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ABSTRACT

In today’s fast-paced business environment, fostering a culture of curiosity is recognized as a critical driver for innovation,
engagement, and organizational adaptability. Encouraging curiosity at the executive level also serves to build resilience and
proactively address emerging challenges. This study examines the financial benefits of curiosity-driven initiatives as per-
ceived by C-Suite executives, highlighting its role in enhancing organizational performance. A comprehensive survey was
administered to 51 executives from diverse U.S. industries, capturing data on financial impacts, demographics, company
size, and executive roles. The survey questions were first tested on a group of 10 C-Suite executives in a training course to
ensure relevance and clarity. Findings indicate that 80% of executives, representing industries such as technology, health-
care, and finance, reported annual savings exceeding $100,000 due to curiosity-driven initiatives, with 17% saving over
$1,000,000. These executives held diverse roles including CEOs, CFOs, and CMOs, providing insights into the financial im-
pact of curiosity-driven practices across different organizational contexts. Survey responses were analyzed to quantify these
financial benefits, with self-reported savings cross-referenced against organizational performance indicators where avail-
able. While the sample size presents some limitations in generalizability, the findings offer a foundation for further research,
particularly in refining financial measurement approaches and expanding industry representation. Future studies should
examine long-term financial impacts, explore causal relationships between curiosity and performance metrics, and assess
how industry-specific factors influence curiosity-driven outcomes. This study’s exploratory nature underscores the need for
broader research, yet it provides actionable insights for cultivating curiosity, emphasizing its potential to enhance employee
engagement, innovation, and resilience.
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INTRODUCTION

Curiosity has long been recognized as a fundamen-
tal catalyst for organizational learning and innovation.
Research by Antonacopoulou and Bento established
that leadership grounded in fostering curiosity can
transform workplaces into environments where con-
tinuous learning thrives [1]. This leadership approach
encourages employees to challenge conventional
wisdom and promotes adaptability, which is essential
for organizational resilience and growth. Additionally,

studies such as those by Berta, et al. emphasize the
contingent nature of organizational learning, highlight-
ing how curiosity-driven exploration can enhance the
adoption of innovative practices in complex sectors [2].
These findings suggest that cultivating curiosity with-
in teams facilitates the openness needed to embrace
new ideas and improve service delivery.

Moreover, research by Chen, et al. demonstrated
that curiosity serves as a precursor to innovativeness
through mechanisms such as cultural intelligence and
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knowledge-sharing behaviors [3]. By encouraging curi-
osity, organizations empower employees to engage in
cross-cultural learning and collaborative problem-solv-
ing, which is essential for driving sustainable innova-
tion. Hamilton reinforced this by identifying workplace
curiosity inhibitors which include fear, assumptions, the
over and under-utilization of technology, and environ-
mental interactions with others (FATE) in her research
to validate the Curiosity Code Index [4]. Utilizing such
frameworks can promote a culture of curiosity and en-
hance organizational capacity for creativity and inno-
vation.

Kashdan, et al. and Leonard and Harvey provided in-
sights into how curiosity correlates with emotional in-
telligence and personal growth [5,6]. They argued that
individuals with higher levels of curiosity tend to ex-
hibit greater emotional intelligence, which is crucial in
managing complexity and ambiguity. This trait is crucial
in fostering an engaged workforce, as highlighted by
Lohman, who explored how curiosity drives informal
learning among information technology professionals,
leading to enhanced job satisfaction and performance
[7].

Curiosity-driven initiatives have been linked to various
positive organizational outcomes, making it imperative
to understand their financial benefits, especially at the
executive level. According to Gallup (n.d.), disengaged
employees cost U.S. organizations up to $550 billion
annually in lost productivity [8]. Fostering a culture of
curiosity not only increases engagement by encourag-
ing employees to seek new knowledge and solutions
but also sparks innovation. Research indicates that
organizations prioritizing curiosity-driven learning and
exploration are more likely to innovate and stay ahead
of competitors [9]. Furthermore, curiosity stimulates
productivity by promoting proactive behavior and prob-
lem-solving skills among employees [10]. Gallup high-
lighted that actively engaged workplaces experience
higher profitability, productivity, and customer ratings,
further underlining the financial benefits of cultivating
curiosity in the workforce [11]. By nurturing curiosity,
organizations can harness these benefits to drive con-
tinuous improvement and achieve sustainable growth.

