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Abstract:

Sustainable development and innovativeness are challenges which contemporary enterprises and
economies have to face. The increase in the innovativeness requires proper resources, in particular,
creative and innovative human capital towards whom principles of responsibility are applied.
Broadening the knowledge on the subject of creativity processes, creation and innovativeness will
allow for the accomplishment of more productivity of human resources in the enterprise. Capital of
knowledge and innovative capital will be more considerable. The main goal of the compilation was,
therefore, to identify the factors determining creativity and innovativeness of labour resources in
Polish and Slovakian economic entities. An analysis was conducted which allowed for the indication
of both similarities and differences occurring in this area within the examined countries. The

conclusions were based on the authot’s own research which was cartied out in the first quarter of
2017.
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1. Introduction

Sustainable development is today the main principle of long-term development
of states, regions and organisations. Sustainable development of an enterprise occurs
when it actively takes care of its external environment as well as its internal sub-systems
so that their supporting capabilities can be recreated. The priorities of its development
take into account relationships with its stakeholders, environmental care and cooperation
with non-governmental organisations, and in particular relationships with employees.
One of the routes towards sustainable development is through innovations, which may
take different forms, but only them can ensure an enterprise sustainable development,
making contribution to sustainable development of the whole economy (Mynarzova,
Stverkova, 2015).

Creativity and innovativeness are of key importance, both at micro, macro and society
levels. Taking into account creativity in estimation of Global Innovation Index (GII)
confirms its role in increasing innovativeness (Lanvin, Evans, 2015) Creative thinking
can be regarded as the first step towards innovation, as innovations are successful
implementation of creative ideas (Van de Ven, 1986). However, we should bear in mind
that not every effect of a creative process will be innovation, as many ideas will
undoubtedly be rejected in a decision-making process (Jerzyk, Leszczynski, Mruk, 2004).

In order to increase their innovativeness, enterprises have to be learning organisations,
which consistently create new knowledge, spreading it across the whole organisation and
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quickly transforming into new technologies and products (Nonaka, Takeuchi, 2000). In
response to constant changes taking place on the markets and in technologies companies
have to develop capabilities and competences necessary for adaptation and
reorganisation of their environment (Gorzen-Mitka, 2016). Therefore, the human
resources and the company’s management, strategy and organization are essential
elements.(OECD, 1997).

Human capital is treated as a very important factor in the development of economies and
individual organisations. A strong relationship is pointed out between investment in
human capital and economic transformations of a country. People with higher level of
education show more entrepreneurship and initiative (Krél, Ludwiczynski, 2006;
Betakova, Dvorsky, Haviernikova, 2014). A key element in increasing innovativeness of
organisations is their staff, who constitute both an important resource and capital of an
organisation. These assets to a large extent contribute to the development of a
company's value, as human behaviours undetlie effective implementation of defined
strategic objectives. In the face of increased competition, they not only constitute a
crucial resource of business but are also considered as the basis of differentiation
creation between firms.

At a time when increasing attention is paid to the development of social capital,
principles of responsibility towards employees are a key factor. Good working conditions
and a friendly atmosphere among employees have a direct impact on employees'
creativity, effectiveness and loyalty. Managers of organisations should focus on ensutring
conditions that can stimulate creativity and facilitate organisational learning, knowledge
creation and development of innovation. It is important to appropriately use the
potential of employees, invest in their development, motivate them to achieve company's
objectives, as well as to build a good atmosphere and friendly relationships among
employees. There are a number of factors in increasing employees' creativity and
innovativeness. The bigger the knowledge about the processes of creativity and
innovativeness, the more productive human resources of an enterprise, and the bigger its
knowledge capital and innovation capital.

In view of the above, the Author chose identification of the most important
determinants shaping creativity and innovativeness of employees of Polish and Slovak
economic entities as the main aim of this paper. Conclusions were based on findings of
surveys conducted in the first quarter of 2017 among employees of Polish and Slovak
organisations.

