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Abstract 
The current study has investigated the impact of distinct theoretical interventions on 
employee creativity and innovation. The study is explanatory in nature where 
deductive approach to theorizing has been opted. Study has been conducted on 300 
x HR managers working in textile industry of Pakistan. A well structured 
questionnaire has been used through survey procedure for collection of first hand 
data from the research participants. SPSS software application has been used for 
integration and interpretation of study outcomes. The findings of study revealed that 
DOI theoretical interventions, inter-actionist theoretical interventions, four factor 
theoretical interventions, social cognitive theoretical interventions and 
ambidexterity theoretical interventions have positive and significant relationship 
with employee creativity and innovation. In contrast, componential theoretical 
interventions and Ford’s model theoretical interventions have not positive and 
significant relationships with employee creativity and innovation. The study has 
contributed to creativity and innovation literature with novel empirical knowledge. 
Furthermore, the study has also practical implications for practitioners of textile 
industry. Since, upon implementation of interventions suggested by current study can 
augment employees’ creativity and innovation in organizational perspective.  

Keywords:  Ambidexterity theory, componential theory, creativity and innovation, diffusion of 
innovation theory, Ford’s model, four factor theory, inter-actionist perspective. 
 

1. Introduction 
In present business landscape growth, profitability and success of textile industry is tied with 
employee creativity and innovation. Managers use various theories to devise and implement 
interventions that can improve the innovative potential of their employees aiming to 
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strengthen the organizational creativity and innovation and improve products and services. 
Extant literature has emphasized that mangers must be very smart to opt for right theoretical 
stances which have strength to impart those interventions which can improve creative 
actions of their employees (Khan et al., 2020).  Since, owing to selection of irrational 
theoretical interventions most of the time desired outcomes cannot be ascertained. As a 
consequence despite investing times, cost and efforts newly imparted interventions become 
futile may not meet the desired objective. Therefore, it is imperative for the managers to 
select and implement those strategies which have true integration with a rational theoretical 
stance to promote employee creativity and innovation.  
 
The strength of innovation in organizational perspective is connected with thinking 
differently, exploring new ways and searching for improvements to undertake innovative 
behavior aiming to improve the products and services. Moreover, innovation in 
organizational perspective is related to thinking differently and implementing novel ideas to 
improve the goods and services (Akram et al., 2016). Organizational innovation has also 
relationship with exploration and exploitation as well as incremental improvements to 
improve products and services. (Bani Melhem, 2018).  Therefore, managers working in textile 
industry must be very smart to select those potential theoretical interventions which may 
have strength to improve the innovative strength of workforce (Hameed et al., 2018).  There 
are distinct theories that portray interventions to promote employee creativity and 
innovation. DOI theoretical interventions, inter-actionist theoretical interventions, 
componential theoretical interventions, Ford’s model theoretical interventions, four factor 
theoretical interventions, social cognitive theoretical interventions and ambidexterity 
theoretical interventions are prominent one which are positively and significantly related to 
employee creativity and innovation.  
 
2. Literature Review 
There are numerous theoretical stances in literature that have suggested distinct 
interventions which debate on how employees can behave innovatively to promote 
organizational innovativeness.  
  
2.1 The Diffusion of Innovation (DOI) Theory  
Rogers (2003) introduced ‘Diffusion of Innovation’ theory. Diffusion of innovation theory is 
concerned with different attributes that contribute towards employees’ innovation adoption 
in organizational perspective. The attributes of innovation help in explaining that why some 
individuals adopt innovation more easily than others who feel hard to adopt the innovation. 
Innovation attributes comprise of compatibility, complexity, relative advantage, trial-ability 
as well as the observe-ability. These attributes specify the probable factors which contribute 
towards an individual’s innovation propensity. Moreover, these innovation attributes have 
grave impact on creativity and innovation adoption behavior but each act differently (Rogers, 
2003). 
 
