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1. Introduction
Albert Einstein rightly said, “If you always do, 
what you always did, you will always get, what you 
always got”. In order to do something differently, 
innovation is of prime importance. From Cave men to 
industrialists, Bullock Carts to Ford Model T, human 
beings have progressed only because of their ability 
to innovate, which distinguishes them from other 
species on the planet. Stepping into 22nd Century, has 
pushed mankind into an era of accelerated change, 
with Artificial Intelligence, Automations, Start Up, 
Blockchain disrupting the business world, sustenance 
is only possible with constant innovation.

For individuals to survive in this world of constant 
change it is of importance, that specific skills leading 

to innovation and Innovative Work Behavior of 
individuals in an organization can be identified, 
assessed and nurtured, which prompted the researchers 
to undertake research in the Indian IT/Knowledge 
Industry. Knowledge industries are those industries 
which are based on their intensive use of technology 
and/or human capital. While most industries are 
dependent in some way on knowledge as inputs, 
knowledge industries are particularly dependent on 
knowledge and technology to generate revenue. Some 
industries included in this category are education, 
consulting, finance, insurance, health service, and 
communications. For the purpose of this research, 
the term IT/Knowledge Industry would be used 
interchangeably.
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Forbes surveyed about 1000 professionals at EY, during 
which employees stated that they were adapting to 
disruption but felt that innovation was not bringing 
any change to their own jobs. More than half of the 
respondents said, that they were still focused on their 
daily jobs. From a talent perspective, companies are 
missing potential opportunities to engage employees, 
hence Identification of Innovative Work Behavior 
and traits leading to the same in individuals, will help 
organization to bridge the talent gap between the right 
role and the right fit. The innovative traits identified in 
potential recruits will guide organizations to make the 
right decision while selecting an individual for a thought 
provoking role – a role which quests their eagerness 
to bring change and newness in a particular function, 
department or domain and hence make a difference, 
and will also help organization to retain talent. While 
studying the literature already available on the topic of 
Innovative Work Behavior, the researchers identified 
that there have been many studies on how an innovative 
personality should be, but none of the studies have shown 
correlation between discovery skills and Innovative work 
behavior, especially in the context of Indian IT industry. 
Also, no correlation has been established between depth 
and breadth of exposure to domain/technology/area/
function and Innovative Behavior of individuals.

Hence, with this research, the researchers aim to delineate 
the skills from the literature that lead to Innovative 
Work Behavior (IWB) within individuals working in 
IT/Knowledge Industry and identify the relationship 
between these skills and the IWB. The researchers aim 
to accomplish the above-mentioned objective using 
regression analysis as a statistical tool for validating 
the proposed relationship. The research paper has been 
broadly divided into the following sections: Literature 
Review, followed by Research Hypothesis Development, 
Data Analysis and Findings and lastly Conclusions and 
Limitations.

2. Literature Review
2.1  Innovation and Creativity: The 

Definition
Innovation and creativity are phenomenon, where 
talking about one and leaving out the other would 

be inappropriate. Creativity leads to innovation and 
hence in this Literature Review, the researchers make a 
mention about both the phenomena.

Mihaly Csikszentmihalyi in his book “Creativity: Flow 
and the psychology of Discovery and Invention” talks 
about creativity and innovation interchangeably and 
describes creativity as some sort of mental activity, 
an insight that occurs between a person’s thought 
and a sociocultural context. The author mentions that 
creativity can be observed only in a system made up of 
three main parts i.e. 1) Domain: Domains are usually 
nested in what we call as the culture, or the symbolic 
knowledge shared by particular society or by humanity 
as a whole, 2) Field, which includes all the individuals 
who act as gatekeepers to the domain and 3) Person, the 
creative individual. Johansson in his book The Medici 
Effect talks about Innovation being extremely practical. 
The aim is to produce results. Therefore, according to 
Medici, creativity occurs when individuals take actions 
within the society. Without Social validation, a concept 
cannot be associated with innovation (Johansson, 2004).

However, Lewis and Taylor in their research on ‘How 
does Creativity Complement Today’s Currency of 
Innovation?’ discuss that Innovation is not the same as 
creativity. Innovation is structured creativity focused on 
producing an innovative product, service, or system. It 
is a “practical creativity.” Although related, creativity 
and innovation are distinct and different. Creativity is a 
subcomponent of innovation. Innovation is a process that 

Figure 1. From divergence to convergence (Lewis & 
Wright, 2012).
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involves moving from divergent ideas to a convergent 
solution (Figure 1). In this definition creativity is a 
measure that can be applied to divergence. Creativity 
can be thought of as the starting point for innovation. 
Consequently, creativity and innovation should be 
assessed differently (Lewis & Wright, 2012).