2. Human capital - definitions

Perceiving humans as capital differs from perceiving them as a resource, as
capital is a financial and dynamic category. As a consequence of such an approach,
employees atre assessed in terms of achieved actual results, and the measure of their value
is not how they meet the requirements (of the post/tasks), but their "talent" - potential,
which creates added value.

Literature provides different views on human capital. As stressed by Samul (2013), this
variety may result from different levels at which this concept is approached (the
economy of a country, organisation, individual), the use of different research
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assumptions or changes in: the cultural context, current fashion, paradigms, metaphors,
customs and language practices of a specific author and his/her times.

Human capital is the core of the activity of every organisation. It is defined as
combination of knowledge, skills, innovativeness and individual capabilities of employees
(Edvinsson, Malone, 1997). In the conceptual sense, human capital is one of elements
the intellectual capital. Depending on the approach, other elements, namely the structural
capital and the customer capital (Reed, Lubatkin, Srinivasan, 2000); structural capital
which includes the organizational capital and the customer capital (SkandiaASF; OECD,
1997) structural capital and relational capital (Sveiby, 1997; Roos et al.,1997, Bontis,
1999; O’Donnell et al., 2004, 2006). Human capital refers to people with their knowledge
and skills, professional experience, aspirations, motivations and attitudes; it also involves
human ties, relations and relationships, level of trust and the existing culture, i.e. patterns
of behaviour, norms and values (Kro6l, Ludwiczyniski, 2006, p. 118-119). According to
guidelines produced within the Meritum Project, ,human capital is defined as the
knowledge, skills and experience that employees take with them when they leave. Some
of this knowledge is unique to the individual; some may be generic. Examples are
innovation capacity, creativity, knowhow and previous expetience, teamwork capacity,
employee flexibility, tolerance for ambiguity, motivation, satisfaction, learning capacity,
loyalty, formal training and education.”(CIMA).

As stressed by Greer, Lusch & Hitt (2017), human capital includes (aggregate):
knowledge, skills, and abilities, the foundations of which are often education and
personal experience of an employee. Individual human capital, according to J. Roos, G.
Roos, Dragonetti and Edvinsson (1997), comprises attitudes, competences, mental
capacity. Whereas in the model developed in the Scandinavian company Skandia human
capital consists of such elements as competences, relations and values.

Pocztowski (2003, p.45) stresses that an organisation's human capital refers to all specific
characteristics and qualities embodied in employees (knowledge, abilities and skills,
health, motivation), which have a certain value and constitute a source of future incomes,
both for an employee - the owner of human capital - and the organisation that uses this
capital according to certain terms.

We can also encounter a view that human capital refers mainly to talented employees -
fully competent, well-informed, capable of taking critical decisions within an organisation
(Baron, Armstrong, 2008). It should be however stressed that the owners of human
capital are an organisation’s employees, who decide how much to invest in the
organisation in which they are employed. Roos G., Roos J., Edvinsson and Dragonetti
(1997) stress that it is the reason for the increasing number of investments in human
capital.

3. Creativity and innovativeness - determinants

Creativity and innovativeness are overlapping structures between two stages of a
creative process, i.e. the phase of generation of ideas and the phase of their
implementation (Brzezidski, 2009, p.36). Innovations should be perceived as a
continuous process which is present in various areas of the functioning of an enterprises
(Stawasz, 2000). It is visible from the moment of the inception of an idea of innovation
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to its implementation and popularisation to achieve a pre-defined objective (Niedzielski,
Rychlik, 2006). An innovation process aims to ensure market success thanks to a new
application of science and technology (Grudzewski, Hajduk, 2002).

As pointed out by West & Farr (1990), innovations refer to "international
implementation and use, within a role, group or organisation, of ideas, processes or
procedures, which are new to a particular adoption unit and designed to bring significant
benefits to an individual, group, organisation or a wider community." As pointed out by
Teece (1996) emphasizes that innovation should not be considered as a one-off event
but as an ongoing process, a continuous interaction between science, technology, and
production.

