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INTRODUCTION 

Creative thinking is the ability to generate new and innovative ideas or solutions by 

looking beyond conventional perspectives. In the modern business landscape, characterized by 

rapid technological advancements, globalization, and dynamic market demands, creativity is no 

longer optional but a necessity. Organizations that embrace creativity can drive innovation, 

adapt to changes more effectively, and maintain a competitive edge. Research by Amabile 

(1996) underscores the significance of creativity in workplace innovation, noting its direct 

impact on organizational growth and resilience. 

Moreover, the increasing automation of routine tasks has placed a premium on uniquely human 

capabilities, such as creative problem-solving and innovation. The World Economic Forum 

(2020) identified creativity as one of the top three skills required for the future workforce, 

alongside critical thinking and problem-solving. Businesses like Apple, Google, and Tesla 

demonstrate how fostering a culture of creativity can lead to groundbreaking products and 

services. However, while its importance is widely recognized, systematically embedding 

creative thinking into organizational processes remains a challenge for many firms. 

Despite the clear advantages of creativity, many organizations struggle to foster it 

effectively. Factors contributing to this challenge include rigid hierarchical structures, 

resistance to change, inadequate leadership, and insufficient investment in employee 
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Abstract:This article explores the role of human 

resource management (HRM) in fostering creative 

thinking in the modern era. By systematically 

reviewing the literature, it identifies key HRM 

practices, challenges, and opportunities for cultivating 

creativity within organizations. Findings indicate that 

a combination of strategic recruitment, training 

programs, organizational culture, and leadership 

styles significantly influences employees' creative 

thinking. This review highlights actionable strategies 

for HR practitioners and directions for future research. 
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development. A study by Ghosh (2015) found that over 70% of surveyed employees felt 

constrained by organizational policies that discouraged creative risk-taking. 

HRM practices often focus more on operational efficiency and short-term performance metrics, 

leaving creativity and innovation underprioritized (Anderson et al., 2014). Furthermore, the 

increasing complexity of global operations necessitates creative approaches to problem-

solving, yet many organizations lack the infrastructure or strategic vision to harness their 

employees' creative potential. This gap between the recognition of creativity's importance and 

the implementation of effective practices highlights the need for deeper exploration into the 

role of HRM in fostering creativity. 

This review aims to synthesize existing literature on HRM strategies for enhancing creative 

thinking and provide actionable insights for practitioners. Specifically, it seeks to: 

1) Identify HRM practices that effectively cultivate creativity. 

2) Examine the influence of organizational culture, leadership, and reward systems on 

creative thinking. 

3) Highlight challenges and opportunities for HRM in fostering creativity in diverse 

organizational settings. 

The findings aim to bridge the gap between theory and practice, offering evidence-based 

recommendations that organizations can implement to build a creative workforce. 

 

RESEARCH METHODS 

` The systematic literature review was conducted using a rigorous and structured 

approach to ensure a comprehensive and unbiased synthesis of existing research. This section 

outlines the key steps undertaken, including the search strategy, inclusion and exclusion criteria, 

and analysis methodology. 

 Search Strategy 

The review employed a systematic search of academic databases to identify relevant 

studies on enhancing creative thinking through HRM practices. The databases used included 

Scopus, Web of Science, and Google Scholar, chosen for their extensive repositories of peer-

reviewed articles and reports. 

The search strategy incorporated Boolean operators (AND, OR) and specific keywords to 

ensure precision and breadth. The primary keywords used included: Creative thinking, Human 

resource management, Innovation, Organizational creativity. 



 

International Proceedings Universitas Tulungagung 2024  

Creative Thinking in The Modern Era;                                                 

Human Resourse Management Perspective 

 

 

98 

 

For instance, queries such as “creative thinking AND HRM AND innovation” or 

“organizational creativity AND human resources” were executed to capture studies at the 

intersection of creativity and HRM. Filters for publication years (2010–2024) and language 

(English) were applied to ensure relevance and accessibility. 

 Inclusion Criteria 

To ensure the relevance of the selected studies, the following inclusion criteria were 

applied: 

a) Language: Only articles published in English were included to maintain consistency and 

accessibility. 

b) Focus: Studies had to explicitly address HRM practices and their impact on creativity, 

covering areas such as recruitment, training, organizational culture, and leadership. 

c) Type of Study: Both empirical research (quantitative and qualitative), theoretical 

frameworks, and review papers were included to provide a holistic understanding of the topic. 

