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Abstract
Employees’ creativity in any organisation is vital to its successful performance
and growth.

Most researchers have studied creativity using a uni-dimensional

approach like work culture, and leadership support. With the new vision of the UAE
and its strategy of development in the coming years more studies about creativity and
creative behaviour are needed in this region. This research is unique as it studies the
creative behaviour of government employees from a holistic view within work and out
work factors.
Accordingly, this research identifies and examine the impact of four
antecedents on the government employee’s creative behaviour. It examines out work
antecedents like individual disposition, educational background, social network, and
in work antecedent like work culture as such combination should shed light fir further
studies to combine both factors when studying creativity and creative behaviour.
The four antecedents (individual disposition, educational back ground, social
network, and work culture) with nine constructs (openness to experience, cognitive
style, self-learning, problem-solving, parental support, access to social network,
leadership support, job complexity, and co-workers support) were chosen based on the
review of the literature and the need of understanding how creative behaviour is being
practiced by employees, as such antecedents play a major role in exerting creativity.
The sample of the study was 350 employees and their 52 supervisors that was selected
from nine government and semi-government entities mainly from Abu Dhabi and
Dubai.
The results of the study showed that all antecedents have a positive impact with
different weights on the individual's creative behaviour as an employee of government
entities. In specific, openness to experience, self-learning, problem-solving, access to
social network, leadership support, and job complexity have showed positive
relationship with creative behaviour, while parental support, cognitive style, and coworkers support did not show positive relationship with creative behaviour. The result
of the study showed also that male employees and semi-government employees exert
and practice more creative behaviour than female and government employees.

viii
We believe that such type of research is very essential for the UAE
government, especially with the new vision of the country to be one of the best
governments in the world and the limited number of research studies in this region
covering such areas.
In light of this a list of recommendations to the UAE government was made,
in addition to educators, individuals, and parents as well. The current study also
promises a better understanding of creative behaviour and how to improve it in
government entities and recommends implementations to the education systems and
work cultures to improve such behaviour.

Keywords: Creativity, creative behaviour, individual disposition, openness to
experience educational background, social network, parental support, work culture,
leadership support, access to social network, job complexity, cognitive style.
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)Title and Abstract (in Arabic

المقومات الرئيسية للسلوك اإلبداعي لدى األفراد العاملين في المؤسسات الحكومية:
استكشاف أدوار :ميول الفرد ،الخلفية التعليمية ،االنخراط في الشبكة االجتماعية ،وبيئة
العمل
الملخص

ال شك أن إبداع العاملين في أي منظمة يعتبر حيوي جدا لنجاح األداء والنمو االقتصادي.
وقد درس الباحثون اإلبداع باستخدام نهج أحادي األبعاد مثل ثقافة العمل ،ودعم القيادة وغيرها
من االبعاد ،ولكن مع الرؤية الجديدة لإلمارات العربية المتحدة واستراتيجيتها للتنمية في السنوات
القادمة يلزم إجراء مزيد من الدراسات حول اإلبداع والسلوك اإلبداعي في هذه المنطقة ،ويعتبر
هذا البحث فريد حيث انه سلوك موظفي الحكومة من نظرة شمولية فيما يخص السلوك اإلبداعي
لهؤالء الموظفين .وتبعا ً لذلك ،يحدد هذا البحث ودراسته تأثير المقومات األربعة (ميول الفرد
والخلفية التعليمية ،والشبكة االجتماعية ،وبيئة العمل) على سلوك موظفي الحكومة اإلبداعي.
يدرس هذا البحث المقومات األربع من خالل تسعة ثوابت (االنفتاح على الخبرة ،النمط
المعرفي ،قدرة التعلم الذاتي ،قدرة حل المشاكل ،دعم الوالدين ،التمكن من االنخراط في الشبكة
االجتماعية ،دعم القيادة ،تحدي طبيعة العمل ،ودعم زمالء العمل) وتم اختيار هذه الثوابت
والمقومات بناء على الدراسات االكاديمية السابقة التي بينت أهمية هذه العناصر فيما يخص السلوك
اإلبداعي للموظفين.
وكانت عينة الدراسة عبارة عن  350من موظفي الحكومة و 52من رؤسائهم والذي تم
تحديده من خالل تسع مؤسسات حكومية وشبه حكومية من إمارتي أبو ظبي ودبي .وأظهرت نتائج
الدراسة أن معظم المقومات تأثرا تأثيرا إيجابيا بأوزان مختلفة في السلوك اإلبداعي للموظفين.
وبشكل خاص فان االنفتاح على الخبرة ،التعلم الذاتي ،حل المشكالت ،االنخراط في الشبكة
االجتماعية ،ودعم القيادة وتحدي طبيعة العمل أظهرت عالقة إيجابية مع السلوك اإلبداعي ،بينما
دعم الوالدية ،والنمط المعرفي ،ودعم زمالء العمل لم تظهر عالقة إيجابية مع السلوك اإلبداعي.
كما أظهرت نتائج الدراسة أيضا أن الموظفين الذكور يظهرون سلوك ابداعي بصورة أكبر من
الموظفات االناث وان الموظفين العاملين في المؤسسات الشبه الحكومية يمارسون السلوك
اإلبداعي بشكل أكبر من الموظفين العاملين في المؤسسات الحكومية.

x

ويعتقد الباحث أن مثل هذا النوع من البحوث أمر ضروري جدا ً لحكومة دولة اإلمارات
العربية المتحدة ،وبخاصة مع الرؤية الجديدة للبالد وهي ان تكون حكومة االمارات من أفضل
الحكومات في العالم ومن جهة أخرى لمحدودية مثل هذه الدراسات البحثية في هذه المنطقة التي
تغطي مجاالت السلوك اإلبداعي للموظفين.
الدراسة الحالية تبشر بفهم أفضل للسلوك اإلبداعي وكيفية تحسينه في الكيانات الحكومية
ويوصي بتطوير نظم التعليم وثقافات العمل لتحسين هذا النوع من السلوك وفي ضوء هذا ،قدمت
الدراسة قائمة بالتوصيات إلى حكومة دولة اإلمارات العربية المتحدة ،باإلضافة إلى المعلمين
واألفراد ،واآلباء ،وكذلك.
مفاهيم البحث الرئيسية :اإلبداع ،السلوك اإلبداعي ميول الفرد ،واالنفتاح على التجربة ،الشبكة
االجتماعية ،دعم الوالدية ،ثقافة العمل ،دعم القيادة ،تحدي العمل ،النمط المعرفي.
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Chapter 1: Introduction
Employees’ creativity is important for both private and public sector
enterprises, as it is directly linked with an array of operational and professional
benefits, both for organisations and employees. Employee creativity has been
considered as one of the major tools used by business organisations to improve
performance and sustain competitiveness in today’s corporate culture. The past two
decades have also demonstrated the importance of creativity, especially when
considering rapid change, global competition and an increasingly demanding
environment, which has created, for many organisations, a need to innovate.
Innovation is very crucial to their long-term performance. Shalley, Zhou, & Oldham
(2004) also indicated that creativity is considered a core competence for organisations
that encounter-changing consumer demands due to globalization and fast technology
advancements. Creativity enables organisations to sustain the business, compete
locally and globally, have a competitive edge, and grow faster. Creativity also helps in
solving major problems, developing new innovative work processes, reducing costs,
and improving ways of working, which results in fostering greater business results.
As creativity and innovation are important factors for both individuals’ and
organisations’ futures and prospects, major researches around the world have also
indicated this as such. For organisations to be innovative, they need creative
employees, as creativity is the first step of innovation, unfortunately, not many
researchers have studied the factors that affect the level of creative behaviour at the
individual level especially in this part of the world. It is hoped that the result of this
study will reveal valuable information that can be sued by the UAE government as it
is continuously emphasizing on the need for creative employees at all work levels. In
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addition, creativity will be one of the major tools for the UAE to be able achieve its
vision by being among the top governments in the world. The findings and result of
this study will hopefully add value in terms of knowledge and awareness to the UAE
government officials and business leaders to expand their understanding of the factors
that affect and place an impact on the creativity of the individuals.
Creativity can be defined as “the ability to produce work that is both novel (i.e.,
original, unexpected) and appropriate (i.e., useful, adaptive concerning task
constraints) (Sternberg & Lubart, 1999). Based on the preceding definition, they also
included two defining characteristics with regards to creativity, which are the ability
to produce novel useful works. Similarly, Boden (1998) mentions that creativity is one
of the basic functions and activities of human information processing; this averages
that human capital is the main source of creativity, and organisations need to
understand this at all levels.
Individuals’ creativity does not happen as a sudden output or because of a
specific situation, it is a continuation of a series of actions, situations and personal
characteristics through the life of the individual that allow him/her to be creative and
support him/her to exert this behaviour in his/her work life. Barron & Harrington
(1981) have suggested that a certain threshold level of intelligence was required for
the individual to manifest creativity. Eysenck (1995), Jamison (1993) and Ludwig
(1995) have also indicated that there is sufficient evidence showing that creativity
often tends to be associated with certain amount of psychopathology, but it is not to
the claim that the individual must suffer from a mental disorder. The point to make
here is that creativity is a result of some interactions and is developed as a skill at
individual level. Employees’ creativity does not happen in isolation of the workplace,
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and has to have its own culture and environment to be practiced, and it has its own
process at the workplace to be exerted by employees and such understanding needs to
be known by leaders and managers, as mentioned by several scholars (Shalley, Zhou,
& Oldham, 2004) that a promising direction for creativity research would be to focus
on achieving a better understanding of the process that eventually leads to creative
outcomes.
More important, employees must be internally motivated to practice the
behaviour of creativity at the workplace. According to Amabile (1983), intrinsic
motivation is one of the most important and powerful influences on employee
creativity (Amabile, 1988). Amabile suggested that an individual’s intrinsic task
motivation plays an important role in determining behaviour that may result in creative
outcomes. This is because intrinsic motivation “makes the difference between what an
individual can do and what an individual will do” (Amabile, 1988, p. 133). With such
understanding, we in the UAE need to understand this concept and facilitate such
motivation for our employees in the governmental entities to be able to harvest the
creative behaviour from these employees especially with the future direction we as the
government are taking.
The research will be focusing on four main within and out of work antecedents
that through researches have been strongly linked with individual’s creativity as an
individual antecedent, but not studied as a combination especially in this region. The
research will study the impact of thee antecedents as a combination on the creative
behaviour of employees in the governmental entities of the UAE. As stated earlier that
the creativity is a result of many factors and situations, the antecedents in this research
will be the personality of the individual, his educational background, his social
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network, and finally his work culture. As these antecedents represent a holistic
approach of the individual from his/her early stage to his work life. The study will
hopefully shed light on the impact of the different antecedents in the different life
stages, which should assist the UAE’s government in creating the environment that
will allow individuals to be creative, and meet the main objective of the country, by
being among the best governments of the world.
This allows the research to have a high value for the leaders and policy makers
of the UAE, as this study will enable policy makers to have in depth knowledge and
awareness of the major factors that impact individual’s creative behaviour, and the
feasibility to create the right environment for such behaviour starting at the educational
level, and progressing to the work environment, to achieve the country’s vision of
being the best government in the world through the right work culture. As employee's
creativity has become more important in the United Arab Emirates, considering the
UAE vision, which describes the government of the UAE’s vision of becoming one of
the best governments in the world, and become one of the major hubs of global
business and economy (UAE Gov, 2010). Creativity is one of the major tools that will
play a major role in achieving this vision, where efforts have been put to establish
creativity and increase the level of employees' contribution in implementing this vision
in most government entities, since the past two years; unfortunately, the benefit of
these efforts has not been evident yet (Al-Ali, 2014).
1.1 Motivation of Research
Interest in creativity has always existed, how to develop it, spread it among
employees and use it for the country's development and growth. On the other hand, a
concern on how to develop such a tool or a skill within our employees especially the
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ones working in the government sectors, is the main concern in this study. This concern
is not because the amount needed to be spent on such development because, annually,
the government spends a huge amount of money on the development of our employees.
However, the concern was due to the result gained from such investment with regards
to exerting creativity, innovation, and work development, which could be because of
leadership. Findings in Turkey determined a significant positive relationship between
transformational leadership and creativity, also in Taiwan, Jung (2003) found that
leadership had a direct effect on innovation, because of work culture and here it is the
culture that allows knowledge sharing and accepts mistakes for the sake of
development as the presence of a knowledge sharing culture in an organisation leads
to improved operational performance, or a work culture that allows competition
between individuals, sections, or even departments. Sarros, Cooper, & Santora (2008),
found that a competitive, performance-oriented organisational culture was strongly
related to climate for organisational innovation. It is often believed that organisational
culture is one of the main drivers for change in any organisation and to be able to have
creative employees and innovative processes we have to have the right organisational
culture can have an effect on the behaviour of the employees, making it an important
variable to be considered in a model of organisational innovation. It was also
contemplated if the personality of the individual could have an impact on his/her
creativity level and performance and if being an extrovert or introvert will have an
impact on the creative behaviour of this individual and the main reason for this point
is that it has rarely been discussed or mentioned by leadership or management when
employees creativity is discussed, moreover, if every individual learns and thinks the
same way or if each one has his/her own way of learning and thinking style and lastly,
if such style impacts upon his/her creativity level. Even in the past, in other parts of
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the world this was not heavily investigated as during 1950–1980, there were a limited
number of big questions on which most researchers concentrated. These centred on
creative personality and creative-thinking methods (Hennessey, 2003; Amabile, 1996).
It has been observed that the personality of the individual played a big role in his
creative behaviour, especially if the individual is extrovert. Some scholars regarded
individual characteristics as a component of the wider framework describing creativity
in the work context. Moreover, since the 1950s, creativity studies have focused on
highly-creative personalities; several scholars have tried to clarify whether there are
general traits of creative personalities or personality differences between highly
creative or eminent people, which gave a great impulse to the research in the field of
creativity (Amabile, 1988), pointed out that creativity-relevant skills depend on
personality characters and training. This type of needed knowledge has developed my
interest to further study and investigate the effect of the individual's diposition on
his/her creativity at work. Finally, the main point of interest was to know if our social
networks could impact our creativity levels as individuals and if such networks which
include our friends, family, and other activities play a major role in our creativity as
individuals at work or not. In addition, the focal point of this study was to study
creativity as a holistic life cycle that starts from our elementary education period and
ends with being an employee, rather than studying it as an individual periodic status
an employee or a social member of the community or being a student, which was the
main area of interest. Also, to see how education impacts upon our creativity at work,
if there were special skills that our education system should provide us with to enhance
our creativity. Such an idea and expected results, served as motivation to study this
topic and research it.
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As final incentive, the goal was to investigate and understand why creativity
was not displayed among employees of government entities, regardless of the huge
amount of money spent on staff development and training, regardless of the
intelligence of most of the employees who were working in these organisations; and
then presenting these results to the policy makers and decision takers, to better
understand and further improve the policies and rules that would allow creativity to be
exerted in government entities.
1.2 Research Aims
Through this study and research, it was found that no research has been made
for this region in studying creative behaviour as a holistic approach, which may give
better understanding of such behaviour and how to sustain it and improve it within our
government institutions. In addition, very little or no research thus far, has linked
personality, education, social networks, and work culture in a single study, to examine
creative behaviour, at least not in this region of the world. Furthermore, little is known
or considered in this region regarding the impact of education on students' lives when
they are at the age of becoming employees, so little improvement is made in our
education system to develop such a skill, if it could be called a skill to be exerted later
at work life. Parental support is one of the greatest gifts that can be given to any
son/daughter, on the other hand no study in this region that has linked to creativity or
creative behaviour of the individual.
1.3 Research Context
The UAE’s government leaders have set the ground for every individual in this
country to be set for the future in terms of vision, needed policies, budgets, and creation
of ministries and organisations, but, we also need to understand the challenges in
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implementing such vision especially when it comes to creativity which will be one of
the major tools to achieve this vision. We in the UAE, need to understand the major
factors that impact the level of creativity that is practiced by the individuals in our
organisations especially the government ones, and understand what motivates the
employees to exert the creative behaviour and practice it at work. We also need to
know and understand how we can establish the right culture in our government
organisations to be innovative. The UAE leaders have emphasised the importance of
innovative government through its creative employees but did not establish the rules
and policies that should lead to this innovation. Creativity and innovation are two
complementary steps, as many researchers have demonstrated where innovation
follows as the second step which complements creativity whereby creative ideas are
transformed into products and services. The current research contributes to the
achievement of the UAE vision by exploring the relationship between creative
behaviour and four major antecedents i.e. the personality of the individual and how
such personality could drive creativity within the individual, the educational
background, which has a major impact on how the brain is being taught to learn and
trained to analyse information and solve problems, the work culture, where creativity
is practiced and implemented and creative behaviour is being motivated, and finally
the impact of social networks, which is the major connecting bridge between the early
educational stages and work culture, as it plays the role of motivational support to the
individuals in order continue being creative and expanding their knowledge and
experience.
The findings of the current research will add value to the UAE government in
being able to understand and achieve the proposed vision through the understanding
and the implementation of the initiatives and policies that encourage creative cultures
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in government entities. The current research will be focusing on the impact of these
major antecedents and investigate how they might strengthen or hinder the level of
creativity of individuals in the UAE’s government sector.
It is important that we understand the antecedents that either cause or mitigate
individual's creative behaviour, as the UAE government is different from any other
government in the GCC or the Middle East; as the leaders are different in their way of
thinking, their set vision, and their policies. The prime minster has set a vision for the
government to be the best in the world and to become one of the major business hubs
in the world. This vision has led the country to focus on creativity and innovation as a
prime tool, and to maximize the ways to improve the creativity and creative behaviour
of government entities employees. Such a vital and essential need gives this study the
high value in assisting the leaders and provide them with theoretical and practical
knowledge on the major antecedents that may enable creativity and creative behaviour
to at the individual level in the government entities.
1.4 Research Questions
The main research question that is going to be addressed is how the antecedents
such as the individual's personality, educational background, social networks and work
culture have an impact on the degree of the creative behaviour of the individual.
Specifically, the study will address the following main and sub questions:
What are the major antecedents that impact individual's creative behaviour?
-

What is the impact of individual's deposition on his/her creative behaviour?

-

What is the impact of individual's educational background on his/her creative
behaviour?

-

What is the role of social networks on individual’s creative behaviour?

-

Does work culture have an impact on one's creative behaviour?
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1.5 Research Objectives
The main objective of this study is to examine the selected major antecedents
on the individual employee’s creative behaviour in the government entities in the
context of the UAE. In addition, the study aims to investigate the relationship between
the individual's personality, educational background, social networks, and work
culture and his/her creative behaviour as an employee in the government's entities.
Another main objective of the study is to suggest recommendations to enhance creative
behaviour in government organisations in the UAE
1.6 The UAE Vision
UAE Vision 2071 and Abu Dhabi Vision 2030 are the main driving elements
of this research, as the UAE started its space program and set itself the target of
attempting to send a UAE national astronaut to Mars. The introduction of clean and
solar energy and their vision of the UAE, after the last barrel of oil has been used,
resulted in the appointment of young ministers and top leaders. This shows that these
actions and plans require creative employees and innovative systems to achieve such
challenging visions, and accordingly, such research would help those leaders in
exploring some of the main antecedents for individuals’ creative behaviour in the
government.
One additional major reason why such research might be of high value to the
government of the UAE and the region in general, is the collective and holistic study
of the four major antecedents of creativity (personality, educational background, social
networks and work culture) in a single research. Many researches have studied one or
two of the above antecedents in a single research in relation to creativity, but it is rarely
found that all four antecedents have been collectively combined in a single study which
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will result in adding value to the reader of the study, mainly decision makers and
government leaders. With the knowledge and results of the study, decision makers will
be able to revisit the policies and improve them accordingly, to achieve the set goals,
in addition to creating new policies which support and encourage creativity at the
individual level, starting from his/her first years of life. It will also help in improving
the development of our educational system in terms of curriculum and methods of
delivery, creating innovative social systems, supporting parents/guardians in
complementing the role of schools at homes, and improving the roles of leaders and
co-workers in supporting creativity and team work within the work cultures. The same
information and knowledge will also be of high value to business owners, market
leaders and private school owners, as today's students will lead tomorrow’s market and
such leadership requires creativity and innovation to continue the success stories in
different environments.
1.7 Research Significance
The study will carry the level of significance in terms of:
1.

Generating the knowledge and awareness on the skills and traits that are needed
for individuals to be able to be creative and assist in exerting this creativity at
the work.

2.

Understanding the impact of an individual's educational background on his/her
level of creativity and creative behaviour.

3.

Determining the role of social networks and parents’/guardians’ support in
instilling creativity at the individual level.

4.

Exploring the importance of organisations’ work culture for individual
employees to exert and practice creativity.

5.

Establishing the policies and regulations that will allow government's
entities to exert their wealth of creativity.

12
1.8 Deliverables
The research will be a unique source of information, especially for the
government of the UAE and this region as there has not been a similar research that
discusses the creative behaviour as a holistic view through the life cycle of the
individual. In addition, the research is focused on UAE nationals only which will
present valuable information about the behaviour of nationals in the government
entities in terms of their creativity. The research will also provide the following
deliverables:
1.

Enhance the understanding and express the values of personality, social networks,
and parents/guardians, in exerting the creative behaviour of the individual at work.

2.

Explore the value and role of education in the relation to employee’s creative
behaviour in their organizations.

3.

Shed light for policy and decision makers on the main antecedents of employees’
creative behaviour in the government entities.

4.

Explore the consequences and implications in terms of creativity at the workplace
and if such antecedents are ignored and were not given the right amount of
attention.

5.

A list of recommendations and suggested tools for the policy makers that may
help in the improvement of employees in the government entities exerting more
creative behaviour.
The study may be used as reference for policy makers for further improvements

with regards to the creative behaviour of national employees in the government entities
1.9 Summary
In this chapter the researcher talked about the importance of creativity and
creative behaviour in all organizations especially in the UAE, to be able to achieve its

13
future vision. Based on the literature, four antecedents were selected, individual
disposition, educational background, social network, and work culture.
The main research question was what are the major antecedents that impact
individual's creative behaviour? With the aim to examine these antecedents in the UAE
context and gain the knowledge that might help in understanding the major antecedents
and prepare the UAE environment for them.
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Chapter 2: Literature Review
2.1 The Nature of Creativity
Creativity has become one of the most important aspects of human life,
especially with the rapidly changing world of business and services. Thus, an
employee's creativity has become indispensable as organisations and their
environments fundamentally change (Ford & Gioia, 1995), seeing as jobs for workers
become more complex, or knowledge-based and work designs include more
autonomy. Oldham & Cummings (1996); Parker, Wall, & Cordery (2001) and Boden
(1998) describe three main categories of creativity, these being: combinational,
exploratory, and transformational. The first category involves “new combination of
familiar ideas.” The second category relates to the creation of new ideas through
“exploration of structured concepts”. Finally, the third category concerns itself with
the “transformational of some antecedents of the structure, so that new structures can
be generated.” The field of creativity as it exists today emerged largely as a result of
the pioneering efforts of Guilford (1967) and Torrance (1969). In most cases more
theorists define creativity based upon products and "novelty that is useful" (Stein,
1974) and I agree with the latter statement as we need to see results as products to
acknowledge creativity in order to see this. Creativity refers to the production of ideas
about products, practices, processes, or procedures that are (a) novel and (b) potentially
useful to the organisation (Amabile, 1996). Creativity is also defined as the production
of novel and useful ideas, processes, or products by a person or group (e.g. Woodman,
Sawyer, & Griffin, 1993; Oldham & Cummings, 1996).
Plucker, Beghetto, & Dow (2004) defines creativity as the “interaction among
aptitude, process, and environment by which an individual or group produces a

