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ABSTRACT 

Employee creativity determines the level of innovation and performance of an enterprise organization. Chinese 

enterprises are facing unprecedented challenges at this stage. Competition in and out of China is becoming 

increasingly fierce. Each enterprise organization is faced with the severe challenge of how to survive and 

develop. Choosing to break the situation through innovation first needs to stimulate and enhance the creativity of 

employees. This article sorts out and reviews the research on employee creativity, summarizes the conceptual 

definitions, theoretical models, and influencing factors of employee creativity, and puts forward a prospect for 

the research on employee creativity in the Chinese context. 
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1. INTRODUCTION 

Modern enterprise organizations are in an 

increasingly uncertain business and political 

environment, with increasingly fierce competition, 

and enterprises must strive harder to pursue 

innovation and creativity than ever before [1]. 

Employee creativity, that is, generating novel and 

useful ideas, is described as an important source of 

organizational competitiveness [2], which is 

extremely important for the effective survival and 

development of the organization [3], and is a 

unique competitiveness factor that is critical to 

organizational performance [4]. Whether 

employees are creative determines whether the 

enterprise has good innovation results, and whether 

it can continue to survive, develop and grow [5]. 

2. DEFINITION OF EMPLOYEE 

CREATIVITY 

The research on creativity has a long history, 

and its conceptual definitions are also diverse. So 

far, there has not yet been an accurate definition 

that is generally recognized by the academic 

community. There are roughly three types of 

definitions with different focus orientations, each 

focusing on: creativity-related processes, creativity-

related people, and creativity-related results. 

The first type of definition mainly focuses on 

the process of creativity generation or cognition. 

Researchers analyze creativity from the perspective 

of process, and regard the process of analyzing and 

mining the essence of the problem to be solved and 

the process of generating corresponding solutions 

related to it as the connotation of creativity. Rogers 

[6] published an article titled "Towards Creativity 

Theory" and defined the process of creativity as: 

the process of producing a novel product, on the 

one hand derived from the individual uniqueness of 

its creator, and on the other hand based on the 

material, event experience, person or environment 

that its creator has experienced daily; the creativity 

does not distinguish between good and bad, nor is it 

affected by failure, let alone the degree of creativity. 

Busse & Mansfield [7] believes that creativity is the 

process of asking questions, conducting 

investigations and solving problems, paying 

attention to the stage division of the creative 

process, and emphasizing the requirements of each 

stage on the personality characteristics and 

cognitive abilities of the creative individual. 

Although the definition of creativity in terms of 

process can analyze the process of creativity in 
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sufficient detail, this definition makes it easier to 

analyze the process of creativity from a theoretical 

level. However, empirical research based on this 

definition will encounter difficulties in quantitative 

measurement, so it is difficult to continue to study 

in detail the influence mechanism on creativity by 

various factors. Therefore, in the follow-up 

research, there appears the definition of creativity 

from a personal perspective and a result perspective. 

The second type of definition mainly focuses on 

the individual's ability to generate creative behavior. 

Guilford [8], then president of the American 

Psychological Association, gave an inaugural 

speech entitled "On Creativity", in which he 

narrowly defined creativity as a kind of ability, a 

kind of personal ability that is commonly shared by 

people with outstanding creative behaviors and 

determines whether an individual can produce a 

certain degree of creative behavior. This is a 

personality trait ability defined from a 

psychological perspective. At the same time, he 

also focused on the focus of creativity research first 

on qualitative and quantitative analysis of which 

specific personality traits are related to creative 

behavior. Researchers in this field pay attention to 

the characteristics of creating individuals, and 

believe that creative individuals have strong 

curiosity, high levels of internal motivation, high 

IQ, divergent thinking, and have personality 

characteristics such as persistence, daring to take 

risks, and breaking conventions. However, starting 

from this definition, the objects of research are 

elites in the population, such as experts, scientists, 

outstanding contributors, etc., ignoring the 

participation and contribution of most non-

exceptional personnel in creativity-related work. 