 Exclusion Criteria 

The exclusion criteria were designed to filter out irrelevant or low-quality studies: 

a) Non-peer-reviewed sources: Articles from non-academic journals, magazines, and opinion 

pieces were excluded to maintain the credibility of the review. 

b) Irrelevant Studies: Research that did not directly relate to HRM or focus solely on creativity 

in non-workplace settings, such as education or art, was excluded. 

 Analysis 

The selected articles were subjected to thematic analysis to identify recurring themes and 

insights. Thematic categorization focused on the following HRM practices: 

1) Recruitment and Selection: Examining strategies for hiring individuals with high 

creative potential. 

2) Training and Development: Identifying programs designed to enhance creative skills 

among employees. 

3) Performance Management: Exploring reward systems and appraisal methods that 

promote creativity. 

4) Organizational Culture: Understanding the role of workplace environment in fostering 

creativity. 

5) Leadership Styles: Assessing how transformational and participative leadership styles 

influence creative thinking. 
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Each study was reviewed to extract relevant data on methodologies, key findings, and 

implications. Data were then synthesized to identify patterns, gaps, and emerging trends 

in HRM practices for fostering creativity. 

 

RESULTS AND DISCUSSION 

 Recruitment and Selection 

Recruitment and selection processes play a pivotal role in building a creative 

workforce. Key practices include: 

1) Hiring for Diversity: Emphasizing the recruitment of individuals with diverse 

experiences, skills, and backgrounds fosters a multiplicity of perspectives, which 

is essential for creativity (Gong et al., 2013). Teams with varied expertise are 

better equipped to approach problems from different angles and generate 

innovative solutions. 

2) Assessment Tools: Psychometric testing and situational judgment tests are 

increasingly used to evaluate creative potential during hiring. For example, 

Guilford's Alternative Uses Task and Torrance Tests of Creative Thinking have 

proven effective in assessing divergent thinking capabilities (Kaufman & 

Sternberg, 2010). 

3) Best Practices Example: Google’s structured interview process emphasizes 

problem-solving and divergent thinking by using case-based questions and 

behavioral assessments. These methods enable the identification of candidates 

who can think creatively under pressure (Bock, 2015). 

 Training and Development 

Training and development programs are critical for nurturing employees' creative 

abilities post-recruitment. 

1) Workshops and Simulations: Hands-on activities such as brainstorming 

sessions, role-playing, and creativity workshops help employees practice and 

develop their creative skills in a safe environment (Shalley & Gilson, 2004). 

2) Design Thinking: Many organizations incorporate design thinking principles in 

their training programs to encourage innovative problem-solving. Design thinking 

emphasizes empathy, ideation, and iterative testing, which align well with creative 

thinking (Brown, 2009). 
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3) Best Practices Example: IBM’s "Think Academy" program is a prime example 

of leveraging training for creativity. This initiative fosters innovation by teaching 

employees design thinking and problem-solving skills applicable across various 

business scenarios (Liedtka, 2015). 

 Performance Management 

Performance management systems significantly influence employees' motivation 

to think creatively. 

1) Reward Systems: Recognizing and rewarding innovative contributions 

reinforces the importance of creativity and motivates employees to pursue novel 

ideas (Eisenberger & Aselage, 2009). 

2) Balancing Goals: Setting goals that include both routine tasks and opportunities 

for experimentation ensures that employees can dedicate time to creative 

endeavors without compromising core responsibilities. 

3) Best Practices Example: At 3M, employees are encouraged to spend 15% of 

their work time on personal projects, leading to groundbreaking innovations 

such as Post-it Notes. This policy exemplifies how structured freedom can drive 

creativity (Fry, 2013). 

 Organizational Culture 

Organizational culture serves as a foundational enabler of creativity. 

1) Psychological Safety: Creating an environment where employees feel safe to 

express ideas without fear of criticism or failure is essential. Edmondson (1999) 

highlights that psychological safety is directly linked to team learning and 

innovation. Psychological safety is a cornerstone of fostering creativity and 

innovation within organizations. It refers to creating an environment where 

employees feel safe to express their ideas, take risks, and engage in open dialogue 

without fear of criticism, judgment, or failure. Edmondson (1999) emphasizes that 

psychological safety is crucial for team learning and innovation, as it encourages 

individuals to share diverse perspectives, experiment with new approaches, and 

collaborate effectively. Teams with high levels of psychological safety are more 

likely to voice their opinions, propose unconventional solutions, and address 

potential challenges proactively. 