Innovative behavior has multiple facets that unfold over 
time. Typically, idea generation and subsequent idea 
implementation are differentiated as the main building 
blocks of innovation (Krause 2004; Bledow et al., 
2009). Innovation is also social in nature, such as when 
others need to be influenced and convinced about the 
value of an idea or their help needs to be mobilized to 
implement novel ideas. Refer to Appendix III for better 
understanding of conceptualization of innovation from 
different perspectives. Refer to Table 14 in Annexures 
for a summary of all definitions.

2.2  Innovation and Creativity: 
The Personalities

Mihaly Csikszentmihalyi in his book “Creativity: Flow 
and the psychology of Discovery and Invention” in 
his book talks about 3 kinds of creative individuals; 
1) Brilliant Conversationalist, a person with varied 
interests and quick mind 2) Personally Creative, refer to 
people who experience the world in novel and original 
ways, 3) Extremely Creative Individuals, Individuals 
like Einstein, Picasso and Edison, who have changed the 
culture in some important ways. He says that creative 
personalities are driven by a few traits, the first trait 
perhaps is the genetic pre-disposition for interest in a 
domain. He uses ten pairs of characteristics to describe 
them. Refer to the (Table 1) for pairs of characteristics.

Kirton in his research on Innovators and Adaptors 
suggests that people can be located on a continuum 
of cognitive style, ranging from adaptor to innovator, 
dependent on the characteristic mode in which they 
solve problems (create or make decisions). The Kirton 
Adaption-Innovation Inventory (KAI) is the measure 
devised to locate respondents on this continuum. Xu 
and Tuttle in their research on Adaption – Innovation 
at work talk about a new approach of nine item AI-W 
scale of assessing Innovator and Adaptor. 

Dye, Gregersen and Christensen in their research paper 
‘The Innovator’s DNA’ suggests that there are 5 major 
skills that come into play while Innovation occurs i.e. 
Associating, Questioning, Observing, Experimenting 
and Networking. 1) Associating, or the ability to 
successfully connect seemingly unrelated questions, 
problems, or ideas from different fields, is central to 
the innovator’s DNA. 2) Questioning: Innovative 
Individuals tend to question the status quo and tend to 
spend a lot of time thinking the ‘What Ifs’. Imagining 
Opposites and embracing constraints are one of the 
key characteristics of Innovator’s DNA. 3) Observing: 
Innovators carefully, intentionally, and consistently 
look out for small behavioral details—in the activities 
of customers, suppliers, and other companies—
in order to gain insights about new ways of doing 
things. 4) Experimenting: As executives of innovative 
enterprises, they make experimentation central to 
everything they do. 5) Networking: Devoting time and 
energy to finding and testing ideas through a network 
of diverse individuals gives innovators a radically 
different perspective. Unlike most executives—who 
network to access resources, to sell themselves or 
their companies, or to boost their careers—innovative 
entrepreneurs go out of their way to meet people with 
different kinds of ideas and perspectives to extend 
their own knowledge domains (Dyer, Gregersen, & 
Christensen, 2009).

2.3  Innovation and Creativity: The Power 
of Integration and Intersection

Frans Johansson says in his book ‘The Medici Effect’ 
mentions about the phenomenon of intersection of 
fields and the generation of ideas from them. He 

Table 1. Mihaly’s characteristic pairs – creative individuals.
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mentions about 2 types of innovations 1) Directional 
Innovation and 2) Intersectional Innovation. When 
one works at the intersection, one combine concepts 
between multiple fields, generating ideas that leap 
in new directions. He mentions, the best chance to 
innovate lies at the intersection. Intersection happens 
due to 2 things. There are two main types of random 
combinations involved in generating creative ideas. 1) 
“Flash-in-the-sky serendipity”, happens while we are 
trying to solve a problem. 2) Random combinations, 
are “prepared mind discoveries.” They happen when 
people with a “prepared mind” encounter a phenomenon 
they had not set out to find. This needs a “prepared 
mind” because this observation could easily be missed 
unless one is prepared to understand its significance 
(Johansson, 2004).

Roger Martin in his book ‘The Opposable Mind’ 
calls out the power of Integrative Thinking. He says 
that true innovators can hold 2 contradictive thoughts 
in their mind at one time and then work through the 
unique strengths and challenges of each to create an 
even better third option. Integrative Thinking shows 
the way beyond either-or and it comes to one solution 
without disregarding the advantages of other solutions 
(Martin, 2009).

In one of the articles, Barry Gilbert mentions that 
Innovation occurs at a triple intersection. Knowledge 
is essential to human progress. When Knowledge, 
Opportunity and Anticipation intersect, the magic of 
Invention occurs. But only when this leads to products 
in the service of community does the result deserve to 
be called Innovation (Gilbert, 2002).