The relative advantage is the extent of innovation to improve over time on account of 
prevailing practices in use.  In simple words, relative advantage indicates that adoption of 
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newness will be better than existing practice and will benefit the individual work role as well 
as firm productivity and performance. This relative advantage can be applied to even a new 
innovator’s informal proposal (Bradford & Florin, 2003).  Compatibility refers to the extent 
of perception of individual regarding prevailing norms. Furthermore, it includes 
compatibility with respect to potential of common adopters (Jackson et al., 2013). In sum 
compatibility refers to individual employee’s perception regarding easy integration of 
newness with workplace environment and individual work practices. Kafetzopoulos et al. 
(2019) further argues that when an individual perceives that innovation correctly aligns the 
existing values, previous experiences as well as current needs he or she will surely adopt the 
innovation (Kohles et al., 2013). As far as complexity is concerned, it indicates the extent to 
which an individual employee perceives that an innovation is difficult to understand and 
practice. When an employee perceives that newness is not so complex to adopt, surely he or 
she will adopt it willingly. On the other hand, feelings of hard complexity refrain from 
adoption of newness.  
 
In an organizational context if it is not clearly understood by employees that how innovation 
will impact its adopter’s jobs, it would be more likely that innovation will not progress 
(Kohles et al., 2013). Trial-ability indicates that how and to which level an innovation can be 
tried and experienced prior taking decision of adopting or rejecting it (Jackson et al., 2013). 
Innovation gets progress in organizational perspective and employees try it willingly when 
they feel that they have to make a little effort in adoption and will not face any trouble as well. 
Furthermore, there will not be any risk of remaining backward and loosing the job (Bradford 
& Florin, 2003). Observe-ability means, to which extent, an innovation is being seen by its 
potential adopters. Observe-ability may be seen in employees in an organizational context in 
the form of noticeable behaviors, everyday procedures and in the form of symbols etc. It 
encourages employees to make mind toward innovation and adopt and implement it in their 
work roles. In DOI theory, innovation attributes and adoption categories explain how 
innovation adoption process is completed. 
 
Communication is another important attribute in DOI theory that explains the effectiveness 
of innovation adoption process. Communication is a process that provides opportunity to the 
participants to create and share information mutually and reach on a common understanding 
to innovate in organizational perspective. A communication channel may be defines as a 
mean from whom a message is transmitted from the source to the receiving end. Diffusion 
refers to a social process which is used to build interpersonal relationships across different 
channels (Bradford & Florin, 2003). Innovation adoption comprises of individual and a 
communication channel. Therefore innovation adoption process may be affected by 
communicative challenges.  
 
DOI theory has numerous applications. The DOI scholars extensively used the theory in their 
research studies. According to Li et al. (2019) there are many applications of DOI. 
Researchers applied DOI theory across distinct disciplines and professions including small 
and medium firms, banking, child care centers, information technology industries, public 
sector and aviation. In communication research and information technology field, 
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researchers also applied the DOI theory.  In innovation process importance of individual 
communications has also been taken into account by the DOI theory. According to Rogers 
(2003) mutual (one person to other person) communication is imperative for diffusion of 
innovation for each type of innovation user. The author noted that owing to sharing of their 
experiences, people who have adopted newness or innovation placed grave impact on those 
who still had not adopted the same. Owing to this interaction and mutual communication 
these employees also make their minds towards adoption of innovation and thus innovation 
adoption process gets progress to extensive extent (McGrath & Zell, 2001). In accordance 
with Finke et al. (1992) back and forth activities are essential to ascertain successful 
innovation.  
 
Change agents propose that test and refining new ideas and feeding outcome information to 
the system becomes source of spreading innovation within the whole organization.  For 
example idea generation and creative thinking of an individual being a team member will be 
affected positively by brainstorming session. DOI theory also has its implications for 
innovation process within the social networks. Some research studies have investigated the 
impact of social networks on the innovation processes in the industry of information 
technology. In accordance with Jackson et al. (2013) early innovation adopters had greater 
social participation. DOI theory is also applicable to management science literature. Ma Prieto 
et al. (2014) applied DOI theory when they analyzed leader vs follower communication while 
focusing on the integration processes of vision. The authors stated that Rogers’s vision 
proved helpful for managers and workers for developing a better understanding regarding 
philosophy behind the innovation (Kohles et al., 2013). The study of Murray (2009) also 
utilized DOI theory for analyzing the influence of managers on diffusion of innovation in the 
intra-organizational networks. The focus of research study was on communication process 
and managers’ strategies for implementation of DOI. Rogers also used DOI theory when made 
focus on the process of individual innovativeness, specifically when managers’ 
innovativeness was taken into account. The DOI theory helped substantially in addressing the 
individual innovativeness. However, its emphasis is on innovation traits and mutual 
communication of employees (Bradford & Florin, 2003). 
 