Curiosity-driven initiatives like innovation labs,
cross-functional projects, or knowledge-sharing plat-
forms, can lead to significant financial and operational
benefits [12]. However, while curiosity is widely ac-
knowledged as a key factor in organizational success,
significant gaps remain in how to quantify its financial
impact and systematically implement curiosity-driven
initiatives at the executive level. Specifically, there is
limited empirical research linking curiosity-driven lead-
ership strategies to measurable financial outcomes,
such as cost savings, revenue growth, and Return On
Investment (ROI). Additionally, the extent to which curi-
osity-driven cultures influence strategic decision-mak-
ing in high-stakes environments, such as the C-Suite,
has yet to be systematically explored. This study seeks
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to address these gaps by examining executive percep-
tions of the financial impact of curiosity, offering da-
ta-driven insights into how organizations can leverage
curiosity as a strategic advantage.

This study aims to investigate the financial implications
of fostering curiosity within the C-Suite by analyzing
how curiosity-driven initiatives influence financial per-
formance, productivity, and innovation. Using survey
data from 51 executives across multiple industries,
this research explores the tangible benefits of curi-
osity-driven cultures and provides actionable recom-
mendations for organizations seeking to enhance their
leadership strategies.

The following sections will explore the theoretical
foundations of curiosity in leadership and organiza-
tional strategy, including Social Exchange Theory,
Resource-Based View, Psychological Safety, and
Self-Determination Theory. These frameworks provide
the necessary foundation to test the study’s hypothe-
ses and empirically assess the financial value of curi-
osity in executive decision-making.

Theoretical framework

The theoretical framework for this study is grounded
in several key theories that explain the role of curiosity
in organizational success. The social exchange theory
posited voluntary actions of individuals that are moti-
vated by the returns they are expected to bring [13].
Therefore, when organizations invest in fostering cu-
riosity, they create a reciprocal relationship where em-
ployees feel valued and are more likely to contribute
positively to the organization’s success. By nurturing
curiosity, organizations encourage employees to seek
new knowledge and innovative solutions, creating a
mutually reinforcing cycle of trust and productivity.

Additionally, the resource-based view suggested that
curiosity-driven initiatives can be considered strate-
gic resources that provide competitive advantages by
enhancing innovation and adaptability [14]. Organiza-
tions that prioritize curiosity cultivate a unique set of
capabilities, such as creative problem-solving and pro-
active engagement, which are difficult for competitors
to replicate.

Complementing these theories, the concept of Psy-
chological Safety plays a critical role in fostering curi-
osity within teams [15]. Psychological safety ensures
that employees feel secure in expressing ideas, asking
questions, and challenging existing norms without fear
of negative consequences. This environment is essen-
tial for curiosity-driven initiatives to thrive, as it encour-
ages open communication and risk-taking.

Finally, the framework integrates the self-determination
theory, which emphasized the importance of intrinsic
motivation in driving behavior [16]. Curiosity, as a form
of intrinsic motivation, empowers employees to ex-
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plore, learn, and innovate. When organizations align
their strategies with intrinsic motivators, they unlock
the full potential of their workforce, driving both individ-
ual and organizational growth.

These theories collectively underpin the hypotheses
that companies with a strong culture of curiosity will
experience greater financial benefits and long-term re-
silience.

Hypotheses
This study tests the following hypotheses:

1. Companies with higher levels of curiosity-driven
initiatives report significantly greater financial ben-
efits than those with lower levels of such initiatives.

2. Organizations that integrate curiosity into their
core values will see improvements in innovation,
engagement, and productivity.

METHODOLOGY
Research design

This study employs a cross-sectional survey design to
gather data from C-Suite executives across various in-
dustries in the United States. A survey was chosen as
the data collection method due to its ability to efficiently
capture a broad range of perceptions and financial out-
comes related to curiosity-driven initiatives.

Sampling method

The sample consists of 51 C-Suite executives selected
using a purposive sampling method to ensure repre-
sentation across different industries, company sizes,
and executive roles. While a sample of 51 may be
considered small, it reflects the practical challenges of
accessing high-level executives for survey research.
Given the exclusivity of the C-Suite and the difficulty in
securing responses from this population, this sample
size provides valuable insights into an otherwise hard-
to-reach group. Additionally, the diversity of industries
spanning technology, healthcare, and finance enhanc-
es the generalizability of the findings within executive
leadership contexts. Future research may benefit from
expanding the sample size to further validate these re-
sults.