And although most of the subjects studied are high-

quality people, these people may not necessarily be 

able to make creative output contributions, which 

stems from ignoring the effects of contextual 

factors on creativity. 

The third type of definition mainly focuses on 

the outcome of creative behavior. Amabile [9] 

summarized previous definitions and came up with 

a comprehensive definition: creativity refers to a 

product or result response that is independently 

observed by multiple effective observers but jointly 

recognizes its creativity; the effective observers 

refer to people who are familiar with products in 

related fields and their production process or result 

responses; creativity can correspond to novel 

products or result responses, or it can be a creative 

manufacturing process. Employee creativity refers 

to the production of new ideas and new ideas 

related to product development, service 

optimization, process improvement, etc., and it is 

beneficial to the survival and development of 

enterprises [10]. The novelty and usefulness of an 

idea are the two core points of its definition. In the 

follow-up, more and more researchers choose the 

third definition of creativity, because it focuses on 

the output of results and can be easily quantified 

from the perspective of definition. It is especially 

suitable for application in quantitative empirical 

research, that is, a definition centered on the 

outcome of creativity. It more specifically defines 

creativity as a result output, focusing on creative 

results such as producing novel and useful ideas. 

These ideas can be related to products, services, 

processes, procedures, etc. [1], [5] 

Based on the definitions of Amabile and Zhou, 

this article summarizes employee creativity as: new 

thoughts, new designs or new ideas related to 

products, services, work processes, etc. that are 

beneficial to the survival, operation, competition 

and development of the company or enterprise 

created and generated by the employees of a 

company or enterprise, which are innovative, 

original, beneficial, and can be used by companies 

or enterprises in the future to produce practical 

results. 

3. CREATIVITY AND INNOVATION 

A concept that is closely related to and related 

to creativity, but has obvious differences, is 

innovation. In order to avoid ambiguity, this article 

briefly explains its association and difference: 

Different from 创 造 力 , which is derived from 

Creativity in English, the concept of 创新 is derived 

from the English Innovation, and its conceptual 

connotation is usually defined as the adoption and 

execution of new ideas and the realization of their 

useful value [11]. The concept of creativity, as 

mentioned above, focuses more on the generation 

of novel and useful ideas. Innovation is the new 

ideas generated by creativity are successfully 

adopted and realized in the organization based on 

the premise that the new ideas generated by 

creativity are the results [12]. When innovation is 

understood as an organic activity that originates 

from within the organization, rather than an 

innovative product or service acquired externally, 

the researchers treat creativity and innovation as 

different parts of the essentially same process: 

creativity, is defined as novel and useful ideas 

generated by the joint efforts of individuals or a 

small group of people, which are often the front-
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end development of new affairs; and innovation, is 

defined as the successful introduction, realization 

and practice of ideas and concepts generated by 

creativity in an organization [13]. 

4. THEORETICAL MODEL OF 

EMPLOYEE CREATIVITY 

There are various theories or models related to 

employee creativity, among which the theory of the 

components of creativity is the most famous and 

widely used. This article briefly describes the main 

theories as follows: 

4.1 The Component Model of Employee 

Creativity 

In response to early related creativity research 

focusing more on the individual factors of highly 

creative talents, such as intelligence, personality, 

etc., while relatively neglecting the impact of 

innovative thinking ability and other potential 

external factors on creativity, Amabile [14] 

proposed a component model of creativity based on 

psychology. It specifically proposed that creativity 

has three main components, namely: first, the 

technical skills knowledge expertise related to the 

application field — DOMAIN-RELEVANT 

SKILLS, which specifically includes relevant basic 

knowledge, product knowledge, process or process 

experience, technical essence, special skills, etc.; 

second, the skills and skills related to the 

production of creativity itself — CREATIVITY-

RELVANT SKILLS, that is, creative thinking 

ability, which specifically includes 3 categories of 

skills: cognitive ability that can break through the 

convention of things or problems, heuristic and 

exploratory problem solving methods, and work 

methods that are conducive to creativity; third, the 

related task motivation — TASK MOTIVATION, 

that is, the individual's belief and desire to complete 

the corresponding task. 