For instance, Google's "Project Aristotle" found that psychological safety was the 

most significant factor contributing to high-performing teams. Employees in such 
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teams felt comfortable taking risks and admitting mistakes, which led to improved 

problem-solving and innovation (Duhigg, 2016). Furthermore, organizations like 

Pixar and IDEO have institutionalized psychological safety by fostering open 

communication and encouraging constructive feedback during collaborative 

sessions. Leaders play a critical role in nurturing this environment by actively 

listening, validating employee contributions, and demonstrating that mistakes are 

opportunities for growth rather than punitive actions. 

Investing in psychological safety not only enhances creativity but also strengthens 

overall organizational performance. Employees in psychologically safe 

environments are more engaged, resilient, and willing to contribute to the 

organization’s strategic objectives, making it a vital aspect of modern HRM 

practices. 

2) Collaboration and Communication: Open communication channels and cross-

departmental collaboration foster an exchange of ideas, which can lead to 

innovative outcomes. Organizations with siloed structures often struggle to 

cultivate creativity (Fong, 2003). 

3) Best Practices Example: Pixar's culture of radical candor allows employees to 

provide constant feedback, encouraging iterative improvement and creative 

exploration. This approach has contributed to the studio’s success in producing 

innovative and award-winning films (Catmull & Wallace, 2014). 

 Leadership Styles 

Leadership significantly impacts employees' creative behaviors. 

1. Transformational Leadership: Leaders who inspire, challenge, and support their 

teams consistently foster higher levels of creativity. Such leaders create a vision 

that motivates employees to exceed expectations and think innovatively (Bass & 

Riggio, 2006). 

2. Role Modeling: Leaders who model creative thinking and innovative behaviors 

encourage their teams to take creative risks and explore new ideas (Shin & Zhou, 

2003). 

3. Best Practices Example: Elon Musk’s leadership at SpaceX exemplifies how 

visionary leadership drives innovation. Musk’s ambitious goals and commitment 

to problem-solving inspire teams to push the boundaries of aerospace technology 

(Vance, 2015). 
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The findings from this systematic review highlight the critical role HRM practices play in 

fostering creative thinking within organizations. This section delves deeper into the key 

insights, challenges, and opportunities associated with enhancing creativity in the workplace. 

 Key Insights 

The review underscores several critical insights about the relationship between HRM 

and creative thinking: 

1. Balancing Structure with Freedom: 

Creative thinking thrives in environments that provide a balance between structured 

guidance and the freedom to experiment. For example, organizations that establish clear 

objectives while allowing employees the flexibility to explore unconventional solutions see 

higher levels of creativity (Amabile, 1996). Policies like 3M’s “15% time” demonstrate that 

structured freedom encourages innovation without compromising operational goals (Fry, 

2013). 

2. The Pivotal Role of HRM: 

             HRM serves as the backbone for embedding creativity into the organizational 

culture. Recruitment strategies that prioritize diversity, training programs focusing on 

creative problem-solving, and performance systems that reward innovation 

collectively create an ecosystem conducive to creativity. These HRM functions act as 

enablers, ensuring that creativity becomes an integral part of the organizational fabric 

(Shalley & Gilson, 2004). 

3. Impactful Practices  

            Certain HRM practices stand out for their effectiveness. For instance, hiring 

diverse candidates enriches the idea pool, while creativity-focused training, such as 

design thinking workshops, equips employees with the tools they need to innovate 

(Brown, 2009). When combined with leadership styles that model and encourage 

creative risk-taking, these practices yield significant results. 

 Challenges 

Despite its potential, fostering creative thinking within organizations is not without 

challenges: 

1. Balancing Operational Efficiency and Creativity: 

Organizations often face a trade-off between maintaining operational efficiency and 

providing space for creative exploration. The pressure to meet short-term goals can 

lead to an overemphasis on routine tasks, stifling creativity. As Eisenberger and 
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Aselage (2009) noted, fostering creativity requires deliberate efforts to allocate 

resources and time for experimentation. 

2. Resistance to Change: 

Employees and managers may resist creative initiatives due to fear of failure, 

discomfort with ambiguity, or entrenched habits. This resistance can be exacerbated in 

hierarchical organizations where risk-taking is discouraged. Overcoming this 

challenge requires a cultural shift that prioritizes psychological safety and embraces 

change as a pathway to innovation (Edmondson, 1999). 