Data collection

Survey instrument: The survey instrument was de-
veloped based on insights from foundational studies
that examine curiosity’s role in organizational success.
Key references include Antonacopoulou and Bento,
who demonstrated how leadership fostering curiosi-
ty enhances continuous learning environments, and
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Berta, et al. who emphasized curiosity’s role in adopt-
ing innovative practices in complex sectors [1,2]. Pri-
or to deployment, the survey underwent a validation
phase where questions were tested with a group of
10 C-Suite executives during a training course. This
process ensured the questions were relevant, clear,
and directly addressed critical aspects of financial out-
comes, engagement, and innovation. Data were col-
lected using SurveyMonkey, an online survey platform,
and responses were anonymized to encourage hon-
est feedback. Participants answered a combination of
closed-ended and open-ended questions, capturing
both quantitative and qualitative insights.

Data analysis: This study employs an explorato-
ry approach to data analysis, focusing on identifying
patterns and trends without performing advanced sta-
tistical or correlational tests. Given the small sample
size and the study’s exploratory objectives, descrip-
tive summaries such as frequencies and percentages
were used to capture key findings in financial bene-
fits, engagement outcomes, and innovation impacts
related to curiosity-driven initiatives. While inferential
statistical methods, such as regression analysis, could
provide deeper insights into causal relationships, they
were not employed in this study due to the sample size
limitations and the preliminary nature of this research.
Instead, this study focuses on descriptive analysis to
establish foundational insights that can guide future,
more robust quantitative investigations.

To complement these quantitative insights, qualitative
responses from open-ended survey questions were
systematically coded to uncover recurring themes,
such as barriers to curiosity, observed financial ben-
efits, and practical challenges in implementation. This
dual-method approach ensures a comprehensive ex-
ploration of the topic while acknowledging the study’s
limitations in terms of generalizability and causal infer-
ence.

RESULTS AND DISCUSSION

To understand the financial outcomes associated with
fostering a culture of curiosity within organizations,
a survey was designed to capture both quantitative
and qualitative insights. The survey included eight
Likert scale questions ranging from “strongly agree”
to “strongly disagree,” designed to explore C-Suite
executives’ perceptions of curiosity-driven initiatives.
These questions focused on aspects such as revenue
growth, cost savings, productivity enhancements, and
overall financial performance. The survey also allowed
respondents to indicate financial returns ranging from
zero dollars to over one million dollars, with an addi-
tional option for organizations that had not implement-
ed such initiatives. This exploratory approach aimed
to provide foundational insights rather than definitive
conclusions, laying the groundwork for future research.
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Example survey questions:

1. Approximately how much money has your orga-
nization saved due to curiosity-driven initiatives in
the past year?

2. Approximately how much additional revenue has
your organization generated due to curiosity-driv-
en initiatives in the past year?

3. Approximately how much has your organization
saved on innovation-related costs due to curiosi-
ty-driven initiatives in the past year?

4. How much has your organization saved on turn-
over costs from increased engagement from curi-
osity-driven initiatives?

5. How much has your organization saved on en-
gagement-related costs from increased employee
engagement from curiosity-driven initiatives?

6. Approximately how much has your organization
saved on productivity-related costs due to curiosi-
ty-driven initiatives in the past year?

7. How much has your organization saved on com-
munication-related costs due to improved commu-
nication from curiosity-driven initiatives?

8. What is the approximate overall financial benefit
your organization has gained from curiosity-driven
initiatives in the past year?

The survey data revealed the following key insights
regarding financial benefits from curiosity-driven ini-
tiatives across different C-Suite positions, gender, age
groups, and company sizes. Executives in roles most
closely tied to revenue generation and strategic deci-
sion-making reported the highest perceived financial
benefits from curiosity-driven initiatives. Eighty percent
of C-Suite executives reported financial savings ex-
ceeding $100,000 per year from curiosity-driven initia-
tives. Among these, 17% reported savings exceeding
$1,000,000. Eight percent of organizations reported
no curiosity-driven initiatives. This indicates that while
curiosity is widely recognized as valuable, some orga-
nizations have yet to implement formal strategies to
leverage it at the leadership level.