15
perceptible product that is both novel and useful as defined within a social context.”
Likewise, another definition of creativity, from Mumford (2003) calls; “Over the
course of the last decade, however, we seem to have reached a general agreement that
creativity involves the production of novel, useful ideas and products".
Based on the given definitions, creativity is more of a dynamic and complex
subject than it initially appears to be. Creativity can be inspired from both what is
known and unknown, and out of necessity. Furthermore, creativity as a process that is
made of various factors, including originality and value (Runco & Jaegar, 2012). The
extent of originality (relative to competitive, alternative ideas or products) and value
(how valuable and game changing the idea or product is) determines the creative
potential of a product.
The above-mentioned definitions seem to develop a strong consensus that
creativity is the generation of original and useful ideas; these two categories are
alluded to by Runco & Jaegar (2012). Exploring further, Barron (1955) establishes a
criterion for a product, idea, or process to be called original, expressing that, “… if a
response it to be called original… it must be to some extent adaptive to reality.” This
definition creates value as a dominant factor in determining creativity. A creative
product or process is ultimately useless if it does not benefit, improve, or renovate an
existing process, or generates an entirely new process or product of value.
In a similar manner, (Simonton, 1999b) also explored a norm to define
creativity, expressing that “creativity must entail the following separate components:
Firstly, a creative idea or product must be original; however, to provide a meaningful
criterion, originality must be defined with regards to a particular socio-cultural group.
What may be original with respect to one culture may be old news to the members of
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another. Secondly, the original idea or product must prove adaptive in some sense; the
exact nature of this criterion depends on the type of creativity being displayed.”
This definition, along with context from other explored definitions, will yield
an effective lens into the concept of creativity, especially from an organisational
perspective.
Most of the empirical research has defined creativity as an outcome, focusing
on the production of new and useful ideas concerning products, services, processes,
and procedures (e.g. Ford, 1996; Oldham & Cummings, 1996; Shalley & Oldham,
1997). Using this definition, the research has examined creative solutions to business
problems, creative business strategies, and creative changes in job processes (Gioia,
2000; Taggar, 2002; Anderson, 1996). Creative outcomes can range from minor
adaptations in workflow or products, to major breakthroughs and the development of
new products or processes (Mumford & Gustafson, 1988).
2.1.1 Creativity and Innovation
It is very important to distinguish between creativity and innovation, although
both definitions are closely related and may be confusing to many leaders. Creativity
involves producing novel and useful products, processes, or services (Shalley, 1995;
Woodman, Sawyer, & Griffin, 1993). Creativity differs from innovation as innovation
refers to the implementation of ideas at individual, group, or organisational level
(Amabile, 1996; Anderson, Potočnik, & Zhou, 2014; Mumford & Gustafson, 1988).
Creativity is important in its own stance and can be conceptualized as a necessary first
step or precondition required for innovation (Scott, 1995). Drucker (1995) defines
system innovation as “the purposeful and organized search for changes" and here it
shows the meaning of ‘organized’ as a process being implemented by the organisation
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to fulfil the requirements of innovation. However, most contemporary definitions of
innovation cover the development and implementation of new ideas as stated by Van
de Ven (1986), we also notice here that the development and implementation of ideas
requires defined processes and organisational ways to transfer ideas to products or
services. According to Kanter (1983), the definition of innovation is the process of
bringing any new, problem-solving idea into use. Innovation is the generation,
acceptance, and implementation of new ideas, processes, products, or services (Kanter,
1983). We can see that innovation and creativity complement each other and combine
the activities of individuals and organisations to transfer ideas into products and
services.
As also stated by Scott & Bruce (1994) is the theory that researchers often talk
about both creativity and innovation interchangeably, I believe this is due the thin line
between both definitions or the fact that they complement each other. As creativity has
been commonly linked in most of the definitions to the generation of new or novel
ideas that are useful. In addition, researchers when using the term creativity, often refer
to something that has been done for the first time (Woodman, Sawyer, & Griffin,
1993). Innovation on the other hand, emphasizes a more complex process, as
mentioned by Janssen (2004). Similarly, others have emphasized that innovation does
not only deal with the intentional act of generating new ideas, but also with the
introduction and application of new ideas, all aimed at improving organisational
performance (Janssen, 2004; Kanter, 1988; Scott & Bruce, 1994). This proves that
creativity has no real average value for organisations without having innovation
implemented in those organisations to transfer creative ideas into products and
services, nevertheless creative employees are still very essential to these organisations.
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Some academic researchers defined innovation as multiple stages, with
reference to individuals’ behaviour at the workplace, where these individuals are
implementing different actions in each stage, as complex behaviour, consisting of a
three-stage process, as defined by Scott & Bruce (1994). In the first stage of innovative
behaviour, an individual recognizes a problem and comes up with new solutions and
ideas, either novel or adopted. Next, an individual seeks ways to promote his/her
solutions and ideas and to build legitimacy and support both inside and outside the
organisation. In the final stage of the innovation process, an individual, who exhibits
innovative behaviour, realizes the idea or solution by producing a prototype or model
of the innovation, that can be experienced, applied and used within a work role, group,
or the organization as a whole (Kanter, 1988).
Creativity and innovation cannot happen without human willingness and
action, furthermore this action must bring results and rewards to both individuals as
well as organisations, otherwise it may not happen. To accomplish this, we need
innovative and creative people within organisations. Consistent with this, Emmons
(1989) also noted that creativity has been theorized to be a critical conative process
which involves proactive efforts by individuals to attain work-outcomes. Furthermore,
employee creativity results in beneficial outcomes for those who engage in innovative
behaviour (Anderson & Krathwohl, 2001; Janssen, 2004).
2.1.2 Creativity and Business
Although creativity is a personal act that impacts individual performance,
business problem-solving, process enhancement, cost savings and other outcomes that
businesses and organisations gain from this output, it has been concluded by a large
range of studies that personal creativity can boost an individual’s ability to harness
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creative solutions to problems, maintain a positive attitude, outlook, self-perception
and deliver better performance of tasks (Andriopoulos, 2001; Baer, 1994; Bilton &
Leary, 2002; Dul & Ceylan, 2011).
Based on the associated industry of the organisation, some sectors depend more
on employees’ quality and output to deliver better solutions, whereas other sectors do
not, as mentioned by Dul & Ceylan (2011) and Roffe (1999). A broad example for this
would be to compare industrial businesses to service-based businesses (Daymon,
2001). The former is driven with the products they produce and sell, and therefore
creative output in the manufacturing facility might have little impact (Nijhof,
Krabbendam, & Looise, 2002). At the same time, creative output in the designing of
said industrial products would receive a boost from personal creativity, as it would
allow for the creation of innovative designs that could better compete with competitor
products (Bilton & Cummings, 2014). Likewise, the latter, service-based businesses,
run fundamentally on the behavioural output of the employee and therefore, having a
creative workforce, would benefit their businesses (Puccio & Cabra, 2009). For
example, banks and financial institutions depend considerably upon their employees
and agents to convince customers to purchase financial products (Zhou & Shalley,
2003; Daymon, 2001). From the marketing division, to brand representatives, all
employees need to creatively interact with customers to produce novel dialogue,
communication and customer-centred solutions which can lead to better customer
performance (Janasz, 2006; Dreu, 2010; Andriopoulos, 2001).
As also stated by Piasecki (2013), when talking about the result of innovation
as a team effort, the ideas that allow an organisation to achieve, grow and prosper as
opposed to merely survive, will be created only when teams treadle their combined
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skills and hold themselves mutually accountable. Few individuals, no matter how
brilliant, are likely to have the skill-set to take projects from start to finish in this fastpaced and complex environment. It is worth mentioning that simplified processes,
reduced costs, better communications, fewer failures and problem-solving, are all parts
and results of employees’ creativity and innovation and all positively impact
organisations.
2.1.3 Creativity and Motivation
A person might be motivated to give a certain behaviour, in this case being
creative at the workplace, based on influential factors. The nature of these factors can
be either intrinsic or extrinsic (Frey, 1994; Heyman & Dweck, 1992; Panagopoulos,
2013). The former refers to motivational factors that are innate to a person and function
regardless of outside intervention or influence. In comparison, the latter refers to
external factors that motivate a person when internal motivation for the same is absent.
Motivation requires employees’ engagement in their activities at work have important
implications upon their creativity. Previous research indicates that individuals who are
engaged in what they do are not only more curious but also more willing to take risks,
such as engaging in exploratory behaviour and experimentation, all of which should
facilitate creativity (Zhou & Shalley, 2003).
2.1.3.1 Intrinsic Motivation
Intrinsic motivation is an element of motivation, an impetus for human
behaviour for performing a certain task or achieving a desired outcome. Therefore, if
an individual considers creative output, it would have been through some ways of
motivation, it is possible that intrinsic motivation might have an important impact on
creative output (Wenemark, Vernby, & Norberg, 2010; Larson & Rusk, 2011).
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Nonetheless, an essential factor to consider is that intrinsic motivation is not something
that can be produced on-demand (Borghans, Meijers, & Weel, 2013). As per Amabile,
1996, Amabile (1988), Shalley & Oldham (1997), intrinsic motivation is a powerful
catalyst for employees’ creativity.
As intrinsic motivation refers to a person’s innate feelings and characteristics,
a person who has a strong interest in achieving a desired outcome is innately
motivated.
Intrinsic motivation has been defined in the academic literature as the most
powerful average of motivation, referring to a genuine interest within a person (Reiss,
2012). In this perspective, those who are intrinsically motivated will be the most likely
to invest more efforts towards achieving their goals, and as a direct consequence,
intrinsically motivated people will have better learning and developmental outcomes
(Heyman & Dweck, 1992; Larson & Rusk, 2011). Such employees will be more likely
to be creative and exert the needed creative behaviour at their workplace.
2.1.3.2 Extrinsic Motivation
In contrast to intrinsic motivation, extrinsic motivation, is the sort of
motivation that is stimulated through the offer of a specific, desirable external reward
However, external motivation is also something that may be forced upon an individual
(Borghans, Meijers, & Weel, 2013; Reiss, 2012). Continuing the previous ‘good
doctor’ example, a person who is not interested in medical practice but is nonetheless
forced into it by means of peer pressure, will not perform well, as there is no type of
motivation present. However, if the subject is motivated through the offer of a specific
reward (i.e. high salary), he/she might have the motivational power to perform the task
(Miner, 2015). Such example is more significant if the individual experiences some
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financial hardships, as such, he/she is motivated to pursue a career choice that can lead
to strong financial outcomes. Nevertheless, since there is no personal interest involved
in this niche topic, the individual might not be able to perform well at all in his/her
studies (Murcia, Coll, & Pérez, 2009; Vallerand, et al., 1992).
It has been discovered in studies that the motivational boosts received from
extrinsic factors, are temporary and reverse eventually. There is no sustenance in these
motivations and individuals must continuously be injected with rewards (Frey, 1994).
Such facts drive us in the UAE to understand what the intrinsic motivation factors are
for our government employees, to exert their creative behaviour rather than depending
on the extrinsic factors.
Low employee motivation is a common concern in contemporary
organisations, public organisations included, which can easily drag to low personal
productivity. The main causes of demotivation could not only be based on some
organisational factors, but also upon individual factors. A person needs to be
intrinsically motivated to perform his/her duties; derive pleasure and enjoyment work,
as opposed to treating it as mere work (Murcia, Coll, & Pérez, 2009). However, even
when the condition of extrinsic motivation is fulfilled, a leader could motivate his/her
employees to perform even better through additional rewards, which will provide a
temporary and short-term boost to the work output, and therefore, might also impact
the individual openness to experience and creativity as stated by (Bradley, 2004).
A popular theory that explains this motivational factor is Herzberg’s two-factor
theory, wherein employee motivation is dependent upon different type of factors:
Hygiene and motivation. Hygiene factors do not improve motivation, but the lack of
these can cause demotivation (Hur, 2017). Likewise, motivational factors can improve
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one’s motivation and performance. From an intrinsic perspective, the person that is
seeking personal growth and learning will acquire motivation. However, those who do
not share the same feeling will experience the need to be rewarded with additional
bonuses, i.e. paid leave, bonuses and salary increases (Maidani, 1991)
As the perspective here is creative behaviour, which is fundamentally
intrinsically motivated, employees in UAE’s government organisations cannot merely
be motivated by external rewards to be more ‘open’ to new experience (Cucu-Ciuhan
& Răban-Motounu, 2012). This would include providing creative solutions or
experiencing and acquiring self-development and actualisation through intrinsic
motivation. An individual who has a low interest in his/her job will not be motivated
to learn more about it (Frey, 1994), his/her concerns and actions will be limited to only
completing their specified job responsibilities and nothing more regardless of his/her
knowledge and experience that is gained through years of experience or development
training. Although all employees are requested to be completing their stated job
responsibilities, this perspective shows that employees with low interest in their jobs
will not be open to new experiences or take risks and therefore, will not be creative
(Panagopoulos, 2013).
The direct implication of this theoretical exploration is that the UAE
government will need to create motivated employees within the government
organisations who are driven with an intrinsic motivation for their personal and
country growth and advancement, rather than through the external motivators like,
financial compensation, and a stable future (Hannam & Narayan, 2015). The fulfilment
of such a workforce should create a high operational precedent for taking risks and
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openness to new experience (Dysvik & Kuvaas, 2011), which is an essential element
to personal creativity, as has already been explored.
2.1.4 Nature of Creativity at Work Place
Another potential explanation towards creativity can be cultural variations, in
specific, cultural norms and precedents that might affect how people view their roles
within their professional duties, as well, as how they seek newer changes or depend
upon what is tested and stable (Gerhart, 2009).
A range of theories can be used to understand this element, considering
Hofstede’s theory of national cultures and cultural antecedents, specifically the
variables Uncertainty Avoidance and Long-term Orientation which can give a grander
outlook on the concept of the openness to experience a culture, and therefore provide
an additional cultural perspective on creativity (Wiewiora, Trigunarsyah, Murphy, &
Coffey, 2013; Shailashree & Mlemba, 2016; Mueller, 2013).
A culture that ranks high in Uncertainty Avoidance will fundamentally avoid
what is uncertain, untested and new. The members of this culture will continue to use
what has worked for them in the past, and only reluctantly change when change
becomes a necessity rather than an option. Newer methods and techniques are
distrusted, and the convention is appreciated. From this perspective, it is quite easy to
infer that members of this culture will distrust new experiences and actively avoid
them. From the perspective of the UAE, Hofstede’s website scores the country with a
significant 80/100 in terms of Uncertainty Avoidance. This significant score infers that
people of the UAE go an exceptional way to avoid what is new and uncertain. Instead,
they prefer to follow precedence and traditional rules, even if they might not
necessarily be the most efficient (Hofstede Insights, n.d.).
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This result is a tremendous cause of concern in the UAE, considering that
inspiring creativity, is one of the major goals of the government, yet this goal appears
fundamentally in opposition to the cultural traditions of UAE. This is a concern
because cultural norms are difficult to alter, and where they can be altered, they require
a tremendous amount of time, which is far greater than the single-decade plan of the
UAE government for its 2021 or 2030 visions. Therefore, the decision takers and
policy makers of the UAE government, need to understand and prepare measures for
adapting the existing culture to become an environment for creativity and innovation.
The second cultural variable is ‘Long-term Orientation’, which is the rough
measure of how much a society is either inclined towards short term or long-term goals
and achievements, particularly in the form of advancement and development. A Longterm Orientated. A long-term oriented culture focuses more on a prosperous future and
is therefore more adaptable to changing practices of the world. This adaptability makes
the members of this culture flexible and gives them a personal unity to explore
problems and find new solutions, rather than focusing on the traditional method of
fixing such problems. In a sense, this measure can be used to gauge of how a culture
reacts to social change: Does it accept change, or does it offer resistance? On the other
hand, short-term orientated cultures focus on maintaining their existing traditions and
norms (Wiewiora, Trigunarsyah, Murphy, & Coffey, 2013).
We can sense that Uncertainty Avoidance focuses on individual behaviour and
perspective, while Long-term Orientation presents an overall social perspective, which
are equally important to understand and work towards, to be able to achieve creativity
in government organisations. Although Hofstede’s website and other sources could not
provide an accurate gauge of this measure, from the UAE perspective, separate studies
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which have gauged the attitudes of Emirati organisations and managers have
concluded that Emirati managers have adapted well to novel operational theories, they
have also became more open-minded towards change, compared to 25 years ago, when
this significant change was gauged in an expansive study by (Willemyns, 2008).
2.2 Creative Behaviour Antecedents
The four main antecedents which are discussed in this research are the
individual’s personality, educational background, social networks, and work culture.
These four antecedents combine the intrinsic and extrinsic motivation of the individual
to be creative. Intrinsic motivation has been defined in academic literature as the most
powerful means of motivation – referring to a genuine interest within a person (Reiss,
2012). From this perspective, those who are intrinsically motivated will be most likely
to invest more effort towards accomplishing their goals, and as a direct consequence,
intrinsically motivated people will have better learning and developmental outcomes
(Heyman & Dweck, 1992; Larson & Rusk, 2011). The other three antecedents
represent extrinsic motivation, as they represent the environment and surroundings of
this individual throughout his/her life stages. As external motivation is stimulated
through the offering of a specific, desirable reward, however, external motivation is
also something that may be forced upon one (Borghans, Meijers, & Weel, 2013; Reiss,
2012). Such combinations of motivation that may allow the individual to practice
creative behaviour will be the main focus of this study through the discussion of the
four antecedents.
2.2.1 Individual Disposition
As per Larsen & Buss (2005), “personality is the set of psychological traits and
mechanisms within the individual that are organised and relatively enduring and that
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influence his/her interactions with and adaptations to, the physical, and social
environments.”. Another definition, by Mayer (2007) is that “personality is the
organised developing of a system within the individual that represents the collective
action of that individual’s major psychological subsystems.”. This definition receives
support from the definition of personality, from Funder (2004) “personality refers to
an individual’s characteristics patterns of thought, emotion, and behaviour, together
with psychological mechanisms – hidden or not – behind those patterns.” In particular,
Research and Development (R&D) personnel are often said to be driven by intrinsic
motivation (Amabile & Gryskiewicz, 1987).
The conventional perception of creativity has always been centred around the
individual (Albert & Runco, 1999; Collard & Looney, 2014), the concept that
creativity is a product of human thinking. Although there is no doubt in this statement,
the exact origin of creativity has often been credited to a sort of ‘divine intervention’
or a ‘hidden muse’ within the individual (Simonton, 2000). There must be a factual,
empirical basis which demonstrates the actions or interactions that lead one to a state
of creative productivity. However, dissecting personality is a tricky element due to its
extremely broad nature, and there are simply far too many variables that shape a
person’s character but do not impact their creativity. Thus, this paper turns the
spotlight on two important personality variables that are thought to have an immense
impact upon individual creative behaviour: Openness to experience and Cognitive
style.
Employee creativity refers to the creation of valuable and useful new products,
services, ideas, procedures or processes created or formulated by individuals working
together in a complex social system (Woodman, Sawyer, & Griffin, 1993). Creativity
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starts at the individual level and is affected by a variety of individual differences and
characteristics, which allow the individual to be creative and enable him to have the
ability to perceive and describe what remains hidden from the view of others. Ford
(1996) suggested that individuals need to choose to be creative and identifies three sets
of factors that might lead individuals being creative: the schema that individual holds
towards creativity, his motivation to be creative in terms of emotion, willingness, and
feeling towards taking the interest to be creative and lastly, the knowledge and skills
that the individual has that support his increased creativity. The other personality
related factors include cognitive ability, personality factors, cognitive style,
motivation, knowledge of his/her environment (Dodds, Smith, & Ward, 2002; Moss,
2002) and evaluation. Individuals also need to have a high intrinsic motivation to be
creative, since such motivation facilitates the development of creative ideas and ignites
their tendency to be curious and persistent in the face of barriers (Utman, 1997; Zhou
& Shalley, 2003).
According to studies, there is a strong link between creativity and
psychopathology (Eysenck, 1995; Jamison, 1993). Although this does not necessarily
imply that creative, people are psychologically challenged or indifferent. It is
recognised that creative individuals tend to be more open to new experiences, are
flexible cognitively, are willing to take risks, and display a conspicuous behaviour
(Simonton, 1999a; Ludwig, 1995).
The personalities of creative people have the traits, skills, self-confidence and
tolerance for ambiguity as well as the ability to be patient with competing views and
to persist in developing their own original ideas, which also raise the level of openness
to new experiences. For example, a recent study of creativity in organisations shows a
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positive, significant correlation between openness to experience and creativity, as rated
by managers (Scratchley & Hakstian, 2000). Such traits have also been seen in the
‘Big Five’- theory which states that “at the core of ‘Openness/Intellect’ are curiosity,
imagination, creativity, and innovation” (DeYoung, 2014; Saucier, 1992). This shows
that individuals who have these traits have both the motivation and the ability to create
new and novel ideas. This point is particularly salient in relation to Openness/Intellect
because these are the only traits, known as the “Big Five-traits” to show a consistent
and substantial positive association with IQ Cybernetic Big Five Theory (CB5T),
which considers intelligence to be a facet of Openness/Intellect” (DeYoung, 2011).
Moreover, individuals need to be proactive to be creative, ‘proactive
personality’ refers to individuals’ disposition toward engaging in active role
orientations, such as initiating change and influencing their environment (Crant, 1993).
Proactive people are relatively unconstrained by situational forces, and they identify
opportunities, act upon them, show initiative, and persevere until meaningful change
occurs (Crant, 2000). This should not only be for long-term employees, but also for
newcomers as well.
On the other hand, innovation is not easy and not simple, it is risky and requires
highly motivated employees to implement and practice such behaviour. Such practices
raise the level of frustration and job insecurity in some work cultures especially
government organisations where change is not much favourable. As stated by Janssen
(2004) that people tend to embrace stability and resist the insecurity and uncertainty
that is correspondent with the changes the innovation process entails. Such risk
requires certain traits that individuals need to have or acquire to be creative. Amabile
& Gryskiewicz (1987) have also mentioned some of the main personal qualities that
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influence creativity, like problem-solving, persistence, curiosity and energy. Also
mentioned, is self-motivation, special cognitive ability (special problem-solvers,
abilities and techniques for creative thinking), and social skills. At the same time, some
of the qualities that inhibit creativity are also stated, like being unmotivated and having
a pessimistic attitude, being unskilled (lack of ability and experience in the problem
area), inflexible, and externally motivated. From this, we can observe that the
individual disposition and skills have a great impact on his/her creativity regardless
of any other factors. In this research, we will discuss two of the main traits that
influence creativity, of which individuals and leaders need to be aware of and promote
in government organisations, to be able to have creative employees.
2.2.1.1 Openness to Experience
An individual’s willingness to observe, experiment and experience, forms the
base definition of the human personality theory (Shalley, Zhou, & Oldham, 2004). In
this study, it is implied that the individual’s openness to experience has an important
correlation with creativity, given that the creative output is fundamentally ‘novel’.
Traits (openness to experience and risk taking) are very important for any individual
to be creative as they allow and encourage them to always look for new ideas and
refuse to accept things the way they are. Similarly, several organisational studies assert
that risk taking is integral to creativity, even when not specifically addressing intrinsic
motivation. Many authors agree that a climate for creativity exists when employees
are willing to take risks (Tesluk, Farr, & Klein, 1997). Within the Five-Factor
taxonomy of personality traits, openness to experience is the broadest domain,
including a mix of traits, relating to intellectual curiosity, intellectual interest,
perceived intelligence, imagination, creativity, artistic and aesthetic interests,
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emotional and fantasy richness and unconventionality (Batey, 2006; Carson, 2003;
Feist, 1998; Feist, 2003; Hirsh, Young, & Peterson, 2009; King, 1996; McCrae, 1987;
Silvia, 2009).
Prior research has also established that the openness to experience is related to
creativity (McCrae & John, 1992; Costa & McCrae, 1992; Feist, 1998; McDermott,
1998; Zhou & George, 2001). Any output that is related to one’s willingness to learn
new things, can also motivate the person to create something new and therefore
becoming a creative output (Amabile, 1996; Erez & Nouri, 2010; Dul & Ceylan,
2011).
Openness to experience forms an important part of the Five Factor model, as
explored briefly above. This is a model that can be used to characterize human
personality by dividing it into specific categories, allowing the individual to clearly
understand someone’s personal character. As an essential part of the model, it has been
expanded by Costa & McCrae (1992) into different antecedents, including intellectual
curiosity, active imagination, attentiveness to feelings and aesthetic sensitivity. This
approach has been empirically backed by analysis from McCrae & John (1992), who
found that one’s openness to experience, depended on these important antecedents.
Although openness has been found to be positively related to creativity across
several domains (Feist, 1998), recent studies of organisational settings show rather
weak relations and suggest that the effects of openness on creativity might vary, based
upon contextual conditions (Andrews & Smith, 1996; Burke & Witt, 2002). Taking
this assessment further, Baer & Oldham (2006) performed a study to elaborate upon
the role of openness to experience towards creativity. t was concluded that the creative
output increased proportionately to one’s openness to newer experiences; however, the
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moderating variable here was time-pressure. Nonetheless, this is a significant bit of
information from an organisational perspective. Public organisations often face a
tremendous workload, which might make it necessary for the employee be creative
while facing a lot of pressure (Bradley, 2004; Wallace, Hunt, & Richards, 1999;
Daymon, 2001). We propose that individuals who experience intermediate creative
time pressure should be fully engaged in their activities at work (Edwards & Freeman,
1988), leading to greater exploration of ideas and experimentation with novel
approaches to solving problems, ultimately resulting in high creativity (Zhou &
Shalley, 2003).
From the perspective of personal creativity, openness to experience has been
discovered as an essential element in determining the creative potential of individuals
(Gosling, 2008; McCrae, 1987). It was discovered by McCrae (1987) that divergent
thinking, the process of thinking outwards for solutions, was enabled if the observed
person was open to newer experience. If one turns to new experiences and knowledge
to find solutions, he/she might also have an increased chance of discovering a new
solution (DeYoung, 2011; Saucier, 1992).
Openness to experience, simply put, is an individual’s willingness to
communicate, take risks, and explore his/her own ideas (Shalley, Zhou, & Oldham,
2004). If an individual expresses this essential trait, it is likely that his/her creative
outcomes will improve, as demonstrated in the empirical analysis by (Shalley, Zhou,
& Oldham, 2004). The probable reason is that the freedom to explore allows
employees to tinker with their own ideas, without the fear of judgement or other
implications.
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2.2.1.2 Cognitive Style
A common definition for cognitive style is that it is the method through which
an individual prefers to think, learn, process, understand or norm (Jiang & Thagard,
2014; Noppe & Gallagher, 1977; Paulus, Levine, Brown, Minai, & Doboli, 2010). The
diversity of human personalities makes it essential to consider which method a person
prefers to learn and process information. Therefore, it is likely that if we understand
and facilitate how one can follow his/her preferred method of cognition when learning
or working, then creative output might be present.
The modern and contemporary theories on the measurement and assessment of
creativity are largely focus upon the cognitive processes of individuals. An excellent
example of these cognitive processes includes fluency, flexibility, originality, and
elaboration (Almeida, Prieto, Ferrando, & Oliveira, 2008). Several studies have
examined the relation between individuals’ cognitive style and creative outcomes
(Kirton, 1994; Masten & Caldwell-Colbert, 1987); the results suggest that individuals
with an innovative style tend to be more creative than those with an adaptive style
(Lowe & Taylor, 1986). This indicates that individuals have a natural orientation or a
preferred method of creative problem-solving; they differ from others who are
adaptive to the systems in their thinking style, as they have a willingness to take the
risks, in the form of questioning and violating the norm and agreed-upon way of
working, in order to develop new and innovative solutions to problems. As Guastell,
Shissler, Driscoll, & Hyde (1998) and Thomas B. Ward (1997) mention, “Creativity
is a mental phenomenon that results from the application of ordinary cognitive
process.”
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The studies have also shown that there are some cognitive traits which are
linked to creativity and are used to measure the individual's creativity in most of the
known tests for creativity. An example of this is the Torrance Tests of Creative
Thinking (TTCT) which tests what causes creativity in the individual. This mentions
some creative abilities that are measured by tests like these, like originality, fluency
and flexibility. These abilities are defined in the test as; originality: the ability to
produce uncommon or unique responses; fluency: the ability to produce a large number
of ideas and flexibility: the ability to produce a variety of ideational themes or
categories. It is also mentioned that creativity is often declassified in three distinct but
interrelated (not necessarily highly correlated) components: cognitive flexibility,
fluency, and originality (Guilford, 1967; Torrance, 1966). As also argued by Guilford
(1950) and Torrance (1966), different dimensions underlie creative behaviour,
including fluency, flexibility, and originality.
Creativity is also linked with originality, which is the construct measure that is
used to determine how different an individual’s work is from the others. The farther
that the person’s output is dissimilar to the most related pre-existing output, determines
how original a person is (Dew, 2009); therefore, originality is certainly a possible
modifier in the process of creativity.
Flexibility is also considered to be one of the main cognitive traits of an
individual's creativity, according to the Dual Pathway to Creativity Model (Nijstad, De
Dreu, Rietzschel, & Baas, 2010). Flexibility, approaching a problem or issue from new
perspectives; has long been considered as one of the hallmarks of creative thought and
action (Guilford, 1950; Guilford, 1967), and as mentioned by Nijstad et al. (2010),
creative products can be generated via the process of cognitive flexibility, and/or via
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the process of persistence at generating ideas. The first process, flexibility, refers to
the ease, with which people manage to overcome functional fixedness (Blankenship,
1991), invokes ideas that are remote from one another (Mednick, 1962), and use a wide
range of semantic categories when generating ideas and solutions to problems
(Maddux, Adam, & Galinsky, 2010). However, flexibility is not the only way in which
people reach creative ends, Creativity can also be achieved via persistence, defined as
“the degree of sustained and focused task-directed cognitive effort” that individuals
exert (Nijstad et al., 2010, p 42).
In addition to originality and flexibility, fluency is also considered to be one of
the measures that is used to determine personal effectiveness and efficiency in
professional operations. It refers to the measure of how fluent, smooth and efficient, a
person can be in their duties. This measure might hint towards an individual’s overall
professional competency and proficiency in his/her required duties and might be
influenced by experience and training. The facilitation of the latter might have a
tremendous impact on one’s fluency with their tasks, whereas the experience is a
natural accumulation (Tasman, 1976). The relation of fluency to creativity can be
bridged through the idea that creative people fully understand their tasks and duties,
and only through commanding such an intense knowledge, can they effectively
consider possible alternatives in which their duties can be performed with higher
efficiency and/or find solutions to their common problems that affect them (Noppe &
Gallagher, 1977; Dew, 2009) and as mentioned here, one key element of creativity is
the ability to generate many ideas and products over time (Simonton, 1999a). Creative
productivity (i.e., fluency) can be considered as the most basic form of creative
achievement. The most significant implication of fluency to an individual's
competency is that it enables him/her to fully understand his/her tasks and duties, and
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therefore, it can be a major contributor to creativity due to its knowledgeable nature
(Tamir, Penick, & Lunetta, 1982).
Despite the evident connection of this measure to individual creativity, it has
been met with disdain in academic literature. The fundamental reason behind this
dissent being that, despite being related to creativity, one’s fluency in his/her duties,
does not appear to be a powerful performance driver (Almeida, Prieto, Ferrando, &
Oliveira, 2008). However, this perspective is disputed by several other experts and
scholars (Erez & Nouri, 2010; Dreu, 2010). From a personal perspective, the author
opines here that, if one is not fully proficient or an expert in his/her field, then one
might not be able to produce creative solutions and thus be compelled to follow the
rulebook. In view of this perspective, one is then cognitively ‘inflexible’. Therefore,
learnt fluency can act as an essential ‘enabler’ for an individual to express his/her
creative output, making it a medium or platform for creativity. This makes this
cognitive process an important contributor to personal creativity (Tasman, 1976).
Hypothesis 1-a: Individual’s openness to experience positively impacts
his/her creative behaviour.
Hypothesis 1-b: Individual’s cognitive style positively impacts his/her
creative behaviour.
2.2.2 Educational Background
An individual's educational background can be considered as an essential
‘facilitator’ to his/her creative output. The common inference is that education
provides essential, personal and academic skills that allow students to explore their
own ideas, supported with factual and practical knowledge, equipping them with the
necessary tools to inspire, motivate, and empower themselves to produce creative
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outputs. From this perspective, this thesis sheds light on two main factors that may
prove how creativity could be linked with education through problem-solving and selflearning.
A common learning outcome of a vast majority of learning and educational
programmes is ‘problem-solving’ – the skill of critically analysing a problem,
assessing the cause and potential solution, and implementing the solution (Joyce &
Showers, 1982). This is a standard, proven methodology which delivers strong results.
Likewise, a creative output is not necessarily the one that invents something new
(Sternberg & Lubart, 1999), but rather a solution (as defined above) that is both new
and practical. This simply implies that creativity covers simplifying existing tasks,
introducing efficiency to existing processes, problem-solving, and various other
outcomes.
Education is not necessarily an empowering factor for creativity; although it
provides powerful, extensive, and flexible tools but also, lightly impact both the
intrinsic and external factors of creativity (Collard & Looney, 2014). Creative,
entrepreneurs and businesspersons have dropped out of formal education for varying
reasons. The main reason behind their success thereafter was their ability to innovate
creative and interesting products.
The second focal point is self-learning as an important modifier to personal
creativity. An individual might be motivated, by a sole intrinsic or extrinsic factor, or
a combination of both, to learn and excel in their ideas and passion (Teo, et al., 2015;
Kang & Tan, 2014; Sänger & Wascher, 2011). Therefore, it is also possible that a selflearning trait might be more valuable than formal education, but the acquirement of
this trait remains to be ascertained until later explained in the research. A developing
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country such as the United Arab Emirates places essential focus on advanced education
and being a global hub of both Eastern and Western academia, the option of
implementing the self-learning and problem-solving option, is not an obstacle if it is
integrated within the curriculums, especially at elementary school-level.
The term ‘education’ in the context of this study, refers to teaching and learning
processes, and how they are achieved; it also considers showing how information is
being transferred from teachers and presented to the students. Does the process of
learning activate both sides of the brain? Does it enable students to link what they learn
to real life situations? Does it help students to be self-learners? Does it ensure that
students are taught based on problem-solving and creative thinking methodologies?
Does the strategy of the educational system prepare students to be creative and ensure
their ability to be creative in their future workplaces?
Education is also considered to be one of the main factors of creativity, this
fact led many countries to modify and create a major shift in their education systems
to cope with the needs of the 21st century, as mentioned by Costa (1989), the
importance of teaching creative thinking in the USA was first emphasized in the 80's.
Moreover, in Singapore the prime minster made a major shift in education when he
advised educators to stay abreast with the changes in the world. The desired outcomes
of education for the post-secondary student include characteristics like the ability to
think, reason and deal confidently with future, to seek processes and apply knowledge,
innovativeness and a life-long habit of learning (Livingston, 2010; Wakefield, 1989;
Loveless, Burton, & Turvey, 2006; Collard & Looney, 2014; Hodges, 2005; Shaheen,
2010; Toivanen, Halkilahti, & Ruismäki, 2013; Compton, 2007; Newton & Newton,
2014; Hadzigeorgiou, Fokialis, & Kabouropoulou, 2012).
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This shows how advanced countries see the important role of education in
relation with creativity and innovation and illustrates how students should be taught to
be creative and exert their creative behaviour. Evidently, it also shows the major role
of leadership and government officials in these countries to understand the need for a
creative education system and provide the right environment for schools and
universities, which will open the way for students to be creative and become part of
the development and advancement of the country (Claxton, Edwards, & ScaleConstantinou, 2006; Barnes & Shirley, 2007; Daud, Omar, Turiman, & Osman, 2012;
Rojanapanich & Pimpa, 2011).
Cho (2011) mentions a case study in one of his articles, what impact an
educational background has on creativity. Twelve creative Korean leaders (both males
and females from different domains) were interviewed, to identify the elements that
affected their creative achievements. The results revealed that it was essential to have
the fundamental knowledge in developing creativity, which was mainly developed
through reading in all subjects and widening their knowledge-base. They also
emphasized the important role of writing, which has helped them to organize, express
and internalize the knowledge acquired to be creative, as it helped in creating different
level of thinking. The study revealed that the most important element of their
achievements was the ‘solid basis of basic knowledge’ of their domain, which was
gained through their style of study (Cho, 2011).
Cho (2011) also stated that the Ministry of Education in Korea began to focus
upon creativity education and undertook efforts to nurture students’ creativity through
the main curriculum by adding sections in which ‘creativity-’ and ‘character-’
education could be practiced within that particular curriculum, rather than adding extra
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work for the students through extra-curricular activities, to and in which not all
students had the same opportunity or interest. All twelve participants majored in more
than two different domains, which enabled them to connect important concepts
between different school subjects; they also stated the important role of teachers and
how supportive they were as mentors to the students, as they did not only challenge
intellectual ability, but also provided emotional stability, which stressed the
importance of the teacher’s creative role in education. This style of education has
increased the ability of these leaders to have strong comprehensive/synthetic thinking
styles, which allows them to have the ability to converge other disciplines, apply their
imagination, generate questions, increase logical thinking, and use inverse thinking
(Cho, 2011). To also show how supportive the teachers were, one of the leaders stated,
“In grade 8, my homeroom teacher was an art teacher and although I’ve never learned
art, she complimented my art work highly and displayed it in the best place, even
though my work did not receive an award from an art contest. From that time onward,
I really started to love art and enjoyed the time when I was drawing.”
In the case of Korean creative leaders, the factor of teachers complimenting
students upon their achievements seems to be greater than in Western culture. Tan &
Gopinathan (2000) mention in their study that education in Singapore is considered as
one of the best around the world. Three major initiatives have been launched since
1997 to foster greater creativity and innovation among students, which were crucial to
remain economically competitive and to create a transition into a KnowledgeEconomy:
1.