 Opportunities 

While challenges exist, there are numerous opportunities to enhance creative thinking 

in organizations through HRM: 

1. Leveraging Technology: 

Advancements in technology offer powerful tools to support creativity. AI-driven 

platforms can assist in idea generation, problem-solving, and collaborative innovation. 

For instance, AI tools like ChatGPT and DALL-E provide new ways to brainstorm 

and visualize ideas, enabling employees to think beyond conventional boundaries 

(Boden, 2016). HRM departments can integrate such tools into their training and 

development programs to enhance creative capabilities. 

2. Inclusive HRM Strategies: 

Developing inclusive HRM practices is another significant opportunity. Organizations that 

actively harness the creativity of diverse employee groups benefit from a broader range of 

perspectives and solutions. Inclusion not only fosters a sense of belonging but also creates a 

competitive advantage by leveraging untapped potential within underrepresented groups 

(Robinson & Dechant, 1997). 

 Implications for Practice 

The insights, challenges, and opportunities discussed above suggest actionable steps 

for practitioners: 

1) Designing HRM policies that encourage experimentation while maintaining 

accountability requires balancing freedom to innovate with mechanisms to ensure that 

creative endeavors align with organizational goals. A key approach is providing 

structured freedom, where employees are granted autonomy within defined boundaries. 

For example, flexible schedules, opportunities for personal projects, and open-ended 

tasks allow individuals to explore creative ideas while staying aligned with 
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organizational objectives (Baer & Oldham, 2006). Additionally, fostering a safe-to-fail 

environment is critical. Psychological safety, where employees feel secure taking risks 

and sharing unconventional ideas without fear of criticism, is a foundational element of 

creative cultures (Edmondson, 1999). Companies like Amazon emphasize this through 

their "Day 1" philosophy, which prioritizes continuous innovation, even at the risk of 

failure. Providing resources such as dedicated budgets, time for experimentation, and 

access to cross-functional teams also supports structured creativity. Studies show that 

resource availability, including funding and time, significantly enhances creative output 

(Amabile et al., 2004). 

While encouraging experimentation, accountability must be maintained through clear 

objectives, performance metrics, and regular feedback. Clear objectives help employees 

understand the purpose of creative efforts and ensure alignment with strategic goals. 

Specific and challenging goals, such as generating viable solutions to specific problems, 

have been shown to improve creativity (Locke & Latham, 2002). Moreover, robust 

mechanisms for measuring and rewarding innovative contributions can strengthen 

accountability. For instance, 3M evaluates the commercial success of employee-driven 

innovations and rewards creativity that aligns with organizational goals (Fry, 2013). 

Additionally, feedback loops are essential for refining ideas and keeping employees 

accountable during experimentation. Developmental feedback not only helps improve 

creative projects but also encourages employees to think critically (Zhou, 2003). 

HRM policies should also integrate these principles into broader practices like training, 

performance management, and leadership development. Training programs that teach 

employees how to innovate responsibly, such as IBM’s "Think Academy," are highly 

effective (Brown, 2009). Performance management systems should include metrics for 

evaluating both the process and outcomes of creative endeavors, ensuring that 

contributions align with company goals. Leaders play a pivotal role in guiding creative 

exploration while setting accountability standards. Transformational leadership, which 

emphasizes inspiring innovation and fostering a shared vision, is particularly effective 

in maintaining this balance (Bass & Riggio, 2006). 

Ultimately, HRM policies that strike a balance between encouraging experimentation 

and maintaining accountability enable organizations to foster creativity while achieving 

strategic objectives. By institutionalizing practices like structured freedom, clear goal-
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setting, and constructive feedback, organizations can create environments that empower 

employees to innovate responsibly. 

2) Provide training that integrates emerging technologies and diversity-focused creativity 

models. Integrating emerging technologies and diversity-focused creativity models into 

training programs is a strategic approach to enhancing creative thinking in 

organizations. Emerging technologies such as artificial intelligence (AI), virtual reality 

(VR), and collaborative digital platforms offer new avenues for stimulating creativity 

and fostering innovation. For example, VR-based training can simulate real-world 

problem-solving scenarios, allowing employees to experiment and refine their ideas in 

risk-free environments. Research by Martins and Terblanche (2003) highlights that 

technology-enhanced training improves cognitive flexibility and broadens employees' 

capacity for creative thinking. Similarly, AI-driven tools can provide personalized 

feedback and recommendations, helping employees refine their innovative ideas. 