2.4 Creativity and Innovation: Impact of 
Different Experiences
Frans Johansson in his book mentions the importance 
of varied experience for intersectional ideas. The key 
here is Diversity. If generating cross-sectional ideas is 
related to increase in randomness, then introducing it 
intentionally into our thought process makes perfect 
sense. An effective way to be moving between jobs, 
switching fields or sub domains every 2 years, however 
one must strike a balance between a) Depth and breadth 

b) Generating many ideas actively c) Taking time for 
evaluation. (Johansson, 2004)

Knowing only a little about the concepts in the different 
domains, would help us in making up the intersection 
and help us in being ahead in the game. High amount 
of expertise can solidify the possible barriers within 
fields. However, expertise is needed to focus and 
generate new ideas. (Johansson, 2004)

Gabrielsson and Politis in their research find out that 
the strongest predictor of new business idea generation 
is a learning mindset. They find that functional work 
experience breadth favors the business idea generation 
while work experience depth has a negative correlation 
with business idea generation. (Gabrielsson & Politis, 
2012). Wikipedia carried out a research on Criteria 
of Innovativeness and Creativity in Start-Ups and 
Innovative Entrepreneurship across employees who 
are a part of a Talent program in Cheqke Republic 
(Wikipedia, n.d.). Statistically significant differences 
between the age category and creativity (p = 0.048) 
and the length of job history and the creativity are 
seen upon demonstration with Job Performance. 
Also, an additional role is played by education in 
innovativeness. Reduced Creativity may be seen due 
to teaching of standardized thinking in Universities 
(Vnoučková, 2018).

3.  Research Hypothesis and 
Methodology

Human Resource is the biggest and the most precious 
wealth for an IT industry. The skills of these individuals 
is what matters the most. In order to evaluate, check 
and question; the kind of profile and the characteristics, 
which lead to higher innovative behavior the following 
hypothesis are proposed.

H1: Innovative Work Behavior increases with the 
increase in depth of experience in at least two of the 
Areas/Technologies/Functions/Domains.

H2: Innovative Work Behavior increases with the 
increase in the level of Discovery Skills (Associating, 
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Networking, Experimenting, Questioning and 
Observing) in an individual.

Since there has been less work previously in this domain 
(Refer to Annexure III), the researchers intended to 
go for Exploratory Research, and utilize the various 
researches done in the past, take lessons from it and 
bring out certain new dimensions for the field of IT/
Knowledge Industry. The extensive literature available 
had to be tested in an IT Industry Scenario, for which an 
evidence based Empirical research has been conducted 
using Quantitative Research Methodology in IT/
Knowledge Industry taking into account the variant 
Inventories/Questionnaires available that dealt with 
Innovative/Creative thinking and Innovative Work 
Behavior.

Stephen and Luke in their research mention about six 
key facets of innovative behavior that should lead 
to innovation outputs. In this research, they suggest 
that employee innovative behavior is a multifaceted 
construct that reflects key aspects of innovation and they 
evaluate it with an inventory consisting of 6 factors – 
idea generation (3 items), idea search (4 items), idea 
communication (4 items), implementation starting 
activities (3 items), Involving Others and Overcoming 
Obstacles (9 items), innovation outputs (3 items), and 
key contextual influences on employee innovative 
behavior (Luke & Stephen, 2016). Dorenbosch and van 
Engen cross refer Janssen work on Innovative Work 
Behavior (IWB) wherein they discuss that IWB is a 
complex behavior consisting of four interrelated sets of 
behavioral activities, namely (1) problem recognition 
(3 items), (2) idea generation (3 items), (3) idea 
promotion (3 items) and (4) idea realization (3 items) 
(Dorenbosch, Engen, & Verhagen, 2005). According 
to Mihaly, a creative process involves 5 steps, (1) 
Preparation: Becoming immersed in something which 
arouses curiosity; (2) Incubation: Phase where ideas 
churn out below the threshold of consciousness (3) 
Insight: The moment which is the ‘Aha’ Moment 
(4) Evaluation: Where in the person decides which 
insight is worth pursuing (5) Elaboration: The phase 
of implementation which requires the maximum time 
(Csikszentmihalyi, 2007).

Measures
The Innovative Skills of the individuals have been 
measured for this study using scales from available 
literature such as KAI (Kirton’s Adaptor Innovator 
Inventory) consisting of 33 items, expressing 3 
factors Conformity (13 items); Efficiency (7 items); 
Originality (13 items) and Innovator’s DNA, 
wherein the researchers could get access to the mini 
Questionnaire available in the book named (Dyer, 
Gregersen, & Christensen, 2019) mentioning 20 
questions expressing 2 Skills – Discovery (5 factors – 
Associating; Questioning; Networking; Observing and 
Experimenting) and Delivery Skills.