H1: Diffusion of Innovation based interventions positively and significantly promote 
employee creativity and innovation  
 
2.2 Componential Theory of Creativity and Innovation  
Amabile (1996) articulated componential theory of creativity. This theory deals with 
individual level creativity and innovation in psychological and organizational perspective. 
The componential theory of creativity is a framework for implementation of individual level 
creativity at workplace. The model has both social as well as psychological elements 
essentially required in producing the innovative behavior of employees. Theory argues that 
for a creative response, four components are necessary (I. Ivkovic, et al., 2017). Three 
components have relationship with the individual and one is relevant to environment which 
is beyond the control of individual.  Domain skills, intrinsic task motivation and creativity-
relevant processes are part of individual domain and the social environment wherein an 
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employee is working external to individual’s perspective (Kafetzopoulos et al., 2019).  
Componential theory of creativity states that confluence of all components is necessary for 
individual creative behavior. The key premise of this theory is its components that impact 
individual creative actions to promote organizational creativity and innovation (Amabile, 
1996).  
 
Relevant domain skills consist of individual knowledge, expertise, intelligence, professional 
skills as well as talent which are necessary to resolve the problems of a particular domain. 
Management processes and product design are examples of distinct domains. These 
individual skills encompass the raw materials upon which creative process could be drawn 
by the individual. Personality characteristics and cognitive styles are part of creativity-
relevant processes and require independence, risk taking and adaptability of new perspective 
for problem solving (Meissner et al., 2017). Tolerance for ambiguity and self-discipline are 
included in personality processes. Task motivation enables creative work. Due to intrinsic 
task motivation the individual has passion to undertake a task and solve the problem owing 
to self interest and personality. Extrinsic motivation, on the other hand, arises from 
employee-employer contract, where rewards and external incentives motivate the employee 
to do what desires. 
 
A key premise of the componential theory is people creativity through the intrinsic 
motivation. Owing to self interest, job enjoyment, satisfaction and challenging work, people 
feel motivated and behave creatively.  Social environment is an external factor that impacts 
individual creative behavior (Klopotan et al., 2018). Social environment comprises of 
extrinsic motivators that either undermine intrinsic motivation or serve as stimulants of 
intrinsic motivation as well as creativity. Research studies have concluded distinct 
environmental factors that undermine creativity process in organizational settings. Such as 
criticism of peers, superiors and even juniors on creative thinking and new ideas generation 
on account of politics within the organization, low risk attitude, conservative mindedness 
while supporting the status quo, massive time pressure and low risk attitude of management. 
On the other hand, many environmental factors can stimulate creativity as well, such as work 
freedom, top management support for creativity and innovation, supervisory 
encouragement, risk tolerance, new ideas acceptance and recognition for creative work 
(Rafsanjani et al., 2020). 
 
H2: Componential Theory of Creativity and Innovation based interventions positively and 
significantly promote employee creativity and innovation.  
 
2.3 Inter-actionist Perspective of Employee Creativity 
In accordance with the inter-actionist point of view, organizational creativity (Woodman et 
al., 1993) is concerned with individual job situation at organizational hierarchy. 
Organizational creativity may be outcome of distinct antecedents’ conditions like individual 
thinking style and ability to think differently, personality traits, domain knowledge, self 
motivation, social influences like recognition & rewards and influence of contextual variable 
like physical environment which relate to individual employee (Yuan & Woodman, 2010). As 
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far as creativity is discussed at team level, it may be said that outcome of creative behaviors 
of each team or group member is concerned with composition of group member as well as 
job characteristics, contextual influences like organizational culture and reward systems and 
team processes (Aggarwal et al., 2019). This creativity framework is most frequently 
practiced framework that makes emphasis on individual and contextual variables owing to 
which organizational creativity is either enhances or decreases at the workplaces (Shalley et 
al., 2009).  
 
H3: Inter-actionist based interventions positively and significantly promote employee 
creativity and innovation.  
 
