitioner literature or literature from the press to highlight the change strategies and success reports. Plenty of new terms have been found in the process and are being used repetitively in various articles. 
Six of them seem most relevant and thus included as follows: 1. Employee Creativity Creativity is defined as the tendency to generate or recognize ideas, alternatives, or possibilities that may be useful in solving problems, communicating with others, and entertaining ourselves and others. (Franken, 1994, page 396) Creativity is derived from an individual’s accumulated creative thinking skills and expertise based on their formal educations and past experiences (Amabile, 1998; Gong et al. , 2009; Tierney et al. , 1999). 
Kanter believed that instead of utilizing creativity training in corporate settings, the corporate environment plays a more important role in modelling creativity. Specifically, “ any leader can design an environment that helps ordinary people become more creative”. For her, creativity is like “ kaleidoscope thinking” and the key to creativity is to rearrange the structure to create a new reality. (Kanter, 1986). 2. Creative Leadership The Centre for Creative Leadership (2012) defined creative leadership as “ the capacity to think and act beyond the boundaries that limit our effectiveness. In addition, Ibbotson and Dars (2008) have recognized in reality that behaviours of encouraging autonomy and using constraints should go hand in hand. They argued that creative leadership is “ a balancing act between the emergent and the directed”. Therefore, the craft of creative leadership is rooted in being able to “ identify, articulate, and express constraints that provoke the team to creative responses within the right field” (Ibbotson and Dars, 2008, pp. 554-555). 
Mumford, Scott, Gaddis, and Strange (2002) have differentiated creative leadership and other leadership behaviours in three perspectives: (a) the nature of work, specifically, novel, ill-defined tasks; (b) different influence tactics that direct creative people; and (c) the inherent tension between creative efforts and organizational demands. Mumford and colleagues (2002) maintained that creative leadership is an integrative style of leadership with three elements: idea generation, idea structuring, and idea promotion. 
Goertz (2000) has recognized a conceptual link between creativity and leadership for defining creative leadership in literature. Specifically, if creators in the position of leadership, their creativity will function as an important asset for exercising leadership. In this case, creativity becomes a means of leadership. 3. Transformational leadership Burns (1978) was the first author to contrast ‘‘ transforming’’ and transactional leadership. Transactional leadership involves an exchange relationship between leaders and followers such that followers receive wages or prestige for complying with a leader’s wishes. 
Transactional leadership encompasses contingent reward and management-by-exception. In contrast, transformational leaders motivate followers to achieve performance beyond expectations by transforming followers’ attitudes, beliefs, and values as opposed to simply gaining compliance (Bass, B. 1985 cited in A. E. Rafferty and Mark A. Griffin, 2004) 4. Organizational change management (OCM) Organizational change management (OCM) is a framework for managing the effect of new business processes, changes in organizational structure or cultural changes within an enterprise. 
A systematic approach to OCM is beneficial when change requires people throughout an organization to learn new behaviors and skills. By formally setting expectations, employing tools to improve communication and proactively seeking ways to reduce misinformation, stakeholders are more likely to buy into a change initially and remain committed to the change throughout any discomfort associated with it. (http://searchcio. techtarget. com/definition/organizational-change-management-OCM) ? 5. Planned change 
Planned change is a set of activities in an organization that are intentional and goal-oriented. Essentially there are two goals: It seeks to improve the ability of organization to adapt to changes in its environment and It seeks to change employee behavior since an organization’s success or failure is essentially due to the things its employees do or fail to do, planned change is concerned with changing the behavior of individuals and groups within the organization (Nameer, 2008). 6. Psychological Empowerment Psychological empowerment was defined from the perspective of the individual employee. 
The psychologically empowered state was considered to be a cognitive state characterized by a sense of perceived control, perceptions of competence, and internalization of the goals and objectives of the organization (Menon, Sanjay T, 1999). ? Reference List: 1. Burnes, 2004, Kurt Lewin and complexity theories: back to the future? , Joumal of Change Management, Vol. 4, No. 4, 309-325 2. Robert E. Franken, 1994, Human Motivation, 3rd ed. , Pacific Grove, Calif : Brooks/Cole Pub. Co. ) 3. Ibbotson, P. , & DarsO, L. (2008). Directing creativity: The art and craft of creative leadership. 