Thinking Schools, Learning Nation: This plan focuses on developing all
students to become active learners with critical thinking skills and developing
a creative culture within schools.
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2.

The Master plan for Information Technology in Education: The intention is to
incorporate information technology in teaching and learning in all schools.

3.

The third major initiative focuses on university admission criteria, as it was
changed from the results obtained in the General Certificate of Education
(Advanced) Level examination to results in the Scholastic Assessment Test (I),
where the results in project work at school and their participation in extracurricular activities will also be considered with regards to applicants. These
initiatives, as per Tan & Gopinathan (2000) were put in place to create future
creative employees that allow Singapore to compete and win in the global
economy and to have leaders who are equipped with the needed knowledge and
creative thinking ability to be able to face future challenges and sustain
Singapore’s economy statues where all schools, principals, teachers, and
students have been included in these plans.
It has also been investigated that education is considered to have a link to the

economic growth of the country as per Mankiw, Romer, & Weil (1992) and Barro
(1991) as their studies concluded that schooling had a significantly positive impact on
the rate of growth of the actual GDP. Porter (1990) also mentioned that there was a
need for a more creative work force in the nations which are progressing in economic
development, which is exactly the case with the UAE. (Tan) noted that in Singapore,
a report conducted by Singapore Government (1998) stated the need to refine the
educational system of Singapore to improve the competitiveness of the country
through three major components of the educational system. These components are: the
content of the educational curriculum; the mode of delivering this curriculum to
students and the assessment of the performance of schools.
A somewhat relevant but specifically unrelated perspective is that of the United
Nation’s sustainable development goals. In particular, the fourth goal is to ensure that
Quality Education for all humans on the planet (Pongiglione, 2015). The goal by 2030
is to ensure that all humans on the planet have access to fair education that can enable
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them to reach learning opportunities which can create a better life for themselves. This
perspective shows the importance of education related to creative output – it functions
as an essential enabler for creative output (UNESCO, 2017). An illiterate person, who
has no education in theories and course material, will not understand the subjects in
the first place and therefore might not be able to provide creative solutions to advanced
issues (Owens, 2017; Cheng, 2011; Rojanapanich & Pimpa, 2011; Newton & Newton,
2014; Hadzigeorgiou, Fokialis, & Kabouropoulou, 2012).
Multiple intelligence theory refers to the presence of multiple intelligences
within an individual, allowing and guiding their thinking and norming processes.
These intelligences can be attuned for specific purposes, therefore specializing
individuals for specific tasks (Campbell, Campbell, & Dickinson, 1996). A few
intelligences include: logical-mathematical, which focus on logical inferences and
constructive convergence; interpersonal, which is an intelligence focusing on selfrecognition, then, intrapersonal intelligence, which refers to the ability to understand
other people. These different intelligences, if developed and explored within
individuals, can improve the function thereof, relative to their characteristics (Gardner,
1993). Although these premises are strong ones, a solid link to creativity is often
suggested. This theory suffers from a lack of strong, definitive empirical evidence.
Moreover, learning through such intelligences, allow different students to gain and
retain taught information for longer time of periods.
Like multiple intelligences and emotional intelligences, individuals also prefer
their own learning methods. There are several learning theories that determine the
learning preferences of people, the two in focus here are cognitivism and
constructivism. Cognitivism is the learning of the information process and cognitive
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process as well as learning based on information and knowledge. In comparison,
constructivism refers to deriving knowledge primarily from experience rather than
practice (Floistad, 1993). The styles of teachers or leaders teaching via utilising these
theories, outline the essential influence on the performance characteristics of these
individuals (Simonton, 2000). Although both types of approaches are effective for
different applications, the context of creative output would make use of both
constructive and cognitive outputs, as both are associated with divergent and
convergent thinking, which are vital to promoting individuals’ creative output. In this
research, the focus will be on two of the main aspects of education that share an
irrefutable association with creativity and creative behaviour during the educational
stage and in doing so, will provide support to individuals to be creative in their work
lives, namely: problem-solving and self-learning.
2.2.2.1 Problem-Solving
Problem-solving is a skill which is an essential part of creative output. A
creative person can easily challenge problems and find effective solutions to them. A
solution does not necessarily have to be a direct, technical, and by-the-book remedy of
the problem, rather it can be any solution that compensates for the problem, either in
the short- or long-term. If the applied remedy can restore functionality of a process or
object, the solution is variably either inefficient or effective (Victor & Vidal, 2010).
Aptly, this launches an interesting debate as to what extent a compensating solution
could be identified as a creative output.
It would be unwise to label any potential solution as creative. The solution
should be something that solves the problem from the root cause. Even better, a
creative solution should be the one that expands on the efficiency and performance of
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a process or object compared to its pre-problem performance (Nokes, Schunn, & Chi,
2010; Larkin & Reif, 1979). Although problem-solving can be an indicator of
individual creativity, it should only be considered a part of the inventory that forms a
creative persona, rather than a feature that dominates it. An individual who is not a
good problem-solver can still be considered ‘creative’ by other measures (Taplin &
Chan, 2001).
Academic literature provides a range of theories based upon the association
between problem-solving, creativity, and personal development. One theory is that of
Heppner & Petersen (1982), called the ‘personal problem-solving inventory’. The
researchers created a conceptual framework that gauges one’s problem-solving skills
through classifying the ability of problem-solving as one based upon personal and
perceptive antecedents. These antecedents are problem-solving confidence, approachavoidance style and personal control.
Elaborating on the first antecedent, Rotter (1978) found that one’s perception
of his/her proposed solution to a problem plays an important role in determining and
augmenting his/her confidence. Therefore, this suggests that problem-solving
confidence in a person is limited to the context and situation at hand. Therefore,
confidence is rapidly changing. The most probable influencers on confidence would
thus include the individual’s knowledge of the problem and his/her social standing in
which the problem is taking place. Therefore, it would be fair to infer that experience
and acceptance in a situation plays an important role in one’s confidence to solve
problems (Lefcourt & Loughlin, 1965; Shaw, Selby, & Houtz, 2009).
The second antecedent draws inference from a subject recently explored in the
earlier chapter: seeking alternatives. This is an essential element of problem-solving.
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The individual’s problem-solving inventory might be based upon his/her ability to find
alternative methods through which a process can be completed or resumed. However,
it has also been identified that a problem-solver is someone who systematically
engages the problem, deducts the potential causes, and then applies a solution to the
problem (Shaw, Selby, & Houtz, 2009). Therefore, the individual might infer that
either method of problem-solving is acceptable, and can even be considered to be a
result of creative process, as long as the process leads to a solution that is both efficient
and effective (Parnes, 1967; Shaftel & Shaftel, 1967; Taconis, Ferguson-Hessler, &
Broekkamp, 2001).
The third antecedent is personal control, which refers to a person’s selfdeveloped strategies to deal with problems. Psychologists have identified that those
who are good at problem-solving, have also developed practices to regulate their
behaviours and deal with problems in efficient manners, which are most applicable to
the situation at hand. Like the first antecedent, this infers that problem-solving carries
definitive value in a person’s experience. As one continues to solve problems, they
will gain proficiency in it as a skill (Perri & Richards, 1977; Scheiter, Gerjets, &
Schuh, 2010; Ostrosky & Cheatham, 2005).
Creativity, through extension and problem-solving, has also been linked to the
concept of self-determination. In a research, Sheldon (1995) discovered that
individuals who measured high on the problem-solving/creativity and creative
personality scales, did so in the motivation for self-determination and their pursuit
towards what they wanted to be. Reversing this scenario, individuals who are seeking
self-determination will be more creative and therefore, better at producing and finding
solutions to their problems (Schubert, 1988; Stein, 1974). Creativity is not something
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that can necessarily be financially motivated, rather, it is more impacted by the notion
of whether the person is interested in the concept or not. A motivated person driven
with self-pursuit will be more likely to find solutions to problems than someone who
only does it for financial or other sorts of gain (Hanley, 1995; Wiley, 1998).
In an education-cantered research, (Tan) developed and employed a problembased creative learning programme for higher education students. It was discovered
that a pedagogic approach which focused upon individualistic problem-solving could
have a strong and consistent impact on personal creativity. An applied task, where
problems are solved, can foster a problem-solving habit within individuals. If this
conclusion is related to the problem-solving inventory antecedents above, one can
observe a clear correlation. Those introduced to problem-solving practices will gather
the necessary experience and, as a result, create their personal tools and practices for
problem-solving that foster creative output.
Further supplementing this connection and conclusion is the result from
Pershyn (1992), who asked people to illustrate their strategies for problem-solving. In
the process of doing so, he observed that people had difference preferences for
problem-solving. One’s process to solve problem was complex and non-linear,
whereas another’s was deductive and straightforward. The result of this research
allowed him to determine that there are numerous problem-solving personalities, i.e.
innovators and adaptors. Therefore, this leads us to consider the fact that no two
problem-solvers can be the same. There are far too many influencers in determining
personal behaviour and therefore one can infer that all problem-solvers in the world
are ‘unique’ (Pershyn, 1992; Victor & Vidal, 2010).
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Drawing from all these studies, we move to the last important theory to
determine personal problem-solving skills: one’s style of thinking (Intaros, Inprasitha,
& Srisawadi, 2014; Hardin, 2003). Although the human thinking pattern is broad and
fundamentally unique, it is possible to divide thinking into two extremely broad
categories: divergent and convergent thinking. As the terms imply, divergent thinking
refers to thinking ‘out-of-the-box’, therefore trying to find solutions in contexts where
one would not expect them, contriving creative ideas that could solve a problem
without an established standard of precedence to the remedy. On the contrary,
convergent thinking refers to the opposite, a stream of thoughts congregating around
the established standards and precedence to solve problems (Sousa, Monteiro, Walton,
& Pissarra, 2013).
In practice, divergent thinking is performed by thinking of creative and
unexpected solutions to problems, even when there might not be any present. A
method to achieve this is through brainstorming, or expressive free writing, where all
possible and unexpected mental leads are exhausted to find unexpected, alternative
solutions to the problems faced (Sousa, Monteiro, Walton, & Pissarra, 2013). Although
an efficient solution is not always guaranteed with this sort of thinking, it can often
lead to creative solutions and innovations that are not expected. This sort of surprise
element has been well-gauged in academic literature. This thinking approach has
garnered significant support, which has been directly linked with creative output
potential and problem-solving skills, both of which are essential in the augmenting of
one’s creativity (Merriënboer, 2013).
In comparison, convergent thinking has been referred to in this particular
literature, as a solid and proven method for problem-solving (Cropley, 2006b).
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However, it has one glaring weakness: If the problem of a subject has no precedent or
standard solution, the convergent thinker will be lost for direction. They will not be
able to remedy the problem because the standards and policies do not offer any such
remedy and therefore, will depend upon divergent assistance for a solution (Jones &
Estes, 2015). Regardless, both sorts of thinking styles are interconnected, as per the
fact that after one is finished with divergent thinking, he/she must apply a convergent
style of ‘norming’ the brainstormed ideas and information (Sousa, Monteiro, Walton,
& Pissarra, 2013).
The answer to this question is relatable to the other arguments presented in this
paper. Divergent thinking has a strong association with personality factors (Kirton,
1994; Erez & Nouri, 2010), i.e. openness to new experiences and organisational
cultures (Hofstede, 1998), i.e. power distance, work freedom; even transformational
or transactional leadership styles (Blake & Mouton, 1985; Judge & Piccolo, 2004).
There are a wide range of influencing factors, all of which will be understood later in
this research. Regardless, the discussion related to this concept demonstrates that there
is a significant correlation between problem-solving and creativity (Victor & Vidal,
2010; Sousa, Monteiro, Walton, & Pissarra, 2014; Reiter-Palmon, Mumford, &
Threlfall, 1998).
Our schools need to understand the value of the problem-solving method as
part of teaching and transferring knowledge to students, especially at the early stages,
as it fundamentally equips students with one of the main required skills of creativity.
In an experiment with a second-grade class, located in an urban school with a large
Latino population, the students were working on mathematical problems of addition
and subtraction by developing their own methods for solution. Different students

49
solved the problem using different methods, the students not only answered the
questions but rather gained methods of finding their own solutions to the problem.
Such experiments allowed the students to apply the knowledge that they had as
individuals to solve the problem, which is exactly the purpose of learning by applying
the acquired knowledge, and vies-versa, this learned knowledge at schools will also be
applied outside the schools. This shows how important it is to use the problem-solving
method in our schools to equip students with the skill of life-long problem-solving and
task accomplishment. On the other hand, several faculties in professional schools have
noted that the knowledge acquired in the classroom does not transfer well to
professions, be it medicine, engineering, social work or education (Boud, 1991), which
is the case in most of the UAE schools. In addition, learned knowledge is forgotten
shortly after it has run its course. To increase the usefulness of students' knowledge,
some schools have adopted the model of problem-based learning or case-based
instruction (Shulman, 1992). As described by Boud (1991), problem-based learning,
“which is a way of conceiving of the curriculum which is centred on key problems in
professional practice. Problem-based courses start with problems rather than with the
exposition of disciplinary knowledge". In this case, students will not merely acquire
the knowledge, but will also be connected to gain skills that will enable them to use
them in real life problems as part of their daily activities and allow them to be creative
solution finders, in doing so, they draw upon the knowledge gained in their lives. As
stated in some researches, the fundamental features of reflective inquiry can be simply
stated: problems are identified; problems are studied through active engagement and
conclusions are reached, as problems are (at least partially) resolved. Such practices
will undeniably increase the creativity of the students at schools and later, at the
workplace.
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It is not only the role of teachers that is needed, students are also required to be
taught to share the responsibility for developing a class community of learners in
which they participate; they are to be taught how to participate in explaining and
justifying their methods. This creates the openness that is essential for examining and
improving these methods and for becoming committed participants in the community
at a later stage in their lives. They also need to recognize that learning does not always
originate from teachers as it is the case with our elementary and secondary schools at
the moment. On the other hand, it averages that they can always draw inspiration from
others, taking advantage of others' ideas and the results of their investigations.
According to Dewey (1933), such practices will enable them to support and learn from
each other and equip themselves with some of the 21st century student skills, like
collaboration and communication, in addition to creativity. The goal of learning as a
primary factor exists in determining what the learner aspires to, what prior experience
the learner utilizes in constructing an understanding, and, basically, what
understanding is eventually constructed. In Dewey's terms, it is the "problematic" that
is led to and this is the organizer for learning (Dewey, 1938; Rocelle, 1992). We do
not want the learner to study science, memorizing a text on science or executing
scientific procedures as dictated, but rather to engage in scientific discourse and
problem-solving (Bereiter, Duffy, & Honebein, 1994). The teacher must not take over
thinking for the learner by telling the learner what to do or how to think, but rather,
teaching should be done by inquiring at the "leading edge" of the protégé’s thinking
(Fosnot, 1989). The concept of a learning scaffold and the zone of proximal
development as described by Vygotsky (1978), is a more accurate representation of
the learning exchange/interaction between the teacher and the student. Teachers should
model reflective thinking throughout the learning process and support the learners in
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reflecting on the strategies for learning as well as what was learned (Schon & Clift,
1992).
Such aspects of learning, like problem-solving and knowledge-reflection, are
exactly what this study is trying to pursue and contribute to assist our leadership.
Therefore, the focus is centred around education, to start the correction of the existing
education system by implementing the type of learning that creative students and
future employees need.
2.2.2.2 Self-Learning
A person’s ability to learn, norm and adapt, or better referred to as ‘selflearning’, is also possibly a significant factor that can affect one’s creativity and
creative behaviour. The fundamental inference here is that self-learners are better able
to analyse situations by facing them, recognise their own strengths and weaknesses
and adapt to the situations at hand (Confessore, 1997). Fundamentally speaking, the
trait of self-learning makes the individual adaptable, allowing him/her to perform
better in a variety of situations, including but not limited to, tasks where creative output
is required. Likewise, from an organisational perspective, having individuals with
strong self-learning skills can boost organisational performance (Confessore, 1997;
Rana, Ardichvili, & Polesello, 2016).
The concept of self-learning can also be associated with self-management,
motivation, and self-concept (Garrison, 1987). All these factors, combined, can have
a substantial impact on how the individuals perceive themselves and what their outlook
is on their productivity and potential. Academic literature provides an extensive array
of studies and theories which explore self-learning as an essential personal
performance measure, as well as a measure that is deeply related to one’s potential
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creative output (McCombs & Marzano, 1990; Sitar, Černe, Aleksić, & Mihelič, 2016;
Burleson, 2005; Ishii & Miwa, 2005; Tsai, 2012).
According to Zimmerman (2002), students and learners who lack the ability to
self-regulate their activities, i.e. scheduling their plans, doing specific tasks at specific
intervals, developing personal coping and performance tactics and strategies, are at the
risk of poor performance. Relating the same scenario to the UAE context, if the
workforce is not encouraged to have strong self-regulation, then they will not develop
their personal coping strategies (Hewitt‐Taylor, 2001; Zimmerman, 1989b; Garrison,
1997). The cause of concern here is that if learners and students do not develop these
strategies and work tactics, they will not be capable of producing creative output
because they cannot be creative in their work without self-regulation (Ericsson &
Charness, 1994; Burleson, 2005; Sitar, Černe, Aleksić, & Mihelič, 2016). In this sense,
self-regulation is just as important as learning the work itself.
Similarly, Pintrich & De Groot (1990) conducted an empirical assessment on
school students to determine the factors of self-efficacy and self-regulation, related to
learning performance. It was discovered that there was a strong correlation between
personal performance, self-efficacy and regulation, demonstrating that self-learning,
as a broader category, is an important part of the creative process. A similar perspective
can be observed in Zimmerman (1989a), wherein a connection between students’
learning performance and self-efficacy, self-regulation, self-observation, selfjudgement and self-reaction was determined. Interestingly, one can draw a comparison
to the arguments by Pintrich & De Groot (1990); Zimmerman (2002); Hattie & Biggs
(1996) against the perspective to education introduced in the first chapter of this thesis.
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These studies draw robust support to the raised argument; it is not the education
that leads to personal success and creativity, rather, a person needs to have intrinsic
motivation, self-regulation, and a self-learning capacity to excel at his/her passion and
what he/she wants to achieve (McCombs & Marzano, 1990; Frey, 1994). Therefore,
compared to self-learning and self-regulation, education has a lower significance, as
the learner is motivated to learn from practical experience rather than mnemonic
activities that do not give practical experience. Extending this argument to a
professional perspective, an individual cannot possibly seek professional development
and as a result produce creative output without being invested in the self-learning trait
(Hout-Wolters, Simons, & Volet, 2000; Wang, Shannon, & Ross, 2013; Harding,
Vanasupa, Savage, & Stolk, 2007; Roeser & Peck, 2009).
Having summarily established the importance of self-learning to personal
performance and creative output, we move towards empirical evidence which suggests
efficient methods on how self-learning can be improved. Research conducted by Hattie
& Biggs (1996) on the effectiveness of different cognitive teaching and educational
methods in relation to self-learning, self-motivation, and self-concept, found that that
pedagogic input and training should be context-specific and shouldn’t merely contain
simple memory tasks, which is the case in most UAE schooling systems. The
facilitation of such methods will ensure that the learner will absorb metacognitive
awareness and develop superior personal self-learning and adaptability (Cassidy,
2011; Hewitt‐Taylor, 2001).
Drawing on the context of stimulating an individual self-learning tendency,
research directed by Grow (1991) explored on the premise that self-learning behaviour
could effectively improve learner performance and learning outcomes. As such, it is
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the teacher’s responsibility, along with that of the educational system, to facilitate
lessons in a way that promote individual self-direction. A model theory was developed,
proposing that learning should be facilitated in an active and participatory manner
wherein the learner is expected to learn practically rather than passively, discouraging
passive teaching strategies.
2.2.2.3 Education and Economy
Education has a great correlation with business and the economy of any
country. One popular measure to determine the educational potential of the country,
referring specifically to the extent to which knowledge is appreciated and valued as
part of the economy, is through the Knowledge Economy Index, a tool developed by
the World Bank’s programme Knowledge Assessment Methodology. The tool
measures to what extent a country has embedded different educational and knowledge
mediums, centres, and processes into its society and economy. The index primarily
comprises of four different measures: The Economic Incentive Regime index, the
Innovation Index, the Education Index and the Information and Communication
Technologies Index (Chen & Dahlman, 2005).
The first measure, the Economic Incentive Regime Index, is the measure of
how much a country has attuned its education-related public and private institutions
and organisations to incentivise the creation of new knowledge and information in
pursuit of the scientific method or other methods of discovery that can lead to
development of new, useful knowledge. The second measure, the Innovation Index,
refers to the capacity of the country’s public and private educational, practitioner,
industrial, or services sectors to tap into the domestic and global pool of latest research,
knowledge, and information; and to implement these resources to innovate novel
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technologies, services, and concepts that post actual practical value and are relevant to
the local needs and demands (Chen & Dahlman, 2005). This factor essentially refers
to the ratio of a country’s population, willing to accept and integrate new global
knowledge and to use the evidence-backed practice to create innovative solutions. This
measure is the closest to creativity, which is the focus of this research, as such, it is the
creation of new concepts that are novel and pose a value, connecting to the base
definition of creativity adopted in this research.
The third measure, the Education Index, refers to the capacity of the people of
a nation to create, disseminate, and implement knowledge into practice. This
specifically refers to how educated a country’s population is, connecting this measure
directly to the idea that education is what enables the creation and implementation of
knowledge, which leads to advancement and creative output (Chen & Dahlman, 2005).
The fourth and final measure is the Information and Communication Technologies
index, which refers the extent to which a country adopts the latest communication and
information technologies to disseminate information, data, and knowledge (Chen &
Dahlman, 2005).
Hypothesis 2-a: Individual’s ability of problem-solving, positively impacts
his/her creative behaviour.
Hypothesis 2-b: Individual’s self-learning, positively impacts his/her creative
behaviour.
2.2.3 Social Networks
Another potentially important tool of creativity is the networks that a person
surrounds him/herself with. Undoubtedly, humans are social beings with a specific
need to communicate, interact, and share knowledge and feelings. Therefore, the
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creative output should fundamentally require the person to be socially connected. A
social group can provide essential feedback, support, or critique that individuals use
and harness to create creative solutions (Dreu, 2010).
Distinguishing between two different important social networks variables, this
study focuses on parental support and access to social groups. The presence of parental
support is a strong support that helps students with achievement and adjustment
(Defrags & Abouchaar, 2003), whereas the presence of social groups motivates
individuals to pursue team goals and better individual work performance (Erez &
Nouri, 2010).
It will be interesting to consider how a purely social element influences
individual creativity. Given the diverse nature of creativity as a concept, it makes sense
to consider social elements as contributing factors that enthuse people to seek or attain
social acceptance and being creative.
Social networks are referring to social groups, be they officially or unofficially
created and established, including friendships and families. Such groups have
members with similar interests, gathering on a frequent basis to exchange ideas and
support each other’s ideas, to share and exchange information, encourage new ideas
and share their implementations, and raise the confidence level among the members,
to increase analytical and problem-solving abilities and allow them to exert their talent
and creativity.
Fullan (1982) mentioned that access to new technologies and new information
or procedures or even implementing new tools and strategies will not alone lead to
change in the community, because these tools and technologies have different
meanings in different settings and environments. This averages that social networks
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have a major and important role in the change of a nation. Bijker, Hughes, & Pinch,
(1987); MacKenzie & Wajcman (1985) mentioned that the adoption of any new
technology or innovation must be understood in terms of the social contexts or
potential and accepted uses, not just in terms of efficiency, or just innovation, which
averages that if the introduced innovation is consistent with existing social values, it
is adopted easily and vice versa (Fischer, Giaccardi, Eden, Sugimoto, & Ye, 2005;
Merlo, Bell, Menguc, & Whitwell, 2006). This shows one aspect of social networks in
adapting change, mainly in creativity and innovation, where the UAE government
needs to understand and adapt to be able to spread the new culture of creativity and
innovation in the country and government organisations. Such social networks allow
the individuals to acquire the potential of being creative in the future. As Eisenstaedt,
Goertzel, & Simonton (1984) indicated that a great number of influences concerned
the family environment and circumstances that seemed to most favour the emergence
of creative personalities. Also, most psychologists began to recognize that creativity
took place in a social context. Harrington (1990); Amabile (1988); Kanter (1988) and
Woodman, Sawyer, & Griffin (1993) suggested that interaction with diverse others has
consistently been referred to in creativity-based literature as a necessary precondition
for creative performance. Frequently called the ‘‘value in diversity’’-hypothesis,
theorists have proposed that group diversity should result in different perspectives
being generated and improved creative problem-solving (Ancona & Caldwell,
Hoffman, & Nemeth, 2009), this shows that it is not only the interaction of group
members as an essential part for an individual’s creativity, but also the diversity of
such interactions and experiences of those individuals, which adds value to this
concept. The UAE is a diversified community and should use such parameters to its
advantage, as such, diversity should increase the range of knowledge, skills, and
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perspectives available within a group that should positively impact creativity (McLeod
& Lobel & Pelled, 2001).
The UAE government should also aim to create a more creative culture, rather
than focus upon individual behaviour, where social networks can play a major role in
achieving this goal through the spread of knowledge and the support of individuals
(Vong, 2008).
Scientific clubs or organized and focused groups on certain fields like
technology or space exploration, (as the government is geared towards this area now)
can present creative social networks and individuals. Such groups and clubs should
have rules and regulations to fulfil the values of the UAE’s social norms, and should
also be managed by highly qualified professionals who share their knowledge and
experience with young members and in doing so, will raise their creativity and creative
behaviour levels through knowledge and mental support (Jiang & Thagard, 2014;
Wyse & Spendlove, 2007).
Also, the social culture of any country is not restricted to a set of norms and
practices only, but it comprises of social beliefs, customs, and common systems as
well (Chiu & Kwan, 2010; Linstead & Mullarkey, 2003). This can be identified by the
social context which reflects the main platform of social networks by setting the values
and beliefs of the social culture, and as cooperation, support and knowledge, sharing,
being part of the social context. Thus, social networks will play a major role in
adopting a creative culture in the community of the UAE.
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It is noted by some researchers that the creative individuals have demonstrated
better performance within horizontal relationships instead of being mere individuals,
which indicates that social context plays a good role with regards to creativity (Chiu
& Kwan, 2010; Lysgård, 2012; Zhou & Su, 2010). Several theorists suggested that the
communication of ideas and the exchange of information, which can happen easily
happen in social networks, should enhance the level of creativity. Knowledge sharing
and transferal among specific units or groups, provides opportunities for mutual
learning and cooperation, which stimulates the creation of new knowledge among
these individuals and contributes to organisational innovation as per Zander & Kogut
(1993); Tsai & Ghoshal (1998). Similarly, Tsai & Ghoshal (1998) mentioned in one
of his articles that such networks of knowledge, sharing enables organisational units
to gain critical competencies that contribute to their competitiveness in the
marketplace, he also mentioned that size could affect a unit's innovation and
performance, as he stated that large units possess more resources which could result to
enhance their innovation and performance. Such information urges us to think of
structural social networks through the establishment of creativity laps and clubs in the
UAE to systematically create the culture of creativity in the country.
Basadur, Basadur, & Licina (2012) have also emphasized on the major roles of
social context in the creativity process is that the importance of social context becomes
apparent in the creative process as it involves at least three steps: the production of
ideas, the appraisal of ideas, and the influence of ideas (e.g., Basadur, Basadur, &
Licina, 2012; Puccio & Cabra, 2009). This leads to the point that social context is
viewed as a frame of reference in evaluating creative ideas or products which plays a
major role in determining the success or failure of these products based upon the
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context (Csikszentmihalyi, 1988; Floistad, 1993; Gardner, 1993; Hennessey, 2003;
Lubart, 1990).
As Cho (2011) mentioned in his study in the case of the Korean creative leaders
who stated that they increased their knowledge through participating in a variety of
expert group or club activities through social networks. In this study, some of them
joined a journal club where they were reading and discussing different articles which
assisted them in their creative achievements, which caused individuals to engage in
social learning and display conformity.
As social belonging can support the way people learn and experience new
knowledge (Chiu & Kwan, 2010), this can also lead to creativity, especially within
student learning, as it can change the perspective within the learning society when
students experience the enjoyment of learning while gaining the opportunity to exert
their talents because learning while having fun will utilize or stimulate both sides of
the brain and ignite creative thinking (Kim, 2009; Lubart, 1990; Oades-Sese &
Esquivel, 2011; Rojanapanich & Pimpa, 2011; Livingston, 2010; Zimmerman, 2015;
Newton & Newton, 2014; Cheng, 2011). In the social context I will be discussing two
variables that highly impact individual’s creativity, but which are rarely noticed in the
UAE context: parental support, and the access to social groups.
According to Simonton (1984), creative capacity in an individual is
strengthened by the presence of family modifiers, including the loss of
parents/guardians, birth order, mentors, role models and education. The same factors
have also been observed to influence the educational performance of individuals.