2.4 Ford’s Model of Individual Creative Actions  
In accordance with Ford (1996) employees stay between two competing options at their jobs; 
either they would be creative when performing their job activities or would prefer status quo, 
habitual and routine work behavior. The author pointed out three key factors which have 
influence on decision making in this regard which include individual motivation, processes 
of making sense as well as skills and knowledge. Therefore, individual creativity and 
innovation is outcome of these factors. When combined effect of these elements is weak, the 
creativity process of individual will also be weak (Klopotan et al., 2018). On the other hand, 
when joint impact of these three variables is high, the higher level of individual creativity and 
innovation would be witnessed from the employees.  Furthermore, decision of individual 
pertaining to undertaking creativity and innovation initiatives or performing merely routine 
tasks are also affected by the individual motivation. Their creative or habitual initiatives come 
under the influence of creativity expectations, values, rewards and recognitions implemented 
in the organization. Individual confidence and beliefs like, capable to undertake creative 
actions without being in state of distress and anxiety also relate to this context (Wang et al., 
2016). This conceptual framework did not attract much attention of researchers owing to 
complexity. Since, empirical test of multiple variables given in the model seemed hard by the 
researchers. However, some empirical support of model was received in the later years.  
Janssen (2005) has conducted a research study on individual creativity and innovation under 
the application of this theoretical model.  
 
H4: Ford’s Model based interventions positively and significantly promote employee 
creativity and innovation.  
 
2.5 Four Factor Theory of Innovation 
The four factor theory of innovation was introduced by West (1990). In accordance with the 
West (1990) there are four factors of the team climate that promote the innovation. The 
vision, task orientation, participative safety, and the support for innovation have been said 
effective factors associated with creativity and innovation within the team members. When 
team members acknowledge that vision is understandable, it is given value as well as has 
acceptance by the members of the team, hence the innovation gets progress in the team 
members. Likewise, when there is perception within team members that participation for 
new ideas and problem solutions will be taken into account without judgment or criticism, 
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the innovation will progress within the team participants. Likewise, initiating a debate and 
making discussion within team members pertaining to distinct probable solutions and its 
likely careful examination also enhances the creativity and innovation of team participants. 
Perception of team members regarding support for innovation will also optimize the 
innovative work behavior of team members (Wang et al., 2016). This theory won a wide range 
acceptance and acknowledgement for stimulation of team innovation and researchers 
conducted research studies in distinct disciplines. For many meta-analytic studies, the theory 
also bagged a substantial support (Hulsheger et al., 2009). 
 
H5: Four Factor Theory based interventions positively and significantly promote 
employee creativity and innovation.  
 
2.6 Ambidexterity Theory of Innovation 
In order to manage conflicting demands at organizational level through organization 
members’ creative actions, a theory was first time introduced by Duncan (1976) which is 
known as ambidexterity theory.  Ambidexterity is defined as “the ability of a complex and 
adaptive system to manage and meet conflicting demands by engaging in fundamentally 
different activities”. In a general term ambidexterity means successful management of 
organizational exploitation and exploration potential. For instant, successful 
implementations of production and services will be part of exploitation process undertaken 
by the employees. On the other hand, creation of new products, services and processes would 
come in exploration process. The research study made distinction between active 
management and self-regulatory processes and suggested that to integrate distinct work 
activities in an organization both aspects were significant (Wang et al., 2020). The 
ambidexterity theory remained area of interest for authors for a longer period of time to 
explore the individual creativity and innovation (Rosing et al., 2011). 
 
H6: Ambidexterity Theory based interventions positively and significantly promote 
employee creativity and innovation.  
 
2.7 Social Cognitive Theory 
Social cognitive theory was introduced by Bandura (1977) which has gained a substantial 
support in understanding and predicting the human behavior. The author shared that people 
hold expectations regarding their behaviors. One is concerned with belief of the individual on 
his or her own efficacy to perform and the other is related to one’s expectations from a 
particular behavior to be performed for a particular task or a reason (Bandura, 1986). 
Furthermore, the author also discussed that how human behaviors may be changed in lines 
with desired objectives.  According to social cognitive theory, self-efficacy is individual belief 
or judgment to accomplish a given task, hence it does not reflect level of knowledge or skills 
one possesses. Since, self-efficacy is what one can do regardless of skills he or she possesses 
(Bandura, 1986).  Using the insights of the social cognitive theory many studies have been 
conducted by researchers to develop the understanding regarding behaviors that may be 
opted by the employees to promote creativity and innovation at the workplaces (Karimi et 
al., 2022).  
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H7: Social Cognitive Theory based interventions positively and significantly promote 
employee creativity and innovation. 
 