Journal of Management and Organization, 14(5), 548-559. 4. Kanter, R. M. (1983). Change masters and the intricate architecture of corporate culture change. Management Review, 72(10). 5. Center for Creative Leadership. (CCL, 2012). Welcome to the Center for Creative Leadership. Retrieved from http://www. ccl. org/leadership/about/index. aspx 6. Mumford, M. D. , Scott, G. M. , Gaddis, B. , & Strange, J. M. (2002). Leading creative people: Orchestrating expertise and relationships. The Leadership Quarterly, 13(6), 705-750. http://dx. doi. org/10. 1016/S1048-9843(02)00158-3 7. Goertz, J. 2000). Creativity: An essential component for effective leadership in today’s schools. Roeper Review, 22(3), 158-162. 8. Jacobs, 2012, Models of Organizational Change : A quick Pimer , VT: Systems in Sync 9. D. Dike, 2013, Transformational leaders and change, Management issues, http://www. management-issues. com/display_page. asp? section= opinion&id= 6638 10. Zhang and Bartol, 2010, Linking empowering leadership and employee creativity: the influence of psychological empowerment, intrinsic motivation, and creative process engagement, Academy of Management Journal, Vol. 53, No. , 107–128 11. Lee and Tan, 2012, The influences of antecedents on employee creativity and employee performance: a meta-analytic review, Interdisciplinary Journal of Contemporary Research in Business, vol 4, no. 2 12. Florida and Goodnight, 2005, Managing for Creativity – Harvard Business Review 13. Rachel Nickless, 2012, Harness employee creativity bosses urged, www. afr. com/… /harness_employee_creativity_bosses_eMXNADqiTfgviiP4WSCkiP – Cached 14. Tierney, P. , & Farmer S. (2004). The Pygmalion Process and Employee Creativity. Journal of Management, Vol. 30, No. 3, 413-432 15. 
Menon, Sanjay T, 1999 , Psychological empowerment: definition, measurement, and validation, Canadian Journal of Behavioural Science 16. Scott, S. , & Bruce, R. , (1994). Determinants of Innovative Behavior: A Path Model of Individual Innovation in the Workplace. The Academy of Management Journal, Vol. 37, No. 3, 580-607 17. Rank, J. , Pace, V. , & Frese, M. (2004). Three Avenues for Future Research on Creativity, Innovation and Initiative. Applied Psychology: An International Review, Vol. 53, No. 4, 518-528. 18. Matthews, R. (2002). Competition Archetypes and Creative Imagination. 
Journal of Organizational Change Management, Vol. 15, No. 5, 461-476. 19. Millward, L. , & Freeman, H. (2002). Role Expectations as Constraints to Innovation: The Case of Female Managers. Creativity Research Journal, Vol. 14, No. 1, 93-109. 20. Kwasneiwska, J. , & Necka, E. (2004). Perception of the Climate for Creativity in the Workplace: The Role of the Level in the Organization and Gender. Creativity and Innovation Management, Vol. 13, No. 3, 187-196. 21. Madjar, N. , Oldham, G. , & Pratt, M. (2002) There’s no place like home? The contributions of work and non-work creativity to support employee’s creative performance. 
Academy of Management Journal, Vol. 45, 757-767. 22. Durant, R. (2002). Synchronicity: A Post-Structuralist Guide to Creativity and Change. Journal of Organizational Change Management, Vol. 15, No. 5, 490-501. 23. Fenwick, T. (2003). Innovation: Examining Workplace Learning in New Enterprises. Journal of Workplace Learning, Vol. 15, No. 3, 123-132. 24. Kuan Chen Tsai, 2012, Creative Leadership for Directing Changes, Business Management and Strategy ISSN 2161-7104 2012, Vol. 3, No. 2 25. Imison, D. T. (2001). Creative leadership: Innovative practices in a secondary school. 