In 2016, Amabile & Pratt [13] summarized the 

research and development based on the component 

model of creativity in the past 30 years, and 

updated and defined the component structure model. 

This update focuses more on the interpretation of 

the mental process related to creativity at the 

individual level. It also highlights the important 

influence of the work environment on the 

individual's mental process, and introduces four 

new constructs into the model: the sense of 

progress in creativity, meaning of work, emotion, 

and external incentives with synergy. People can be 

driven to complete a task by the interest, enjoyment, 

satisfaction and challenge of the work themselves, 

or they can be driven to complete a task by external 

pressure, such as a deadline, or some positive 

motivating factors, such as motivation and 

recognition, or some internal and external factors. 

In terms of the principle of intrinsic motivation of 

creativity, the original model theory believes that 

the most creative motivation of people is mainly 

interest, enjoyment, satisfaction and challenge of 

the work itself, rather than external pressure or 

motivational factors. The new model theory 

recognizes that external incentives are first divided 

into two categories, information-based external 

incentives and controlled external incentives: 

Information-based external incentives refer to not 

undermining the individual's right to make 

decisions, but to provide more information support 

and feedback, confirm the improvement of the 

individual's ability, recognize the value of the 

individual's work, and try not to give mandatory 

target control; controlled external incentives are to 

give individuals goals and requirements, rather than 

letting individuals decide more autonomously what 

to do and what their goals are. Individuals will feel 

controlled and demanded. 

4.2 The Evolutionary Model of Creativity 

The evolutionary model of creativity proposed 

by Campbell [15] believes that creativity is not a 

mysterious process that only outstanding people 

can show. He believes that creativity requires a lot 

of trial and error process and hard work. People 

must come up with various solutions to solve 

problems. For this, they need to use various 

methods, based on personal knowledge, skills, 

experience and background in the process of 

selecting solutions. Simonton [16] further referred 

to the theory of biological evolution and proposed 

that the process of creativity is the process of 

creativity and selective retention of creativity. 

Originality represents the generation of new ideas, 

while selective retention is based on the practical 

benefits of new ideas. Since novelty is regarded as 

the difference between creative work and higher 

than practical work, Simonton puts the theoretical 

emphasis on the creation of originality. He believes 

that the creation of originality is not blind or 

random, and that existing knowledge elements can 

be combined into new originality. The selection is 

initially made in the minds of creative people, who 

use the corresponding indicators of practicality, 

appropriateness, and novelty to measure ideas. At a 

certain point in time, the creativity is shared by 
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everyone, and then further originality and creative 

choices are produced. 

4.3 The Investment Model of Creativity 

Sternberg & Lubart [17] borrowed from the 

concept of investment theory and proposed a 

creativity model that regards creativity as the use of 

one's six psychological resources for creative 

investment, namely the creativity investment model 

theory. This model believes that people with 

creativity have common characteristics, which can 

be summarized as "buy low and sell high" in 

similar investment fields; people will invest their 

own psychological resources into different new 

thoughts and new ideas based on the potential 

profitability they think, in order to obtain the 

greatest return on creativity. The six kinds of 

psychological resources include: intelligence, 

knowledge, thinking style, personality, motivation, 

and environment. They are integrated and 

organically constitute creativity and creative 

products, outputs and results in different fields. 

Because these six psychological resources come 

from different dimensions, creativity is also 

regarded as having a multi-dimensional structure. 

4.4 The Interaction Model of Creativity 

Woodman et al. [18], [19] proposed an 

interactive model of creativity. They believe that 

creativity is a complex interaction between people 

and situations, affected by personal past experience 

and current situation; at the individual level, 

people's cognitive ability, style, and non-cognitive 

factors are all related to creativity; environmental 

and social influences can also promote or inhibit 

creativity. 