Equally important is incorporating diversity-focused creativity models into training 

programs, as diverse teams bring varied perspectives, experiences, and problem-solving 

approaches. Research shows that diversity in cognitive styles and cultural backgrounds 

enhances team creativity by enabling the integration of different viewpoints (Hülsheger 

et al., 2009). Training initiatives should emphasize the value of diversity in the creative 

process, encouraging employees to leverage differences as strengths. Programs can 

include exercises that promote cultural intelligence, inclusive communication, and 

collaborative brainstorming across heterogeneous groups. For instance, IBM's diversity-

focused training modules integrate design thinking principles to ensure inclusivity in 

creative problem-solving (Brown, 2009). 

Combining emerging technologies with diversity-focused models creates a synergistic 

effect, enabling employees to harness the full spectrum of available tools and 

perspectives. Organizations can further enhance the impact by offering ongoing support 

and resources, such as access to digital collaboration platforms and mentorship from 

leaders skilled in managing diverse teams. Ultimately, such training initiatives help 

create a culture where creativity thrives, positioning organizations to adapt to complex 

challenges and seize new opportunities in dynamic markets. 

3) Develop leadership programs to cultivate transformational leaders who inspire and 

model creative behaviors. Developing leadership programs to cultivate transformational 

leaders is a critical strategy for fostering creativity within organizations. 
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Transformational leaders inspire their teams by articulating a compelling vision, 

demonstrating innovative thinking, and acting as role models for creativity. Leadership 

development programs should focus on equipping leaders with the skills and mindset to 

inspire, challenge, and support their teams in taking creative risks and exploring 

innovative solutions. For example, these programs can include training modules on 

visionary communication, emotional intelligence, and fostering a culture of 

psychological safety, all of which are core components of transformational leadership 

(Bass & Riggio, 2006). 

Research has consistently shown that transformational leadership is positively 

associated with enhanced creativity among employees. Leaders who encourage 

intellectual stimulation challenge employees to question assumptions, think critically, 

and develop novel solutions (Gong et al., 2009). Additionally, by demonstrating 

individualized consideration, transformational leaders create an environment where 

employees feel valued and supported, which further motivates creative efforts (Jung et 

al., 2003). Leadership programs can incorporate experiential learning techniques, such 

as scenario-based role-playing and mentorship opportunities, to help leaders practice 

these behaviors in realistic settings. 

Moreover, organizations can integrate emerging technologies into leadership programs 

to enhance their effectiveness. For instance, AI-driven platforms can provide real-time 

feedback on leaders' communication styles and decision-making processes, helping 

them refine their approach to inspiring creativity. VR-based simulations can also be 

used to immerse leaders in complex, innovation-driven scenarios, allowing them to 

practice leading diverse teams through creative challenges. Companies like Google and 

Pixar have implemented leadership training initiatives emphasizing transformational 

principles, which have been instrumental in sustaining their innovative cultures 

(Edmondson, 1999). 

By developing transformational leaders through targeted programs, organizations can 

create a ripple effect that permeates the entire workforce, fostering an environment 

where creativity and innovation are integral to daily operations. Such leaders not only 

inspire their teams but also embed creative behaviors into the organizational fabric, 

ensuring sustained competitive advantage. 

4) Invest in creating an organizational culture that values both psychological safety and 

constructive feedback. Investing in an organizational culture that emphasizes 
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psychological safety and constructive feedback is essential for fostering creativity and 

innovation. Psychological safety ensures that employees feel comfortable taking risks, 

sharing novel ideas, and voicing concerns without fear of negative consequences, such 

as ridicule or punishment. Research by Edmondson (1999) highlights that teams with 

high psychological safety are more likely to engage in open communication and 

collaborative problem-solving, both of which are critical for creative endeavors. For 

instance, organizations like Pixar prioritize creating environments where employees are 

encouraged to voice unconventional ideas and challenge the status quo, which has 

contributed to their consistent innovation in storytelling and animation. 

Constructive feedback complements psychological safety by providing employees with 

the guidance and insights needed to refine their ideas and enhance their performance. 

Unlike criticism that focuses solely on shortcomings, constructive feedback emphasizes 

opportunities for growth and improvement, fostering a culture of learning and 

continuous development. Research by Zhou (2003) demonstrates that developmental 

feedback positively influences creativity by helping employees identify areas for 

innovation and encouraging persistence in problem-solving. Regular feedback sessions 

and structured processes, such as after-action reviews or innovation debriefs, allow 

employees to reflect on their creative efforts and learn from both successes and failures. 