61
2.2.3.1 Parental/Guardian Support
Parents/guardians play a major role in the lives of their children, they make or
break their children’s confidence and willingness to learn and achieve. Supportive
parents/guardians become part of their children’s social lives and create an atmosphere
for them to be creative (Runco & Johnson, 2002). Cho (2011) also mentioned in the
case study of the Korean leaders, that their permissive parents/guardians were one of
the most important elements for them to reached creative achievements. One of the
leaders said that his permissive parents/guardians allowed him to concentrate on his
interests, despite the difficult environment. Those experiences became the basis for his
creative achievement. Another leader said that, “My father had a big impact on me, on
my attitude toward life as my father’s expectations influenced my creative
achievement.” which shows the importance of a parent’s support and encouragement.
Another leader noted the importance of family communication, stating that
communication among many siblings allowed high levels of thinking and deviation.
This shows the immense value that families contribute towards their children’s
lives in making them creative achievers or adversely, hinder such creativity by playing
a negative role or not playing a role at all (Matthews & Rix, 2013). Nevertheless,
unlike other factors associated with social groups and their impact on individual
performance, the array of literature delving into the specifics of an individual
creativity, is rather limited (Matthews & Rix, 2013; Pohlman, 1996; Hara & Burke,
1998).
When it comes to educational and social impact, parental input is generally
divided into two categories, spontaneous and non-spontaneous involvement. The
former category includes parental involvement which is not stimulated by external
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factors, i.e. school notices or teachers’ concerns. In specific, these methods can involve
home tutoring after school, contacting teachers for advice, taking an active role in the
student’s education and academic performance or other factors (Desfroges &
Abouchaar, 2003). Likewise, the non-spontaneous involvement category refers to
interventions which have been stimulated by external factors, i.e. student failure,
student success, school summonses, reprimands, or other stimulators (Matthews &
Rix, 2013). The research on the effectiveness of either approach is varied, however
there is a strong emphasis that spontaneous involvement generally has a positive
impact upon the learning performance of the student. The facilitation of this
encouragement might help students to cope better with their studies and develop
characteristics of self-learning and self-regulation (Desfroges & Abouchaar, 2003).
Nevertheless, parental involvement on its own, differs across different social
and economic contexts. It has been discovered in empirical research that parental
involvement is greatly impacted by social class, parental education, economic
conditions, student age, family ethnicity and a child’s own reception to parental
involvement (Desfroges & Abouchaar, 2003; Hoover-Dempsey & Sandler, 1995). In
specific, families of a higher socio-economic class, place more emphasis upon and
therefore, more parental involvement in student education (Mestry & Grobler, 2007).
The extent to which parents/guardians are educated, also makes a difference:
uneducated parents/guardians do not support students in their education. Likewise, if
a family is financially struggling or has health problems, parental focus on students’
education will naturally diminish (Crosnoe, 2001; Hara & Burke, 1998).
It has also been identified in studies that parental involvement in students’
education diminishes proportionate to the age of the student (Desfroges & Abouchaar,
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2003; Hara & Burke, 1998). As students and learners age and assume higher education,
parental interest in intervention declines. A few socio-ethnic studies have also
identified that parents/guardians of certain ethnicities are less likely to intervene in
their children’s education (Zarate, 2007; Desfroges & Abouchaar, 2003; Hara &
Burke, 1998).
2.2.3.2 Access to Social Groups
There are several different types of social groups like families, friends,
workplace groups, political groups and various others. To create an efficient
distinction, the definition of a social group adopted here is any collaborative entity
whose function is to fulfil a specific objective, i.e. a platform for communication and
feedback, or a platform for collaborative input or output (Cropley, 2006a).
The Self-categorization theory (Turner, Hogg, Oakes, Reicher, & Wetherell,
1987) argues that social identity and the cognition of shared group membership are
key determinants of people’s orientation toward others (Turner, 1991; Cropley, 2006a;
Watson, 2007). When people consider themselves as belonging to the same group;
they are more motivated to engage constructively with other in-group members.
This shows the major role of social groups in creating the belonging aspect for
individuals to be creative when they are attached or belong to groups with similar
interest and share the same values (Cropley, 2006a). This is because as group
members, they expect to have shared perceptions, understandings and goals in relation
to issues that are relevant to their group membership (Haslam, 1997; Turner, 1991;
Haslam, Powell, & Turner, 2001; Cropley, 2006a; Watson, 2007).
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Social group members create an identity for these groups with shared views
and goals of their members where the individuals change their categories from the
(“I,”/ “me”) to be the (“us,”/ “we”) as mentioned by Turner (1985), and when creators’
social identities are salient, their creativity is motivated by the desire to extend and go
beyond the group norms in ways that are valued by the group. On the other hand, when
creators’ social identities are not salient, their creativity is not motivated (Asmus &
James, 2005; Goncalo & Staw, 2006; Sosik, Avolio, & Kahai, 1998; Nemeth,
Personnaz, Personnaz, & Goncalo, 2003; Adarves-Yorno, Postmes, & Haslam, 2007).
Social groups also encourage individuals to perform better within the group,
rather than being an individual, due to the encouragement the individual receives form
the members of the group the level of his/her creativity is raised, as such
encouragement allows him to feel free to try new ways of doing things. As Choi (2000)
mentioned about the Korean art while describing the word ‘Shinmyeong’, which can
be found in the studies of Korean traditional arts; this allows us to see a connection
between Shinmyeong and creativity.
Choi introduced an interview with Myeonghwan Kim, the accompanying drum
player in Pansori as he stated, “While playing my drum with great singers, suddenly I
hit upon some excellent rhythmical senses which I have never played before. I could
make good music by using those senses at that moment. However, I cannot remember
those rhythms when I try to play them again later. There is no sense that was really
great, I should’ve recorded them, but I can’t recall them.” This shows that such
creativity occurs when the singer and the accompanying drummer work in perfect
harmony during their performance. This example provides the possibility that social
context, namely the existence of others or interactions with other people, can influence
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someone’s creative activities. According to the first principle of Glaveanu (2010), one
of the most important criteria for evaluating creativity is to understand the context in
which creative activities take place (contextual understanding of creativity).
The individuals’ access to social groups may also have an impact upon their
performance and potential creative output. Many of the world’s innovations have been
group, rather than individual effort (Nemeth, Personnaz, Personnaz, & Goncalo, 2003;
Adarves-Yorno, Postmes, & Haslam, 2007). Therefore, we can reach a base argument
that one’s access to quality social groups can make have impact on personal creativity.
If a person can surround himself with a productive group, his/her performance will
flourish. Likewise, if placed in a group of innovators, he/she can also augment his/her
potential creative output. There are a wide range of studies that explore the factors of
social groups in terms of personal performance and creativity (Paulus, Levine, Brown,
Minai, & Doboli, 2010; Adarves-Yorno, Postmes, & Haslam, 2007; Nemeth,
Personnaz, Personnaz, & Goncalo, 2004; Thornburg, 1991; Chen, Williamson, &
Zhou, 2012).
Earlier, this paper covered the impact of organisational cultures upon
individual creativity and performance. The same cultural antecedents are extracted
here for argument, with the addition of Hofstede’s national cultural antecedents. In
specific, the antecedents at subject here are Masculinity vs. Femininity and
Individualism vs. collectivism (McNett, 2015). The former antecedent refers to the
extent of competitiveness in a culture; elaborating upon whether people view
achievements, positions, and status as more important than collective well-being,
social prosperity and the quality of life (Contiua, Gaborb, & Stefanescuc, 2012). A
feminine society prefers equality and quality of life and is less focused on competition.
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Likewise, the latter antecedent refers to the extent to which people of a culture are
interconnected. In individualistic cultures, people prefer to work and succeed alone;
valuing their personal input more than a collective input. In comparison, in
collectivistic cultures, people prefer to go by team input and collective group (Contiua,
Gaborb, & Stefanescuc, 2012). These sorts of cultures not only discourage individual
autonomy but rather follow a hierarchy of authority that guides the central process
(Shailashree & Mlemba, 2016). Although these are advantages and disadvantages of
either approaches, they cannot be considered in the context of cultures. Regardless, as
social groups fulfil an essential purpose in either case, one can observe their integral
importance to individual performance, and possibly creativity (Goncalo & Staw, 2006;
Paulus & Dzindolet, 2008; Glück, Ernst, & Unger, 2002).
These social norms can have a substantial impact upon how social groups
perform in a culture – in no way is it possible that social groups work virtually the
same way around the world. Rather, they are influenced by cultural characteristics,
like people themselves (Hofstede, 1998). One can easily assume how much the
functions and purposes of social groups may vary across individualistic and collectivist
cultures. In the former, teams might be less focused on producing collaborative effort,
but rather as a mere platform for individuals to connect and share their ideas. In
comparison, a collectivistic culture would see a social group in active collaboration to
fulfil a common purpose (Goncalo & Staw, 2006; Nemeth, Personnaz, Personnaz, &
Goncalo, 2004).
Likewise, the country’s ranking on the masculinity vs femininity antecedent is
a precise 50, which averages that it is in perfect balance between competitiveness and
the quality of life (Hofstede Insights, 1984). The inference here is that social groups
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are not used as a platform for one to gain achievements or social success, but rather as
a collaborative and harmonious platform that help team output. Therefore, one’s
ambition to succeed individually against the others is not an appropriate platform to
generate creative output, nor does it encourage or stimulate creativity-producers, i.e.
divergent thinking or personal cognitive processes (Paulus & Dzindolet, 2008;
Vincent, Decker, & Mumford, 2002; Kuhn & Holling, 2009).
Exploring the correlation between social groups and team productivity, we turn
to a study conducted by Leenders, Engelen, & Kratzer (2003), which attempted to
determine whether new product development required efficient team collaboration. A
strong correlation was discovered between project progress and the extent of
communication and collaboration. Furthermore, empirical evidence suggests that both
individual or group creativity is augmented if the people involved are actively
communicating (Nemeth, Personnaz, Personnaz, & Goncalo, 2004; Chen, Williamson,
& Zhou, 2012; Zhou & Luo, 2012; Glück, Ernst, & Unger, 2002; Harvey, 2014; Shin,
2014).
Hypothesis 3-a: individual's parents/guardians /guardians support positively
impact upon his/her creative behaviour.

Hypothesis 3-b: individual's access to social groups positively impacts upon
his/her creative behaviour.
2.2.4 Work Culture
“Work” is where the output of the individual is established and where creativity
is being implemented and actioned. “Work environment” refers to several factors
within the work environment, like leadership support and encouragement, rules and
regulations of the organisations, the level of flexibility and empowerment, the support,
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cooperation and knowledge sharing between co-workers, the system and processes that
are followed and the reward system for creativity and innovation in the organisation
(Holmes, 2007; Williams, 2009). The measurement of such an environment can be
taken, based upon the support of all these factors in encouraging the creative behaviour
among employees (Zhou & Hoever, 2014).
“Creativity can, but does not always, occur in isolation, Frequently, creativity
is a result of an interactive process between co-workers and team members” (Agrell &
Gustafson, 1994; Mumford & Gustafson, 1988). The workplace is where creativity is
transformed into innovation and where innovation is transformed into real products
and services. Organisational culture is the environment that allows this action to be in
place by enabling creative employees to have their intrinsic motives to be enriched to
be creative (Lang & Lee, 2010; Mumford & Simonton, 1997). It is very essential for
creative employees to perceive such an environment as a green land for creativity;
otherwise, innovation will not take place. Organisational culture influences
employees’ creativity and plays a very significant role in driving employees towards
or away from creative performance where, unfortunately, most organisations state
innovation in their strategy but they fail to fully utilize the creativity of their employees
(Lang & Lee, 2010; Williams, 2009; Zhou & Hoever, 2014).
Considerable evidence now suggests that employee creativity can substantially
contribute to organisational innovation, effectiveness, and survival (Amabile, 1996;
Nonkana, 1991), innovation comes at the later stage of creativity and it is “a process
of developing and implementing a new idea” (Van de Ven, 1986, p. 12). This is
because innovation is the next step of creativity and depends mainly on employees’
creative behaviour and presenting their creativity to be able to transfer it to innovative
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output. Innovation is combined processes that allow creative employees to transform
their ideas in the workplace to physical reality (Lang & Lee, 2010; Zhou & Hoever,
2014; Mumford & Simonton, 1997).
Working environments command a tremendous impact towards the work
creativity of employees. In their research Amabile & Gryskiewicz (1987) discovered
nine different environmental characters that impact on employee creativity. These
environments include:
1.

Freedom, allowing employees to make their own decision.

2.

Good project management, involving the presence of a competent manager that
does not interrupt work processes and actively inspires employees to perform.

3.

Sufficient resources, involving the presence of enough resources to efficiently
complete work, rather than to spend time waiting for replenishment or seeking
alternatives.

4.

Encouragement, involving the support of peers to engaging innovative ideas
and experiments.

5.

Various organisational characteristics, involving the presence of a supporting
corporate culture that accommodates creative processes.

6.

Recognition, involving the appreciation of peers and managers of the
employee’s work, especially when deserved so.

7.

Sufficient time, involving free availability of time that would permit employees
to think creativity.

8.

Challenge, involving the presence of challenging work that positively
stimulates employees to engage solutions creativity.

9.

Finally, pressure, involving a sense of urgency “that is internally generated
from competition with outside organisation, or from a general desire to
accomplish something important.” (Amabile & Gryskiewicz, 1987).
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Leaders who look for innovation have to make sure that their employees
believe that the work environment is a place for creativity, it is not enough for leaders
and managers to think that the environment is motivating creativity, it is to be felt by
the creators themselves that this can be achieved through the values, beliefs, history
(Zhou & Hoever, 2014) and traditions of the organisation which affect employees’
propensity to be creative mainly by creating an environment where risk taking is part
of it and employees are not afraid to take this risk or think of the blame (Lang & Lee,
2010). This has been referred to as providing a culture where employees feel
psychologically safe and that blame, or punishment will not be assigned for new ideas
or breaking with the status quo (Blake & Mouton, 1985; Edmondson, 1999).
For any organisation to be able to achieve innovation through its creative
people, it must have two main factors that will allow it to achieve this goal: the
organisation’s culture and structure, as mentioned by (Mumford & Simonton, 1997;
Serrat, 2009). Under culture, the organisation is required to facilitate the sharing of
employees’ ideas within it. This is a very important step that will encourage and
motivate employees to take the risk of sharing his/her ideas (Serrat, 2009; Chiang, Hsu,
& Hung, 2014). The second step is the structure of the organisation, which will first
facilitate the landing of ideas through a systematic way like a suggestion system, and
then to process these suggestions and facilitate their implementation (Bassett-Jones,
2005; Parjanen, 2012; Chiang, Hsu, & Hung, 2014). In the following part, we will
discuss some of the characteristics of this environment (structural) that may increase
the level of employees’ perception about it as an environment of creativity in addition
to the safe feeling to share their ideas (Chiang, Hsu, & Hung, 2014; Lang & Lee, 2010;
Basadur, 1997; Thompson, 2003; Sacchetti & Tortia, 2013).
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Although national cultures fundamentally drive and steer social norms and the
attitudes of its members, organisational culture can be separated from these norms. In
most cases, organisational cultures can take precedence over the national cultures in
work environments; particularly in organisations with a strong services-centric focus,
mainly government organisations. It is necessary to pursue established organisational
precedence to reach the desired outcomes or productivity (Kieser, 1994).
Organisational cultures are not defined by vivid policies; rather, they are perceived,
through the evolving of time and practices within an organisation’s operations. It is
necessary for the employees to respect and evolve these cultural norms to thrive in
their positions and amongst their peers.
It is not only the work culture that contributes solely to the creativity of the
employees, it is also the concept that focuses on the skills that the person possesses
and can be developed at work. These skills may have a role in contributing to the
employee’s innovative behaviour. In addition, we also examine the importance of the
employee’s educational level (Mumford & Gustafson, 1988) job tenure (reflects the
experience, knowledge and expertise an employee possesses) and income (reflects
extrinsic motivation) for innovative behaviour at work. These motivations are
necessary for the creativity of the employees, because individual’s creativity provides
the foundation for organisational creativity and innovation (Amabile, 1988), and these
have been linked to firm performance and survival (Nystrom, 1990), it is important, if
not critical, that employees are creative in their work. On the other hand, the intrinsic
motivation is at higher rate for employees’ creativity rather than the extrinsic as argued
that specific contextual factors influence individuals’ intrinsic motivation that, in turn,
influence individuals’ creativity. For example, R&D professionals have reported that
intrinsic motivation is critical for creativity (Amabile & Gryskiewicz, 1987). That is
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one of the main fundamentals for work culture to be motivating to the employees to
be intrinsically motivated in government’s organisations.
This has been referred to as providing a culture where employees feel
psychologically safe such that blame, or punishment will not be assigned for new ideas
or breaking with the status quo (Blake & Mouton, 1985; Edmondson, 1999). In support
of these arguments, Nystrom (1990) found that organisational divisions were more
innovative when their cultures reflected challenging convention and risk taking, and
Abbey & Dickson (1983) found that climate was the most important component for
R&D innovativeness, which might be the case for the new era of the UAE vision of
space.
In the content analysis, the study of Amabile & Gryskiewicz (1987) revealed
several qualities of work environment that supported employees’ creativity and few
qualities that inhibited creativity. Qualities which support creativity, like freedom (in
deciding how to accomplish the work, a sense of control over one’s own work and
ideas, good project management (a manager who serves as good role model,
enthusiastic, good communicator, and protects his team) and encouragement
(enthusiasm for new ideas, creating free of threats atmosphere for employees). The
qualities which inhibit creativity are epitomised by various organisational
characteristics like bad rewarding system, excessive red tape, a lack of cooperation
between individuals and divisions, and little regards for innovation in general (which
represent most of our governmental organisations), in addition, competition also
fosters interpersonal activities like a self-defensive attitude.
With this perspective, this study will focus on job complicity, leadership and
supervisory support, and co-worker support. The reason for this selection is based on
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the literature on employee satisfaction and motivation (Spector, 1997; Terera &
Ngirande, 2014), which can be considered as an important aspect towards creating a
fostering creative environment. Where leadership support is concerned, it is the
responsibility of the company’s leaders and managers to create a positive working
environment supported with policies that promote individual creativity.
Similarly, supervisor support is one of the most impacted factors on employees'
creativity as they support and encourage employees to be creative and fearless beings
that exert ideas and work to implement them. From a theoretical perspective,
employees who work under an overly transactional leader might not feel motivated, or
might feel fearful, to propose their creative ideas to the organisation. As empirically
proven, a transformational leadership approach can reduce employee dissatisfaction
by allowing them to voice their concerns and problems to their immediate manager
and supervisor (Zhou & George, 2001; Sarros, Cooper, & Santora, 2008). Besides this,
it is possible that other benefits and characteristics of transformational leadership
might encourage employees to produce creative solutions (Sarros, Cooper, & Santora,
2008). Furthermore, from a co-worker perspective, a competitive workplace is
characterized as one that places emphasis on personal performance, on the other hand,
negative co-worker support or negative worker’s competition can easily demolish the
concept of creativity.
Objective job characteristics have a long history of being important in
influencing individuals’ motivation and attitudes toward work (Hackman & Oldham,
1975). Based upon (Amabile, 1988)’s model of creativity, job characteristics should
be a vital component that leaders need to consider when managing for creativity. With
regards to job characteristics, it has been suggested that the way jobs are structured
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contributes to employees’ intrinsic motivation and creative output at work (Oldham &
Cummings, 1996). Thus, designing jobs at government organisations plays a vital role
in creating a creative environment and motivating the employees to be creative and
innovative.
2.2.4.1 Job Complexity
A common and fundamental element of workplace engagement is the
complexity of the assigned job and tasks. The academic literature refers to a strong,
balance between the easiness and complexity of a job, according to the strengths and
weaknesses of individual employees. If employees are given easy tasks, their attention
will diminish and so will their engagement with the work (Gong & Choi, 2016; Coelho
& Augusto, 2010; Baer, Oldham, & Cummings, 2003), as they are not being mentally
challenged, they will be less likely to think up creative ideas or innovate. At the same
time, if employees are assigned extraordinarily difficult and complex tasks, their
engagement and satisfaction will diminish, forcing them to spend inefficient amounts
of time at completing the task, possibly with less-than-desired quality (Shalley, Zhou,
& Oldham, 2004; Teoh & Werner, 2013; Lok & Crawford, 2004; Gong & Choi, 2016).
Therefore, there is an essential need to balance both characteristics, easiness
and complexity, when assigning and designing tasks. A smart manager or leader is one
that recognises his/her employee’s skills and assigns them the appropriate work/task
to develop them professionally (Qu, Gao, & Shi, 2012; Mittal & Dhar, 2015). Each
task is an investment that betters employees’ skills and prepares them for more difficult
work in the future. As also observed in studies, organisations with proper employee
management practices perform better because employees are challenged appropriately,
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with a balance between their satisfaction and dissatisfaction (Mittal & Dhar, 2015;
Baer, Oldham, & Cummings, 2003; Zhou & Hoever, 2014).
Nevertheless, a small body of literature exists that recommends that higher job
dissatisfaction can lead to improved creative output, however, only in the presence of
certain variables (Thompson, 2003). These variables include a feedback receptive
management and colleague base and that the organisational culture is thus receptive to
creative output (Zhou & Hoever, 2014). The premises here is that dissatisfied
employees with their job entailment will produce fewer creative solutions to strains
and improve their performance, but if their feedback is heard and implemented, then
their performance will receive a boost (Zhou & George, 2001).
Feedback from both sides of the organisation is one of the best tools for
creativity, job improvement, and employees’ satisfaction and loyalty. A modern
thriving business is generally the one that has a motivated and loyal workforce with
minimal turnover intentions (Lopata, Norr, Barnewolt, & Miller, 1985; Platis, Reklitis,
& Zimeras, 2015; Frey, Bayón, & Totzek, 2013).
The design of jobs has long been considered as an important contributor to
employee creativity (West, 1989). Complex jobs increase the level of intrinsic
motivation and encourage these employees to develop creative ideas, especially if the
job falls within their interest. If intrinsic motivation is present, employees will most
likely be more willing to complete their jobs, even if it is for personal fulfilment when
completing the work, they prefer and like (Jovanovic & Matejevic, 2014). However,
this dynamic needs to be carefully balanced: if jobs are too complex for employees’
skills they can also produce dissatisfaction. Although it was earlier explored that
higher complexity can create creativity, the employees themselves must also be
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creatively-minded in order to contrive such solutions (Frey, 1994; Jovanovic &
Matejevic, 2014).
As mentioned also by Hackman & Oldham (1975), Objective job
characteristics have a long history of being important in influencing individuals’
motivation and attitudes toward work. Based on (Amabile, 1988)’s model of creativity,
job characteristics should be a vital component that leaders need to consider when
managing creativity. With regards to job characteristics, it has been suggested that the
way jobs are structured contributes to employees’ intrinsic motivation and creative
output at work (Oldham & Cummings, 1996).
It is a norm in modern organisational practices to host educational programmes
for employees to promote creative thinking and problem-solving, be it through group
efforts or as individual tasks. This creates an organisational culture that is centred
around tackling problems, which is an essential performance indicator for competitive,
creative and innovative organisations (Kim & Vikander, 2015).
Therefore, our governmental organisations need to create these complex jobs
for their employees and ought to avoid all routine works and tasks as to have creative,
motivated employees; at the same time, they need to train and motivate such
employees to be creative, seeing as job knowledge, skills and experience are essential
parts for employees to be creative and exert creative behaviour. Moreover, it is also
essential to balance between job complexity and comfort, to create the right
atmosphere for employees to be satisfied, motivated and creative at all times.
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2.2.4.2 Leadership and Supervisor Support
The most significant part for personal creativity in the organisational context
is the support, attitude, and behaviour of the leadership in that organisation. The type
of leaders and leadership and supervisor styles that are implemented, as well as the
underlying power distribution processes can make a significant impact on how
employees are engaged in their work and perform to the best of their efforts and
abilities (Elenkov, 2002).
Academic literature provides a significant array of constructs, theories, and
frameworks which better explain leadership support and the implications it has on
employees’ performance and creativity (Elenkov, 2002; Ogbonna & Harris, 2000) and
that Supervisory encouragement is the most frequently mentioned facilitating factor
for creativity in this literature (Amabile, Conti, Coon, & Herron, 1996).
At the forefront of the leadership support context literature, it is the empirical
evidence that employee creativity is fostered and improved by a leadership that
functions as an ‘enabler’ to it (Shalley & Gilson, 2004). A similar research on the
Chinese context leads to similar results – facilitating management styles improved the
creative output of workers (Zhang & Bartol, 2010; Holten & Brenner, 2015). It is the
responsibility of managers, supervisors, and organisational leadership that the correct
management and leadership styles are used. There is no standard correct approach,
however, and each organisation requires a dynamic, adaptable, and evolving
management strategy that accentuates the strengthens the workforce and mitigates its
weaknesses (Limsila & Ogunlana, 2008; Michie & Zumitzavan, 2012; Ogbonna &
Harris, 2000).
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There are many managerial strategies and theories that can be elaborated upon
here; at the forefront of creativity-specific management strategies is Laissez-faire, a
management approach under which organisational leadership assumes a passive
position in management, allowing the workforce’s creative independence to pursue the
projects in a manner that they would like to – both individually and collectively
(Michie & Zumitzavan, 2012; Zehir, Sehitoglu, & Erdogan, 2012; Ogbonna & Harris,
2000). Although this approach reduces overall operational coherency, it gives a
significant boost to organisational creative output, as employees feel free to
experiment around their ideas, allowing for creative output to flourish. The role of
managers is to provide feedback only when asked or required. In a similar perspective,
empirical research conducted by Carmeli, Meitar, & Weisberg (2006) concluded that
organisations that gave creative freedom, as well as self-leadership (both traits of the
Laissez-faire approach) capacity to employees, improved the creative output, work
performance and originality of the workforce (Zehir, Sehitoglu, & Erdogan, 2012).
In stark contrast to this, is the Authoritarian management approach – whereby
the management assumes absolute control over the organisation’s actions and
interactions, leaving no room for employees’ feedback. As employees are not
approached for feedback, they are expected to do all that is required of them (Kurland,
Peretz, & Hertz-Lazarowitz, 2010; Zehir, Sehitoglu, & Erdogan, 2012). This sort of
management approach has severe implications for individual creativity, as it cuts off
the precedence of employees having power over their work in the first place, which
could mostly be the case for most of our government organisations. Another approach
is the Democratic style, whereby the workforce is guided through the democratic
principles where all employees receive an equal chance for voicing their concerns and
raising support for their issues (Ogbonna & Harris, 2000; Zehir, Sehitoglu, & Erdogan,
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2012). This sort of approach facilitates extensive inter-team communication and can
lead to a satisfied workforce, facilitating creative output. Nonetheless, a common
concern with this approach is a longer decision-making process, halted talks and
continuous politics (Kurland, Peretz, & Hertz-Lazarowitz, 2010; Holten & Brenner,
2015).
Based on the three different approaches highlighted above, the Democratic
approach might work best within the UAE context. This suggestion is due the fact that
the Laissez-faire approach of complete passivity would not be efficient for a publicsector organisation, where delays in operational performance could create needless
complications for public sector performance (Holten & Brenner, 2015). The
authoritarian approach, although widely used and practiced in our organisations,
cannot be applied because it fundamentally eradicates creative output (Ogbonna &
Harris, 2000; Kurland, Peretz, & Hertz-Lazarowitz, 2010). The democratic approach,
although risky, is the most balanced approach taking into consideration the
collectivistic culture of the UAE. A democratic, people-focused managerial strategy
would produce positive results, in the form of improved creative output and originality
from employees (Woods, 2004; Kane & Patapan, 2010).
Leadership styles are secondary to management styles; however, they are still
significant to how a manager behaves individually and interacts with the employees
(Kane & Patapan, 2010). Two common forms of leadership styles are
Transformational and Transactional. The former style focuses on leading by example,
whereby the leader is responsible for motivating the employees, listening to their
concerns, solving workforce issues, and providing essential feedback (Aarons, 2006).
The latter style is focused on extracting the best possible performance from employees;
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this sort of manager does not focus on leading by example, but rather motivates
employees to work hard and receive different rewards in compensation, i.e.
recognition, award, financial bonus etc., therefore creating a precedence for
‘transacting’ performance for rewards (Sarros, Cooper, & Santora, 2008; Ismail,
Mohamad, Mohamed, Rafiuddin, & Zhen, 2010).
Cultural variables once again return to this context, as they have an essential
impact on the creativity of employees. It has been discovered in empirical research by
Nouri, et al. (2015), that employee originality and creativity was mitigated when
introduced to direct supervisor or managerial oversight. The antecedent affecting the
relationship here is power distance. Employees consistently feel themselves being
scrutinised and judged, and therefore are anxious to make any sort of contribution that
could lead their supervisors to ask questions (Ismail, Mohamad, Mohamed, Rafiuddin,
& Zhen, 2010; Collins, 2002; Holmes, Schnurr, & Marra, 2007). Similarly, if
employees feel a sense of privacy when working or brainstorming, they can perform
better (Lukic, Dzamic, Knezevic, Alčaković, & Bošković, 2014; Lahlou & Beaudouin,
2016).
In a similar manner, employees in an individualistic culture do not perform at
their best when working together with peers, much rather preferring their own pace to
working. However, this antecedent for the UAE has already been covered earlier in
this review, where it is recognised that the UAE has a collectivist culture. Therefore,
this leads the paper to infer, with empirical support, that workers in UAE organisations
will experience a boost in their originality and creativity when placed to work together
with a team, rather than facing the pressure of having to perform alone (Nouri, et al.,
2015).
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As stated by Deci & Ryan (1985), many studies have proved that supportive
leadership can boost intrinsic motivation of employees, however, the leaders who play
the role of controllers are expected to diminish intrinsic employees’ motivation and
creativity. Supervisors are expected to show support and concern for employees’
feelings, and provide them with non-judgmental, informational feedback and
encourage them to show their concerns (Deci, Connell & Ryan, 1989). In contrast,
controlling supervisors demand their employees to follow strict rules and guidelines
and prevent them from being creative (Martins & Martins, 2002; Liu & Mao, 2003;
Martins & Terblanche, 2003).
The focus is also on the importance of leadership for creativity (Mumford,
Gaddis, & Strange, 2002) which has predominantly centred around the relationship
between leader behaviour and employee creativity and also, the creativity of the leader
themselves (Vroom & Sternberg, 2002). In order for creativity to occur, leadership
needs to play an active role in fostering, encouraging, and supporting creativity. Hence,
the role of leaders is to ensure that the structure of the work environment, the climate
and culture, and the human resource practices (e.g., rewards, resources, goals, and
expected evaluations) for creativity to exist. The link between supervisory support and
creativity has been relatively well established in academic literature. (Andrews &
Gordon, 1970) found that negative feedback from leaders inhibited creativity.
Redmond & Mumford (1993) found that leadership behaviour that contributed to
problem construction and feelings of high self-efficacy, led to greater subordinate
creativity. Scott & Bruce (1994) found that the quality of the exchange or relationship
between a supervisor and his or her subordinate was related to the subordinate’s
innovativeness. Oldham & Cummings (1996) found that employees with high scores
on the Creative Personality Scale (Gough, 1979) and who worked on complex jobs
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and were supervised in a supportive and non-controlling fashion had the highest
numbers of patent disclosures and supervisor creativity ratings. Finally, Zhou &
George (2001) found that one of the Five-Factor Personality traits (Costa & McCrae,
1992), conscientiousness, was related to creative behaviour and interacted with close
monitoring, so much so that conscientious individuals, who were monitored too
closely by their supervisors and had unsupportive co-workers, had low levels of
creativity.
2.2.4.3 Co-workers’ Support
Co-workers are also expected to play the same role as supervisors in motivating
and de-motivating employees in being creative and exerting the needed creative
behaviour, as employees are expected to exhibit high levels of creativity when their
co-workers are nurturing and supportive of them, as this support enhances their
intrinsic motivation. Conversely, non-supportive, competitive co-workers demolish
this intrinsic motivation and reduce employee creativity. Earlier research suggests that
support for creativity by supervisors and co-workers not only provides such assistance
and encouragement but also signals that the organisation values creativity (Scott &
Bruce, 1994; Tierney & Farmer, 2004). Such support not only provides employees
with the encouragement and assistance necessary to engage in the idea generation
process, but also conveys expectations that creativity is desired and valued by the
organisation (Ford, 1996; Scott & Bruce, 1994).
As Amabile (1996) found that individuals were more creative when their coworkers were supportive and encouraging. Shalley & Oldham (1997) also showed that
employees, who felt that they were in competition with their co-workers, generated
fewer creative ideas than the people who did not have that feeling.
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It has been observed through empirical evaluation that, based on the culture of
organisations, the presence and oversight of peers and colleagues could make a
substantial impact on either mitigating or improving individual performance and in
doing so, gave them the creative freedom to explore their own ideas and produce
creative output (Nouri, et al., 2015). Exploring the concept of team-focused and led
creativity, Hirst, Knippenberg, & Zhou (2009) explored that creativity on both an
individual and team level was related to overall team learning. If the workforce
maintains a high learning culture, the teams of it will also experience a boost to their
creativity (Martins & Terblanche, 2003). However, this boost is limited, diminishing
at higher levels of learning. Nonetheless, individual performance in creativity remains
higher, compared to team-led creative output. This result demonstrates the importance
of maintaining a high learning-oriented learning culture at the workplace, along with
the importance of micro-managing operational duties according to individual interests
and strengths (Martins & Terblanche, 2003; Choo, 2013).
Moving to team functions themselves, a research by Hirst, Dick, &
Kippernberg (2009) conducted an empirical assessment to determine that team
identification, i.e. closeness within team members, a motivated leader with a clear
objective, can promote team creative output. The UAE, being a collectivistic culture,
can acquire substantial benefit from this position. The government’s focus should
therefore be on creating a culture of collective, team-based effort with clear objectives,
as it would allow for the creation of motivated, creative workforce (McCarthy, 1998;
Zhou & Su, 2010). Interestingly, the significance of team-led creative output is a
phenomenon constructed of competitive desire. If organisations create a perception
that they value the creative work, individual and team creativity flourishes as well
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(Farmer, Tierney, & Kung-Mcintyre, 2003) and if such conditions can be facilitated,
it is more likely that employee creativity will flourish (Tesluk, Farr, & Klein, 1997).
However, empirical results from Pirola-Merlo & Mann (2004), demonstrate
that team climate and behaviour is not a dominant behaviour in the overall creative
output of the organisation. Team climates do not influence or promote creative
behaviour, whereas individual output poses a direct influence upon team climate and
therefore, when considering team creativity, the role of individual creativity is
dominant and defining in the overall scope of the organisation.
From this we see that if innovation is desired by government organisations,
leaders and managers of these organisations should try to employ individuals that are
more predisposed to be creative and place them in positions where creativity may be
more desirable or critical (Kessel, Oerlemans, & Stroe‐Biezen, 2014). Government
organisations are also requested to create influencing the work environment that would
be more likely to lead to creativity, and to ensure that these employees perceive this
environment as a motivator for creativity especially. This can be achieved through the
values and practices of these organisations (Tesluk, Farr, & Klein, 1997). As we have
seen in this study that creative individuals will not exert their creativity if they do not
perceive the culture as a motivator for them to pursue with their acts. This is mainly
because of the uncertainty of what might happen to these individuals if they stand up,
are different from others and challenge the way that work is being done, because such
an act could be very costly if it is practiced in a very restricted environment that does
not promote creativity in practice even if it was stated in the vision (McCarthy, 1998;
Abridah, 2012; Kessel, Oerlemans, & Stroe‐Biezen, 2014).
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Hypothesis 4-a: individual's job complexity positively impacts his/her
creative behaviour.
Hypothesis 4-b: individual's work leadership support positively impacts
his/her creative behaviour
Hypothesis 4-c: individual's work culture co-workers support positively
impact his/her creative behaviour.
2.3 Summary
The range of studies mostly led to a single conclusion: that creativity is a
significant factor to organisational success, operational efficiency, and the creation of
powerful and innovative solutions. As such, creativity can be considered as a major
organisational development driver. If the UAE government wishes to inspire and
motivate a hard-working, engaged and creative workforce, it is required to ensure that
there are powerful motivators and satisfaction factors in place for employees in these
public organisations (Rurkkhum & Bartlett, 2012; Saks, 2011; Mangundjaya, 2012).
As explored earlier in this paper, motivational factors directly improve
employees’ satisfaction. The UAE government needs to ensure that its public
infrastructure is suitably built, funded and maintained in such a manner that it promotes
employees’ creative output. The UAE government needs to create challenging jobs in
public organisations, complemented with a supportive workforce and leadership and a
culture that promotes individual output. If all these factors are in place, the individual’s
creative output will indicate a significant boost (Jones, 2011; Albdour & Altarawneh,
2014; Yalabik, Popaitoon, Chowne, & Rayton, 2013). As such, the UAE government
should attempt to focus on improving both the satisfaction and the engagement of its
workforce.
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Theoretical model
The theoretical model (Figure 2.1), is designed to test the proposed hypothesis
in this research will focus on four main antecedents and nine constructs that have a
dramatic impact on the creative behaviour at the individual level in the government
organisations. This creative behaviour is a result of combined determinates within the
individual and within his/her environment, which enables him/her to be creative.
Thus, the model presents the impact of the proposed antecedents and constructs
on the individual’s creative behaviour, starting with his/her disposition through two
main constructs, which are openness to experience, and cognitive style. In addition,
the model tests the impact of the individual's educational background and how such
antecedents strengthen the possibility of his/her creative behaviour by studying two
major constructs which are self-learning and problem-solving. These chiefly represent
the ability of the individual to have the feasibility of analytical thinking, testing
multiple and different solutions for the problem and the ability to share such
knowledge with peers and students. The model also tests the impact of social networks
on the individual’s creative behaviour and how they support such behaviour to be
practiced by testing two major constructs: parental support, to test how such support
positively impact the individual's creative behaviour; and access to social groups and
how such access could also positively impact his/her creative behaviour. Finally, the
model presents how the work environment impacts the creative behaviour of the
employee and will particularly test three main constructs which are: leadership and
supervisory support, co-workers support, and job complexity. It will then be visible
how such constructs play the role of the individual to exert his/her creative behaviour
at work.
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Figure 2.1: Theoretical Model
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Chapter 3: Research Methodology
3.1 Introduction
This is one of the main chapters in this research, as it identifies the study design,
why the selected methodology and data sources were used, and how they were
collected and tested. Furthermore, it illustrates the challenges in the collected data and
how they were mitigated and authenticated to get the best results of this data. This
chapter also constructs the way in which the sample was chosen as well as the method
used to interpret and utilize their data in the research.
The study design was structured to examine and investigate the individual’s
creative behaviour in the government entities in the UAE context. It is a positivism
research as the researcher explored the literature review then designed the model,
carried out the research and then concluded the results. To explore this further, four
antecedents were tested: the individual’s disposition (how the personality of the
individual stimulate or inhibit his/her creative behaviour in the workplace, educational
background; how the learning style of the individual supports the exertion of his/her
creative behaviour at the workplace, social networks; how the environment that the
individual lived in has developed or inhibited his/her creative behaviour, and work
culture; does the work environment support or hinder employees' creative behaviour).
The main reason for choosing these antecedents was to examine both out-work and inwork factors that relate to the exertion of employees' creative behaviour as most studies
focus on out-work or in-work factors with regards to creativity especially in this
region.
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3.2 Quantitative Research
Such research is commonly used in academic literature and is one of the major
tools to test hypotheses and the relationships between variables. The quantitative
approach has many valuable benefits for researcher as in quantitative research, the
investigator maintains a detached, objective view to understand the facts (Duffy,
1985). Quantitative research is considered more reliable than qualitative investigation.
This is because a quantitative approach aims to control or eliminate extraneous
variables within the internal structure of the study, and the data produced can also be
assessed by standardised testing (Duffy, 1985). Quantitative data can be interpreted
with statistical analysis, and since statistics are based on the principles of mathematics,
the quantitative approach is viewed as scientifically objective, and rational (Carr,
1994; Denscombe, 2010). Quantitative data is based on measured values and can be
checked by others because numerical data is not as open to interpretational ambiguity.
Hypotheses can also be tested by means of statistical analysis (Antonius, 2003).
The design started with the development of the hypothesis related to the
objective of the research, which tested the relationship between the antecedents and
the creative behaviour of subject employees. The second step was the development of
the surveys. The surveys were designed, based on the correlations between employees
and their supervisors. Employees’ surveys were designed to collect data from
employees with relation to the four antecedents, and supervisors’ surveys were
designed to collect data regarding the creative behaviour of those employees. The
results of both surveys were cross checked and tested to conform the validity of the
link of both employees and their supervisors. Various academic literature studies were
used to construct the questions contained in both surveys which best complied with
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the context of the research. Some questions were modified to represent the research
context.
3.3 Sample
As this research aims to study the relationship between creative behaviour and
the four antecedents (personality, educational background, social network, and work
culture) and the creative behaviour of government employees, the target sample was
consisted of government and semi-government employees. The targeted sample was
structured as clustered random with the relationship of supervisors and their employees
and were mainly from Abu Dhabi and |Dubai as these two emirates have supported the
researcher more than any other emirate. The type of surveys have made it very
challenging to have sample from other emirates as it was nested and both supervisors
and their employees had to participate which made it very difficult and the researcher
had to depend on his contacts to get it accepted and filled. This may show that the
sample may not represent the real field percentage of males and females employees.
Nine entities were selected for the sample based on the approval of these entities and
contacts the researcher could reach, these entities represented education, economy,
transport, government services, public schools, quality council, and presidential affairs
office.
3.4 Data Sources
Data was collected from 9 governmental entities within the UAE context,
mainly from Abu Dhabi, Dubai and collective data from other emirates. The
participating entities were: The Ministry of Education, The Abu Dhabi Education
Council, The Abu Dhabi Quality Council, A mixture of different schools from Abu
Dhabi (elementary, secondary, boys and girls), The Abu Dhabi Municipality, The Abu
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Dhabi Transport Department, The Dubai Municipality, The Ministry of Presidential
Affairs, and A mixture of different schools from Dubai and northern emirates
(elementary, secondary, boys and girls). The reason for choosing these entities was to
have a diversion of different entities and due to the access granted by these entities to
the researcher in order to conduct the research. 100 % of the surveys have been
returned as the researcher has followed the drop and collect method.
3.5 Procedure
To have the process that would result in the success of the study, the researcher
gained the access to the selected entities based on his own contacts, letters from general
managers offices of some entities, and letters from the university as different
approaches to get the access to the sample needed. As the surveys were different where
one was to be filled out by the manager or supervisors and the other was to be filled
by the employees working under this supervisor, meetings with both were conducted
to explain the processes and codes were established to link each supervisor with his
/her employees.
To make the purpose of the surveys clear and transparent to all participants, a
cover letter was made and consent, in both Arabic and English languages, was
included. It was clearly announced that this process is purely voluntary, and that every
individual could withdraw at any time. For English to Arabic quality translation, an
assured back-translation method was used through three steps, the first one was
conducted by a field professional, the second method was by using the translation
department in the researcher’s own organization to confirm the quality of the
translation and the back-method was conducted by another professional in the same
field of study.
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The participants were also assured by the researcher that all of their identities
would be anonymous and undisclosed. The employees were then requested to fill out
the surveys which were coded in link with their supervisors’ surveys. The link ensured
that all the surveys were filled out in the relevant meetings as all surveys were made
to be hard copies and the main reason for this was to ensure the full understanding of
the questions and that the process of both surveys was fully met.
350 surveys were gathered through the participation of the employees and 52
surveys through the participation of their respected supervisors with an average of 6.7
employees per supervisor. The surveys had two types of questions: affirmative and
opposing, these were utilised to confirm the validity of the measurement tool and the
comprehension of the participants to validate their answers and confirm their
understanding of all questions. The study targeted UAE nationals who were working
in government entities, and the reason for targeting UAE nationals is that the study
measures two of the antecedents that have a relationship with elementary study and
social networks at the time of teenage life, therefore the survey required to be
completed by someone who lived in this area for at least 30 years.