According to Stein (1953), creativity is a process leading to new creation which is
approved as useful or acceptable for a certain group in a certain period (Jerzyk,
Leszczynski, Mruk, 2004). It is a form of divergent thinking which looks for many
possible solutions to a problem (Guilford,1960)

Creativity is defined as ,,(...) simply the production of novel, appropriate ideas in any
realm of human activity, from science, to the arts, to education, to business, to everyday
life. The ideas must be novel - different from what’s been done before but they can’t be
simply bizarre; they must be appropriate to the problem or opportunity presented.”
(Amabile, 1997) Thus, creativity results in new ideas, which are novel solutions that are
at the same time useful in the real world (Jerzyk, Leszczynski, Mruk, 2004). Amabile
(1988) stresses that creativity is a necessary condition for the emergence of new ideas,
but it differs from innovative behaviour in that it does not assume the implementation of
ideas.

Creativity depends on a number of factors. As stressed by Plucker, Beghetto & Dow
(2004), creativity is interaction between capabilities, a process and environment, by
means of which an individual or a group creates a specific product which is new and
useful in the social context. The factors determining creativity in an enterprise are
internal and external in character. They are identified at the level of an employee, taking
into account their personality, work style, emotions, attitudes, motivations, interests,
possessed knowledge and competences, and at the level of a team and the figure of the
leader. External conditions of an organisation's creativity are cteated by organisations
themselves and the market in which they are functioning, in particular their industry.
Within enterprises, four areas of the issues of creativity are distinguished, which should
be diagnosed in terms of management possibilities and effective use. These areas,
referred to as 4P, include: People, Process, Place (environment) and Product (Rhodesa,
1961), which is perceived as an effect of creativity. Jerzyk, Leszczynski & Mruk (2004)
names the following factors impacting creative thinking: team together with its leader,
persons (characteristics), possessed knowledge and information gathered throughout
education (knowledge of thought processes and techniques for creative problem
solving); favourable environment (organisation, atmosphere), problem (inspiring, open),
idea - effect of creativity.

As the human environment impacts human behaviour, the place can influence
individuals' creativity and innovativeness (Martens, 2011). Chowdhury (2000) thinks that
organisations have to learn how to attract and retain talented people. It can be achieved
by creation of appropriate atmosphere at the workplace and appropriate relationships
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among employees. Creativity, especially in the context of achieving innovations, can be
developed in different ways. An example of such activities is presented in table 1.

Table 1. Determinants of creativity in innovation

Specification Nature Impact on innovation
Expert knowledge provides a basis for an innovative
Knowledge Expert and p 8¢ P
eneral change, whereas general knowledge enables
& connecting facts from other fields.
Synthesis
Intellectual azal sis ’ It allows one to look at a problem from many angles,
capacity pt S} 0 t’ tion and then to determine the usefulness and involvement
esentatio

and pass the idea to other people.

Reinforcement of | Hard, regular work brings effects, which are

Motivation . . )
action innovations.
Risk Operational . .
p S Bigger benefits in the case of success.
technological

Source: Szara, K. (2014).

Szara (2014), pointed out an important role of creative employees in an organisation. She
stressed at the same time that people working in an organisation have different
predisposition for creativity, and more specifically to creative thinking. It means that not
everybody contributes to the creation of innovations to the same extent. For instance, as
stressed by Collins & Smith (2000), of key importance for creation of new knowledge and
development of innovations in high-tech companies are knowledge workers, referred to
as a generation of new and useful ideas. It is their creativity that companies should focus
on. Creativity, which shapes employees' innovative behaviout, consists of three basic
elements: expert knowledge, creative capacity and motivation (Amabile, 1988).