In A. Craft, B. Jeffrey, & M. Leibling (Eds. ), Creativity in education (pp. 144-150). New York, NY: Continuum. 26. Mayfield, M. , & Mayfield, J. (2008). Leadership techniques for nurturing worker garden variety creativity. The Journal of Management Development, 27(9), 976-986. 27. Nahavandi, A. (2009). The art and science of leadership (5th ed. ). Upper Saddle River, NJ: Pearson Education. 28. Nanus, B. (1990). Futures-creative leadership. The Futurist, 24(3), 13-17. 29. Karen Rutzick, 2007, Building A Better Carrot, Government Executives, http://www. govexec. om/magazine/features/2007/04/building-a-better-carrot/24195 30. Syed Awais Ahmad Tipu, 2008, Academic publications on innovation management in banks (1998-2008): A research note, http://www. innovation-enterprise. com/archives/vol/13/issue/2/article/3982/academic-publications-on-innovation-management-in 31. A. Theofilakou and J. Mylonakis, 2006, Theoretical perspectives of leadership and change management, OAI, DOI: 2159/1516 http://dspace. lib. uom. gr/bitstream,/2159/1516/1/theofilakou_mylonakis_timitik_kobotis. pdf 32. A. Gilley, Jerry W. Gilley and Heather S. 
McMillan, 2009, Organizational Change: Motivation, Communication and Leadership Effectiveness, Performance Improvement Quarterly, Volume 21, Issue 4, pages 75–94, http://www. performancexpress. org/wp-content/uploads/2011/11/Organizational-Change-Motivation. pdf 33. Unsworth, Kerrie L. and Wall, Toby D. and Carter, Angela (2005), Creative requirement: A neglected construct in the study of employee creativity, Group and Organization Management 30(5): pp. 541-560, Sage Publication, http://eprints. qut. edu. au 34. J. Zhou and Christina E. Shalley, 2008, Handbook of Organizational Creativity, U. S. : Talor and Francis Group, LLC, e-book 5. Harvey Seifter, 2012, Closing the Innovation Gap: How The Arts are Becoming The New Competitive Advantage, http://www. leadertoleaderjournal. com/sample-articles/closing-the-innovation-gap-how-the-arts-are-becoming-the-new-competitive-advantage. aspx 36. Priyanka Sangani, Feb 1, 2013, Economic Times Bureau, “ Guru Speak: An insight into your mind”, http://articles. economictimes. indiatimes. com/2013-02-01/news/36684462_1_conversations-threat-long-term 37. A. M. Grant, 2011, Motivating creativity at work : The necessity of others is the mother of invention, American Psychological Association, http://www. apa. rg/science/about/psa/2011/07/motivating-creativity. aspx 38. A. E. Rafferty and Mark A. Griffin, 2004, Dimensions of transformational leadership: Conceptual and empirical extensions, Australia, The Leadership Quarterly 15 (2004) 329–354 39. Bass, B. (1985). Leadership and performance beyond expectations. New York: The Free Press 40. Ussahawanitchakit, Phapruke, 2011, Employee creativity, organizational change and corporate innovation: mediating effects on the transformational leadership-firm sustainability relationships: evidence from Thailand, Journal of Academy of Business and Economics: International Academy of Business and Ec-onomics ? 
Section 2: Annotated Bibliography Introduction In recent decades, business markets and environments are becoming uncertain, complex, unstable and heterogeneous. In order to achieve sustainability and to promote competitive advantage firms need to create excellent corporate practices and strategies and build organizational norms and values. Not only that but with the changing environment firms need to evaluate and update their norms, culture and strategies on a continuous basis. 
There is no doubt that ‘ creativity’ now has become one of the most important components to survive in the competitive world. Accordingly, transformational leadership becomes a key determinant of helping firms explain and drive employee creativity, organizational innovation, business excellence, corporate profitability, and firm sustainability. It refers to an ability of leaders to motivate subordinates to achieve performance beyond expectations by transforming the subordinates’ attitudes, beliefs and values as opposed to simply gaining compliance (Rafferty and Griffin, 2004). 
As mentioned earlier that the aim of this literature review is to include six literary articles or journals focusing on managing changes in today’s organisational settings and also focus on how to encourage & implement the required creativity to complement the goal of an organisation. Article 1: Kurt Lewin and complexity theories: back to the future? Abstract The article by Bernard Burnes of Manchester School of Management, UK, challenges the Kart Lewin’s three stage model of organizational change as to be irrelevant and obsolete in modern organizational settings. 