It took

approximately one year to collect the needed data due to the following challenges:
1- The nature of our culture in terms of fear of their managers and supervisors.
2- The emotions that may have been involved in being biased due to our
emotional relationships with each other.
3- The hesitance of many employees in judging or evaluating their supervisors
and vice versa.
The rejection of the survey by many supervisors for fear of being judged or
evaluated by their employees.
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3.6 Operationalization of Study Constructs
The employees' survey was designed to represent the four main antecedents
individual disposition, educational background, social network, and work culture.
Table 3.1 Shows the list of measured antecedents with their nine constructs to enable
the research to validate the hypothesis and test them in an objectively, authenticated
method. The constructs were designed with variant numbers of items based on the
construct to validate these constructs. It was designed with a 5-points Likert scale to
keep the constancy for both surveys, ranging from (1) = Strongly Disagree to (5) =
Strongly Agree, based on the relative answer.
3.6.1 Control Variables
Eight control variables were assessed, gender (1 = male, 2 = female), because
social factors may affect the creative behavior due to the nature of the region culture.
The second control variable used was age (1 = 25 to 35 years old, 2 = 35 to 45 years
old, 3 = 45 to 55 years old, and 4 = 55 years or older). The third used variable was
qualification (1 = high school, 2 = diploma, 3 = bachelor degree, and 4 = higher
education

(master

and

PhD.).

The

fourth

control

variable

was

sector,

(1 = governmental, and 2 = semi-governmental). The fifth variable was place of work
(1 = Abu, and 2 = Dubai). The sixth variable was years of experience (1 = less than
three years, 2 = four to six years, 3 = seven to ten years, and 4 = more than ten years).
The seventh variable was employment industry (1= government ministry, 2=
government office, 3= education, 4= police, 5= services, and 6= others). The last
variable was organizational rank (1= entry level, 2= supervisory level, 3= managerial
level, 4= top management)
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3.6.2 Individual Disposition
In this part of the measurement tool, the employee’s individual disposition is
tested to examine the type of personality that he or she has, as most literatures stated
that openness to experience and the cognitive styles were one of the main determinants
of personal creativity. To measure the individual diposition, two constructs were
selected from many other constructs that could measure this antecedent and preexisting survey instruments were used which were suitable and applicable for the
context of the research. The participants had to rate the surveys on how much they
agreed with each statement of the survey, using the five-point scale as mentioned
earlier. The first construct was openness to experience and to measure it, the six-item
scales was adopted from John, Donahue, & Kentle (1991) and the sample questions
were as follows: (1) I see myself as someone who is original, comes up with new ideas,
(2) I am curious about many different things, (3) I am ingenious, a deep thinker, (4) I
prefer work that is routine, (5) I like to reflect, play with ideas, and (6) I have an active
imagination.
The second construct was cognitive style and was measured using the eightitems that was adopted from Scott & Bruce (1995) and the questions were as follows:
(1) I often follow my instincts, (2) I know a way of conduct which suits me, if I feel it
is right, (3) When I do something of great importance, I make an effort to follow my
working plan, (4) I usually make decisions in a systematic and organized way, (5)
When I decide how to act, I follow my inner-feelings and emotions, (6) When I have
to choose between alternatives, (7) I analyse each of them and choose the best one,
and (8) I am usually able to think of creative and effective alternatives to solve a study
problem.
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3.6.3 Educational Background
In this part of the survey the educational background and how employees were
exposed to the learning process is tested. In this part of the questioner the ability of
employees to solve work-related problems and to check for new information on their
own without seeking help from others at first stage. The way students are taught makes
a major difference in their work lives when faced with challenges. Many researches
stated that problem-solving and self-learning methods of teaching enable and equip
individuals with the skill of creativity in their future lives especially at work. The
educational background was measured using two constructs, the first construct was
self-learning and was measured using the four-item from Eccles, 1983; Harter, 1981;
Weinstein, Schulte, & Palmer, 1987 with the questions as follows: (1) When I studied
for a test, I tried to combine the information from the classwork and the book, (2) )
When I was studying a topic, I tried to make everything fit together and connect it with
what I already knew, (3) I used what I had learned from old homework assignments
and textbooks to do new assignments, and (4) When I studied for a test, I tried to
remember as many important facts as I could.
The second construct was problem-solving and was measured by the five-item
tool that was adopted from Eccles, 1983; Harter, 1981; Weinstein, Schulte, & Palmer,
1987 and the questions were as follows: (1) Many problems I faced during my studies
were too complex for me to solve, (2) When I made plans to solve a study or homework
problem, I was almost certain that I could make them work, (3) When faced with a
novel study or school project situations, I had the confidence that I could handle them
and any situation that might arise, (4) When I did my homework, I tried to remember
what the teacher said in class, so I could answer the questions correctly, and (5) I had
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the ability to solve most of my homework problems, even though initially no solution
was immediately apparent.
3.6.4 Social Network
In this part of the measurement tool, the individuals are measured based on the
way they were raised and how they were socially connected with their groups. It also
measures how their parents/guardians supported them during their scholastic careers
and teenage periods of life. This antecedent was measured through two constructs, the
first one was parental/guardian support which was measured by the four-item scale
that was adopted from Dishion & Loeber (1985); White, Johnson, & Horwitz (1985);
Barnes & Windle (1987) and the questions were as follows: (1) when you were doing,
something well, how often did your parents/guardians give you praise or
encouragement for what you did?, (2) How much did you rely on your
parents/guardians for advice and guidance?, (3)How often did your parents/guardians
give you a hug, a kiss, or a pat on the back?, and (4) How often did you and your
parents/guardians do things together that you both enjoyed?.
The second construct was access to social networks, which was measured using
the five-item scale that was adopted from Zimet, Dalhem, Zimet, & Farley (1988) and
the questions were as follows: (1) I was surrounded by people when I needed help, (2)
There was a special group of people with whom I could share my joys and sorrows,
(3) My friends in my social group really tried to help and encourage me, (4) I could
exchange my knowledge and share information with my group members, and (5) My
group members helped me to enrich my intellectual ability.

97
3.6.5 Work Culture
Work culture is where creativity and innovation are implanted, practiced, and
rewarded. This measurement is represented by the collective efforts of leadership
support, co-worker support, and job complexity for employees to exert their creativity.
This antecedent was measured through three constructs, the first construct was job
complexity and was measured using the four-item scale that was adopted and modified
to fit the contest of the research from Morgeson, & Humphrey, (2006) and the
questions were as follows: (1) I find my current job to be a complex one, (2) My current
job is mentally demanding, (3) My current job requires a lot of thought and problemsolving, and (4) I find my current job to be challenging. The second construct was
leadership and supervisor’s support and was measured using the seven-item scale that
was adopted from The Michigan organizational assessment (1975) and the questions
were as follows: (1) My supervisor helps me solve work- related problems, (2) My
supervisor encourages me to develop new skills, (3) My supervisor encourages
employees to participate in important decisions, (4) My supervisor praises good work,
(5) My supervisor encourages employees to speak up when they disagree with a
decision, (6) My supervisor refuses to explain his action, and (7) My supervisor
rewards me for good performance
The third construct was co-workers support and was measured using the sixitem scale that was adopted from KEYS ( Amabile, 1995) and the questions were as
follows: (1) My group work has a diversity of skills, (2) I have free and open
communication within my work group, (3) My work group is open to new ideas, (4)
In my work group we constructively challenge each other's work, (5) In my work group
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we trust and help each other, and (6) In my work group each of us feel committed to
the work we do.
3.6.6 Creative Behaviour
The supervisor’s survey was designed to have a single construct which was the
creative behaviour of the employees. The creative behaviour was assessed by the
supervisors and was measured using the thirteen-item scale that was adopted from
Scott & Bruce (1994), and the questions were as follows: (1) Suggests new ways to
achieve goals or objectives, (2) Comes up with new and practical ideas to improve
performance, (3) Searches out new technologies, processes, techniques, and/or product
ideas, (4) Suggests new ways to increase quality, (5) Should be a good source of
creative ideas, (6) Not afraid to take risks, (7) Promotes and champions ideas to others,
(8) Exhibits creativity in the workplace when given the opportunity, (9) Develops
adequate plans and schedules for the implementation of new ideas, (10) Often has new
and innovative ideas, (11) Comes up with creative solutions to problems, (12) Often
has a fresh approach to problems, and (13) Suggests new ways of performing work
tasks.
In all questions the participants were requested to rate how much they agreed
with each statement on a five-point scale ranging from (1) strongly disagree to (5)
strongly agree. Table 3.1 summarizes the antecedents and related constructs along with
the scale used.
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Table 3.1: Model Constructs and Corresponding Measurement Instruments
Antecedents

Constructs

Used scale

Sample

Individual
disposition

Openness to experience

(John, Donahue, &
Kentle, 1991)

Employees

Cognitive style
Educational
background

Social network

Work culture

(Scott & Bruce,
1995).

Self-learning

(Eccles, 1983;
Harter, 1981;
Weinstein, Schulte,
& Palmer, 1987)

Problem-solving

(Eccles, 1983;
Harter, 1981;
Weinstein, Schulte,
& Palmer, 1987)

Parental support

(Dishion and Loeber, Employees
1985; White,
Johnson, & Horwitz,
1985; Barnes and
Windle, 1987)

Access to social groups

(Zimet, Dalhem,
Zimet, & Farley,
1988)

Job complexity

(Morgeson &
Humphrey, 2006)

Leadership/supervisory

(The Michigan
organizational
assessment, 1975)

support
Co-workers support

KEYS (Amabile,
1995)

Creative behaviour

(Scott & Bruce,
1994).

Employees

Employees

Supervisors
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3.7 Summary
As seen in this chapter, the research proved to be positive as research was
started, based on the literature, then the field study was conducted, and data was
gathered, and the research was based on a quantitative method. The sample was
randomly clustered from nine entities with different business disciplines, mainly from
Abu Dhabi and Dubai, consisting of 350 employees and 52 supervisors.
Two questionnaires were designed, one was filled out by the supervisors to
measure the creative behaviour and one was filled out by the employees in alignment
with the nine constructs that represented the four antecedents. The items of the
measurement tool were based upon previous literature and some items were modified
based on the context of the research, to best fit the tool.

101

Chapter 4: Data Analysis
4.1 Introduction
This chapter aims at describing the procedure and steps taken to analyze the
data so that some meaningful conclusion can be drawn. Quantitative data in raw form
fails to convey true findings to most people (Saunders, 2016). The data is analyzed
through series of sequential activities. First, the data is screened out by identifying
missing values, recognizing aberrant values, eliminating outliers, checking normality
of data and testing common method bias to certify the accuracy and suitability of the
data for multivariate statistical analysis. In second step, the measurement model is
tested using confirmatory factor analysis (CFA). The third step consists of testing
reliability and validity of the scales (Hair, Hult, Ringle, & Sarstedt, 2014). Finally, the
hypotheses’ testing is done using path analysis. The preliminary data screening steps
are performed through SPSS 22, whereas CFA and path analysis model are analyzed
through AMOS 22.
4.2 Respondent Attributes
Attributes are the personal characteristics of study respondents. These are the
things that a respondent possess, rather she/he does (Dillman, 2007). Respondents’
attributes help to explore difference of opinion or behavior among different
respondents and also ensure that the sample is representative of its population.
Attributes mainly include age, gender, qualification, experience etc. This section will
provide the detail of respondents’ attributes who participated in current study. A brief
summary of means, minimum and maximum values for all attributes is given in
Table 4.1.
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4.2.1 Gender
The first attribute of respondents is gender. Table 4.1 depicts that 69%
respondents are male and 30.9% are female. It reflects the true representation of
population, as in UAE the number of males is higher than females at workplace.
Among total 350 respondents, the number of male respondents is clearly greater (242)
than female respondents which are 108. The graphical representation is shown in
Figure 4.1.
Table 4.1: Respondent Attributes (Gender)
Frequency

Percent

Males

242

69.10

Females

108

30.90

Total

350

100.0

300

Frequency

250
200
150
100
50
0
Males

Females
Gender

Figure 4.1: Respondent Attributes (Gender)
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4.2.2 Age
The second important attribute of respondents is their chronological age. In
terms of age, the respondents are divided into four categories. Table 4.2 shows that
highest representation comes from age group of “35 to less than 45” followed by age
group “45 to less than 55” which are 176 and 87 in numbers respectively. The Third
largest group is age group of “25 to less than 35” which are 83 in Numbers. Finally,
the least representation comes from people of age group “55 and above” who are just
4 in numbers. It also reflects that sample is representative of its population because in
UAE organizations most of the employees are less than 55 years. The graphical
representation is shown in Figure 4.2.
Table 4.2: Respondent Attributes (Age)

Frequency

25 to less than 35
35 to less than 45
45 to less than 55
55 and above
Total

Frequency Percent
83
23.70
176
50.30
87
24.90
4
1.10
350
100.0

200
180
160
140
120
100
80
60
40
20
0
25 to less
than 35

35 to less
than 45

Age

45 to less
than 55

55 and above

Figure 4.2: Respondent Attributes (Age)
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4.2.3 Qualification
Respondents are categorized into four subgroups with respect to their
qualification. Respondents with bachelor degrees show highest representation with
61.1% among all groups. Second highest representation comes from diploma holders
who comprise 27.7% of all respondents.
Respondents with higher degrees also have a significant contribution i.e. 9.4%.
However, the lowest contribution comes from respondents with having high school
certificates i.e. 1.7% only. This trend shows that in UAE most of the employees are
bachelor qualified. Table 4.3 shows the summary of respondents in terms of their
qualification and the graphical representation is shown in Figure 4.3.
Table 4.3: Respondent Attributes (Qualification)
Frequency Percent
6
1.70
97
27.70
214
61.10
33
9.40
350
100.0

High School
Diploma
Bachelor
Master/Doctorate
Total

250

Frequency

200
150
100
50
0
High School

Diploma

Bachelor

Master/Doctorate

Qualification

Figure 4.3: Respondent Attributes (Qualification)
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4.2.4 Workplace
The workplace is also an important attribute of study respondents. In the
current study the data is mainly collected from two states of the UAE, Dubai and Abu
Dhabi, to generalize the results of the present study. Table 4.4 shows the representation
of respondents with regard to their place of work. Among all, 62.6% respondents
belong to Dubai and 37.4% belong to Abu Dhabi which shows representatives of
organizational population from both states. The graphical representation is shown in
Figure 4.4.
Table 4.4: Respondent Attributes (Workplace)
Frequency

Percent

Dubai

219

62.60

Abu Dhabi

131

37.40

Total

350

100.0

250

Frequency

200
150
100
50
0
Dubai

Abu Dhabi
Workplace

Figure 4.4: Respondent Attributes (Workplace)
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4.2.5 Industry Type
In terms of type of industry from which the respondents belong to, mainly the
data is collected from two types of organizations, semi Govt. and Govt. This
bifurcation is based on the research question and aims of study. Almost 2/3rd (65.7%)
of the respondents affiliated with Govt. institutions while 1/3rd (34.3%) are associated
with semi-Govt. organizations. Summary of respondents affiliated institution is
presented in Table 4.5 and graphical representation is shown in Figure 4.5.
Table 4.5: Respondent Attributes (Industry Type)
Frequency

Percent

Semi Govt.

120

34.30

Govt.

230

65.70

Total

350

100.0

Frequency
250

Frequency

200
150
100
50
0
Semi Govt.

Govt.
Industry Type

Figure 4.5: Respondent Attributes (Industry Type)
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4.2.6 Organizational Rank
Respondents’ level in their organizational hierarchy is also a critical attribute.
Table 4.6 shows that majority of the respondents (61.1%) are at managerial level
followed by supervisor (27.7%) and top management (9.4%). This distribution reflects
the actual distribution of employees within the organization. The graphical
representation is shown in Figure 4.6.
Table 4.6: Respondent Attributes (Rank)
Frequency Percent
Entry

6

1.70

Supervisor

97

27.70

Managerial

214

61.10

Top Mng.

33

9.40

Total

350

100.0

250

Frequency

200
150
100
50
0
Entry

Supervisor

Managerial

Top Mng.

Organizational Rank
Figure 4.6: Respondent Attributes (Rank)
A brief summary of all respondents’ attributes, their frequency and percentage
are given in Table 4.7.
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Table 4.7: Sample Characteristics
Sample Details
Item

Description

Frequency

%

Male

242

69.10

Gender

Female

108

30.90

Age

25 to less than 35

83

23.70

35 to less than 45

176

50.30

45 to less than 55

87

24.90

55 and above

4

1.10

High School

6

1.70

Diploma

97

27.70

Bachelor

214

61.10

Master/Doctorate

33

9.40

Dubai

219

62.60

Workplace

Abu Dhabi

131

37.40

Industry Type

Semi Government

120

34.30

Government

230

65.70

Government ministry

77

22.00

Government office

88

25.10

Education

93

26.60

Services

92

26.30

Entry

6

1.70

Supervisor

97

27.70

Managerial

214

61.10

Top Management

33

9.40

Qualification

Business Activity

Rank
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4.2.7 Data Structure
In our data set there were 350 employee responses where employees reported
their perceptions about nine independent variables. The supervisors reported
employees’ creative behaviour. In total, 52 supervisors participated in the study. The
supervisors rated minimum of 5 to maximum of 10 employees. The average cluster
size was 6.73. This aspect of the data will be further discussed in section 4.4.3 (data
analysis strategy) of this chapter.
4.3 Data screening
In order to get robust results, the collected data must be screened out before
applying statistical tests to test main hypotheses (Tabachnick & Fidell, 2013). The data
screening process comprised of mainly three steps; 1) Finding missing values, 2)
Identifying aberrant values, and 3) detecting outliers. These filters make data more
suitable for applying statistical analysis.
4.3.1 Missing Data
Missing value is one of the pervasive problems in analyzing social science data
(Tabachnick & Fidell, 2013). Missing values are those that a respondent missed while
filling the questionnaire or can be missed during the data entry process. Pallant (2011)
says that it is very difficult to avoid missing data especially when human beings are
involved. Missing data values might occur due to several reasons and its sensitivity
depends upon the pattern rather than the amount. Researchers have suggested many
options to deal with missing values in the data. For example, if the missing values are
very few in numbers and don’t follow any pattern, there is no need to do any technical
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operation, but if the missing values are very large in numbers, it might need suitable
solution. One of the common solutions is to replace missing values with mean value.
The careful analysis of data file shows no extreme case of missing value in the
data. However, the cases with very small number of missing values were replaced
using “mean by nearby points” option. The small number of missing values might be
due to the inclusion of questionnaires that were initially screened out manually.
4.3.2 Aberrant Values
The values that do not fall within the normal bracket in which the variable is
measured are known as aberrant values. In present study all items were measured at 5point likert scale, ranging from 1 to 5. So, the values below 1 and greater than 5 were
considered as aberrant values. Upon analyzing the descriptive statistics, we found no
aberrant values in the data set.
4.3.3 Outliers
Outliers are the cases having different values than rest of the sample, either too
high or low. Barbara, Tabachnick & Fidell (2012) have highlighted three principle
reasons for presence of outliers. First, incorrect data entry may cause the presence of
outliers. Second, failing in coding of missing values in such a way that missing values
are considered as real data by the software. Third, the outlier case might not be the part
of that population from which sample is drawn.
Outliers are of two types. If the cases are extreme at one variable, it is known
as univariate outlier and if the cases are extreme at more than one variable it is known
as multivariate outlier. Multivariate outliers are more problematic than univariate
outliers because these are the cases with unusual combination on two or more than two
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variables. In order to identify multivariate outliers in our data set, we have used
Mahalanobis distance using multiple regression analysis. The probability of
Mahalanobis distance showed 21 cases as multivariate outliers in the data set. Table
4.8 shows the case ID and their relevant Mahalanobis distance and probability.
Table 4.8: Multivariate Outliers Test Results (Mahalanobis Distance Method)
Case ID

Mahalanobis

P

Distance
308

306.19

.000

349

323.00

.000

121

131.98

.000

17

127.49

.000

33

124.65

.000

136

122.95

.000

153

113.54

.000

30

107.19

.000

118

103.79

.000

16

102.74

.000

119

100.43

.000

47

100.33

.000

52

94.49

.000

51

93.61

.000

20

92.97

.000

29

92.52

.000

135

90.73

.000

31

88.45

.000

125

85.73

.000

156

85.40

.000

64

84.55

.000
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The value of skewness and kurtosis as well as normality tests were conducted
before and after removal of outliers and there was no significant difference. Hence
these cases were not removed.
4.4 Assumptions of Regression
4.4.1 Normality
The pattern of continuous variables in data set must follow normal distribution
to generate robust results (Tabachnick and Fidell, 2007). Normality of the data
describes a symmetrical and bell-shaped curve having most of the values in middle
and very small numbers at extreme ends (Gravetter & Wallnau, 2004). Normality of
the data set can be checked through two methods; 1) graphical method 2) statistical
method. Hair et al. (2006) argued that statistical method is more reliable and objective
than graphical method for normality testing, thus following Hair et al. suggestions, we
have adopted an objective approach i.e. statistical method to test data normality. For
this purpose, researchers have recommended different statistical tests.
Kolmogorov-Smirnov and Shapiro-Wilk’s tests of normality
First of all, Kolmogorov-Smirnov and Shapiro-Wilk’s tests were applied to
check data normality. Variables having p-value greater than 0.05 in this test are
considered as normally distributed. The Kolmogorov-Smirnov and Shapiro-Wilk’s
tests of our data set showed non-normal distribution because the p-value for all
variables are lower than 0.05. Results of Kolmogorov-Smirnov and Shapiro-Wilk’s
tests along with their p-values are shown in Table 4.9.
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Table 4.9: Tests of Normality
Kolmogorov-Smirnova

Shapiro-Wilk

Statistic

Df

Sig.