2.8 Conceptual Framework 
 
 
 
 
  
   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. Research Methodology 
3.1 Research Design 
The nature of this study is non-experimental quantitative. The study has been conducted 
using deductive approach with cross sectional data collection technique. It examines 
relationship between the independent variables and dependent variable. Creswell (2011) has 
opined that quantitative study approach to an investigation better evaluates the relationships 
among variables under review, reduces to specific questions, hypothesis & variables, uses 
observations & measurement and tests theories (Neuman, 2014).  
 
3.2 Population, Sampling & Data Collection 
Approximate total population of current research is 30,000 managers working in textile 
industry of Pakistan. In accordance with ‘Glenn’s (1992) Published Table’ standard sample 
size is 280. However, on account of considering low response rate from research participants 
a sample of 350 has been finalized for collection of data. Data has been collected using a well-
structured questionnaire while opting cross sectional technique. 300 x respondents 
completely replied the questionnaire, whereas remaining respondents either not reply the 
questionnaire or left the major information incomplete. Therefore, incomplete questionnaire 
were discarded from the data.  
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3.3 Data Analyses Strategy  
Using SPSS technique primary data collected from HR managers have been analyzed. When 
to evaluate theories and testing the rational influence of each individual predictor variable 
on an outcome variable SPSS software is appropriate option which significantly calculates, 
central tendency, level of significance, mean and carry outs correlations and regression 
analyses etc (Neuman, 2014).  
 
4. Findings of Research Study 
4.1 Respondents Response 
Out of 350 x respondents, 300 respondents replied to the questionnaire. 85 % were males 
and 15 % were female respondents. 25% research participants were undergraduate, 45% 
were graduate and 30% were having postgraduate & above degrees.  Service experience of 
research participants was also diversified i.e. 30 % had up to 5 years experience, 35% 
respondents had served between 5-10 years, 15% respondents were having experience 
between 10 to 15 years and 20% respondents were having more than 15 years experience in 
textile industry of Pakistan. 
 
4.2 One Sample T Test- Mean Analysis 
Mean analysis of all variables were carried out. Table 4.1 below clearly indicates that value of 
mean is greater than 3 for five variables and for two variables the value of mean is below 3. 
It indicates that in lines with central tendency most of respondents have viewed that all 
variables except Componential Theory and Ford’s Model have positive impact on employee 
creativity and innovation.  

 
Table 4.1 

One-Sample t-Test-Mean Analysis 
 
 
 
 
 
4.3

One-Sample Statistics 
 N Mean Std. Deviation Std. Error 

Mean 
DOI  Theoretical 

Interventions 
300 3.7167 1.34413 .04915 

Componential 
Theoretical Interventions 

300 2.9933 1.60047 .09818 

Ford’s Model Theoretical 
Interventions 

300 2.6300 1.44912 .08944 

Inter-actionist 
Theoretical Interventions 

 
300 3.5267 1.26437 .03877 

Four Factor Theoretical 
Interventions 

300 3.3467 1.11781 .04876 

Social Cognitive 
Theoretical Interventions 

300 4.7500 2.15784 .12036 
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 Hypothesis Testing 
One sample t-test statistical analyses were carried out using SPSS application. Details of the 
same are appended in table 4.2: 