Organizations can institutionalize these values by embedding them into HR practices 

and leadership behaviors. Leadership training programs can teach managers how to 

model psychological safety by actively listening, acknowledging diverse perspectives, 

and normalizing the learning potential of failure. For example, Google's "Project 

Aristotle" identified psychological safety as the most important factor in team success, 

leading the company to emphasize these principles across its teams (Duhigg, 2016). 

Similarly, feedback training can equip leaders and peers with skills to deliver 

constructive input effectively, ensuring that it motivates employees rather than 

discourages them. 

Investing in these cultural elements requires sustained effort and resources but delivers 

significant returns in terms of employee creativity, engagement, and overall 

organizational performance. A culture that values psychological safety and constructive 

feedback not only supports innovative thinking but also strengthens collaboration and 

adaptability, ensuring long-term competitiveness in dynamic markets. 
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RECOMMENDATION AND CONCLUSIONS 

 Recommendation 

Based on the findings, several practical steps can be taken to embed creativity into 

organizational processes effectively: 

1. Develop Comprehensive HRM Policies Prioritizing Creativity as a Core Competency 

HR departments should craft policies that explicitly prioritize creativity as a key 

organizational value. This includes embedding creativity criteria in job descriptions, 

performance evaluations, and career development plans. By aligning HR policies with 

strategic goals for innovation, organizations can ensure a consistent focus on fostering 

creativity across all levels (Amabile, 1996). For instance, implementing psychometric 

testing for creative potential during recruitment or mandating creativity workshops as 

part of onboarding can institutionalize creativity. 

2. Invest in Leadership Development Programs Emphasizing Transformational 

Leadership 

Organizations should develop training programs that equip leaders with skills to inspire 

and facilitate creativity. Transformational leadership, which involves inspiring a shared 

vision, fostering innovation, and challenging traditional practices, has been consistently 

linked to higher levels of employee creativity (Bass & Riggio, 2006). Companies can 

adopt simulation-based leadership training to help managers practice leading in 

scenarios that require creative problem-solving. 

3. Regularly Evaluate and Refine Reward Systems to Ensure They Encourage Creativity 

Performance management systems should be evaluated periodically to ensure they 

incentivize innovative behaviors. Rewards can take various forms, from monetary 

bonuses for successful creative projects to public recognition of contributions that drive 

innovation (Eisenberger & Aselage, 2009). Example: Organizations can introduce 

innovation challenges where employees compete to present and implement creative 

ideas, with rewards tied to project outcomes. 

 Future Research 

While significant progress has been made in understanding the interplay between HRM 

and creativity, several areas remain underexplored: 

1. Explore the Role of Hybrid Work Environments in Fostering Creativity 

The rise of hybrid work models, combining in-office and remote work, presents new 
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opportunities and challenges for fostering creativity. Future studies could investigate 

how flexible work arrangements influence collaboration, ideation, and creative output. 

1) Research questions: 

a) Do virtual collaboration tools facilitate or hinder creativity compared to in-

person brainstorming? 

b) How can HRM strategies be adapted to support creative thinking in hybrid work 

environments? 

2) Initial insights suggest that hybrid setups can enhance creativity by offering a mix 

of focused individual work and collaborative group interactions (Bloom et al., 

2015). 

2. Investigate Cross-Cultural Differences in HRM Practices for Enhancing Creativity 

Creativity is influenced by cultural contexts, and HRM practices effective in one culture 

may not translate seamlessly to another. Future research should explore how cultural 

dimensions, such as individualism vs. collectivism or high vs. low power distance, 

shape the relationship between HRM and creativity (Hofstede, 1984). 

1) Research questions: 

a) How do collectivist cultures approach team-based creativity compared to 

individualistic cultures? 

b) What leadership styles are most effective in promoting creativity across 

different cultural settings? 

2) Cross-cultural comparisons can offer insights into tailoring HRM practices for 

multinational organizations. 

 Conclusions 

By implementing HRM strategies that prioritize creativity and addressing gaps through 

targeted research, organizations can stay competitive in a rapidly evolving market. 

Future studies on hybrid work and cultural variations will further enrich the 

understanding of how to foster creativity in diverse organizational contexts. 
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