It takes into account that in today’s complex, dynamic and non-linear self-organizing systems, complexity theorists are becoming more in demand although portrays similarities with Lewin’s work. Evaluation The article drives further from Lewins static and simplified three stage (defreeze – change- refreeze ) analysis of implementing change to complex theories needed for dynamic and complex modern organizational structure. 
The two theories – Lewin’s three stage model and the complexity theories, which in turn a number of different and related theories such as chaos theory (Lorenz, 1979, 1993; Bechtold, 1997; Haigh, 2002), dissipative structures theory (Prigogine and Stengers, 1984; Prigogine, 1997), and the theory of complex adaptive systems (Goodwin, 1994; Stacey et al, 2002) have been explained and compared to highlight the need for the complexity theories. The implications of the two theories are a highlight of this article. 
The article establishes that although Lewin’s model has been considered to deal only with ‘ planned change’, its iterative and learning approach to change, as seen in Action Research, might equally deal with ‘ self-organised’ or ‘ accidental’ changes. Not only that, similarities such as Lewin’s ‘ quasi-stationary equilibrium’ view of stability within organisations and the complexity theorists’ ‘ order-disorder’ perspective, Lewin’s change efforts—self-organizing groups and teams in organisations—to the ‘ third type’ of change advocated by complexity theorists have been well established. 
However, even though the primary aim of the article has been acknowledged very well, it leaves room for further research on implementing changes in complex, dynamic, non-linear organizational settings according to the degree of complexity of change. Article 2: The influence of antecedents on employee creativity and employee Performance: A Meta-Analytic Review Abstract The article by Li-Yueh Lee and Emmelia Tan focuses on the psychological aspect of human characteristic and to what extent individuals’ behaviour is important for the strategic, administrative, or operational outcome at work. 
The highlight of the article is the integrated quantitative research that exist in the workplace that demonstrates how leaders can manage their human resources to enhance employee creativity and performance. It has successfully studied the effects of favourable consequences from person-supervisor fit, supervisor support and LMX (Leader Member Exchange) on employee creativity. Evaluation The study articulated the importance of match between characteristics of individuals and their work environment and their impact on both employee motivation and organisational effectiveness. 
The literary terms and hypotheses are very well structured and easy to understand. Eight hypotheses relating employee creativity, degree of psychological empowerment, work environment, organizational support and employee performance have been tested using Meta-analysis tool. The article gives step-by-step, logical and realistic outcome based on empirical studies using scientific database. The statistical analysis has suggested that psychological empowerment, makes a significant contribution to employee creativity by positively affecting an employee’s intrinsic motivation. 
Although the findings suggest positive outcome of innovative climate on employee creativity, in practical organisational setting the results may vary. In practice, time bound projects, limited resources, external market conditions and interdisciplinary settings of organisations may not result in favourable outcomes of employee creativity. Also the risk of psychological empowerment may act as an obstacle to organizational norms and culture which can be detrimental to the overall performance of the organization. Article 3: Creative Leadership for Directing Changes Abstract 
This article by Kuan Chen Tsai (2012) of Dreeben School of Education, focuses on the importance of leadership to enhance creativity to confront turbulence and fast changing environment. The article highlights that in reality creative leadership behaviour of encouraging autonomy and using constraints should go hand in hand. Evaluation This is an excellent piece of research work. The article comprises of different findings on creative leadership and also considers the obstacles of change in organisational settings because of restrictions such as, time, resource, demands of the market etc. 
Implications of three system oriented models for creative leadership – Robinson & Runco’s (1992) psycho-economic model of creative process; Stemberg & Lubart’s (1993, 1995) investment theory of creativity; and, Mumford & Connelly’s (1999) creative problem solving perspective can be highlighted as a significant contribution of this article. The article suggested the importance of leadership and motivation for managing and implementing changes in an organization. 
It establishes the fact that ‘ the responsibility of creative leaders is not only to demonstrate their creativity to deal with ambiguous issues, but also to try to persuade others to share their creative insight’. Moreover, the article not only cited the positive outcome of creativity but also highlighted the negative hindrance in the process of change. Challenging classical propositions such as Adam Smith’s (1776/1996) division of labour or Williams & Yang’s (1999) structural obstacles establishes a practical insight of creativity and leadership. The article is a collection of past findings reviewed. 