While Creating the Inventory for this research, 13 
items corresponding to Innovative Work Behavior were 
selected from already validated Janssen’s inventory and 
Stephen and Luke’s inventory; 20 items corresponding 
to Innovative Skills of Individuals which were selected 
from already validated Innovator’s DNA inventory (10 
items); The Big Five Personality Test (5 items); Kirton 
Adaption Inventory (3 items); MBTI Inventory (2 items). 
The Inventory consisted of 7 items, to know about Age 
Group (1 item); Work Experience (2 items); Hobbies (2 
items); Grasping new Technologies (2 items). In total 
the Inventory consisted of 40 items. All the Questions 
for Innovator’s DNA and Innovative Work Behavior 
were asked to be rated on a 5-point Liker Scale. The 
Labels used for Innovator’s DNA were Strongly Agree; 
Agree; Neutral; Disagree and Strongly Disagree; while 
the labels used for Innovative Work Behavior were 
Always; Often; Sometimes; Rarely and Very Rarely. 

Data Collection and Sampling
The Questionnaire was created on an Internal Tool 
called Communication Builder and was shared with the 
sample using E-Mail. The sampling technique used in 
this study is a cluster sampling technique, wherein the 
Sample was divided into 2 clusters of Highly Innovative 
and Highly Non-Innovative Individuals. The Clustering 
was done by asking the managers of the population, to 
nominate 3 Highly Innovative and 3 Non-Innovative 
Individuals from their teams. The inventory was sent 
to 75 Innovative and 75 Non-Innovative Individuals; 
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Out of which the researchers were able to gather 50 
responses on the innovative side and 50 on the Non-
Innovative Side. The Distribution of both the samples 
basis gender location and grades is shown in (Figure 2).

4. Data Findings and Analysis
4.1 Reliability Analysis
As per (Table 2), the alpha value for 40 items 
corresponding to IDNA and IWB is .9, implying that 
the data is highly reliable for innovators and as per 
(Table 8), the alpha value for 40 items corresponding to 
IDNA and IWB is .75 implying that the data is reliable. 
While comparing the Mean for both the clusters, a 
clear difference in the Innovator’s DNA and Innovative 
Work Behavior can be seen. Refer to (Tables 15 and 
16) for better understanding.

4.2 Factor Analysis – Innovators
As per the Harvard Framework of Innovator’s DNA, 
the framework comprises of 5 major factors i.e. 
Associating, Questioning, Observing, Networking and 
Experimenting. However, when the same framework 
was applied to 50 individuals of Indian IT organization 
and a Principal Component Analysis with varimax 
rotation was conducted, 6 factors were observed. 
The 6th factor has been named as Non-Conformity 
and correlates with only one item on the inventory. 
The Table mentions the items corresponding to each 
factor. Only those items, where the factor loading was 
more than .5, have been considered corresponding to 
that factor. Only in case of items IDNA 1 and IDNA 
4, the factor to which the correlation of the item was 
maximum has been considered.

Factors Eigen Values Items

Questioning 6.562
IDNA_3; IDNA_5; IDNA_13; 
IDNA_2; IDNA_10; IDNA_16

Experimenting 2.033
IDNA_18; IDNA_11; IDNA_17; 
IDNA_12; IDNA_6

Networking 1.659 IDNA_19; IDNA_20; IDNA_4

Observing 1.285
IDNA_14; IDNA_8; IDNA_15; 
IDNA_1

Associating 1.188 IDN_9

Non-Conformity 1.098 IDNA_7

Refer to Table 3 for details on the factor loads for each 
of the factors and items and Annexure I to view the 
inventory and items

As per Janssen, the Innovative Work Behavior consists 
of 3 factors, Idea generation, communication and 
realization, however when the questionnaire was 
exposed to 50 individuals of the Indian IT Industry, 
and a Principal Component Analysis was done with 
varimax rotation, 4 factors were identified. The Table 
mentions the items corresponding to each factor. Only 
those items, where the factor loading was more than 
.5, have been considered corresponding to that factor. 
Only in case of IWB_12 and IWB_6; the factors 
corresponding to the maximum factor loadings were 
selected.