4. Research methodology

Conclusions were based on findings of the authot's own research conducted in
the first quarter of 2017. The research had a form of a questionnaire. It was carried out
parallel on a group of employees from Poland and Slovakia. The research employed
purposive sampling. Poland and Slovakia are countries of the “former Eastern Bloc”;
they completed the accession process in the same year and have been members of the
European Commision since 2004. They have similar economic potential and levels of
innovation, which are not high (e.g. the value of the Summary Innovation Index - SII)
(more in Sipa, Lemanska-Majdzik, Okreglicka, 2016)

The below-presented findings are a fragment of wider research on problems of
management of a modern enterprise. The diagnosis of the gathered data covers only
variables related to pre-requisites for increasing employees' creativity and innovativeness.

The following research problems have been addressed:

- Which factors are most significant for stimulating creativity of employees from
both the countries?
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- Are there any differences in terms of the need for creativity stimulation between
Polish and Slovak employees?

The research employed a questionnaire that consisted of semi-open and closed questions
- dichotomic and a list of possible answers to choose from. In the questions, nominal,
ratio and rank order scales were used. The questionnaire was supplemented by
demographic information. Correctly and completely filled-in questionnaires were
accepted for analysis: 122 questionnaires from Poland and 168 questionnaires from
Slovakia.

The findings of the empirical study presented in this paper should be treated as a pilot
study, as research sampling is not full representative. However, the size of the surveyed
group allows for drawing initial conclusions and identifying regularities, which can be
verified during proper studies.

5. Determinants of employees' creativity and innovativeness - findings of the
author's own research

Females prevailed among those surveyed. In terms of age, young people, i.e.
aged up to 25 years, dominated among the employees surveyed. In the case of the Slovak
group, they accounted for just over half (50.8%), whereas in the case of the Polish group
- over 80.0%. In both the groups examined, workers of services companies and
manufacturing companies employed as regular employees constituted the majority.
Differences could be observed in terms of an employment period. Among Slovak
employees, those with an employment period not longer than 5 years (72.2%) prevailed,
with employees with over 10-year employment period accounting for 18.0%. Whereas
among the surveyed employees from Poland, those working for up to 5 years also
dominated, but accounted for over 90.0%. (tab.2)

Table 2. Characterisation of enterprises employing the respondents from Poland and from
Slovak

Selected characteristics Poland Slovakia
n=122 n=186
)
Gender male 68.0 83.9
female 32.0 16.1
up to 25 years old 50.8 85.5
25-34 years old 27.9 10.8
Age grou 35-39 years old 16.4 2.2
group 40—44 years old 4.9 1.1
45-49 years old 0.0 0.5
50 or older 0.0 0.0
less than 1 years 36.1 344
Employment period | 1-5 years 36.1 56.5
at the organisation 6-10 years 9.8 8.1
more than 10 years 18.0 1.1
Professional status at the | senior management 11.5 1.6
organisation junior management 19.7 18.3
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regular employee 68.9 80.1
Manufacturing 19.7 19.9
Basic type of a company's | Services 36.1 42.5
activity trade 18.0 18.8
other/mixed 26.2 18.8

Source: Own work based on a survey

The respondents’ task was to assess the importance of a range of variables in shaping
their creativity and innovativeness. By awarding scores from 1 (least important) to 5
(very important), they determined individual ratings. The weighted average in both the
groups surveyed did not exceed the score 4.0 and was not lower than 2.3. However, it
should be noted that in the entire study, Polish employees awarded slightly higher scores.
The details are presented in figure 1.

Academic literature often stresses an important role of the climate of an organisation in
increasing the level of creativity and innovativeness. However, analysis of the findings
shows that the determinant "climate of an organisation" was not among the top
determinants facilitating creativity and innovativeness of those surveyed. Polish
employees awarded it a rating of 3.254, whereas Slovak employees - 3.029. This is a
rather low score, considering that academic literature highlights the importance of this
factor. However, as pointed out by Necka (1993), a climate that facilitates creativity is "a
specific combination of factors connected with the organisation of an enterprise,
management style, motivation systems, communication styles and overall attitude to
otherness".