Analysis by gender

In this study, the distribution of participants by gender
and position was as follows: there were 8 male CEOs
and 8 female CEOs, 3 male CFOs and 4 female CFOs,
2 male COOs and 3 female COOs, 1 male CMO and
5 female CMOs, 3 male ClOs and 3 female CIOs, 2
male CHROs and 0 female CHROs, 2 male CROs and
0 female CROs, and 3 males and 1 female designated
as other.

Analysis by age

Most of the executives fell into the 30-60 age range.
The COOs had the most in the over 60 range, and the
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CTOs had the most in the under 30 range.
Analysis by company size

There were more CEOs with organizations over 10,000
employees, followed by CROs, then COOs. CFOs
were spread more evenly throughout all sizes of orga-
nizations. The two CHROs included one in an organi-
zation with 11-50 employees and another with 1,000-
4,999 employees. The two designated as “Other” had
one in an organization with fewer than 10 employees
and one with 1,000-4,999 employees.

*  Small companies (fewer than 10 employees): 6%
of companies fell into this category.

*  Medium companies (11-999 employees): 47% of
companies fell into this category.

* Large companies (1,000-9,999 employees): 40%
of companies fell into this category.

* Very large companies (over 10,000 employees):
7% of companies fell into this category.

Analysis by C-Suite Position

Different C-Suite positions exhibited varying percep-
tions of the financial benefits derived from curiosi-
ty-driven initiatives. While some executives, such as
CEOs and CROs, reported significant financial gains,
others, including CFOs and COOs, were more cau-
tious in their assessments. These differences highlight
how curiosity is valued and applied differently across
leadership roles, depending on their strategic priorities,
financial oversight, and operational responsibilities.

CEOs and CROs reported the highest financial ben-
efits, with 75% of CEOs and 75% of CROs indicating
moderate to high benefits overall. Given their roles in
setting strategic direction and driving revenue growth,
these leaders may be more attuned to the competitive
advantages gained from fostering a culture of curiosi-
ty. CEOs oversee innovation at the organizational lev-
el, while CROs focus on market expansion and sales
strategies, both of which benefit from curiosity-driven
problem-solving and exploration.

CFOs reported lower perceived financial benefits, with
only 43% indicating moderate to high benefits. This
may stem from their focus on cost control, financial risk
management, and compliance, where curiosity-driven
initiatives may not always yield immediately measur-
able outcomes. Unlike CEOs or CROs, CFOs may
prioritize direct financial metrics over qualitative gains
such as innovation or engagement. Organizations may
need to develop clearer financial tracking mechanisms
to bridge this perception gap.
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CMOs and CTOs also reported significant financial
benefits, with both reporting 67%, indicating moderate
to high impact, which aligns with the need for curiosi-
ty-driven strategies in marketing and technology roles.
Marketing relies on curiosity to understand shifting
consumer behaviors and explore creative branding
strategies, while technology leadership depends on
exploration and continuous learning to drive digital
transformation.

CHROs reported mixed responses, with 50% indicat-
ing moderate to high financial benefits from curiosi-
ty-driven initiatives. While curiosity enhances engage-
ment and workplace culture, its direct financial impact
on HR functions may be more difficult to quantify com-
pared to revenue-driven departments. Their reported
mixed perceptions of financial benefits may be due to
the challenges of directly measuring curiosity’s impact
on areas such as leadership development, hiring pro-
cesses, and employee retention.

CIOs reported moderate financial benefits, with 50%
indicating moderate to high benefits. Given the rapid
pace of technological change, CIOs who embrace cu-
riosity may be better positioned to anticipate IT inno-
vations, cybersecurity risks, and digital transformation
opportunities. However, the role’s focus on infrastruc-
ture and risk mitigation may explain why some ClOs
did not see high financial returns from curiosity-driven
initiatives.

COOs reported that 40% perceived moderate to high
financial benefits from curiosity-driven initiatives. Given
the COQ'’s role in overseeing operations and efficiency,
curiosity may be leveraged to streamline processes,
improve cross-departmental collaboration, and drive
organizational agility. However, the lower percentage
compared to CEOs and CROs suggests that COOs
may see curiosity as beneficial but not always directly
linked to measurable financial outcomes. Since COOs
focus heavily on operational stability, they may prior-
itize efficiency-driven improvements over exploratory
initiatives that do not yield immediate cost reductions
or productivity gains.