Statistic

Df

Sig.

Openness to experience

.10

350

.000

.98

350

.000

Leadership support

.12

350

.000

.97

350

.000

Co-worker support

.11

350

.000

.77

350

.000

Cognitive style

.11

350

.000

.98

350

.000

Parental support

.11

350

.000

.97

350

.000

Access to social network

.13

350

.000

.93

350

.000

Job complexity

.13

350

.000

.96

350

.000

Problem Solving

.13

350

.000

.96

350

.000

Self-learning

.10

350

.000

.98

350

.000

Employees’ Creative

.11

350

.000

.97

350

.000

Behavior

Skewness and kurtosis
Another recommended method for testing normal distribution of values within
data set is Skewness and Kurtosis analysis. Skewness shows the symmetry of the data
distribution. A variable will be considered as a skewed variable if its mean does not
lie in the center of distribution (Barbara, Tabachnick & Fidell, 2012). On the other
hand, Kurtosis reflects the peakedness of the data distribution. The distribution can be
either too peak or too flat. In order to be considered as a normal distribution, the
skewness and kurtosis values should lie between +1.5 and -1.5. In our analysis, the
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skewness and kurtosis values of all variables lie within the threshold limit except coworker support. The values are presented in Table 4.10.
Table 4.10: Values of Skewness and Kurtosis
Skewness
Statistic

Kurtosis

Std. Error Statistic

Std. Error

Openness to experience

.02

.13

.06

.26

Leadership support

-.43

.13

-.23

.26

Co-worker support

3.55

.13

38.04

.26

Cognitive style

-.42

.13

-.13

.26

Parental support

.34

.13

.07

.26

Access to social network

.65

.13

.56

.26

Job complexity

.64

.13

.91

.26

Problem Solving

.01

.13

-.14

.26

Self –Learning

.37

.13

-.23

.26

Employees’ creative behavior

-.93

.13

.79

.26

4.4.2 Linearity Test
One of the assumptions of the multivariate data analysis is that the studied
variables have linear relationships. To test this assumption, we used regression
analysis in SPSS and ran a regression analysis with the study variables and gave the
command to SPSS to draw a scatterplot based on the residuals. The scatterplot was
drawn between the standardized residuals of the regression against the predicted
values. No sign for the Non-linearity has been found as Figure 4.7 shows that the
distribution of the residuals is unequally distributed around the zero line (Tabachnick
& Fidell, 2013). The distribution of points around the center line approves the
existence of a linear relationship between the study variables.
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Figure 4.7: Linearity Scatterplot

4.4.3 Homoscedasticity Test
The homoscedasticity assumption should be checked as it is related to the
multivariate normality (Tabachnick & Fidell, 2013). The homoscedasticity assumption
means that the dependent variable is having an equal variance when it is linked to the
different independent variables in the study. According to Hair et al. (2014, p. 80), the
homoscedasticity assumption could be checked for through the analysis of residuals of
the multiple regression model. If the residuals are regularly distributed and are close
to the zero line for the whole length of the scatterplot (Kline, 2005). As shown in
Figure 4.7 the residuals are distributed mainly between –2 and +2 on both axes with
the exemption of very few readings which are displayed outside because of their nonnormality.
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4.4.4 Multicollinearity
Multicollinearity is another important assumption of multivariate analysis and
it refers to a situation where correlations between multiple predictor variables are so
strong that some variables become redundant as they contain almost the same
information (Hair et al., 2014). We used two widely used measures for assessing the
multicollinearity: Tolerance and the Variance Inflation Factor (VIF). Tolerance is the
amount of variance in a variable that is not shared with other variables, whereas VIF
is the reciprocal of Tolerance. The threshold value for tolerance is less than 0.2
(equivalent to a VIF value of 5.0) which indicates the presence of multicollinearity
among predictor variables. In the current study (see Table 4.11) the minimum value of
Tolerance is 0.47 and maximum value of the VIF is 2.13, which confirms that there is
no significant concern of multicollinearity in our data set and we can conduct the
further analysis without such worries.
Table 4.11: Collinearity Statistics
Variable Names

Tolerance

VIF

Openness to experience

.55

1.81

Leadership support

.48

2.10

Co-worker support

.70

1.43

Cognitive style

.47

2.13

1Parental support

.54

1.84

Access to social network

.47

2.11

Job complexity

.75

1.34

Problem solving

.56

1.79

Self-learning

.52

1.94
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4.5 Common Method Bias (CMB)
Common method bias is related to the amount of variance caused by
measurement method rather than measures of the study (Podsakoff et al., 2003).
Researchers (e.g. Podsakoff et al., 2003), suggested that in case of already used
questionnaire and cross sectional research design, the researchers should analyze the
impact of CMB in their data set.Presence of CMB may threaten the validity of
statistical results. In order to reduce the impact of CMB in data set, the procedure of
“anonymity” suggested by Podsakoff, et al., (2003) is followed in current study. To
achieve this purpose, a covering letter is attached with the questionnaire which
contains necessary information about study purpose. Further, respondents were not
asked any information through which their responses could be traced back to them.
According to Podsakoff et al., (2003), ensuring anonymity of respondents’ responses
can reduce the chances of common method bias. Two statistical procedures, Harman’s
single factor and common latent factor were performed in our study to analyze the
impact of CMB.
4.5.1 Harman’s Single Factor Test
Harman’s single factor test explains that if there is a substantial amount of
CMB present in the data then either a single factor will emerge while conducting
exploratory factor analysis (EFA) or one general factor will account for the major
amount of covariance among the variables (Podsakoff et al., 2003). We conducted
exploratory factor analysis (principal component analysis, covariance matrix, and
varimax rotation) using SPSS 22. The results of EFA revealed twelve different factors
with eigenvalues greater than 1 (see Table 4.12), instead of a single factor. The seven
factors explained a total of 67 % of variance whereas the first factor did not account
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for majority of variance explained (explaining only 24.91 % variance). Results of
Harman’s single factor test suggested that CMB is not a major concern in this study.
Table 4.12: Harman’s Single Factor Test
Component

% of Variance Cumulative %

1

24.91

24.91

2

13.89

38.80

3

5.04

43.85

4

4.16

48.01

5

3.52

51.53

6

2.80

54.33

7

2.65

56.99

8

2.27

59.26

9

2.19

61.45

10

1.20

63.45

11

1.84

65.28

12

1.75

67.03

4.5.2 Common Latent Factor
In order to find out common method bias, we conducted common latent factor
analysis in CFA using AMOS 22. The combined CFA model was used for analyzing
the percentage of variance explained by a common latent factor. We connected
common latent factor with all observed variables through regression lines. The
standardized regression weights were compared for both models, with and without
common latent factor. The difference of two values showed that all values are smaller
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than the threshold value of 0.2 and therefore common method bias is not a major
concern in our data set.
4.5.3 Data Analysis Strategy
In this study, the data was collected in supervisor-subordinate dyads suggesting
the nested nature of the data. Specifically, subordinates reported their perceptions
about the study’s independent variables (9 independent variables) and the supervisors
reported the subordinates’/employees’ creative behavior (dependent variable). So in
order to proceed further, it was important here to analyze that whether our data set
should be analyzed using traditional structural equation modeling or multilevel
structural equation modeling. For this purpose we calculated the intra class correlation
(ICC) for the dependent variable as recommended by Preacher, Zhang & Zyphur
(2011). The total data set consisted to 52 clusters and the average cluster size was 6.73.
The ICC value for employees’ creative behavior was 0.14 which was relatively to the
lower side. Then we further calculated the design effect for our study.
Design Effect Calculation:
Design Effect = [1 +{(average cluster size-1)x ICC}]
= [1+{(6.7-1)x.138}]
= [1+0.786]
= 1.79
As design effect was 1.79 which is less than 2 and the ICC was also weak, so
this exhibited that the multilevel modeling is not suitable for our data set. Hence we
completed the further analysis with traditional structural equation modeling using
AMOS instead of multilevel modeling.
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4.5.4 List of Abbreviations
The upcoming analyses in this chapter will use the following abbreviations for
the study variables (Table 13).
Table 4.13: List of Abbreviations
Variable Name

Abbreviation

Openness to experience

OE

Leadership support

LS

Co-worker support

CWS

Cognitive style

CS

Parental support

PS

Access to social network

ASN

Job complexity

JC

Problem solving

PbS

Self-learning

SL

Employee creative behavior

EC

4.6 Confirmatory Factor Analysis
After completing the initial data screening process, Confirmatory Factor
Analysis (CFA) was run through using structural equation modeling (SEM) via AMOS
22. The reason to conduct CFA without conducting exploratory factor analysis (EFA)
is that all the scales used in our study were adopted from previous studies and therefore
EFA was not necessary to conduct. However, for testing the fitness of model used in
current study, we conducted the CFA. To ensure the fitness of our model, the results
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of CFA are observed in light of several model fit indices. Generally, these indices
include Comparative Fit Index (CFI), Tucker-Lewis Index (TLI), Mean Square Error
of Approximation (RMSEA), CMIN/DF, and Goodness-of-Fit Index (GFI). The fit
indices used in CFA and their threshold values are presented in Table 4.14.
Keeping in view the large number of variables (total 10 variables) and their 61
items, it was not possible to run one CFA model with all the variables and items. So,
keeping in view the nature of variables, we divided the CFA in two models. Set 1 of
CFA contained the variables related to individual/employees. These variables were
openness to experience, cognitive style, problem solving, self-learning and employee
creative behavior. Whereas, the second set of variables of second CFA were the work
related and support variables. They were parental support, access to social network,
job complexity, leader support, and co-worker support.
Table 4.14: Fit Indices with their Threshold Values
Purpose

Name of Index

Threshold Value

Comparative Fit Index (CFI)

>.95 great; >.90 good

Tucker-Lewis Index (TLI)

>.95 great; >.90 good

Fit indices of Normed-Chi square (CMIN/df)

<2 great; <3 good

CFA

<.05 great <.08 good

Root Mean Square Error of Approximation
(RMSEA)

4.6.1 Confirmatory Factor Analysis – Set 1
As described above, owing to large number of independent variables, we have
conducted CFA into two parts. First, the CFA of 4 independent and one dependent
variable was conducted. These variables were openness to experience, cognitive style,

122
problem solving, self-learning and employee creative behavior, analyzed using SEM.
The factor loadings of items of each construct are listed in Table 4.15 and graphical
representation is shown in Figure 4.8.
Table 4.15: Factor Loadings of Study Variables (Set 1)
Name of item

Construct

Estimate

Sign.

X1.1

Openness to exp.

.76

.000

X1.2

Openness to exp.

.78

.000

X1.3

Openness to exp.

.71

.000

X1.5

Openness to exp.

.61

.000

X1.6

Openness to exp.

.70

.000

X4.1

Cognitive style

.38

.000

X4.2

Cognitive style

.63

.000

X4.3

Cognitive style

.64

.000

X4.4

Cognitive style

.60

.000

X4.6

Cognitive style

.70

.000

X4.7

Cognitive style

.74

.000

X8.2

Problem solving

.40

.000

X8.3

Problem solving

.58

.000

X8.4

Problem solving

.76

.000

X9.1

Self-learning

.60

.000

X9.2

Self-learning

.71

.000

X9.3

Self-learning

.75

.000

X9.4

Self-learning

.79

.000

X9.5

Self-learning

.78

.000

Y1

Employee Creative behavior

.85

.000

Y2

Employee Creative behavior

.87

.000

Y3

Employee Creative behavior

.83

.000

Y4

Employee Creative behavior

.81

.000

Y5

Employee Creative behavior

.87

.000
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Table 4.15: Factor Loadings of Study Variables (Set 1) (Continued)
Name of item

Construct

Estimate

Sign.

Y6

Employee Creative behavior

.64

.000

Y7

Employee Creative behavior

.79

.000

Y8

Employee Creative behavior

.79

.000

Y9

Employee Creative behavior

.71

.000

Y10

Employee Creative behavior

.83

.000

Y11

Employee Creative behavior

.83

.000

Y12

Employee Creative behavior

.78

.000

Y13

Employee Creative behavior

.74

.000
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Figure 4.8: CFA Model of Set 1
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Figure 4.8 shows the CFA model of 4 independent variables and one dependent
variable. The variable openness to experience originally contained six items. One of
the items (item 4) was not significantly loaded on its construct and thus removed from
analysis. Similarly, one item of cognitive style (item 5) and one item of problem
solving (item 1) were not significantly loading, hence were removed from the analysis.
The final fit indices of the studied model are presented in Table 4.16.
Table 4.16: Fit Indices of Set 1 CFA
Model

RMSEA

Model 1: Five factor model

.07

TLI
.90

CFI
.92

CMIN/df
2.61

4.6.2 Confirmatory Factor Analysis – Set 2
In set 2, the CFA was conducted for five independent variables, parental
support, access to social network, job complexity, leadership support, and co-worker
support. First of all, we have analyzed the factor loadings of all items on their
respective construct. The factor loading value less than 0.4 is considered a poor value
(Kline, 2011) and should be removed. In set 2, one item of job complexity (item 4)
and two items of leadership support (item 2) and (item 6) had less than 0.4 factor
loading and thus was removed from final analysis. Table 4.17 represents the factor
loading values of each item and their respective p-value. The graphical representation
of CFA model is shown in Figure 4.9.
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Table 4.17: Factor Loadings of Study Variables (Set 2)
Name of Item

Construct

Estimate

Sign.

X5.1

Parental support

.47

.000

X5.2

Parental support

.57

.000

X5.3

Parental support

.76

.000

X5.4

Parental support

.84

.000

X6.1

Access to social Network

.74

.000

X6.2

Access to social Network

.78

.000

X6.3

Access to social Network

.77

.000

X6.4

Access to social Network

.75

.000

X6.5

Access to social Network

.58

.000

X7.1

Job complexity

.43

.000

X7.2

Job complexity

.81

.000

X7.3

Job complexity

.75

.000

X2.1

Leadership Support

.75

.000

X2.3

Leadership Support

.79

.000

X2.4

Leadership Support

.74

.000

X2.5

Leadership Support

.70

.000

X2.7

Leadership Support

.69

.000

X3.1

Co-worker support

.63

.000

X3.2

Co-worker support

.77

.000

X3.3

Co-worker support

.65

.000

X3.4

Co-worker support

.60

.000

X3.5

Co-worker support

.72

.000

X3.6

Co-worker support

.69

.000
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Figure 4.9: CFA Model of Set 2
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Table 4.18: Fit Indices of Set 2 CFA
Model

RMSEA

Model 2:Fourth factor model (CS,

.07

TLI
.90

CFI

CMIN/df

.91

3.00

ASN, PS, JC) with co-variances in
error terms

The analysis of model fit indices for the current CFA model shows a good
fitness of the data to the proposed model. All the model fit indices have higher values
than their minimum threshold values (see Table 4.18).
4.7 Validity Analysis
Validity refers to the extent to which a scale measures what it supposed to
actually measure (Pallant, 2011). In order to gain authentic data from respondents, the
scale used must be valid in all respects (Stangor, 2006). Validity of a construct is of
two types; a) convergent validity and b) discriminant validity. When the relationship
of a construct is investigated with other related construct, it is known as a Convergent
validity. On the other hand, if the relationship is investigated with other but unrelated
construct, it establishes discriminant validity.
In order to establish construct validity, researchers have proposed several
indices including Average Variance Extracted (AVE), Maximum Shared Squared
Variance (MSV) and Average Shared Squared Variance (ASV). For establishing
convergent validity, the Average Variance Extracted (AVE) value should exceed 0.50.
For establishing discriminant validity, the MSV should be less than AVE and ASV
should also be less than AVE. The threshold values are presented in Table 4.19.
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Table 4.19: Threshold Values for Validity and Reliability
Purpose

Name of Index

Threshold Value

Reliability

Composite Reliability (CR)

>.90 great, >.80 good,
>.70 fair

Convergent

Average Variance Extracted (AVE)

AVE >.50 & CR >.50

Maximum Shared Squared Variance

MSV < AVE

Discriminant

(MSV)

ASV < AVE

validity

Average Shared Squared Variance

validity

(ASV)

The validity analysis of studied constructs is conducted using recommended
indices. The careful analysis shows that only the construct of leadership support has
less than 0.50 value of AVE which is required for establishing convergent validity and
openness to experience has slightly smaller value of AVE than its ASV value. All other
constructs have AVE greater than 0.50 and thus convergent validity is established.
Similarly, for all constructs the AVE values are greater than MSV and ASV, therefore
discriminant values are also established. Results of validity analysis are presented in
Table 4.20.
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Table 4.20: Validity Analysis

AVE

MSV

ASV

Self-Learning

0.60

0.51

0.34

Leadership Support

0.47

0.49

0.31

Openness to Experience

0.53

0.58

0.56

Coworker Support

0.55

0.48

0.32

Cognitive Style

0.64

0.58

0.40

Access to Social Network

0.55

0.50

0.34

Job Complexity

0.51

0.32

0.18

Parental Support

0.58

0.50

0.24

Problem Solving

0.69

0.61

0.32

4.8 Reliability Test
Reliability of a scale refers to the extent to which a scale successfully generates
consistent results when applied to simultaneous situation. Among the different aspects
of reliability, researchers are more concerned with internal consistency of the scale.
Internal consistency refers to the degree to which the scale items are holding together.
The most common indicator used for measuring scale’s internal consistency is
Cronbach’s alpha coefficient. The ideal value of the scale should be greater than 0.7
to be considered as a reliable (DeVellis, 2003).
In our study, the Cronbach’s alpha coefficient of each scale is measured by all
its items in scale reliability test box in SPSS. We found that all the scales have
Cronbach’s alpha value greater than 0.7 and thus reliability (internal consistency) of
all scales is established. Results of Cronbach’s alpha coefficient are presented in
Table 4.21.

131
Table 4.21: Reliability Analysis
Variable items
Openness to experience
I see myself as someone who is original, comes up with new
ideas
Is curious about many different things
Is ingenious, a deep thinker
Prefers work that is routine
Likes to reflect, play with ideas
Has an active imagination
Leadership support
My supervisor helps me solve work- related problems
My supervisor encourages me to develop new skills
My supervisor encourages employees to participate in
important decisions
My supervisor praises good work
My supervisor encourages employees to speak up when they
disagree with a decision
My supervisor refuses to explain his action
My supervisor rewards me for good performance
Co-worker support
My group work has diversity of skills
I have free and open communication within my work group
My work group is open for new ideas
In my work group we constructively challenge each other's
work
In my work group we trust and help each other
In my work group each of us feel committed to the work we
do
Cognitive style
I often follow my instincts.
I know a way of conduct suits me, if I feel it is right.
When I do something of great importance, I make an effort to
follow my working plan
I usually make decisions in a systematic and organized way.
When I decide how to act, I follow my inner feelings and
emotions.
When I have to choose between alternatives, I analyze each of
them and choose the best one
I am usually able to think up creative and effective
alternatives to solve a study problem.

Cronbach’s Alpha
.71

.84

.71

.78
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Table 4.21: Reliability Analysis (Continued)
Variable items
Parental support
When you were doing, something well, how often did your
parents/guardians give you praise or encouragement for what
you do?
How much did you rely on your parents/guardians for advice
and guidance?
How often did your parents/guardians give you a hug, a kiss,
or a pat on the back?
How often did you and your parents/guardians do things
together that you both enjoy?
Access to social network
There was a group of people who was around me when I was
in need
There was a special group of people which whom I could
share my joys and sorrows
My friends in my social group really tried to help and
encourage me
I could exchange my knowledge and share information with
my group members
My group members helped me enrich my intellectual ability
Job complexity
I find my current job to be a complex one
My current job is mentally demanding
My current job requires a lot of thought and problem-solving
I find my current job to be challenging
Problem solving
Many problems I faced in my study were too complex for me
to solve.
When I made plans to solve a study or homework problem, I
was almost certain that I could make them work
When faced with a novel study and school projects situations
I had the confidence that I could handle them and any
situation that may arise.
I had the ability to solve most of my homework problems
even though initially no solution was immediately apparent.

Cronbach’s Alpha
.76

.84

.76

.76
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Table 4.21: Reliability Analysis (Continued)
Variable items
Self –learning
When I studied for a test, I tried to put together the
information from the class and the book.
When I did my homework, I tried to remember what the
teacher has said in class so I could answer the questions
correctly.
When I studied for a test, I tried to remember as many
important facts as I could
I used what I had learned from old homework assignments
and textbook to do new assignments.
When I was studying a topic, I tried to make everything fit
together ،and connect it with what I already know.
Employee Creativity
Suggests new ways to achieve goals or objectives
Comes up with new and practical ideas to improve
performance
Searches out new technologies, processes, techniques, and/or
product ideas
Suggests new ways to increase quality
Is a good source of creative ideas
Not afraid to take risks
Promotes and champions ideas to others
Exhibits creativity on the job when given the opportunity to
Develops adequate plans and schedules for the
implementation of new ideas
Often has new and innovative ideas
Comes up with creative solutions to problems
Often has a fresh approach to problems
Suggests new ways of performing work tasks

Cronbach’s Alpha
.84

.95

4.9 Descriptive Statistics and Correlation
The descriptive statistics including mean and standard deviation of all variables
and their correlation with each other is shown in Table 4.22. The descriptive analysis
shows that all variables are significantly correlated to each other. In analyzing the
correlation of independent variables with dependent variable, employees’ creativity,
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the results showed that all variables are significantly correlated with employee
creativity. It shows the initial support for our studied hypothesis. The descriptive
statistics further tells show that only two demographic variables (gender and
organizational rank) had significant correlation with dependent variable (employee
creative behavior). Therefore we excluded the non-significantly correlated
demographic variables from further analyses as they cannot serve as problematic
omitted variables in the analyses (Becker, 2005).

Table 4.22: Descriptive Statistics and Correlation Analysis
Variable
1.Gender
2.Age
3.Quali.
4.Workplace
5.Ind.Type
6.Org. Rank
7.OE
8.CWS
9.CS
10.PS
11.LS
12.ASN
13.JC
14.PbS
15.SL
16.Supervisor
rated EC

Mean SD
1.31
2.03
2.78
1.37
1.65
2.14
3.72
3.94
3.80
3.79
3.78
3.82
3.62
3.65
3.90
3.76

.46
.73
.63
.48
.48
.60
.46
.82
.57
.71
.75
.70
.96
.55
.66
.67

1

2

3

4

5

6

7

8

9

10

11

12

13

14

1
.14**
.14**
.08
.02
.15**
-.21**
-.08
-.20**
-.09
-.11*
-.20**
-.03
-.14**
-.17**
-.20**

1
.04
.08
-.04
.26**
-.09
-.05
-.09
.013
.027
.015
-.013
-.03
-.14**
.03

1
-.07
.05
-.00
-.10
.02
.07
-.05
-.05
-.02
.15**
-.01
.14**
-.08

1
.01
.08
.08
.05
.07
.09
-.03
-.02
.04
-.01
.01
.10

1
-.12*
-.02
.00
-.10
-.00
-.06
-.00
.06
-.02
.11*
-.10

1
-.02
-.03
-.02
.09
-.04
.05
.18**
.12*
.00
.12*

1
.30**
.58**
.42**
.16**
.43**
.30**
.44**
.44**
.55**

1
.44**
.33**
.07
.33**
.18**
.31**
.37**
.47**

1
.49**
.17**
.48**
.38**
.43**
.51**
.56**

.15**
.63**
.29**
.38**
.41**
.44**

1
.14**
.06
.03
-.00
.12*

1
.29**
.45**
.53**
.50**

1
.42**
.36**
.36**

1
.55**
.49**

15

1
.36**

Note:
*

P ≤0.05

**

P ≤0.01
135

148
4.10 Hypotheses Testing
Once the data was screened out and preliminary analyses were performed, we
moved toward testing our study hypotheses. Hypotheses were tested using structural
equation modeling (SEM) through AMOS 22. In SEM all the hypotheses are tested in
a single model therefore it is sometimes referred to as simultaneous equation modeling.
This feature of SEM technique distinguishes it from other regression techniques and
makes it more robust (Kline, 2011).
In this study we have used Path Analysis out of family of SEM techniques for
testing of hypotheses considering the large number of independent variables and items
of those variables. This approach required using composite variables instead of latent
variables. The review of existing literature suggests that several published research
papers have followed this approach (e.g. Lu, Zhou, and Chen, 2018; Kwon and Suh,
2005; Leggat, Karimi and Bartram, 2017). Following hypotheses are to be tested in
this step.
Hypothesis 1: Individual’s openness to experience positively impacts his/her creative
behavior.
Hypothesis 2: Individual’s cognitive style positively impacts his/her creative
behavior.
Hypothesis 3: Individual’s ability of problem solving, positively impacts his/her
creative behavior.
Hypothesis 4: Individual’s self-learning, positively impacts his/her creative behavior.
Hypothesis 5: individual's parents/guardians support positively impact his/her
creative behavior.
Hypothesis 6: Individual's access to social groups positively impacts his/her creative
behavior.
Hypothesis 7: Individual's job complexity positively impacts his/her creative
behavior.
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Hypothesis 8: Individual's leadership support positively impacts his/her creative
behavior.
Hypothesis 9: Individual's co-worker support positively impacts his/her creative
behavior.
For testing the hypotheses, composite variables were used instead of latent
variables. First of all, fit indices were checked out for the proposed model. The
estimation of path model shows that all fit indices have above threshold values and
indicates that proposed model fits the data well. Model fit indices are shown in
Table 4.23.
Table 4.23: Fit Indices of Path Model
Model
Model 1: Path analysis containing
all the study variables

RMSEA
.058

TLI
.922

CFI
.929

CMIN/df
2.18
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Figure 4.10: Path Model for Hypotheses Testing
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Figure 4.11: Conceptual Model

4.10.1 Path Model Estimates
All the nine independent variables and two control variables (gender and
organizational rank) were regressed on dependent variable (employee creativity) in a
single path model as described in Table 4.24 and presented in Figure 4.10. The
conceptual model is shown in Figure 4.11 which provides the understanding that how
these 9 independent variables are grouped into categories conceptually. The hypothesis
1 stated the positive impact of openness to experience on employee creative behavior.
This hypothesis was supported by the results of data analysis (β=0.25, P=0.000). The
second hypothesis proposed the positive effect of cognitive style on employee creative
behavior. This hypothesis was not supported by the results of data analysis (β=-0.01,
P=0.770). The third hypothesis was related to the positive impact of problem solving
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on employee creative behavior. This hypothesis was supported by the data (β=0.24,
P=0.000).
The fourth hypothesis stated the positive impact of self-learning on employee
creative behavior. This hypothesis was supported by the results of the data analysis
(β=0.21, P=0.000). The fifth hypothesis of the study was related to the positive impact
of parental support on employee creative behavior. Again, this hypothesis was not
supported by the results of the data analysis (β=0.02, P=0.667). The sixth hypothesis
proposed the positive impact of access to social network on employee creativity. This
hypothesis was supported by the results of the data analysis (β=0.21, P=0.000).
The seventh hypothesis of this study stated the positive impact of job
complexity on employee creative behavior. This hypothesis was supported by the
results of the data analysis (β=0.10, P=0.029). The eighth hypothesis stated that the
leadership support has positive relationship with employee creative behavior. This
hypothesis was supported by the results of the data analysis (β=0.21, P=0.000). The
ninth and the final hypothesis of this study proposed that co-worker support has
positive impact on employee creative behavior. This hypothesis was not supported by
the results of the data analysis (β=-0.19, P=0.000) as the direction of the effect was
negative.
The results of standardized regression weights showed that three variables
(cognitive style, parental support, and co-worker support) remained insignificant
predictors of the employee creativity. Hence hypotheses 2, 5 and 9 were rejected by
the data (see Table 4.24). However, all the other six variables (Openness to
Experience, Leadership Support, problem solving, Self-learning, Job Complexity and
Access to Social Network) have shown significant impact on employee’s creativity.
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The value of standardized estimates showed that openness to experience (β=0.25,
p=0.000) is the highest impacting factor on employees creative behavior followed by
problem solving (β=0.24, p=0.000). However, among the significantly affecting
factors, the least strong factor is job complexity (β=0.10, p=0.029). The results of SR
model with standardized regression weights and p-value are shown in Table 4.24.
Finally, the effect of control variables showed that gender had no significant
impact (β=-0.07, p=0.083) on employee creative behavior in this model and
organizational rank had significant positive impact on the dependent variable (β=0.12,
p=0.005).
Table 4.24: Hypotheses Testing Results
Hypothesis

Independent
Variable

Dependent Standardized
PVariable
Estimate
Value

H1

Openness to
Experience

→

EC

H2

Cognitive Style

→

EC

H3

Problem Solving

→

H4

Self-learning

H5

.000

Accepted

-.01 ns

.770

Rejected

EC

.24***

.000

Accepted

→

EC

.21***

.000

Accepted

Parental Support

→

EC

.02 ns

.667

Rejected

H6

Access to Social
Network

→

EC

.000

Accepted

H7

Job Complexity

→

EC

.10*

.029

Accepted

H8

Leader Support

→

EC

.21***

.000

Accepted

H9

Co-Worker
Support

→

EC

.000

Rejected

Note:
ns

P >0.05

*

P ≤0.05

**

P ≤0.01

*** P ≤0.001

.25***

.21***

-.19
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4.11 Post Hoc Analysis
Other than these main analyses of measurement model and hypotheses testing,
we also performed additional post hoc analysis for testing the impact of demographic
variables on employees’ creative behavior. Some descriptive information regarding
these variables (age, gender, qualification, workplace, industry type, and
organizational rank) was already provided at the start of the chapter. We applied T-test
for gender, workplace, and industry type as these variables contained two categories
and for remaining three variables we applied ANOVA as they contained more than
two categories. The results are presented below.
4.11.1 T-Test of Gender
In Table 4.25, the first of all we checked for the significance of Levene’s test
for equality of variance which checks the assumption that whether the variance of the
scores for two groups is same. The value of this test guides us that which values we
should use for t-test (equal variance assumed or equal variance not assumed). If the p
value is greater than 0.05 then we need to use the results provided in first row (equal
variance assumed) otherwise we need to use the second row (equal variance not
assumed). In this case the p value of Levene’s test is 0.071 therefore we used the results
provided in first row.
The results of t-test showed that there is significant difference in employee
creative behavior in terms of gender. The results in Table 4.26 show that males have a
higher mean value (3.85) as compared to females (3.56) and this difference is
significant (p=0.000).