The following elements are mentioned there: motivation for taking up challenges,
autonomy, supporting creative ideas, openness, trust, time for implementation of ideas,
humour, conflicts, debate, risk taking, dynamism (Ekvall, Ryhammar, 1999). Thus,
looking at further findings, we can see a significant emphasis on selected elements
comprising the climate of an organisation.
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cooperation with co-workers 3 29?21'862
: : . 3,644
support from superiors - good advice and guidance 3335

3,644

culture of continuous learning 2930
3,607
3,522
knowledge sharing 3 2587
employees' freedom to come forward with proposals of.. 3.008 3,586
clarity in formulation of expectations towards employees.. 3 1223'508

appropriate material resources 3 15‘?3'483
3,361
3,478

3,340
2,977

mutual trust

activities focused on team integration

; 3,311
appropriate employee resources 3.073
promoting intergenerational cooperation 3 Oggog

3,293
3,322

3,254

employees' autonomy in performing their tasks

climate facilitating creativity and innovativeness 3029
holding cyclical meetings to discuss proposed ideas 2 93536
employees' creativity and innovative activities in a.. 283 43'236

appropriate financial resources 3 (3)%7

clear principles for access to needed personal, capital and.. 3175

3,192
. : : 3,140
clear principles for selecting submitted proposals 3117
employees' involvement in innovation creation ) 3'5187

2,855
2,916
2,843
2,783
2,831
2,883

financial motivation for innovative behaviour

non-financial motivation for innovative behaviour

freedom to make mistakes

training courses to raise employees' innovativeness 23 3193
. . . 2,622
conducting R&D works in an enterprise 2893

2,346

cooperation in the area of innovation with external entities 2’308

M Poland (n=122) B Slovak (n=186)

Figure 1. Evalnation of individual determinants of creativity and innovativeness by Polish and Slovak employees
Source: Own work based on a survey
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Analysis of the findings shows that in the group of six most important (according to
those surveyed) determinants indicated by Polish and Slovak employees, four factors
overlap. These are: positive relationships between superiors and subordinates, support
from superiors, cooperation with other employees and knowledge sharing. Only their
hierarchy differs. (tab. 3) In the case of the survey conducted among Slovak employees,
positive relationships between superiors and subordinates (3.522), mutual trust (3.478)
and knowledge sharing (3.450) were found to be the most important. The six most
important determinants also included cooperation with other employees, support from
superiors and autonomy in performance of appointed tasks. The distribution of the
answers by Polish employees was a little different. The group of six most important
factors included: team work and cooperation with other employees, support from
superiors and positive relationships with managers, freedom to come forward with new
solutions and a culture of continuous learning. Awarded scores were also higher
compared to Slovak employees.

Table 3. Most important factors shaping employees' creativity and innovativeness

Poland | Slovak
Characteristics weighted Characteristics
average

cooperation with co-workers 3.862 | 3.500 | Positive relanonships between the
manager and subordinates

support from superiors 3.644 | 3.478 | mutual trust

culture of continuous learning 3.644 | 3.450 | knowledge sparing

positive relauonshll?s between the 3607 | 3.335 | support from superiors

manager and subordinates

knowledge sparing 3607 | 3.322 er.nployees freedom to come forward
with proposals of new solutions