Factors Eigen Values Items 

Idea Generation 1.483 IWB_5; IWB_2; IWB_9; IWB_6

Idea Communication 1.218 IWB_1; IWB_12; IWB_13

Idea Realization 4.698
IWB_7; IWB_8; IWB_3; IWB_10; 
IWB_4

Idea Correlation 1.068 IWB_11

Figure 2. Distribution of both the samples basis gender location and grades.
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Refer to Table 4 for details on the factor loads for each 
of the factors and items and Annexure I to view the 
inventory and items

4.3 Factor Analysis – Non-Innovators
As per the Harvard Framework of Innovator’s DNA, 
the framework comprises of 5 major factors i.e. 
Associating, Questioning, Observing, Networking and 
Experimenting. However, when the same framework 
was applied to 50 Non – Innovators of Indian IT 
organization and a Principal Component Analysis 
with varimax rotation was conducted, 9 factors were 
observed. Since 9 factors, were difficult to accommodate 
for a regression analysis, 6 factors were retained, 
by selecting the respective options in SPSS. The 6th 
factor has been named as Non-Conformity in order to 
maintain consistency. The below table mentions the 
items corresponding to each factor. Only those items, 
where the factor loading was more than .45, have been 
considered corresponding to that factor. Only in case of 
items IDNA 4, the factor to which the correlation of the 
item was maximum has been considered.

Factors Eigen Values Items

Networking 3.735
IDNA_17, IDNA_18, IDNA_19, 
IDNA_20, IDNA_7, IDNA_4

Observing 2.255 IDNA_11, IDNA_12, IDNA_9

Associating 1.605 IDNA_14, IDNA_15, IDNA_8

Questioning 1.580 IDNA_5, IDNA_6

Experimenting 1.556 IDNA_1, IDNA_3, IDNA_16

Non-Conformity 1.379 IDNA_2, IDNA_13, IDNA_10

Refer to Table 9 for details on the factor loads for each 
of the factors and items and Annexure I to view the 
inventory and items

As per Janssen, the Innovative Work Behavior consists 
of 3 factors, Idea generation, communication and 
realization, however when the questionnaire was 
exposed to 50 Non-Innovative individuals of the Indian 
IT Industry, and a Principal Component Analysis was 
done with varimax rotation, 4 factors were identified. 
The Table mentions the items corresponding to each 
factor. Only those items, where the factor loading was 
more than .5, have been considered corresponding 

to that factor. Below mentioned table gives items 
correlating to the respective factors.

Factors Eigen Values Items 

Idea Communication 4.178 IWB_3, IWB_8, IWB_9, IWB_10

Idea Generation 1.960
IWB_2, IWB_4, IWB_5, IWB_6, 
IWB_12

Idea Realization 1.331 IWB_11, IWB_13

Idea Correlation 1.047 IWB_1, IWB_7

Refer to Table 9 and 10 in Annexure II for details on 
the factor loads for each of the factors and items and 
Annexure I to view the inventory and items for Non-
Innovative Individuals

4.4 Regression Analysis – Innovators
A stepwise linear regression analysis was conducted 
between Innovator’s DNA as a dependent variable 
and all the demographic values i.e. Age; Years of 
Work Experience; Different Departments of Work 
Experience; Different Types of Interest Areas; Years 
of Exposure to an Interest Area; Different types 
of Technologies a person has learnt and the level 
of Exposure to these technologies. The regression 
analysis using the data points in an Indian IT context 
showed that there is a significant relationship between 
Innovative Skills of an individual and depth of 
exposure to one Interest area such as Arts, Literature, 
Photography and many others. When the regression 
analysis was carried between Innovative Work 
Behavior and various demographic Factors, it was 
observed that a significant relationship exists between 
Exposure to different types of Technologies and 
Innovative Work Behavior of an Individual. Hence 
it can be said that while keeping eagerness towards 
one Interest Area/Hobby of individual might lead to 
an individual being highly innovative; exposure to 
various kinds of technologies and the eagerness to 
learn the same would lead to an increased innovative 
work behavior. Refer to (Tables 5 and 6), to view the 
coefficient Matrix. Hence in this research the null 
hypothesis. H1: Innovative Work Behavior increases 
with the increase in depth of experience in at least two 
of the Areas/Technologies/Functions/Domains must 
be rejected.
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H2: Innovative Work Behavior increases with the 
increase in the level of Discovery Skills (Associating, 
Networking, Experimenting, Questioning and 
Observing) in an individual.

While using Regression Analysis by taking Innovator’s 
DNA as independent and Innovative Work Behavior 
as Dependent, it has been observed that a significant 
positive relationship exists between the two variables, 
and by considering the coefficients summary table, the 
equation can be deciphered.

Innovative Work = .535(Innovator’s DNA) +
Behavior 1.989 

After this a stepwise regression, between Innovative 
Work Behavior and Discovery Skills (Associating, 
Networking, Experimenting, Questioning and Observing 
and Non-Conformity) helped us find that a significant 
relationship exists between Questioning and Associating 
factors of Innovator’s DNA, contributing to Innovative 
Work Behavior and giving rise to the equation.