4.5 The Dynamic Model of Creativity 

The dynamic model of individual creativity 

proposed by Ford [20] believes that an individual's 

creative activity is a combination of the individual's 

knowledge, ability and motivation, as well as the 

construction of meaning. For individuals, creativity 

and habit are two opposing behavior choices. 

Generally speaking, as long as the habitual 

behavior is attractive, even if the environment helps 

creativity, people will still choose the habit. 

 

 

5. FACTORS AFFECTING 

EMPLOYEE CREATIVITY 

According to the summary and collation of 

existing creativity-related research, it can be found 

that more and more researchers are focusing on the 

research of employee creativity. In the early days, 

more Western developed countries started related 

research. Recently, more and more developing 

countries, including China, have gradually begun 

related exploration work. Research has found that 

employee creativity is affected by many different 

factors. In actual research, the relevant factors can 

be roughly divided into type similarities: 

leadership-related factors, organizational-level 

factors, individual-related factors, environment-

related factors, and task-related factors. 

5.1 Research on the Influence of 

Leadership-related Factors on 

Employee Creativity 

According to the research on the relationship 

between employee creativity and leadership so far, 

it has been shown that leadership-related factors, 

such as leadership, may have an important impact 

on employee creativity [21]. The related research 

on the variables of leadership factors mainly 

include: the effect of leadership type or leadership 

style on employee creativity, the effect of the 

quality of the relationship between leadership and 

employees on employee creativity, and the effect of 

other aspects of leadership or specific behaviors on 

employee creativity. For example, transformational 

leadership can positively affect employees' 

innovation ability [22], there is a positive 

correlation between moral leadership and employee 

creative behavior [23], and authoritarian leadership 

has a negative impact on employee creativity [24]. 

5.2 Research on the Relationship Between 

Organizational-level Factors and 

Employee Creativity 

Organizations formulate strategies, design 

organizational structures, define and formulate key 

policies, and communicate and implement values. 

Amabile & Pratt [13] in the model theory of 

creativity more focused and detailed description of 

the organization's work environment, there are 

many catalyst factors that can promote work 

progress, which can enhance personal creativity and 

performance, and continue to improve creativity, 

self-efficacy and intrinsic motivation [25]. 

Organizational knowledge sharing and learning 
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atmosphere, work system and human resource 

management have a significant impact on employee 

creativity. For example: knowledge sharing and 

personal-organizational fit have a positive impact 

on individual creativity [26]; organizational 

learning culture has a positive impact on employee 

creativity [27]. Organizational-level incentives, 

commitments, corporate social responsibility, 

organizational work and communication 

atmosphere also have a significant impact on 

individual employees' creativity, for example: 

organizational innovation atmosphere, physical 

work environment, and encouragement to work 

have a positive effect on the improvement of 

employee creativity [28]. 

5.3 The Relationship Between Employee 

Individual-related Factors and 

Employee Creativity 

In the research related to employee creativity, 

the main factors related to individuals are: 

creativity self-efficacy, intrinsic motivation, 

psychological capital, innovative personality, 

knowledge sharing or hidden behaviors, etc. 

Specific research examples include: creative self-

efficacy mediates the positive correlation between 

leadership creative expectations and employee 

creativity [29], feedback seeking behavior mediates 

the relationship between creative self-efficacy and 

employee creativity. This moderating effect is 

adjusted by the focus of promotion [30]. 

Psychological capital is positively correlated with 

employee creativity. Optimism and hope can 

improve employees' self-efficacy and flexibility, 

which is beneficial to employees’ creativity [31] 

and employee competence. [32] There is also a 

direct or indirect correlation with employee 

creativity. 

5.4 Research on Environment-related 

Factors 

In the research related to employee creativity, 

the main environmental factors are: working 

environment, uncivilized workplace, etc. Specific 

research examples include: in the relationship 

between transformational leadership and employee 

creativity, employee creativity self-efficacy plays a 

mediating role, while the physical working 

environment plays a moderating role [33]; 

uncivilized behavior in the workplace is negatively 

correlated with employee creativity [34]. 