155
Table 4.25: Descriptive Statistics for Gender
Gender

N

Mean

SD Std. Error Mean

Males

242

3.85 .62

.04

Females

108

3.56 .72

.07

Table 4.26: T-Test Results for Gender
Levene's
Test
F Sig.

Equal
variances
assumed
Equal
variances
not
assumed

t-test for Equality of Means
T

3.28 .071 3.81

df

Sig. Mean Std. Error
95%
(2Diff. Difference
Confidence
tailed)
Interval of the
Difference
Lower Upper
348
.000
.29
.08
.14
.44

3.62 182.37

.000

.29

.08

.13

.45

4.11.2 T-Test for Workplace
Again in Table 4.27, the first of all we checked for the significance of Levene’s
test for In this case the p value of Levene’s test is 0.493 therefore we used the results
provided in first row. The results of t-test showed that there is no significant difference
in employee creative behavior in terms of workplace (see Table 4.28). The results in
Table 4.27 show that employees in Abu Dhabi have a higher mean value (3.85) as
compared to employees in Dubai (3.71) but this difference is not significant (p=0.053).
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Table 4.27: Descriptive Statistics for Workplace
Workplace

N

Mean

SD

Std. Error Mean

Dubai

219

3.71

.69

.05

Abu Dhabi

131

3.85

.62

.05

Table 4.28: T-Test Results for Workplace
Levene's
Test
F
Sig.

Equal
variances
assumed
Equal
variances
not
assumed

.47

t-test for Equality of Means
T

.493 -1.94

Df

Sig. Mean Std. Error 95% Confidence
(2Diff. Difference Interval of the
tailed)
Difference
Lower Upper
348
.053 -.14
.07
-.29
.00

-1.99 295.48

.048

-.14

.07

-.28

-.00

4.11.3 T-Test for Industry Type
Again in Table 4.29, the first of all we checked for the significance of Levene’s
test for In this case the p value of Levene’s test is 0.024 therefore we used the results
provided in second row. The results of t-test showed that there is significant difference
in employee creative behavior in terms of industry type (see Table 4.30). The results
in Table 4.29 show that employees in semi govt. have a higher mean value (3.86) as
compared to employees in govt. (3.72) and this difference is significant (p=0.045).
Table 4.29: Descriptive Statistics for Industry Type
Inst_Type

N

Mean

SD

Std. Error Mean

Semi Govt.

120

3.86

.56

.05

Govt.

230

3.72

.71

.05
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Table 4.30: T-Test Results for Industry Type
Levene's
Test
F Sig.

t-test for Equality of Means
T

df

Sig. Mean Std. Error 95% Confidence
(2Diff. Difference Interval of the
tailed)
Difference
Lower Upper
348
.062
.14
.08
-.01
.29

Equal
5.11 .024 1.87
variances
assumed
2.01 293.48
Equal
variances
not assumed

.045

.14

.07

.00

.28

4.11.4 ANOVA for Qualification
The Table 4.31 provides the details of descriptive statistics of different
categories of qualification in terms of employee creative behavior. The results show
that diploma holders have highest mean (3.85) and master/doctorate employees show
lowest mean (3.66) but the ANOVA results in Table 4.32 show that there is no
significant difference in employee creative behavior in terms of employees’
qualification (p=0.432). The study participants are not equally divided in qualification
categories, which can be a cause of insignificant ANOVA results (see Table 4.32).
Table 4.31: Descriptive Statistics for Qualification
N Mean SD

High School
6
Diploma
97
Bachelor
214
Master/Doctorate 33
Total
350

3.79
3.85
3.73
3.66
3.76

.46
.61
.70
.50
.66

Std.
Error

.19
.06
.04
.08
.03

95% Confidence
Mini. Max.
Interval for Mean
Lower
Upper
Bound
Bound
3.29
4.27 3.14 4.29
3.72
3.97 2.29 5.00
3.64
3.83 1.57 5.00
3.48
3.84 2.86 4.43
3.69
3.83 1.57 5.00
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Table 4.32: ANOVA Results of Qualification
Sum of Squares

Df

Mean Square

F

Sig.

1.22

3

.41

.92

.432

Within Groups

153.09

346

.44

Total

154.31

349

Between Groups

4.11.5 ANOVA for Age
The Table 4.33 provides the details of descriptive statistics of different
categories of age in terms of employee creative behavior. The results show that
employees in age bracket of “35 to less than 45” have highest mean (3.80) and
employees in age bracket of “55 and above” show lowest mean (3.35) but the ANOVA
results in Table 4.34 show that there is no significant difference in employee creative
behavior in terms of employees’ age (p=0.317). In this case we can see the categories
do not contain an equal number of participants and majority of the participants are in
the category of “35 to less than 45”.
Table 4.33: Descriptive Statistics for Age
N Mean SD

25 to less
than 35
35 to less
than 45
45 to less
than 55
55 and
above
Total

Std.
Error

83

3.67 .73

95% Confidence Interval Mini. Max.
for Mean
Lower
Upper
Bound
Bound
.08
3.51
3.84 1.57 5.00

176

3.80 .61

.04

3.71

3.89

1.86 5.00

87

3.78 .64

.06

3.64

3.91

2.00 4.86

4

3.35 1.34

.67

1.22

5.49

2.00 5.00

350

3.76 .66

.03

3.69

3.83

1.57 5.00
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Table 4.34: ANOVA Results of Age
Sum of Squares
Between Groups

Df

Mean Square

1.56

3

.52

Within Groups

152.75

346

.44

Total

154.31

349

F

Sig.

1.18

.317

4.11.6 ANOVA for Organizational Rank
The Table 4.35 provides the details of descriptive statistics of different
categories of organizational rank in terms of employee creative behavior. The results
show that employees in top management have highest mean (4.07) and employees at
entry level show lowest mean (3.51) but the ANOVA results in Table 4.36 show that
there is no significant difference in employee creative behavior in terms of
organizational rank (p=0.064). One of the reasons of this insignificant result could be
the limited number of top management participants in the study (i.e. 2) whereas
supervisor level employees represent the highest number of participants in comparison
to other categories (i.e. 222).
Table 4.35: Descriptive Statistics for Organizational Rank
N Mean SD

Std.
Error

95% Confidence Interval
for Mean
Lower
Bound

Entry

Mini. Max.

Upper
Bound

40

3.51 .87

.13

3.23

3.79

1.57 5.00

Supervisor 222

3.77 .63

.04

3.69

3.86

1.86 5.00

Managerial

86

3.83 .62

.06

3.70

3.97

2.57 4.86

2

4.07 .30

.21

1.34

6.79

3.86 4.29

350

3.76 .66

.03

3.69

3.83

1.57 5.00

Top Mng
Total

160
Table 4.36: ANOVA Results of Organizational Rank
Sum of Squares
Between Groups

Df

Mean Square

3.20

3

1.06

Within Groups

151.11

346

.43

Total

154.31

349

F

Sig.

2.44

.064

4.12 Summary
This is one of the main chapters of this research as it analyzed the results of the
collected data and tested it for its reliability through Cronbach’s alpha coefficient and
the validity of the measurement model through CFA. All the results were found to be
within the acceptable parameters.
The structural model was created and tested by using the structural equation
model. Although three hypotheses were rejected: the individual’s cognitive style,
parental support and co-worker support, six hypotheses were accepted: the
individual’s: openness to experience, problem solving, self-learning, access to social
networks, job complexity and leadership support.
The post hoc results also showed that men exerted more creative behavior than
women, and semi-government employees exerted more creative behavior than women.
Most of the findings have matched the previous literature results which indicate the
similarity of UAE context to the rest of the world.
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Chapter 5: Discussion
5.1 Introduction
A conceptual model was developed in the second chapter to help examine the
relationships that exist between the study’s antecedents (personality, educational
background, work culture and social networks) and the dependent variable
(employees’ creative behaviour). In the preceding chapter on analysis, the model was
analysed and tested using multiple tests, including confirmatory factor analysis, SEM,
path analysis, the T-test and ANOVA. This chapter discusses the findings of the
analysis with regards to how the nine formulated hypotheses relate this to the
antecedents. The findings are also substantiated based on the reviewed literature
pertaining to how employees’ personality, educational background, work culture and
social networks impact upon their creative behaviour at work in governmental entities
in terms of the of UAE context.
5.2 Employees’ Disposition
As part of the first research question, the present study sought to establish the
impact of the individual’s disposition on his/her creative behaviour. Two dispositions
constructs were taken into consideration: openness to experience and cognitive style.
5.2.1 Openness to Experience
The first hypothesis addresses the relationship between the openness to
experience and employees’ creative behaviour in the UAE government entities. The
hypothesis was confirmed (P value of 0.000), showing that openness to experience is
positively correlated with employees’ creative behaviour. Openness to experience also
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emerged from the study findings as the factor that has the highest impact upon creative
behaviour relative to the other constructs.
The results of the study are thus congruent with previous research that has
similarly established the presence of a positive association between creativity and the
openness to experience (McDermott, 1998). Employees within this context are
considered to depict openness to experience when they are characterised by higher
levels of curiosity, are open to new ideas and experience and demonstrate flexibility
in terms of behaviour and thought (Batey, 2006).
The positive link between the openness to experience and creative behaviour
among the employees also points to the presence of antecedents of creativity in the
UAE government entities.
5.2.2 Cognitive Style
This second hypothesis predicted that an individual’s cognitive style positively
impacted upon his/her creative behaviour. The results from the path analysis model
indicate that the cognitive style adopted by the employees does not have a significant
impact on their creative behaviour. The hypothesis was therefore rejected.
From an educational and work perspective, several reasons may explain why
cognitive style among the employees did not portray any influential impact upon their
creative behaviour. Based on the literature review in this study (Almeida, Prieto,
Ferrando, & Oliveira, 2008; Runco & Jaegar, 2012), originality is a defining factor of
cognitive style that is associated with creativity. However, the earlier education system
in the UAE did not adequately support originality among students. Specifically, the
system was established around teacher-centred learning in which the teacher’s own
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style was imposed on the students. This approach of learning fails to recognize that
students are heterogeneous in aspects such as background, knowledge and experience
and more importantly have different styles of learning.
Since the student in a teacher-centred curriculum is a passive recipient, there is
no opportunity to experiment in terms of the preferred cognitive style (Blumberg &
Michael, 1992; Hirumi, 2002). Furthermore, in such an educational system, the student
must learn what is offered and regurgitate it on demand during tests/assessments. The
outcome is that the student has minimal opportunities to express originality. In
addition, risk-taking, which is widely recognised as a key factor that characterises
creative individuals (Zhou & Shalley, 2003), is discouraged using tests designed to
have an optimal answer.
Policy makers and educators need to enhance the education system, especially
in government schools, where the focus needs to be on student-centred education, to
develop students and enhance their cognitive styles for the future, to allow them to be
creative and innovative.
5.3 Educational Background
The impact of an educational background upon employees’ creative behaviour
was assessed based on two constructs. These include problem-solving and selflearning; the impact of these constructs is analysed below.
5.3.1 Problem-Solving
The third hypothesis was used to examine the implications of problem-solving
upon employees’ creative behaviour in the UAE government entities. After the
application of SEM and path analysis, the hypothesis was validated and hence there is
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a strong reason to support the view that problem-solving capabilities are positively
correlated with higher creative behaviour among employees (P value at 0.000).
Prior literature has similarly established that problem-solving skills are related
to creative outputs (Heppner & Petersen, 1982; Victor & Vidal, 2010). Such skills are
evident when an individual demonstrates capabilities in terms of the critical analysis
of a problem and effective the assessment of causes and potential solutions to an
existing problem (Joyce & Showers, 1982). In government-related jobs, employees
may not necessarily have opportunities to invent new things. However, they may have
opportunities to implement or suggest solutions for problems and challenges.
It can also be argued that the presence of a positive association between
problem-solving and employees’ creative behaviour, manifests the presence of
relevant problem-solving antecedents among the employees. For example, the
reviewed literature suggests that problem-solving individuals are characterised by
problem-solving confidence (Rotter, 1978). In line with existing research, education
performs an important role in enhancing problem-solving confidence through
exposure to diverse experiences and knowledge that can be applied in various
problematic situations (Shaw, Selby, & Houtz, 2009). As such, most of the study
participants can be considered to have the confidence to creatively approach problems
as encountered during the work process.
5.3.2 Self-Learning
After applying SEM to the data and using path analysis, the hypothesis that an
individual’s self-learning positively impacts on creative behaviour was confirmed (P
value at 0.000). This positive relationship aligns well with existing research which has
demonstrated that self-learning can contribute to increased creativity by making an
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individual more adaptable to varying work situations, which may require creative
output (Confessore, 1997; Tsai, 2012; Sitar, Černe, Aleksić, & Mihelič, 2016). It also
affirms the views that lack of self-learning and regulatory abilities in areas such as
scheduling plans and the development of personal coping strategies, can act as
hindrances to producing creative output (Hewitt‐Taylor, 2001; Burleson, 2005).
An employee who engages in self-learning increases exposure to relevant
cognitive capabilities that contribute positively towards creative performance through
increased ability to apply problem-solving techniques and divergent thinking (Cassidy,
2011).
From the reviewed literature, it is highlighted that the UAE schooling system
is mainly characterised by the exposure of students to simple memory tasks which
have been shown to be ineffective in increasing creativity output (Hattie & Biggs,
1996). However, the results of the analysis indicate that, despite the exposure to such
an approach to learning, the employees still perform favourably in terms of creativity.
In most of these universities, training offered in courses such as MBA is often contextspecific and designed to encourage creative thinking. It has shown from the results that
the students have practiced self-learning to solve some of their homework problems,
to prepare for their exams and work on their projects. Nevertheless, educators are
requested to facilitate the feasibility within the education system to encourage selflearning in all stages of the schools.
5.4 Social Networks
The presence of social networks was considered as another antecedent of
employee creative behaviour. The impact of such networks on this behaviour was
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assessed based on two constructs: parental/guardian support and access to social
groups.
5.4.1 Individuals’ Parental/Guardian Support
While taking in account parental support, the fifth hypothesis suggests that
individuals with access to parent/guardian support are likely to depict high levels of
creative behaviour. However, results from the path analysis indicated that this
prediction was not supported, since individuals’ parent/guardian support was not
significantly correlated with the creative behaviour of the employees (P value of
0.667). The findings thus suggest that parents/guardians of the UAE employees may
not have provided the type of support that was crucial towards promoting creativity
and creative behaviour from an early age.
In the context of the UAE, several aspects can help to explain the lack of a
significant influence of parental support on creative behaviour of current government
employees. Decades ago, the typical UAE parental involvement in the child’s life
mainly revolved around providing basic needs, such as clothing and food. From an
educational perspective, the involvement did not also go beyond the provision of
infrastructural and physical support, both of which were needed to complement the
child’s learning process (Al Sumaiti, 2012). For instance, parents/guardians would
only make sure that the children consistently attended classes and had the required
learning materials. Such an approach meant that parents/guardians had minimal direct
involvement in activities that might help children to enhance their creative potential.
From another perspective, earlier parenting in the UAE mainly adopted a
reactive stance towards their children’s educational matters. As an example, a parent
would only be involved in the child’s performance if it happened to deteriorate and a
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school summons was issued to discuss the student’s failure (Genesee, 2015). The
reaction may be in the form of complaint-resolving with the teacher or demonstrating
aggressive behaviour such as physical punishment to the child. The reactive, as
opposed to proactive management of the child’s performance, has a detrimental impact
on the confidence and the ability of the child to freely express opinions as a key
ingredient in the development of creative behaviour. In a similar vein, Matthews &
Rix (2013) suggest that non-spontaneous involvement, which is stimulated by external
factors such as student failure, is less effective in influencing the student’s learning
performance when compared to spontaneous involvement.
Parents are therefore requested to pay more attention to the way they support
their children, be it physically or emotionally, to help raise the level of their child’s
confidence and creativity.
5.4.2 Social Groups and Creative Behaviour
In the sixth hypothesis, an individual’s access to social groups was examined
in relation to creative behaviour. The results of SEM and associated regression weights
and path analysis indicated that the relation is significant (at P value of 0.000).
Therefore, there is adequate support for the self-categorization theory which suggests
that an individual’s behaviour (e.g. creativity) is driven the social identity process
(Turner, 1991; Watson, 2007). UAE government employees who value creativity are
thus likely to be part of in-groups with similar interests. The members of the social
group, such as work colleagues, are likely to support each other’s creative ideas thus
improving the overall creativity of the group (Cropley, 2006a).
From a cultural context, the above positive correlation between the access to
social groups and creative behaviour can be justified on several bases. Hofstede (1980)
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classified the UAE as a collective society. In such a society, individuals are more likely
to embrace teamwork and be comfortable while working as part of a team. Being part
of a group positively impacts upon individuals’ creative behaviour by broadening the
knowledge pool and at the same time providing a platform for idea brainstorming. In
alignment with these values, Haslam, Powell, & Turner (2001) indicates that group
members tend to share perceptions, understandings and goals in relation to issues that
are of common interest to the group.
From a cultural perspective, the UAE is also a highly diverse society, locals
are able to form social networks with individuals from diverse nationalities and
cultures, as well as varying levels of expertise. The foreign workforce accounts for
approximately 90% of the total workforce in the UAE (Charles & Kumar, 2014). The
access to social networks, comprising of highly diverse individuals, often facilitate
access to multiple knowledge domains. This has the potential to result in greater
creativity. Previously, research has similarly demonstrated that individuals are able to
exhibit the highest levels of creativity when network diversity is high (Cameron &
Spreitzer, 2013).
Several studies conducted by Nemeth, Personnaz, Personnaz, & Goncalo
(2003) and Adarves-Yorno, Postmes, & Haslam (2007) have, in consistence with the
above views, indicated that many the world’s innovations have resulted from group-,
rather than individual efforts. Furthermore, Paulus, Levine, Brown, Minai, & Doboli
(2010) and Chen, Williamson, & Zhou (2012) have demonstrated that individuals who
surround themselves with a productive group are likely to have their performance
flourish. Taken in the context of creativity, it means that employees who gain access
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to social groups, marked by high levels of creativity, can have their individual
creativity levels significantly augmented.
5.5 Work Culture and Employees’ Creative Behaviour
The present study also sought to examine the various ways in which work
culture influences employees’ creative behaviour. Three constructs that are likely to
impact on creativity were examined. They include: the individual’s job complexity,
leadership support and co-worker support.
5.5.1 Job Complexity and Creative Behaviour
The investigation of work culture, in the context of job complexity, as part of
the seventh hypothesis, indicated that employees who are faced with higher job
complexity exhibit higher creative behaviour (P value at 0.029). This finding with
regards to the significant impact of job complexity upon creative behaviour, aligns
well with prior research which indicates that exposure to mentally challenging tasks,
increases the likelihood of employees coming up with creative and innovative ideas
(Gong & Choi, 2016; Baer & Kaufman, 2008). Complexity is evident when the core
job task varies; and employees are required to have a variety of skills to satisfactorily
complete the job. However, leaders need to be careful not to offer extraordinarily
difficult and complex jobs as they may cause employees to struggle in maintaining
desirable levels of engagement and satisfaction within their jobs (Shalley & Gilson,
2004; Lok & Crawford, 2004).
Jovanovic & Matejevic (2014) found that complex jobs tend to trigger intrinsic
motivation within employees and stimulate the need to develop creative ideas.
Therefore, in complex job positions, employees are motivated to exhibit creativity, not
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only because of the need to complete the assigned tasks but also to achieve personal
fulfilment in jobs that are consistent with their interests.
5.5.2 Leadership Support and Employees’ Creative Behaviour
The eighth hypothesis examined the impact that leadership support had on
employee creative behaviour. The results of the present study provided support for this
hypothesis. Thus, employees’ access to leadership support has a significant impact
upon creative behaviour at the workplace (P value at 0.000). These results are
consistent with previous research, indicating that leadership practices such as
supervisory encouragement, are positively associated with enhanced levels of
employee creativity. In addition, an enabling type of leadership that has been shown
in various work contexts, has the potential to improve the creative output of workers
(Shalley & Gilson, 2004; Holten & Brenner, 2015).
Besides supporting employee-specific behaviour that is deemed to be creative
by nature, supervisors and leaders can enhance creativity by indicating aspects that are
valued in the organisation. This might appear to be the case in the UAE government
organisations, where the leaders support creativity as a desired behaviour. In such an
environment, earlier research suggests that employees are more likely to exhibit
creative behaviour.
5.5.3 Co-Worker Support and Employee Creative Behaviour
The last hypothesis was related to the impact co-workers have on employees’
creative behaviour. A test of hypothesis 9 revealed that co-worker support has no
significant impact on creative behaviour (β=-0.19 and P value of 0.000). The study
results contradicted the earlier research which indicated that co-worker support is
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positively associated with creativity through the provision of assistance and
encouragement, which signals that the organisation-based environment values
creativity (Scott & Bruce, 1994; Tierney & Farmer, 2004).
Several contextual factors in the UAE may help explain the absence of
adequate levels of co-worker support among Emirati government employees. Firstly,
the UAE unlike most countries, exhibits a distinct class system based on aspects such
as family, political linkages and economic well-being (Al-Abed, Vine, & Hellyer,
2004). Employees in specific social class ranks are reluctant to engage with their
counterparts in different ranks since it would contribute to a potential loss of social
prestige and status. A lack of social cohesiveness at the workplace discourages the
formation of effective teams which can support individual performance creativity
(Hirst, Dick, & Kippernberg, 2009).
Secondly, the UAE public sector is characterised by intense competition
among employees, seeking to be promoted to higher work positions. The outcome is
that employees are less likely to support each other in aspects such as creative
performance as this might jeopardise their own chances of achieving a promotion.
Earlier research by Shalley & Oldham (1997), found that under such competitive
situations, employees tend to generate fewer creative ideas. The aspect of co-worker
competition thus helps to explain the absence of a significant impact upon the present
study’s results.
Leaders are requested to encourage team and group work projects, for example,
having work competitions which are group-based rather than individual. They are also
requested to motivate a spirit among workers to support and enhance the culture of coworker support.
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5.6 Implications of Demographic Variables on Employees’ Creative Behaviour
Besides the hypothesis testing for the main study antecedents, an additional
analysis was conducted to examine the impact of demographic variables upon
employees’ creative behaviour. T-test analysis was applied for the study sample’s
gender, workplace and industry-type while ANOVA was applied for age, qualification
and organisational rank. The implications of these variables are discussed below.
Analysing employees’ creative output based on gender, revealed the significant
differences between male and female employees. Specifically, male employees were
found to be more creative than female employees (P value at 0.000). The presence of
differences in creativity based upon gender, has similarly been reported in other studies
(Baer & Kaufman, 2008; Stephens, Karnes, & Whorton, 2001). The causes of such
differences vary significantly from one society to another. Baer & Kaufman (2008)
also warn that it is inappropriate to make blanket conclusions that males are more
creative than females, since differences in creativity may vary across different fields.
In the case of UAE, cultural practices could be a key cause of the gender
differences in creativity. For example, the UAE, in earlier years, was characterised by
male domination (Guske & Swaffield, 2009). Females had lower educational
opportunities thus, limiting their ability to gain access to skills and knowledge that
were associated with creativity. Male dominance in the society also meant that females
had fewer opportunities to freely express their ideas. However, the UAE government
has taken considerable measures to reduce gender segregation in society, for instance
through the implementation of policies that allow for mixed public schools, and high
recognition to female workers by granting them very high positions within government
entities and parliament.
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The workplace (Dubai or Abu Dhabi) did not have any significant impact upon
employee creativity. This can be attributed to the fact that government jobs are largely
standardised across the various regions of the country and seek to achieve similar
outcomes. However, the reviewed literature suggested that organisational aspects such
as leader support and power distribution which may vary from one organisation to
another, based upon the dominant leadership style, may impact on employees’ creative
output (Elenkov, 2002). This does not appear to be the case while comparing Dubai
and Abu Dhabi.
The potential impact of industry-type on employee creative behaviour, was
assessed by comparing semi-government and government organisations. The study
results revealed that creativity among employees was significantly higher in semigovernment, compared to government organisations (P value at 0.045). This suggests
that government and semi-government institutions follow different systems that
impact differently on employee creativity. Semi-government institutions have a
private aspect which could possibly reduce the negative impact that bureaucracy in
entirely government-based organisations, has upon creativity.
The ANOVA analysis revealed that the three remaining demographic
variables: qualification, age and organisational rank, did not have any significant
impact upon employees’ creative behaviour. The absence of differences could in part
be attributed to structural aspects of the present study. For example, the number of
study participants was not equally spread across the age-group, qualification and
organisational rank categories. Previous research has reported mixed findings in this
area. For example, Sternberg, Zhang, & Rayner (2011) reported that younger
employees scored higher than older participants in creativity tests. In contrast, Warner
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(2014) in a study of Chinese employees, did not find any significant relationship
between employee age and creative performance. Therefore, there is need for further
analysis in this area.
5.7 Summary
The main objective of this study was to examine the impact of the selected
major antecedents on employee’s creative behaviour in the government entities in the
context of the UAE, and investigate and test the relationship between individual's
personality, educational background, social networks, and work culture and his/her
creative behaviour as an employee in the government's entities. Another main
objective of the study is to suggest recommendations to enhance creative behaviour in
government organisations in the UAE.
The overall results indicated that the individual’s openness to experience,
his/her problem-solving ability, self-learning, access to social groups, leadership
support, and job complexity, positively impact his/her creative behaviour. On the
other hand, the study results indicated that the individual’s cognitive style, parental
and co-worker support, do not have a positive impact upon his /her creative behaviour.
Figure 5.1 shows the result of the research and the hypothesis of the theoretical model.
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Figure 5.1: Tested Research Model
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Chapter 6: Implications of the Study
The present study sheds light on the various factors that have an impact on
employees’ creative behaviour in the context of UAE government organisations. The
study started by identifying the various antecedents that may influence employees’
creativity, based on four dimensions: personality, educational background, social
networks and work culture. These were tested through 9 constructs as shown earlier in
the study model. The results of the study revealed that six of the independent constructs
(i.e. openness to experience, problem-solving, self-learning, access to social networks,
job complexity and leader support), have a significant impact upon employees’
creative behaviour while the remaining three (i.e. cognitive style, parental support and
co-worker support) have no significant impact upon creative behaviour.
The post-hoc analysis was in line with most of the previous research results as
it indicated that male employees displayed more creative behaviour than female
employees did. Such results are seen worldwide and may have more existence in this
region of the world due to the nature of culture. On the other hand, the UAE
government has taken several assertive steps towards changing this and has engaged
female employees in most of the leadership positions, in addition to empowering them
in the last few years in an unprecedented manner. The government has also indicated
that the next parliament will feature a 50% female representation, which has never
been the case in the past.
The semi-government entities seemed to reflect a higher practice of creative
behaviour among their employees than the government entities. This could be due to
the need for such organisations to do so, as they are involved in profit generation and
budget planning. Nevertheless, all government entities are requested by the existing
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government to practice creativity and innovation to achieve the country’s vision;
therefore, private businesses, semi-government and government entities need to work
hand in hand to achieve this.
This study aimed to analyse and discuss the main antecedents that impact the
creative behaviour of the government organization employees in the context of the
UAE. The study measured extent and presence of creative behaviour among the
employees, from their perspectives and those of their direct supervisors.
This study is one of the few unique studies that is carried out in the UAE as it
discusses the creative behaviour of local UAE employees throughout their life cycles:
from schooling, to a work-ready age and finally, at the workplace itself. The sample
of the study was UAE nationals, 305 employees and 52 managers, and the reason for
this was that part of the research aim was to study the impact of school and social
networks on the employees' creative behaviour. This required that this individual lived
in this area during all the stages/cycles mentioned above.
The analysis of the results indicated that most of the identified hypotheses,
through their constructs, were found to be significantly correlated with the employees’
creative behaviour, except for cognitive style, parental support and co-worker support,
which indicates that the studied antecedents have a significant correlation with the
creative behaviour of the UAE's government employees.
The post-hoc analysis of the present study demonstrated that male employees
showed more creative behaviour than female employees did, and the employees of the
semi-government entities displayed more creative behaviour than government
employees. The post hoc analysis also showed that there was no significant difference
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between age, workplace, organizational rank, and the qualification of employees when
it came to creative behaviour practices.
Most of the study results were in line with previous research and findings but
due to the nature and culture of the Arab world in general and the UAE in specific, in
terms of the way parents/guardians support their children and the nature of the teachercentred educational system (which is the case in most of the Arab countries), results
have also varied. Moreover, the way workers interact with each other and because of
some cultural factors, co-workers support did not necessarily correlate with previous
research findings.
6.1 Managerial Implications
CEOs and organization leaders all over the world are becoming more interested
in hiring creative employees as they know the value of such employees in sustaining
and growing their businesses. Public services and government organisations are not
the old-fashioned any longer. They are becoming one of the main icons of any country
and one of the major advertisements of the country's reputation. Therefore, the UAE's
government organization leaders and their HR managers are requested to continue to
amaze their customers with new services and ways of delivering these services,
especially with the eagerly anticipated arrival of EXPO2020. It reminds organisations
and government that international expositions like these, can only be achieved through
creativity and innovation. The present study showed that education, and social
networks are extremely important factors in the existence of employees’ creative
behaviour. It also indicated that leadership support is a valuable element in this regard
in addition to the nature of work, which creates the challenge for employees to be
creative. The findings also illustrated that male employees display more creative
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behaviour than female employees. This requires of leadership and government entities
to establish a system that encourages female employees to practice creativity in order
to be regarded as equivalents to male employees.
6.2 Policy Implications
The present research findings showed that the culture of the government
organisations did not impact the creative behaviour of the employees in terms of coworker support, as it was discussed in previous researches that co-workers support was
one of the essential factors for creativity to exist within the workplace. HR managers
are requested to encourage this creative practice among employees in the government
entities. Such decisions must be taken at ministerial level to be implemented across
the entire country and as the research showed that there was no difference in
employees’ creative behaviour regardless of the workplace environment, it points
toward the notion that this policy should be implemented in all organisations.
The research findings also showed that female employees display less creative
behaviour than male employees. With the modern trend of female employees who are
superseding male employees in most of the government organisations, it is essentially
required that HR managers ensure that employees practice creative behaviour and
advance the way they function. Employees need to feel secure in doing so and feel
open to welcome or present new ideas and challenge routine work as it could raise
their confidence levels in this regard. Policy makers are requested to create the right
environment and proper innovative systems in all government organisations which
would allow employees to exert their creative behaviour with no fear of any
confrontation or challenge to the norms of such organisations or feeling the risk of
losing their positions or possible promotions.
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The search findings indicated that an employee’s personality is positively
correlated with his/her creative behaviour; HR managers are requested to establish a
system which identifies the type of new employee’s personality at the entry-level. This
will ensure that the best employee is identified for a position, regardless of his/her
qualifications, specifically when creativity is needed in some positions.
Furthermore, the above findings also indicated that access to social groups is
positively correlated with the creative behaviour of the individual, therefore it is
required that policy makers study the feasibility of creating new social and scientific
gatherings or clubs in the country, in doing so, they will encourage physical social
networking, idea exchange and personality shaping through the notion of feeling
support. This will equip individuals’ personalities with confidence and new knowledge
which will enable them to display creative behaviour in their work environments.
6.3 Implications for Educators
One of the most important findings of this research is that self-learning is
positively correlated with creative behaviour. Such a finding is very important for
educators and decision makers in their respective fields, as it enables individuals to be
creative from an early age. The delivery of the education system needs to be re-visited
and studied to encourage such skill among the students in their formative years, it
needs to be less teacher- and more student-centred, where most of the learning
activities should be carried out by students and shaped by teachers, rather than being
transferred from teachers to students, using old-fashioned methods.
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6.4 Implications for Parents/Guardians
Parents/guardians can play a major role in the preparation of a new creative
generation of employees. The research findings have showed that the support and
encouragement of their children are positively correlated with potential creative
behaviour. Parents/guardians should not only focus on their children’s grades or
scholastic achievements but also on their personalities, therefore, constant
encouragement/support should be provided, despite the situation. Parents should also
understand the need for emotional as well as physical support towards their children,
at early- as well as teen age stages, as this support allows their children to have selfconfidence and be creatively and emotionally established. Such support and
encouragement will result in establishing creative future employees who will be able
to display creative behaviour at work and assist in achieving the UAE’s vision.
6.5 Implication and Future Direction
The present research is one of the few studies that addresses the issue of
creative behaviour as a practice in the UAE's government entities in relation with all
aspects of employees’ life stages including his/her personality, educational
background, social networks, and work culture, where the findings are the results of
the years of knowledge and experience regarding these individuals. The main findings
of the study lie in the identification of the major antecedents of employees’ creative
behaviour within government entities, which are to be considered as major contributors
to the study for the government of the UAE, as they indicate the relationship between
these antecedents and employees’ creative behaviour. The non-significant relationship
between cognitive style, parental support, and co-worker support needs to be further
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studied, which may include different study samples and more constructs or
antecedents.
With the new vision of the UAE, further social studies are becoming essential
tools to explore the factors of employees’ creative behaviour in all entities, including
private businesses, as they complement the government entities in the form of the
services provided and economic growth.
The present study sheds light on the effect of the educational system and social
networks upon employees’ behaviour in the workplace, which in turn needs to be
understood and addressed by the policy makers of the UAE. It also sheds light on how
the concept of personality can have a major impact upon employees’ creative
behaviour at the workplace, which also needs to be understood by the individuals
themselves and their parents. Further studies, conducted by social experts, are needed
in this regard to identify the best-suited personality for creativity and if personalities
can be modified to suit these needs.
More antecedents, relating to creativity and creative behaviour in this region,
also need to be studied. Such studies will be of high value for the future development
and implementation of the best educational system; these could fulfil the needs of the
UAE government and such research may also provide various opportunities for further
study and exploration.
6.6 Limitations
The following limitations of this research need to be further studied and
analysed for a better understanding; and acknowledgment from the decision makers of
the country, to be able to make correct decisions and policy amendments.
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One of the major limitations was the survey design itself. One should consider
the culture barrier in the emotional relationships between employees and their
managers: UAE locals do not like being exposed by others. This prevented the timeous
completion of the surveys and therefore, it took close to a year to gather the necessary
sample material, as most of the employees refused to judge their supervisors and vice
versa, regardless of the assurance of privacy.
Although the present number of entities may satisfy the result of the study, one
of the limitations was that the researcher was not granted access to all, as it was
therefore limited to only nine entities, which may not represent the view of all
employees, especially considering that there was no military or police contribution to
the research, at least double the amount of entities would have sufficed and yielded
more definitive results.
Most of the research findings were conducted in Abu Dhabi and Dubai, access
to other emirates would have been better and would have represented the entire UAE,
even though the place of work did not show a significant correlation.
The culture of the UAE may have played a role in limiting this research as the
sample represented local Emiratis and as such, the cultural view at work may have
prevented some of the employees (especially females) to compete with males in being
creative. This needs to be investigated further to understand the reason for such
behaviour and ensure that female employees increase their level of creative behaviour
practice within the government organisations in the UAE.
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6.7 Research Contribution
This research is unique and has contributed to existing and future research in
this field in two main areas. First and foremost is that the research has assumed a
holistic approach, which has not been attempted before, especially in the UAE, region
as the study covers the factors that range from the early stage of the individual's life to
that of being an employee. This should pave the way for future researchers to place
creative behaviour under the loupe with such an approach and study more antecedents
to identify the factors and antecedents that contribute to the existence of creative
behaviour among employees of this region and other regions similar to this one.
The second contribution is that this research combines both personal- and work
factors which are related to the creative behaviour of government employees, as earlier
research and management scholars have mainly studied work-related factors. Such a
combination will shed light on new results that may significantly contribute to the
advancement of work and contribute to new areas of study and allow researchers to
further combine such factors in a single study, especially personality and education, as
major contributors to creativity and creative behaviour.
6.8 Summary
Creativity is regarded as one of the major factors necessary to achieve success
in private and government organisations. This research tried to shed light on the most
important antecedents that impact the creative behaviour of government employees in
the UAE context. The research was unique in its presentation as it attempted to portray
a holistic view of the employees’ lives, starting at their formative years, being students
at school and finally, being employees in organizational entities of society, through the
study of their life-cycles whilst considering four major antecedents: personality,
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educational background, social networks, and work culture. Such research will
contribute to clear the expectations for the decision and policy makers of the country;
guide them to understand and acknowledge the methodology needed to ensure the
implementation of creativity at the workplace and will also make them aware of which
decisions and policies are needed to equip future employees and organisations to
increase the creative and innovative potential of their workforce and in doing so, will
assist them to achieve the set vision of the UAE.
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Appendix
i) Employee Survey

