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ABSTRACT 

One with the key competencies an employee has them stability to create innovative solutions in 

the marketed products and services. This contributes to increasing the competitiveness of the 

organization as the products or services they offer feature outstanding and matched up to date 

consumer needs, often closely linked with modern technologies. Creativity is an innate characteristic 

of every human individual. Guilty however, be consciously developed by the individual. One of the 

elements affecting quality. Creativity is using own imagination. 
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1.  INTRODUCTION  

 

The area of interest in this study is the notion of creativity. Creativity can and should be 

developed throughout the entire life of an individual, fosters it make a positive attitude 

towards continuous development and self-discovery potential. It is important to place 

creativity among other concepts, often incorrectly understood as synonyms such as innovation 

and creativity. The purpose of the paper is to present the competence of creativity as an 

important strategic element in the organization. 

 

 

2.  CREATIVE COMPETENCIES IN ORGANIZATION 
 

At present, the literature on the subject emphasizes the advantage of the organization's 

resources intangible over material. This is primarily related with the uniqueness and 
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individuality of the possessed by the go timeless employee qualities and skills. Competences 

are undoubtedly important here. They are defined as all the characteristics of an employee 

whose possession and skillful use contributes to the effective and efficient achievement of the 

company's goals (Jędrzejczyk, 88). One of them, which is of interest to this publication, is 

creativity. This competence is a contribution to creating all sorts of innovations by the 

organization. A process that liberates the creative potential of the organization's employees is 

inside the change. The reason for the change is primarily the turbulent environment, 

especially the development of technology and scientific progress. Authors (J. A. F. Stoner, R. 

E. Freeman, D. R. Jr Gilbert) point to creativity (generating new ideas) and innovation 

(transforming a new idea into a new product, service, etc.) as key enterprise resource 

conditioning its survival in the market (Stoner, 413-414).  

Work creativity is a value strategic organization (Sokół, 190). By creating innovation 

the company becomes competitive and growing. The conceptual term of creativity is narrower 

than concept of creativity, as it relates to the person and his disposal; Creativity is defined as 

the potential of the person / society to create something new in the future, the effect may be, 

for example, an idea; Creative man it an effective man in creative thinking (Sokół, 42). 

Extremely important is appropriate to direct the creative potential of employees in the 

organization.  

From the viewpoint of the organization is important for the idea to be expressed. Active 

40 years old successfully in the advertising industry of J. Seguel, emphasizes the need to 

transform creative ideas into action, the essence is to be the cooperation between the various 

organizational units of the enterprise and creating a favorable atmosphere of creativity, the 

employee must be sure to be heard; Seguela himself 80% of the time devoted to interviewing 

employees and 20% for conversation with clients. A. Sokół describes six conceptual 

categories of creativity, ie creative action, engagement, impact, modification, result / result, 

composition / synthesis (in this imagination). It is therefore not helpful to create unique ideas 

only knowledge (and about technology news or needs consumers) but imagination thanks to 

which, it is possible to visualize the created ideas. Imagination can be successfully developed 

in groups (courses, training) as well as individually by various forms of activity these (Haag, 

Coget, 281).  

The determinants of whether an innovation control system supports resource efficiency 

or creativity have been derived from the literature on organizational behavior. Firms that 

generate knowledge, innovation and change through creative action can establish strategic 

competencies that provide longterm competitive advantages over less creative competitors. 

This is especially true of knowledge workers and knowledge organizations that compete on 

the basis of their ability to produce customized solutions to meet client demands. In fact, 

companies’ key challenges are the generation of innovative ideas, as well as the effective 

transfer of technology from the discovery stage to the market (Thamahin, 297-311). A 

challenge for all companies is the creation of an organization that allows activities to be 

performed effectively, while creativity and innovation are given opportunities to flourish so 

that company can avoid stagnation (Sundgren et al. , 2005). Management hasto facilitate an 

environment conducive to innovation. Specific barriers and drivers that either constrain or 

foster innovative R&D performance are of special interest when designing an innovation 

control system (Javier Pere-Freije, Ellen Enkel, 14). 

Core Elements of an Innovation Control System are: 
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a. Strategic management of technologies 

- Identification of the firm’s relative industry attractiveness, trends and internal competitive 

capabilities. A penetrating analysis of the technologies strengths and weaknesses. 

- Assessment of the technologies’ relative importance for the overall corporate strategy. 

- Qualitative-subjective evaluation through portfolios. 

 

b. Project port folio management 

- The link between the firm’s technological capabilities, its customers’ needs and, 

ultimately, market opportunities. 

- Project selection and prioritization, resource allocation across projects, and implementation 

of the business’s strategy. 

- Evaluation by means of qualitative-subjective portfolios and quantitative-objective 

commercial value measures. 

 

c. Project management 

- Managing project information in respect of costs, time, and quality. 

- Mostly systematized by means of project management tools. 

- Quantitative-objective data are widely used. 

 

d. Innovation performance measurement 

- Acquisition and analysis of information regarding the achievement of the R&D’s objectives 

and plans. 

- Identify tradeoffs and priorities with regard to conflicting goals. 

- Metrics are widely used to reflect the overall R&D performance. 

- Frameworks like the Balanced Scorecard (BSC) offer an appropriate framework to cluster 

metrics. 

- Quantitative-objective data are widely used (Javier Pere-Freije,Ellen Enkel, 12). 