Although the structure and flow of the article has successfully established the need for creativity, importance of leadership skills and innovations, it lacks in finding strategies to combat the negatives of the same. Article 4 : Organizational Change: Motivation, Communication, and Leadership Effectiveness Abstract The article by Ann Gilley, Jerry W. Gilley and Heather S. McMillan, aims to highlight the effectiveness of leaders in implementing change within an organization and to focus on specific leader behaviour that are necessary to execute change initiatives successfully. 
Analysis of logical and realistic database successfully indicated the importance of approaching change from a person-centred perspective and shows that organizational leaders can successfully implement change if they address issues of motivation and communications. Evaluation The article establishes a theoretical background begins with the ripple effect of various types of changes such as episodic, continuous, transitional, developmental etc. and the comparison of basic change models (Lewin’s, Kotter ‘ s and Ulrich’s models). 
The article cited the failure of more than 300 trait studies to generate a conclusive list of ‘ agreed-on traits’ inherent in effective leaders but certain traits such as supervisory ability, the need for achievement, intelligence, decisiveness, self-assurance, and initiative are the of positive significance. The study highlighted, explained and established leadership from a behavioural construct comprises of Coaching, Communicating, Involving Others, Motivating, Rewarding, and Promoting Teamwork. 
The quantitative research with a variety of survey units with age and gender deviations, positional deviations, industry and size deviations have been used and result shows that the demographic variables of rank/position, organizational tenure, and supervisor gender were all significantly related to change effectiveness. The research suggests the significance of particular behaviours and reveals that a considerable percentage of variance in talent of leader’s motivational ability and efficient communication skills can change effectiveness. 
This is no doubt a constructive information for managers to successfully implement changes. However, they themselves suggested further scope of research – ‘ additional study may add to the understanding of factors that reinforce and sustain change within complex, dynamic environments. Future study could support or refute the accuracy of employees’ perceptions of their leadership and change, examine the influence of one’s position on perceptions of leadership change effectiveness, and consider the scope of changes being evaluated. ’ 
Article 5: Creative Requirement: A Neglected Construct In The Study Of Employee Creativity? Abstract Kerrie L. Unsworth, Toby D. Wall, & Angela Carter identified the creative requirement of a job as a neglected forecaster of employee creativity and suggested that it may not only account for relationships between traditional work factors and creativity, but also may represent a more effective means of increasing creativity than changes in job design. Evaluation The literary terms are established clearly and compared with past studies. 
The article explores the neglected construct of creative requirement both theoretically and empirically. It cited that as none of the past studies have measured creative requirement and how the relevant factors fits alongside work factors as a predictor of employee creativity, it develops five competing models to predict employee creativity. A sample from UK general hospital has been analysed, a new measure of creative requirement was developed, and different measures used to scale components such as Empowerment, Support for innovation, time demands etc. 
The results have successfully established their primary aim and suggest that ‘ organizations wishing to increase levels of employee creativity should emphasise issues surrounding creative requirement rather than solely work design. ’ – No doubt this is a significant contribution of this article. As the data is restricted to a specific industry here, further research can identify whether the same result remain unaltered in other industries as well. Article 6 : Theoretical Perspectives of Leadership and Change Management 
Abstract The article by Dr. John Mylonakis and A. Theofilakou focus that transformational leadership is strongly connected with strategic organizational change. Change requires a lot of effort to be successful and the best time to implement it is when the company is flourishing. But as at that time the internal and external resistance to change is the highest, we need effective leadership skills to foster the change process. Evaluation Strategic organizational change has been reviewed in light of different leadership models. 
The study has broaden its dimension by considering both internal and external market characteristics, change in terms of legal, economic, technological and socio cultural aspects have been considered, which makes it is more realistic approach of change management. PEST analysis, leadership skills over managerial capacity to change are no doubt contributed significantly in understanding change management. Scope for further research to consider role of these different factors on change management is importunate. Conclusion 
With the dynamic and complex socio-economic, cultural, behavioural and technological environment, it is of significant concern to the organizations manage the obvious changes and implement them to survive competitiveness. All the above studies agreed that leadership skills are the fundamental need to reduce the gap between change requirement and its management. With varied degrees of change complexities it is undoubtedly accepted that internal and external motivation for both employers and employees can only be achieved with effective communication, empowerment and support for innovation, Coaching, acknowledgment, reward and promotion. 