 

5.5 Factors Related to Work Tasks 

Factors related to work tasks can also affect 

employee creativity. For example, challenging 

work needs are positively correlated with work 

engagement and employee creativity, and 

obstructive work needs are negatively correlated 

with job engagement and employee creativity [35]. 

Through the refinement of employee information, 

individual task conflicts are positively correlated 

with individual creativity [36]. 

6. RESEARCH STATUS 

The research on creativity originated from 

research in the field of psychology. In the early 

stages of development, it mainly focuses on 

exploring the influence of personality traits, 

intrinsic ability and other individual traits on 

creativity from the perspective of individuals [37]. 

The main characteristic factors included are: 

creativity self-efficacy, intrinsic motivation, 

psychological capital, personality traits, education 

and quality background, etc. 

Related research mainly has two key research 

directions: some researchers take the personality 

characteristics as the main orientation to analyze 

the personality characteristics of creativity-related 

talents, with the purpose of finding out the 

personality characteristics of highly creative talents 

that are different from ordinary people; the other 

part of the researchers takes the cognitive process 

as the research orientation, focusing on the research 

of the operating and processing mechanism of 

creative thinking closely related to creativity, in 

order to find those cognitive processing methods 

and processes that can cause and produce novel and 

effective solutions or perform tasks. Creativity 

research from the individual perspective allows 

people to understand the psychological and 

physical characteristics that have an impact on 

individual creativity, and can guide recruitment 

practices and select highly creative talents in work 

practice [38]. 

Creativity-related personality traits and intrinsic 

abilities usually have greater stability. Although 

cognitive processing ability can develop, it takes a 

long time. The direct intervention of the 

organization has very limited impact on them; 

comparatively speaking, it is relatively easy to 

implement management measures to influence and 

change the external context of employees' creativity, 

and changes in context can have a more direct and 

obvious impact on employee behavior. Therefore, 
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after studying the factors of individual 

characteristics, researchers began to explore the 

effect of external situational factors on employees' 

creativity. 

7. RESEARCH EXPECTATIONS 

Most of the existing research on employee 

creativity is based on the social, cultural and 

economic background of the Western context, and 

the results may not be completely applicable to the 

Chinese context: The traditional background of 

Confucian culture in Eastern societies, including 

China, emphasizes the control and influence 

exerted by the external environment on individuals, 

emphasizing collectivism, pragmatism, and 

obedience, etc. While in Western cultural traditions, 

individuals are more controlled by themselves, 

advocating more freedom, individuality, and 

expectations, and tending to individualism and 

expressionism. Differences in these social and 

cultural factors can lead to different results in 

creativity [39], [40]. When Rice [41] conducted 

research on non-Western Egypt, he found that 

cultural values have different effects on creativity. 

The mutual care in Egyptian cultural characteristics 

can promote creativity, while compliance has a 

negative impact on creativity; Wang Guobao's [42] 

research confirms that the collectivism and face 

tendencies in Chinese cultural factors will have 

more influence on the creativity of employees. In 

the future, researchers in the Chinese context 

should continue the academic community's 

emphasis on employee creativity, focus on the 

needs of Chinese companies in the Chinese context 

and the status quo, and carry out in-depth research 

on the specific mechanisms of what factors and 

how the creativity of Chinese employees is affected. 

8. CONCLUSION 

Employee creativity is the prelude and 

foundation of innovation, and related theoretical 

research needs to be expanded and extended. The 

research results in the Chinese context should aim 

to support the practical management of creativity, 

and further explore the potential direct and indirect 

factors that affect the creativity of employees, as 

well as the mutual influence of the factors, and are 

affected by the national conditions and cultural 

characteristics, analyze its influence mechanism, 

and clarify its boundary conditions. Finally, the 

results need to be able to provide theoretical 

foundation and practical guidance for enterprise 

organizations to achieve creativity enhancement 

and innovation performance. 
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