Innovative Work = 0.183(IDNA_Associating)
Behavior  +.287(IDNA_Questioning) + 

2.231

Hence this proves our hypothesis that innovative Work 
Behavior increases with the increase in discovery 
skills of an individual particularly Questioning and 

Associating skills, hence the null hypothesis H2 is 
accepted.

4.5 Regression Analysis – Non-Innovators
A stepwise linear regression analysis was conducted 
between Innovator’s DNA as a dependent variable 
and all the demographic values i.e. Age; Years of 
Work Experience; Different Departments of Work 
Experience; Different Types of Interest Areas; Years 
of Exposure to an Interest Area; Different types 
of Technologies a person has learnt and the level 
of Exposure to these technologies. The regression 
analysis using the data points in an Indian IT context 
for Non-Innovative Individuals showed that there is 
no significant relationship between Innovative Skills 
of an individual and any demographic variable. When 
the regression analysis was carried between Innovative 
Work Behavior and various demographic Factors, it 
was observed that no significant relationship exists 
between any demographic factors and Innovative Work 
Behavior of an Individual. Refer to (tables 11 and 12) 
to view the coefficient Matrix. Hence in this research 
the null hypothesis. H1: Innovative Work Behavior 
increases with the increase in depth of experience in 
at least two of the Areas/Technologies/Functions/
Domains must be rejected.

H2: Innovative Work Behavior increases with the 
increase in the level of Discovery Skills (Associating, 
Networking, Experimenting, Questioning and 
Observing) in an individual.

While using Regression Analysis by taking Innovator’s 
DNA as independent and Innovative Work Behavior 
as Dependent, it has been observed that a significant 
positive relationship exists between the two variables, 
and by considering the coefficients summary table, 
the below equation can be deciphered even for Non 
Innovators in an Indian IT Context. 
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Innovative Work =  .441(Innovators_DNA) +
Behavior  2.300

After this a stepwise regression, between Innovative Work 
Behavior and Discovery Skills (Associating, Networking, 
Experimenting, Questioning and Observing and Non-
Conformity) helped us find that a significant relationship 
exists between Observing factor of Innovator’s DNA, 
contributing to Innovative Work Behavior and giving rise 
to this equation 

Innovative Work = 0.323(IDNA_Observing) +
Behavior  2.680

Hence, this proves our hypothesis that innovative Work 
Behavior increases with the increase in discovery skills 
of an individual particularly Observing Skills in case 
of Non-Innovators, hence the null hypothesis H2 is 
accepted.

4.6 Analysis in AMOS – Innovators

The regression analysis in AMOS helped the researchers 
finds the above-mentioned Framework. The framework 

showcases that Innovator’s DNA is composed of 6 
factors i.e., Associating, Experimenting, Networking, 
Observing, Questioning and Non-Conformity. There is a 
strong correlation between networking and questioning. 
Out of these factors, Questioning and Experimenting 
seem to be the most prominent factor in an individual 
who is highly innovative. The relationship between 
Innovator’s DNA and Innovative Work Behavior is 
positive and strong implying that anyone who has 
the DNA of an Innovator composed of Discovery 
Skills will lead to showcasing of that kind of behavior 
professionally as well. The Innovative Work Behavior 
showcases a very strong correlation with idea Generation 
and Realization, which implies that generation and 
implementation of all ideas lead to innovative work 
behavior. Refer (Table 7) in Annexure II.

4.7 Non-Innovators

The regression analysis in AMOS for Non-
Innovative Individuals helped the researchers finds 
the above-mentioned Framework. The framework 
showcases that Innovator’s DNA in case of Non-
Innovators is composed of 4 factors, Non-Conformity, 
Experimenting, Questioning and Experimenting. 
There is a strong correlation between networking and 
questioning and Non-Conformity and Experimenting. 
Out of these factors, Questioning and Experimenting 
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seem to be the most prominent factor in an individual 
who is highly innovative. The relationship between 
Innovator’s DNA and Innovative Work Behavior is 
positive and strong implying that anyone who has the 
DNA of an Innovator composed of Discovery Skills 
will lead to showcasing of that kind of behavior as 
well. The Innovative Work Behavior showcases a very 
strong correlation with idea Generation and Realization, 
which implies that generation and implementation 
of all ideas lead to innovative work behavior. Refer 
(Table 13) in Annexure II.