The “Other” category reflected a split in responses,
with 50% reporting no curiosity-driven initiatives and
50% indicating moderate to high benefits overall. This
suggests that curiosity’s perceived financial impact
may vary depending on specific leadership respon-
sibilities within an organization. Some roles may not
traditionally emphasize curiosity as a strategic driver,
while others may see clear value in applying it to niche
functions.

Industry-specific trends

Patterns also emerged when analyzing responses by
industry. Executives from technology and healthcare
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organizations reported the highest perceived financial
benefits, aligning with industries that require continu-
ous innovation and adaptation. Finance executives,
particularly CFOs, tended to be more conservative in
their assessments, which could be due to a greater em-
phasis on regulatory compliance and financial stability
over exploratory initiatives. These differences suggest
that curiosity’s perceived value may vary depending on
an industry’s innovation demands and risk tolerance.

Challenges in measuring financial impact

While this study did not perform direct Return-On-In-
vestment (ROI) calculations, respondents provided
qualitative feedback on the challenges of quantifying
the financial benefits of curiosity-driven initiatives. Sev-
eral executives indicated that while curiosity clearly en-
hances problem-solving, collaboration, and innovation,
its financial impact is not always immediately measur-
able in traditional performance metrics. Some noted
that cost savings from curiosity-driven improvements
may emerge over time, making it difficult to capture
short-term financial returns.

Organizations seeking to better assess curiosity’s im-
pact on financial performance may need to implement
structured measurement frameworks. These could in-
clude tracking Key Performance Indicators (KPIs) re-
lated to innovation output, operational efficiency, and
employee engagement. Additionally, aligning finance
and innovation teams could help establish standard-
ized methods for evaluating curiosity’s role in revenue
growth and cost savings.

Qualitative insights

In addition to quantitative findings, respondents pro-
vided open-ended feedback on their experiences with
curiosity-driven initiatives. Challenges frequently cited
included time constraints, leadership resistance, and
competing business priorities. Some executives ex-
pressed concerns that curiosity, while valuable, is of-
ten deprioritized in high-pressure environments where
efficiency and immediate results are emphasized.

Conversely, many executives highlighted the success-
es of curiosity-driven initiatives. They reported that
fostering curiosity at the executive level contributed to
more agile decision-making, stronger cross-functional
collaboration, and increased market responsiveness.
One respondent from a technology firm noted that curi-
osity-driven discussions in leadership meetings helped
their organization anticipate emerging trends and ad-
just strategies before competitors.

Summary of open-ended question responses

In addition to multiple-choice questions, respondents
were given the opportunity to answer open-ended
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questions to elaborate on their experience fostering a
culture of curiosity.

Example open-ended questions

1. What specific financial benefits have you observed
from fostering a culture of curiosity in your organi-
zation?

2. Can you provide examples of how curiosity-driv-
en initiatives have led to cost savings or increased
revenue?

3. If your organization has not prioritized curiosity,
what are the primary reasons for this decision?

4. How do you measure the impact of curiosity on
key performance indicators such as productivity,
engagement, and innovation?

5. What strategies have you found effective in over-
coming barriers to curiosity within your organiza-
tion?

Financial benefits observed

Executives reported various financial benefits from cu-
riosity-driven initiatives. Financial stability and ensuring
the culture change goes well were observed themes.
Specific examples provided by respondents illustrated
how curiosity-driven initiatives improved innovation,
better networking, and increased productivity.

Examples of cost savings and increased revenue

Executives noted that employees were more active
and that activity sparked asking why things were being
done a certain way rather than accepting the status
quo. Specific examples provided by respondents illus-
trated how curiosity-driven initiatives led to tangible fi-
nancial outcomes.

Reasons for not prioritizing curiosity

Executives who reported that their organizations did
not prioritize curiosity cited several primary reasons.
These included a lack of awareness about the benefits
of curiosity, resistance to change, using the word “inno-
vation” rather than “curiosity,” and a lack of time.

Measuring the impact of curiosity

Executives provided various methods for measuring
the impact of curiosity on key performance indicators.
Respondents reported that measurement could in-
clude time and money saved, including ROI.
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Effective strategies for overcoming barriers

Respondents shared numerous strategies for over-
coming barriers to fostering curiosity within their or-
ganizations. Executives believed people should bring
their best ideas to work and recognize that it is good
to collaborate and even acceptable to fail sometimes.