 

The acceptance of an innovation control system may be a significant cultural problem 

(Kerssens-van Drongelen and Cook, 345). Issues such as the management climate, emotions 

that could channel and direct attention and activities towards innovation, the personnel’s role 

definition, and the upper management’s control, need to be discussed (Bonner et al., 233; 

Chenhall, 127; Kerssens-van Drongelenand Cook, 345; Pirola-Merlo et al., 561; Scott and 

Bruce, 580; Verbeeten). While most studies examine innovation performance as a function of 

company policy, some studies have focused on the human side of innovation performance and 

the variables that drive or inhibit innovative team results (Thamhain, 297). While there is a 

strong tradition of studying creativity as a personal characteristic, prior theoretical and 

empirical efforts to explain creativity have ended up by focusing on a narrow range of 

influences on individual performance.  

The most prominent body of research into creativity has emphasized the individual 

differences related to divergent thinking, convergent thinking, and the associated abilities. 

Other researchers focused on individual differences in motional characteristics, or interests 

associated with outstanding creative achievement (e.g. intrinsic motivation) (Ford,188). 

Finally, only a limited number of studies have examined the attributes of work settings that 

facilitate or hinder creative performance (Amabile et al., 1154). There is also a strong 
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tradition of studying creativity as a personal characteristic, whereas conditions that promote 

creative performance in organizations are still largely unexplored, or contested (Sundgren et 

al.,359). Fortunately, several important conceptual contributions have recently not only 

focused on one aspect of individual performance, but have emphasized the complex 

interactions of processes that influence creative work performance (Amabile, 1154; Ford, 188; 

Woodman et al., 293). Steps have been taken to understand creativity in an organizational 

context, using concepts such as organizational creativity (Amabile, 1154; Hoyt and Gerloff, 

275; Woodman et al., 293). Organizational creativity is a function of the creativity of groups 

within an organization and the contextual influences from, among other things, the 

organizational culture, resource factors, and the organization’s environment. Organic 

structures with an ad hoc center of authority, lateral communications, commitment beyond 

technical definition, and expanded responsibility have been shown to be more appropriate for 

dynamic environments. In a research environment, organic organizations compensate for the 

lack of formal structure by supporting higher levels of commitment, the employees’ shared 

beliefs, and information exchange (Amabile et al., 1154; Hoyt and Gerloff, 275). Efficiency 

and effectiveness are useful metrics for explaining an organizational structure’s relationship 

with the R&D personnel’s productivity and motivation (Hoyt and Gerloff, 275). In their study 

of engineering organizations, Kedia et al. (1992) observed that higher effectiveness was 

associated with organic organizations, and higher efficiency was found to be associated with 

organizations that exhibited a mechanistic structure. In accordance with Thompson (1967), 

efficiency or effectiveness criteria are generally determined by how well the technology is 

understood and whether the goals are clear or ambiguous. 

Damanpour (1991) showed that innovation is a function of organizational factors such 

as: specialization, functional differentiation, professionalism, boundary spanning, favorable 

management attitude towards change, long management tenure, technical knowledge 

resources, strong external and internal communication, and administrative intensity. Other 

studies found that innovative performance in R&D teams is also favorably influenced by 

leadership (Pirola-Merlo et al., 561; Thamhain,297). Thamhain (2003) explained that while 

research did not favor specific structures and processes, it specifically emphasized effective 

communications, effective project planning and support systems, stable long-range 

organizational goals and priorities, and overall managerial leadership as important conditions 

for effective team performance and innovative results. This has direct implications for the 

design process of innovation control mechanism (Javier Pere-Freije, Ellen Enkel, 16). 

While some degree of freedom and flexibility seems to be essential for innovation 

teams’ relative efficiency and success, it is not without risks. These teams are not only free to 

develop new innovative products and services that suit changing customer needs and desires, 

but they are also free to stray off-strategy, pursue design options that exceed the firm’s 

competencies and/or resources, engage in endless partisan debates, and run behind schedule 

or over budget – all of which might continue for months before coming to higher-level 

managers’ attention (Javier Pere-Freije, Ellen Enkel, 16). But too much or the wrong type of 

formal control could constrain the team’s creativity, impede their progress, and harm their 

ultimate performance (Bonner et al., 2002).  

In particular, the findings showed a negative association between the use of process 

controls imposed by upper-managers and project performance. The results did, however, 

show support for the notion that early and interactive decision-making on control mechanisms 

is important for effective projects. In particular, early team member and upper-management 
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involvement in the setting of operational controls, such as goals and procedures for 

monitoring and evaluating the project, was positively associated with project performance 

(Javier Pere-Freije, Ellen Enkel, 16). 

 

 

3.  CONCLUSIONS  

 

Innovation control systems should support the management in making the right 

decisions and allowing the right mix of resource-efficient and creativity-enhancing activities 

that need to be in line with the industry dynamics. Successful companies have an 

appropriately focused innovation control system; the right degree of freedom has been 

established and the right decisions have been made. Whereas in moderately dynamic 

industries, efficiency orientation resembles the traditional concept of routines, in high-

velocity industries, such routines are creative actions that keep managers focused on broadly 

important issues (Eisenhardt and Martin, 1105). This difference has a decisive influence on an 

innovation control system’s design, since there is a differing need for creativity (Javier Pere-

Freije,Ellen Enkel, 16). 
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