 
Table 4.2 

One-Sample t-Test 
One-Sample Test 

 Test Value = 3 
T df Sig. (2-tailed) Mean 

Difference 
95% Confidence Interval 
of the Difference 
Lower Upper 

DOI  Theoretical 
Interventions 

.635 299 .000 .04333 .1588 .2021 

Componential 
Theoretical 

Interventions 
.986 299 .278 .00667 .3999 .4765 

Ford’s Model Theoretical 
Interventions 

.883 299 .434 .05000 .4460 .5460 

Inter-actionist 
Theoretical 

Interventions 
 

1.678 299 .003 .11327 .0216 .3917 

Four Factor Theoretical 
Interventions 

2.194 299 .000 .13667 .1010 .3523 

Social Cognitive 
Theoretical 

Interventions 
2.351 299 .000 .12000 .2065 .4365 

Ambidexterity 
Theoretical 

Interventions 
1.134 299 .001 .19667 .0310 .4623 

Employee Creativity and 
Innovation 

0.311 299 .002 .13000 .1065 .2465 

 
These results indicate that DOI theoretical interventions, inter-actionist theoretical 
interventions, four factor theoretical interventions, social cognitive theoretical interventions 
and ambidexterity theoretical interventions are positively and significantly related to 
employee creativity and innovation. Since, p-value is of these relationships is below 0.05. 
Hence, null hypothesis have been rejected and alternative hypothesis have been accepted. It 
means that these theoretical stances are positively and significantly associated with 
employee creativity and innovation. In contrast, componential theoretical interventions and 
Ford’s Model theoretical interventions have not positive and significant relationships with 
employee creativity and innovation. Since, p-value is lower than 0.05. Hence, these two 

Ambidexterity 
Theoretical Interventions 

300 3.4567 1.23782 .03861 

Employee Creativity and 
Innovation 

300 3.3100 2.14781 .11034 
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hypotheses have not been supported statistically. It means that these two causal 
relationships have no influence to promote employee creativity and innovation.   
 
5. Discussion 
The current study was concerned with knowing that; what is the impact of various theoretical 
interventions to promote employee creativity and innovation in textile industry of Pakistan. 
The mean analysis and probability test results indicate that relationship between DOI 
theoretical interventions and employee creativity and innovation is positive and significant. 
It means interventions imparted under the lens of DOI theory have potential to promote 
employee creativity and innovation at workplaces in textile industry of Pakistan. These 
statistical results are in lines with many prior researchers findings who have declared that 
DOI theoretical interventions can promote employee creativity and innovation 
(Kafetzopoulos et al., 2019). Similarly, relationship between Inter-actionist theoretical 
interventions and employee creativity and innovation is also positive and significant. 
Therefore, interventions imparted under inter-actionist theory of innovation have potential 
to promote employee creativity and innovation. These results are in lines with many prior 
researchers findings who have declared that Inter-actionist theoretical interventions can 
promote employee creativity and innovation (Yuan & Woodman, 2010). In similar way, 
relationship between four factor theoretical interventions and employee creativity and 
innovation are also positively and significantly related to each other. Therefore, intervention 
imparted under four factor theory of innovation can promote employee creativity and 
innovation. These results are in lines with many prior research studies who have declared 
that four factor theory theoretical interventions can promote employee creativity and 
innovation (West, 1993). The relationships between social cognitive theoretical 
interventions as well as ambidexterity theoretical interventions and employee creativity and 
innovation are positively and significantly related. Hence, these theories have positive impact 
to promote employee creativity and innovation. These results are in lines with many prior 
researchers findings who have found that social cognitive theoretical interventions as well as 
ambidexterity theoretical interventions can promote employee creativity and innovation 
(Karimi et al., 2022; Rosing et al., 2011). 
 
In contrast, componential theoretical interventions and Ford’s model theoretical 
interventions have not significant relationships with employee creativity and innovation. 
Since, significance test and mean analysis did not confirm the relationship. These results state 
that in textile industry perspective these variables may not bring favorable results to promote 
the employee creativity and innovation. These results are in lines with some research studies 
which have found that componential theoretical interventions and Ford’s model theoretical 
interventions yield no positive results to promote employee creativity and innovation 
(Kafetzopoulos et al., 2019; Klopotan et al., 2018 ).  
 
5.1 Conclusion and Implications of Research Study 
This research study was concerned with various theoretical stances which have been 
discussed in literature as significant interventions to promote individual employee creativity 
and innovation. DOI theoretical interventions, inter-actionist theoretical interventions, four 
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factor theoretical interventions, social cognitive theoretical interventions and ambidexterity 
theoretical interventions have been proved to be positively and significantly related to 
employee creativity and innovation. On the other hand, Componential Theoretical 
Interventions and Ford’s Model Theoretical Interventions have not positive and significant 
relationships with employee creativity and innovation. Therefore, it may be concluded that 
these two causal relationships have no influence on employee creativity and innovation.   
 
The study contributed to creativity and innovation literature with novel empirical 
knowledge. The study has also implications for textile industry managers as through 
implementation of interventions suggested by the study findings can improve the creativity 
and innovation potential of employees. In future it is recommended that using the conceptual 
framework devised in current study may replicate researcher in other professions, industries 
and geographical locations to further understand the phenomenon through which right 
theory can be selected to impart interventions to promote employee creativity and 
innovation.  
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