Practical implications

The findings suggest that curiosity-driven initiatives
generate significant financial benefits, particularly
in industries that rely on continuous innovation. The
fact that CEOs and CROs report the highest financial
gains reinforces the idea that curiosity is most valuable
when embedded at the highest levels of leadership.
This highlights the need for organizations to cultivate a
leadership culture that encourages exploration, strate-
gic questioning, and openness to new ideas.

At the same time, CFOs’ lower perceived benefits sug-
gest that organizations may need to develop clearer
financial tracking methods to quantify curiosity’s return
on investment. This misalignment indicates that curios-
ity is often measured qualitatively rather than in direct
financial terms. A stronger integration of financial and
strategic planning processes may help executives bet-
ter recognize curiosity’s impact on long-term financial
health.

To effectively leverage curiosity as a leadership tool,
organizations may consider strategies such as execu-
tive curiosity training, structured innovation initiatives,
and cross-functional collaboration models. By embed-
ding curiosity into leadership development programs
and linking it to measurable business outcomes, com-
panies can position curiosity not just as a soft skill, but
as a strategic driver of financial performance.

CONCLUSION

This study highlights the financial and operational im-
pact of curiosity-driven initiatives at the executive lev-
el, revealing that fostering curiosity within leadership
is associated with measurable benefits. Findings indi-
cate that 80% of surveyed executives reported annual
savings exceeding $100,000 due to curiosity-driven
initiatives, with 17% realizing savings over $1,000,000.
These results demonstrate that curiosity is not merely
an abstract leadership trait but a tangible driver of cost
savings, innovation, and adaptability.

Executives in revenue-generating roles, such as CEOs
and CROs, reported the highest perceived financial
benefits, reinforcing the idea that curiosity supports
strategic growth and market expansion. Conversely,
CFOs and other finance-related roles expressed more
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conservative estimates, suggesting that curiosity’s im-
pact may be less immediately evident in traditionally
risk-averse functions. Industry trends also revealed
that curiosity’s financial benefits are more pronounced
in sectors that prioritize continuous innovation, such as
technology and healthcare.

Despite these benefits, challenges remain in measur-
ing the direct financial returns of curiosity. Executives
noted difficulties in quantifying long-term gains, par-
ticularly in cost reductions and productivity improve-
ments. Organizations seeking to integrate curiosity
more effectively into leadership strategies may benefit
from structured measurement frameworks, including
Key Performance Indicators (KPIs) tied to innovation,
engagement, and efficiency.

Failing to cultivate curiosity at the executive level could
limit innovation, hinder adaptability, and reduce com-
petitive advantage. As organizations navigate evolving
market demands, fostering curiosity among leaders
may prove essential for sustaining long-term growth.
By implementing curiosity-driven leadership strategies,
companies can create environments that encourage
exploration, problem-solving, and continuous learn-
ing-ultimately enhancing financial and operational per-
formance.

RECOMMENDATIONS FOR FUTURE RESEARCH

While this study provides valuable insights, further re-
search is needed to validate these findings and explore
additional dimensions of curiosity-driven initiatives.
Future studies could investigate the long-term impact
of curiosity on financial performance, employee satis-
faction, and organizational resilience. Additionally, re-
search should aim to refine and standardize tools for
measuring curiosity’s impact on key performance in-
dicators, such as productivity, engagement, and inno-
vation. Examples of standardized tools could include
adaptations of existing frameworks like the Curiosity
Code Index or newly developed instruments specifical-
ly tailored to measure the financial and operational out-
comes of curiosity-driven initiatives. Such tools would
allow organizations to benchmark performance more
effectively and link curiosity initiatives to measurable
business outcomes.

Expanding the sample size and including a more di-
verse range of industries and geographic locations
would enhance the generalizability of findings. Com-
parative analyses between organizations that have
successfully integrated curiosity-driven initiatives and
those that have not could provide deeper insights into
best practices and potential pitfalls. Furthermore, lon-
gitudinal studies could illuminate the sustained effects
of curiosity-driven strategies over time, helping orga-
nizations better align curiosity initiatives with strategic
goals.

Addressing barriers identified in this study, such as fear,
assumptions, and technological challenges, should
also be a focus of future research. Investigating how
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specific interventions, such as leadership training or
the implementation of innovation labs, mitigate these
barriers and enhance curiosity’s financial and opera-
tional benefits would provide actionable guidance for
organizations looking to foster a culture of curiosity.
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