5. Conclusions and Limitations
The framework achieved using AMOS, has only 
been tested in the Indian IT context and has not been 
evaluated in other geographies or industries. The 
research sample in the research was restricted to 100 
employees in majorly 4 states of India i.e. Mumbai, 
Pune, Hyderabad and Bangalore, hence the research 
has not been extended to other zones such as eastern 
and northern zones of India. However, the research 
has drawn, collated and inferred many frameworks 
and ideas from the researches done in the past. 
Using the Innovator’s DNA research by Harvard and 
Innovative Work Behavior by Janssen; the researchers 
was able to draw out uniqueness, in the IT industry. 
The research has contributed to academia by giving 
a perspective of the 6th factor in Innovator’s DNA 
research and 4th factor in Innovative Work Behavior 
research. The new perspective of correlation between 
discovery skills and innovative work behavior in an IT 
Context has been deciphered during this research. The 
research has contributed to the researchers by bringing 
together lots of various concepts about innovation on 
one research paper. The research has contributed to 
the industry by showcasing the importance of these 
innovative skills and how an inventory can be uses to 
assess the innovative personality traits of a potential 
employee. Further to the scope, the future researchers 
can verify the provided framework in other industries/
geographies and showcase a comparison between each 
of them. The mediation and Moderation effects of 
learning or growth mindset leading to innovation can 
also be studied which currently have not been explored 
in this paper. The research can also be extended to 

organization culture and managerial attributes to test 
how the relationship between skills and work behavior 
gets impacted by the factors of the ambience.
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Annexure I: Inventory Created

INVENTORY
S No. Questions Citations
1 Select Your Age Group Demographic Questions

a) 25 or Less Than 25 ; b) 25 to 35(Including 35) ; c) 36 to 45(including 45) ; 46 to 55(including 55) ; more than 
56

2 Select Your Work Experience

a) 0 to 5 years ; b) 5 to 10 years; c) 10 to 15 Years ; d) 15 to 20 years ; e) more than 20
3 How do you spend 10% of your free time ?

a) Dance ; b)reading ; c) Photography ; d) Cooking ; e) Reading ; f) Writing Literature ; g) Art ; h) Others
4 How Many Years have you been exposed to the above mentioned Hobby

a) 0 to 2 years ; b) 2 to 4 years; c) 4 to 6 Years ; d) 6 to 8 years ; e) more than 8
5 In the last 2 years, how many technologies have you learnt

a) 0 to 2 ; b) 2 to 4 ; c) 4 to 6 ; d) 6 to 8 ; e) more than 8
6 Out of the above-mentioned technologies, for how many would you rate your understanding of 8 on a scale of 10

a) 0 to 2 ; b) 2 to 4 ; c) 4 to 6 ; d) 6 to 8 ; e) more than 8
7 Select from the below options, different departments that you have worked in

a)Gen Management & Strategy ; b)Legal ; c)Finance ; d)Technology ; e) Sales & Marketing

Innovator’s DNA
S No. Questions Citations
1 I understand things quickly The Big Five Personality Test
2 I am indigenious and a deep thinker The Big Five Personality Test
3 Frequently, my ideas or perspectives diverge radically from the perspective of my colleagues, peers and superiors (Dyer, Gregersen, & Christensen, 2019)
4 I often find solutions to problems by drawing on solutions or ideas developed in other industries, fields or 

disciplines
(Dyer, Gregersen, & Christensen, 2019)

5 I regularly ask questions that challenge the status quo (Dyer, Gregersen, & Christensen, 2019)
6 I Frequently ask ‘what if’ questions that provoke exploration of new possibilities and frontiers (Dyer, Gregersen, & Christensen, 2019)
7 I Never seek to bend or break the rules  (TAYLOR, 1989)
8 I prefer colleagues who never ask questions and avoid taking risks  (TAYLOR, 1989)
9 New Ideas often come to me, when I am directly observing how people react towards products and services (Dyer, Gregersen, & Christensen, 2019)
10 I like to reflect a lot The Big Five Personality Test
11 I actively seek to identify emerging trends in my domain of work, by reading books, articles, magazines, books and 

so on
(Dyer, Gregersen, & Christensen, 2019)

12 I regularly observe the activities of customers, suppliers or other oranisations to get new ideas about areas of 
improvement

(Dyer, Gregersen, & Christensen, 2019)

13 I frequently experiment to create a newer way of doing things (Dyer, Gregersen, & Christensen, 2019)
14 I have difficulty understanding abstract ideas The Big Five Personality Test
15 I do not have good imagination The Big Five Personality Test
16 I always think of something new and different than what already exists  (TAYLOR, 1989)
17 I regularly talk with diverse set of people to find and define new rules for an area/process of work (eg from 

different functions, different geographies, different industries)
(Dyer, Gregersen, & Christensen, 2019)

18 I attend conferences (in my areas of expertise as well as unrelated areas) to meet new people and understand 
what issues they are facing

(Dyer, Gregersen, & Christensen, 2019)

19 I am seen as “outgoing” or as a “people person.”  (coordinator@myersbriggs.org, 2019)
20 I feel comfortable in groups and like working in them.  (coordinator@myersbriggs.org, 2019)