employees' freedom to come cooperation with co-workers

forward with proposals of new | 3.586 | 3.294

solutions

Source: Own work based on a survey

Another group of determinants impacting the level of employees’ creativity and
innovativeness refers to resources possessed by an organisation: material, financial and
human ones. This group of determinants was awarded scores from 3.073 to 3.159 by
Slovak employees, and from 3.217 to 3.383 by Polish respondents. Human resources
possessed by an organisation were ranked lower, however they occupied a slightly higher,
9th position, in the Polish ranking, coming ahead of financial resources (14 position). In
the Slovak ranking of determinants, human resources occupied 14th position and were
assessed as less important than financial resources - however the difference was slight.
Factors connected with a motivation system as determinants encouraging employees to
undertake innovative activities turned out to be less important for both the nations.
What's interesting, financial motivation was more important than non-financial one. In
the case of Slovak employees, financial motivation achieved the score of 2.916, whereas
non-financial one - 2.783. Polish respondents awarded an average rating of 2.855 to
financial forms of motivation, whereas 2.843 - to non-financial ones.
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Continuous improvement of competence and on-going learning is a necessity on today's
constantly changing market. One of the elements of human capital management in an
organisation is improving employees' qualifications and skills through a selection of
appropriate training courses (Dzieddziora, Smolarek, 2016). In terms of increasing
employees' creativity and innovativeness, training courses to improve employees'
innovative capacity scored much higher in the case of Slovak respondents. They
occupied the seventh position in the ranking with a score of 3.193. In the case of Polish
employees, such training courses came 21, with a score of 2.737.

Cooperation with other employees and knowledge sharing were rated high by both the
groups surveyed, but intetgenerational cooperation, which combines older employees'
experience and "expert" knowledge with young employees' fresh take and knowledge,
scored relatively pootly. Promotion of this type of cooperation is especially important
these days, as enterprises increasingly suffer from staff shortages, in particular they lack
talents (Tupd, 2013). The problem of shrinking staff plagues both the Polish and Slovak
economies. Benefits of promoting intergenerational cooperation were rated higher by
Polish employees (3.309).

In the case of the least important factor, employees from both the countries examined
showed a full agreement. According to those surveyed, whether a company cooperates
with external entities to create innovation is least important. The score of that factor was
2.3.

Polish employees also highlighted clarity in formulation of expectations towards
employees in terms of their innovativeness and creativity. This factor achieved a score of
3.508. Further, analysis of the assessments by Polish employees shows that the
determinants with a score of above 3.0 included an element of control, more specifically
the suggestion that evaluation of creativity and undertaken innovative activities should be
part of periodical staff appraisal. In the case of Slovak employees, these factors were less
important. Clarity in formulation of expectations towards employees in terms of their
innovativeness and creativity achieved a score of 3.122, whereas inclusion of the
evaluation of creativity and undertaken innovative activities in periodical staff appraisal -
only 2.834 points.

Conclusion

In today's, fast changing competitive wotld, creativity and innovativeness are of
key importance, both at micro, society and macro levels. Shrinking and ageing labour
force adds to the problems of modern economies and enterprises. Of importance is also
the quality of such resources, which should constitute human capital for an organisation.
Human capital is a driving force for development, containing huge motivation
possibilities, which can be revealed when a company is effectively managed in line with
its mission and strategic objectives (Skibifiski, 2017). It is thus important for
organisations to pay special attention to proper management of human capital through
increasing its creativity and innovativeness. Creation of an innovative culture should
combine objectives, values and differences in an organisation (Trompenaars, 2010).
Analysis of the findings of the survey shows that:
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- For both the examined groups, the six most important determinants included
factors connected with the climate of an organisation.

- The answers provided in the survey also confirmed the important role of a
manager and his/her attitude to employees in an organisation.

- Both Polish and Slovak employees indicated autonomy and necessity of
cooperating with other employees and sharing knowledge.

- Despite a significant prevalence of young employees in the Polish group
compared to the Slovak group, promotion of intergenerational cooperation to increase
creativity and innovativeness scored higher in the case of Polish employees.

- The survey also pointed out minor importance of financial and non-financial
motivation in the area examined. Evaluation by Polish and Slovak respondents was
similar and did not exceed 3 points on a five-point scale.

Identification of factors that are significant in terms of stimulating employees' creativity
and innovativeness enables indication of the ditections of activities to be taken by
managers. We should however bear in mind that not all employees have the same level
of creativity development, which can then be translated into innovation.
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