Transitional leadership is the need to encourage and implement employee creativity and successful change management. Articles that could have been added: Article 1: Harness employee creativity bosses urged A study by Rachel Nickless of today’s top owners which highlighted the need for freedom in high-performance workplaces. It found that equal weighted non-commissioned works are rated as more than their commissioned counterpart. It is an excellent study of how transitional leadership and employee empowerment can boost both intrinsic and extrinsic motivation to successfully implement the result-oriented ‘ change’. 
As the article is from a popular press and specific to some company reports and case studies, it has not been included in the above section but undoubtedly prove the theoretical findings in real world. Article 2 : Linking Empowering Leadership And Employee Creativity: The Influence Of Psychological Empowerment, Intrinsic Motivation, And Creative Process Engagement The research by X. Zhang and Kathryn M. Bartol built a theoretical model linking empowering leadership with creativity using several intervening variables and examined the influence of psychological empowerment on intrinsic motivation and creative process engagement. 
The research tested seven hypotheses and established that leadership approaches addressing the underpinnings of creativity are effective means for encouraging it. The above articles have investigated relationships between leadership style and employee creativity, empowering leadership can further stretch the findings to encourage leadership skills. Articles that could not be considered: Article 1 : Guru Speak: An insight into your mind The article on The Economic Times highlight ‘ neuroleadership’ to apply improving personal resilience, control the quality of conversation, growing talent and manage change. 
It depicted the danger unorganized communication in the change management process. It suggests that if one learns how to improve their own thinking, it will make him a better leader and more efficient in influencing others’ thinking, which is an important leadership. It suggests ‘ neuroleadership’ can be an assessment tool for leaders. Although it suggested some behavioural aspect of improving leadership skills it is not directly relevant to the main topic of study here and thus is not considered. 
Article 2 : Models of Organizational Change: A Quick Primer The article by Marty Jecobs is a collection of ten change management models briefed with quick bullet points which makes it handy and easy to find the basic structure of the models. But it lacks the required explanation for in-depth understanding of the models and thus has not been considered as worth mentioning in the above study. Reference List: 1. Theofilakou and J. Mylonakis, 2006, Theoretical perspectives of leadership and change management, OAI, DOI: 2159/1516 . Gilley, Jerry W. Gilley and Heather S. McMillan, 2009, Organizational Change: Motivation, Communication and Leadership Effectiveness, Performance Improvement Quarterly, Volume 21, Issue 4, pages 75–94 3. Burnes, 2004, Kurt Lewin and complexity theories: back to the future? , Joumal of Change Management, Vol. 4, No. 4, 309-325 4. Lee and Tan, 2012, The influences of antecedents on employee creativity and employee performance: a meta-analytic review, Interdisciplinary Journal of Contemporary Research in Business, vol 4, no. 5. Jacobs, 2012, Models of Organizational Change : A quick Pimer , VT: Systems in Sync 6. Nickless, 2012, Harness employee creativity bosses urged, Australian Financial Review, www. afr. com/… /harness_employee_creativity_bosses_eMXNADqiTfgviiP4WSCkiP – Cached 7. K. Chen Tsai, 2012, Creative Leadership for Directing Changes, Business Management and Strategy, ISSN 2161-7104 2012, Vol. 3, No. 2 8. Sangani, 2013, Economic Times Bureau, “ Guru Speak: An insight into your mind”, http://articles. economictimes. indiatimes. om/2013-02-01/news/36684462_1_conversations-threat-long-term 9. Unsworth, Kerrie L. and Wall, Toby D. and Carter, Angela, 2005, Creative requirement: A neglected construct in the study of employee creativity, Group and Organization Management 30(5): pp. 541-560, Sage Publication 10. Zhang and Bartol, 2010, Linking empowering leadership and employee creativity: the influence of psychological empowerment, intrinsic motivation, and creative process engagement, Academy of Management Journal, Vol. 53, No. 1, 107–128 
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