Innovative Work Behaviour
S No. Questions Citation
1 I try new ways of doing things at work (Luke & Stephen,2016)
2 When I have a new idea, I try to involve people who are able to collaborate on it. (Luke & Stephen,2016)
3 I ensure acquiring approval for new ideas (Janssen, 2000)
4 When something does not function well at work, I try to find new solution. (Luke & Stephen,2016)
5 I prefer work that requires original thinking (Luke & Stephen,2016)
6 I try to get new ideas from colleagues or business partners. (Luke & Stephen,2016)
7 I usually do not finish until I accomplish the goal (Luke & Stephen,2016)
8 I try to involve key decision makers in the implementation of an idea (Luke & Stephen,2016)
9 I evaluate the utility of new ideas (Janssen, 2000)
10 I am able to persistently overcome obstacles when implementing an idea (Luke & Stephen,2016)
11 Many ideas I came up with are implemented in our organization. (Luke & Stephen,2016)
12 I develop suitable plans and schedules for the implementation of new ideas. (Luke & Stephen,2016)
13 I have been often successful at work in implementing my ideas and putting them in practice (Luke & Stephen,2016)
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Annexure II: Data Analysis and Findings

Table 2. Reliability statistics

Reliability Statistics

Cronbach’s Alpha
Cronbach’s Alpha Based on 

Standardized Items N of Items

.888 .901 40

Table 3. Factor analysis and loads using PCA and varimax rotation

Table 4. Factor analysis and loads using PCA and varimax rotation

Table 5. Coefficient Matrix showcasing the relationship between IWB and Demographic details
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Table 6. Coefficient Matrix showcasing the relationship between Innovator’s DNA and demographic details

Table 7. Regression Weights for AMOS

Table 8. Reliability statistics for non-innovators Table 9. Factor analysis for IDNA scores of non-innovators
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Table 10. Factor analysis for innovative work behavior for non-innovative individuals

Table 11. Regression analysis between innovative work behavior and demographic factors 

Table 12. Regression analysis between innovators DNA and demographic factors
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Table 13. Amos analysis for non-innovators using PCA regression

Table 14. Table mentioning all the definitions of creativity and innovation
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Table 15. Descriptive statistics for innovators

Table 16. Descriptive statistics for non-innovators

Descriptive Statistics
  N Minimum Maximum Mean Std. Deviation

Innovators_DNA 50 3.10 4.30 3.6550 .24604

Innovative_Work_Behavior 50 2.83 4.83 3.9133 .38316

Valid N (listwise) 50        
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sin
g 
IW

B.
 

Al
l e
m
pl
oy
ee
s f
irs
t r
ec
ei
ve
d 
an

 in
tr
od

uc
to
ry
 le
tt
er
, 

sig
ne

d 
by

 th
e 
CE

O
 o
f t
he

 o
rg
an
iz
at
io
n,
 e
xp
la
in
in
g 

th
e 
sc
ho

la
rly

 p
ur
po

se
 o
f t
he

 re
se
ar
ch
. O

ne
 w
ee
k 

la
te
r, 
th
e 
em

pl
oy
ee
s r
ec
ei
ve
d 
a 
pa
pe

r‐
ba
se
d 

su
rv
ey
, a
lo
ng

 w
ith

 a
 le
tt
er
 a
ss
ur
in
g 
co
nf
id
en

tia
lit
y 

an
d 
pr
ov
id
in
g 
co
nt
ac
t i
nf
or
m
at
io
n 
fo
r o

ne
 o
f t
he

 
au
th
or
s o

f t
hi
s a

rt
ic
le
 in

 c
as
e 
of
 q
ue

st
io
ns
. T
hi
s 

su
rv
ey
 c
on

ta
in
ed

 m
ul
tip

le
‐it
em

 sc
al
es
 fo

r n
ee
d 
fo
r 

co
gn
iti
on

, j
ob

 a
ut
on

om
y,
 ti
m
e 
pr
es
su
re
, o
pe

nn
es
s 

to
 e
xp
er
ie
nc
e,
 a
nd

 p
ro
ac
tiv

e 
pe

rs
on

al
ity

. O
ve
r a

 
pe

rio
d 
of
 si
x 
w
ee
ks
, u
p 
to
 th

re
e 
re
m
in
de

rs
 w
er
e 

se
nt
 b
y 
e‐
m
ai
l t
o 
th
os
e 
w
ho

 h
ad

 n
ot
 y
et
 

re
sp
on

de
d.
 U
lti
m
at
el
y,
 1
89

 e
m
pl
oy
ee
s 

pa
rt
ic
ip
at
ed

 (7
0%

 re
sp
on

se
 ra

te
) 

Em
pi
ric
al
 