Dear Respondent:
I invite you to participate in a research study
titled “Antecedents of individual's creative
behaviour in the UAE organizations:
Exploring the role of educational

:عزيزتي المشاركة/عزيزي المشارك
أدعوك للمشاركة في دراسة بحثية بعنوان
(العوامل المؤثرة في السلوك اإلبداعي لألفراد
في المؤسسات الحكومية في دولة االمارات
 استكشاف دور الخلفية،العربية المتحدة
)التعليمية والبيئة االجتماعية وبيئة العمل

background, social networks, and
organizational context”.

أعمل حاليا ً على نيل درجة الدكتوراه من
جامعة االمارات العربية المتحدة و بصدد

I am currently enrolled in the Doctorate
Program at the United Arab Emirates

 و التي تهدف إلى،كتابة اطروحتي الخاصة
تحديد عوامل ارتباط المجال التعليمي و

University, and in the process of writing my

البيئة االجتماعية وبيئة العمل في السلوك

doctorate dissertation. The purpose of the

االبداعي لألفراد في الجهات الحكومية

research is to determine the role of

ً لدولة االمارات العربية المتحدة ووفقا

educational background, social networks, and

 سوف يتم استثمار نتائج هذا التقييم،لذلك

organizational context on individual's creative

في تقديم التوصيات باألدوات والسياسات

behaviour in the United Arab Emirates local

المثمرة لخبراء الموارد البشرية وصناع

government's entities. Based on my study,
suitable tools and policies will be suggested to
HR professionals and decision makers to

القرار وذلك بهدف تعزيز السلوك االبداعي
عن طريق ايجاد بيئة، لدى الموظفين
 باإلضافة الى،دراسية محفزة إلبداعاتهم

provide and create the best educational

بيئة اجتماعية وبيئة عمل تحفزا على

environments that support creativity, in

.االبداع واالبتكار

addition to creating the suitable social and
work environments that encourage creativity

 آمل،من خالل مشاركتك القي ّمة التطوعية

and innovation. Through your participation, I

في أن أتوصل إلى أفضل السبل التي تلبي

hope to understand how best to satisfy these
needs and achieve the goal. Enclosed with this
letter a brief questionnaire that asks a variety

احتياجات ومتطلبات اظهار السلوك
االبداعي في بيئة العمل في المؤسسات
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of questions about your education
background, social network, and current job
environment. Please take few minutes to
answer each question on the survey as
completely and accurately as possible. Your
responses will be processed with full
confidentially as your name will be coded and
only group data will be made available. No

 حيث ستجد مع هذه الرسالة،الحكومية
استبيان يطرح مجموعة متنوعة من
األسئلة حول موقفك تجاه وظيفتك الحالية
وتاريخ دراستك والبيئة االجتماعية التي
 أرجوا أن تمنحني بضع دقائق.عشت فيها
من وقتك لإلجابة على كل سؤال في
.االستبيان بشكل كامل ودقيق بقدر اإلمكان
 سيتم التعامل مع،ولضمان خصوصيتكم

one other than the researcher will know your

 كما سيتم تحليل،ردودكم بطريقة سرية

individual answers to this questionnaire. You

 كما،البيانات على مستوى المجموعة فقط

may also withdraw from this participation at

أنه لن يقوم أي أحد باالطالع على إجاباتك

any time as it is a voluntarily participation.

.الفردية في هذا االستبيان سوى الباحث

You may also be provided with a summary

كما انه لن تذكر اية أسماء بل ستكون

result of the study upon racquet, you will be

األسماء عبارة عن رموز خاصة ال يعرفها

asked to sign this questionnaire as a consent

.اال صاحب البحث

for your participation approval, and you may
contact me for any further clarification on any

كما انه يمكن لكل مشارك التواصل معي
مباشرة لالستفسار عن أي سؤال في

question in the survey.

 كما انه يمكن طلب ملخص،االستطالع

For further confidentiality, all questionnaires

 كما،نتائج الدراسة في حال الرغبة بذلك

will be kept in a safe cabinet and will be
shredded by the end of the research.
Thank you for taking the time to assist me in
my educational endeavours

Sincerely,

انه سيتم حفظ المعلومات الخاصة
باالستطالعات في كبينه خاصة لضمان
الخصوصية وسيتم اتالف جميع
.االستطالعات بنهاية البحث
شكرا ً لمنحي وقتك ولمساعدتي في اتمام هذه
ً
 كما أرجو منكم التوقيع على قبولك،الدراسة
التطوع في هذا االستطالع المهم لدراستي
مع فائق
االحترام
،والتقدير
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Adel Alzaabi

عادل الزعابي

DBA student – The United Arab

طالب دكتوراه – جامعة االمارات العربية المتحدة

Emirates University
00971506566566
00971506566566
asoufah@gmail.com
asoufah@gmail.com

I agree on the voluntarily participation
of this survey

Signature

أوافق على تطوعي في المشاركة في هذا االستطالع

التوقيع
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Section 1:

:)1( القسم

On a scale of 1-5 kindly indicate your level

يرجى تحديد مستوى موافقتك على العبارات أدناه التي

of agreement on the below statements with

 تتعلق بشخصيتك في عملك بوضع عالمة

relation to your personality at work by
ticking the appropriate box  
مفتاح اإلجابة

Answer Key
ال أؤيد بشدة

ال أؤيد

عادي

أؤيد

أؤيد بشدة

Strongly

Disagree

Neutral

Agree

Strongly Agree

Disagree SD

D

N

A

SA

1

2

3

4

5
1

Items
1.

I see myself as someone
who is original, comes up

البنـــود
أرى في نفسي موظف يطرح
أفكارا أصيلة وجديدة

with new ideas
2.

Is curious about many
different things

3.

Is ingenious, a deep

يحاول استكشاف الكثير من
األشياء الجديدة
مف ّكر ثاقب وعبقري

thinker
4.

Prefers work that is

أُفضّل العمل الروتيني

routine
5.

6.

Likes to reflect, play with

أحب التأمل في األفكار

ideas

والتصرف حيالها

Has an active

ي خيال خصب
ّ لد

imagination

2

3

4

5

SD D

N

A

SA
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Section )2(:

:)2( القسم
يرجى تحديد مستوى موافقتك على العبارات أدناه

On a scale of 1-5 kindly indicate your

التي تتعلق بمشرفك المباشر في العمل بوضع

level of agreement on the below

عالمة



statements with relation to your work
supervisor by ticking the appropriate
box 

مفتاح اإلجابة

Answer Key
ال أؤيد بشدة

ال أؤيد

عادي

أؤيد

أؤيد بشدة

Strongly

Disagree

Neutral

Agree

Strongly Agree

Disagree SD

D

N

A

SA

1

2

3

4

5
1

Items
1.

2.

3.

4.
5.

6.
7.

البنـــود

My supervisor helps me
يساعدني ال ُمشرف على حل
solve work- related
المشكالت المتعلقة بالعمل
problems
My supervisor
يشجعني المشرف على تطوير
encourages me to develop
.مهارات جديدة
new skills
My supervisor
مشرفي يشجع الموظفين على
encourages employees to
المشاركة في القرارات المهمة
participate in important
decisions
My supervisor praises
.يُثني المشرف على العمل الجيد
good work
My supervisor
يشجع مشرفي الموظفين على
encourages employees to التحدث بصراحة عندما ال يتفقون
speak up when they
مع قرار معين
disagree with a decision
My supervisor refuses to يرفض مشرفي توضيح تصرفاته
explain his action
My supervisor rewards
.يكافئني مشرفي على األداء الجيد
me for good performance

2

3

4

5

SD D

N

A

SA
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Section )3(:

:)3( القسم
يرجى تحديد مستوى موافقتك على العبارات أدناه

On a scale of 1-5 kindly indicate your

التي تتعلق بالدعم الوظيفي من مجموعة العمل

level of agreement on the below

بوضع عالمة



statements with relation to your group
work support by ticking the appropriate
box


مفتاح اإلجابة

Answer Key
ال أؤيد بشدة

ال أؤيد

عادي

أؤيد

أؤيد بشدة

Strongly

Disagree

Neutral

Agree

Strongly Agree

Disagree SD

D

N

A

SA

1

2

3

4

5

1
Items
1. My group work has
diversity of skills
2. I have free and open
communication within

البنـــود

SD D

تملك مجموعه العمل التي أنتمي
اليها مهارات متنوعة
ي تواصل حر ومفتوح مع
ّ لد
مجموعة العمل التي أنتمي إليها

my work group
3. My work group is open
for new ideas
4. In my work group we
constructively challenge
each other's work
5. In my work group we
trust and help each other

مجموعة العمل التي أنتمي إليها
منفتحة على قبول األفكار الجديدة
ننتقد بشكل بنّاء عمل بعضنا
البعض في مجموعة العمل التي
أنتمي إليها
نحن نثق ونساعد بعضنا البعض
داخل مجموعة العمل التي أنتمي
.إليها

6. In my work group each

يشعر كل منا بااللتزام تجاه العمل

of us feel committed to

الذي نقوم به داخل مجموعة

the work we do

2

العمل التي أنتمي إليها

3

4

5

N

A

SA
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Section )4(:

:)4( القسم

On a scale of 1-5 kindly indicate your

يرجى تحديد مستوى موافقتك على العبارات أدناه التي


level of agreement on the below

تتعلق بطبيعة تفكيرك بوضع عالمة

statements with relation to your
thinking style by ticking the
appropriate box


مفتاح اإلجابة

Answer Key
ال أؤيد بشدة

ال أؤيد

عادي

أؤيد

أؤيد بشدة

Strongly

Disagree

Neutral

Agree

Strongly Agree

Disagree SD

D

N

A

SA

1

2

3

4

5

Items

البنـــود

1. I often follow my
غالبا ما أتبع حدسي الفطري
instincts.
2. I know a way of conduct
أُدرك أن أسلوب تصرف معيّن
suits me, if I feel it is
 إذا شعرت بأنه صحيح،يناسبني
right.
3. When I do something of
 فإنني أبذل،عندما أقوم بعمل مهم
great importance, I make
جهدا لاللتزام بخطة العمل
an effort to follow my
working plan
4. I usually make decisions
عادة أتخذ قرارات بشكل منهجي
ّ
in a systematic and
.ومنظم
organized way.
5. When I decide how to act, عندما أقرر كيفية التصرف بشأن
I follow my inner feelings
 فإنني أتبع إحساسي،معين
and emotions.
.وعواطفي الداخلية
6. When I have to choose
ي االختيار بين
ّ عندما ينبغي عل
between alternatives, I
 فإنني أحلّل كل منها وأختار،بدائل
analyze each of them and
األفضل من بينها
choose the best one
7. I am usually able to think
أكون عادة قادرا على التفكير في
up creative and effective
البدائل اإلبداعية والفاعلة لحل
alternatives to solve a
المشكالت البحثية
study problem.

1

2

3

4

5

SD

D

N

A

SA
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Section )5(:
On a scale of 1-5 kindly indicate your
level of agreement on the below
statements with relation to your
parents/guardians, support during your
school and youth period 

:)5( القسم
يرجى تحديد مستوى موافقتك على العبارات أدناه
التي تتعلق بدعم الوالدين وولي االمر في أيام
 الدراسة والشباب بوضع عالمة

مفتاح اإلجابة

Answer Key
مطلقا

نادرا

أحيانا

غاليا

دائما

Never

Rarely

Sometimes

Mostly

Always

(N)

(R)

(S)

(M)

(A)

1

2

3

4

5

Items
1. When you were doing,

البنـــود
عندما كنت تؤدي عمال بشكل

something well, how

ولي/ والديك، ما مدى إثناء،جيد

often did your

امرك وتشجيعهم لما تقوم بعمله؟

parents/guardians give
you praise or
encouragement for what
you do?
2. How much did you rely
on your
parents/guardians for

ي حد كنت تعتمد على
ّ إلى أ
ولي امرك في النصح/والديك
والتوجيه؟

advice and guidance?
3.

How often did your

ولي امرك/ما مدى حرص والديك

parents/guardians give

على معانقتك أو تقبيلك أو التربيت

you a hug, a kiss, or a pat

على ظهرك؟

on the back?
4.

How often did you and

ولي/ما مدى مشاركة والديك

your parents/guardians

امرك لك في القيام بأشياء

do things together that

تستمعون بها معا؟

you both enjoy?

1

2

N

R

3
S

4

5

M

A
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Section )6(:

:)6( القسم

Think of your Adulthood/youth period,

يرجى تحديد مستوى موافقتك على العبارات أدناه

and indicate your level of agreement on

التي تتعلق بالدعم االجتماعي في مرحلة شبابك
 بوضع عالمة

the below statements 

مفتاح اإلجابة

Answer Key
مطلقا

نادرا

أحيانا

غاليا

دائما

Never

Rarely

Sometimes

Mostly

Always

(N)

(R)

(S)

(M)

(A)

1

2

3

4

5

Items
1. There was a group of
people who was around

البنـــود
كان هناك مجموعة من الناس
التي تساندني عند الحاجة

me when I was in need
2. There was a special group

كان هناك مجموعة خاصة من

of people which whom I

الناس الذين يشاطرونني أفراحي

could share my joys and

وأتراحي

sorrows
3. My friends in my social
group really tried to help
and encourage me

إن أصدقائي في مجموعتي
االجتماعية كانوا يحاولون حقا
.مساعدتي وتشجيعي

4. I could exchange my

كنت أستطيع تبادل معرفتي

knowledge and share

ومعلوماتي مع أعضاء

information with my

مجموعتي

group members
5. My group members
helped me enrich my
intellectual ability

إن أعضاء مجموعتي كانوا
يساعدونني على إثراء قدراتي
الفكرية

1

2

3

4

5

N

R

S

M

A
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Section )7(:

:)7( القسم

On a scale of 1-5 kindly indicate your

يرجى تحديد مستوى موافقتك على العبارات أدناه

level of agreement on the below

التي تتعلق بالدعم بطبيعة عملك وتحدياته بوضع
عالمة



statements with relation to current work
complexity by ticking the appropriate


box

مفتاح اإلجابة

Answer Key
مطلقا

نادرا

أحيانا

غاليا

دائما

Never

Rarely

Sometimes

Mostly

Always

(N)

(R)

(S)

(M)

(A)

1

2

3

4

5

Items
1. I find my current job to

البنـــود
أجد أن عملي الحالي معقد بطبيعته

be a complex one
2. My current job is
mentally demanding
3. My current job requires a
lot of thought and
problem-solving
4. I find my current job to
be challenging

عملي الحالي يتطلب جهدا فكريا
كبيرا
يتطلب عملي الحالي قدرا كبيرا
من التفكير والجهد المتعلق بحل
المشكالت
.أجد أن عملي الحالي يشكل تحديا

1

2

3

4

5

N

R

S

M

A
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Section )8(:

:)8( القسم
يرجى تحديد مستوى موافقتك على العبارات أدناه

On a scale of 1-5 kindly indicate your

التي تتعلق بخلفيتك الدراسية (فترة المدارس) بوضع
 عالمة

level of agreement on the below
statements with relation to your
education background (school
period) by ticking the appropriate
box.

مفتاح اإلجابة

Answer Key
مطلقا

نادرا

أحيانا

غاليا

دائما

Never

Rarely

Sometimes

Mostly

Always

(N)

(R)

(S)

(M)

(A)

1

2

3

4

5

Items
1. Many problems I faced in
my study were too
complex for me to solve.
2. When I made plans to

البنـــود
إن معظم المشكالت التي كانت
تواجهني في دراستي تبدو معقدة
ي على حلها
ّ وعص
عندما كنت أُخطط لحل مشكلة

solve a study or

 فإنني أكون شبه،دراسية معينة

homework problem, I was

متأكد من إمكانية تطبيقها بنجاح

almost certain that I could
make them work
3. When faced with a novel

عندما كنت أواجه بحاالت دراسات

study and school projects

 فإنني،ومشروعات دراسية جديدة

situations I had the

ي
ّ كنت واثق من إمكانية معالجة أ

confidence that I could

.وضع مستجد

handle them and any
situation that may arise.
4. When I studied for a test,

عندما كنت أدرس استعدادا الختبار

I tried to put together the

 فإنني كنت أحاول استجماع،معين

1

2

N

R

3
S

4

5

M

A
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information from the class المعلومات التي أستقيها من الصف
and the book.
5. When I did my
homework, I tried to
remember what the
teacher has said in class,
so I could answer the

.والكتب
عندما كنت أقوم بعمل واجباتي
 فإنني كنت أحاول أن،المنزلية
أتذكر ما قاله المدرس في الصف؛
كي أتمكن من حل األسئلة بشكل
.صحيح

questions correctly.
6. I had the ability to solve

كنت أملك القدرة على حل معظم

most of my homework

الواجبات الدراسية على الرغم من

problems even though

.عدم وجود حلول فورية لها

initially no solution was
immediately apparent.
7. When I studied for a test,

عندما كنت أدرس استعدادا الختبار

I tried to remember as

 فإنني كنت أحاول أن أتذكر،معين

many important facts as I أكبر عدد ممكن من الحقائق المهمه
could
8. I used what I had learned
from old homework
assignments and textbook

كنت أستفيد مما تعلمته من
الواجبات المنزلية والمراجع في
حل الواجبات المنزلية الجديدة

to do new assignments.
9. When I was studying a
topic, I tried to make
everything fit together
and connect it with what I
already know.

،عندما كنت أدرس موضوعا معينا
فإنني كنت أحاول الربط بين
الجوانب المتعلقة به كلها ومع تلك
التي عرفتها سابقا
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 عن،یرجى تحدید الخانة المناسبة من بين اآلتي

Kindly select the appropriate box among
the following using 

ذكر

Gender:

Female

Male

Age (Year)

 وأكبر55

55  – أقل من45

55 and above

45  – أقل من35

45 - less the 55

بكالوريوس

Highest
Qualification:

طریق وضع عالمة



35  – أقل من25
25 – less the 35

35 - less the 45

دبلوم عالي/دبلوم

Bachelor

أنثى

الثانوية العامة

Diploma/HD

العمر
:)(السنة
أعلى
مؤهل

High School
)دكتوراه/الدراسات العليا (ماجستير

Higher Education

:النــوع

:علمي

Master/Doctorate)
Specialization:

الجرافيك و األعالم

الهندسة

Graphic & Media

الطب

Engineering

األعمال و اإلدارة

Medical
الدراسات

الدراسات اإلسالمية/ القانون

Business &

االجتماعية
Social

Law /Islamic Studies

Management

Studies
أخرى

Others
Emirates of
Working:

:التخصــص

Abu Dhabi

دبي

Dubai
مؤسسة حكومية

Employer Type:

أبوظبي
شبه حكومي

:إمارة العمل
نوع
المؤسسة

Government
Employment
Industry:

Semi Gov.

أخرى

الخدمات

Others

العمل
الشرطي

Services

التعليم

مكتب
حكومي

Education

:وتصنيفھا
وزارة حكومية

النشاط
:االقتصادي

Gov.

Police

Gov. Ministry
Office

01 أكثر من

Experience

سنوات

Current
Employer):

More than 10

 سنوات01-7
7-10 Years

 سنوات6-4
4-6 Years

Years
Organizational

أقل من
سنوات3
Less than

الخبرة
(المؤسسة
:)الحالية

3 Years
اإلدارة العليا

مستوى إداري

مستوى اشرافي

مبتدئ

المرتبة
:المؤسسية

Rank:
Top
Management

Managerial Level

Supervisory
Level

Entry
Level

243

شـــكـــرا لمشـــاركــــتـــــك
Thanks for your participation

ii) Supervisor Survey

Dear Respondent:
I invite you to participate in a research study
titled “Antecedents of individual's creative
behaviour in the UAE organizations:
Exploring the role of educational

:عزيزتي المشاركة/عزيزي المشارك
أدعوك للمشاركة في دراسة بحثية بعنوان
(العوامل المؤثرة في السلوك اإلبداعي لألفراد
في المؤسسات الحكومية في دولة االمارات
 استكشاف دور الخلفية،العربية المتحدة
)التعليمية والبيئة االجتماعية وبيئة العمل

background, social networks, and
organizational context”.

أعمل حاليا ً على نيل درجة الدكتوراه من
جامعة االمارات العربية المتحدة و بصدد

I am currently enrolled in the Doctorate
Program at the United Arab Emirates

 و التي تهدف إلى،كتابة اطروحتي الخاصة
تحديد عوامل ارتباط المجال التعليمي و

University, and in the process of writing my

البيئة االجتماعية وبيئة العمل في السلوك

doctorate dissertation. The purpose of the

االبداعي لألفراد في الجهات الحكومية

research is to determine the role of

ً لدولة االمارات العربية المتحدة ووفقا

educational background, social networks, and

 سوف يتم استثمار نتائج هذا التقييم،لذلك

organizational context on individual's creative

في تقديم التوصيات باألدوات والسياسات

behaviour in the United Arab Emirates local

المثمرة لخبراء الموارد البشرية وصناع

government's entities. Based on my study,
suitable tools and policies will be suggested to
HR professionals and decision makers to

القرار وذلك بهدف تعزيز السلوك االبداعي
عن طريق ايجاد بيئة، لدى الموظفين
 باإلضافة الى،دراسية محفزة إلبداعاتهم

provide and create the best educational

بيئة اجتماعية وبيئة عمل تحفزا على

environments that support creativity, in

.االبداع واالبتكار

addition to creating the suitable social and
work environments that encourage creativity

 آمل،من خالل مشاركتك القي ّمة التطوعية

and innovation. Through your participation, I

في أن أتوصل إلى أفضل السبل التي تلبي

hope to understand how best to satisfy these
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needs and achieve the goal. Enclosed with this

احتياجات ومتطلبات اظهار السلوك

letter a brief questionnaire that asks a variety

االبداعي في بيئة العمل في المؤسسات

of questions about your education

 حيث ستجد مع هذه الرسالة،الحكومية

background, social network, and current job
environment. Please take few minutes to
answer each question on the survey as
completely and accurately as possible. Your
responses will be processed with full
confidentially as your name will be coded and
only group data will be made available. No

استبيان يطرح مجموعة متنوعة من
األسئلة حول موقفك تجاه وظيفتك الحالية
وتاريخ دراستك والبيئة االجتماعية التي
 أرجوا أن تمنحني بضع دقائق.عشت فيها
من وقتك لإلجابة على كل سؤال في
.االستبيان بشكل كامل ودقيق بقدر اإلمكان
 سيتم التعامل مع،ولضمان خصوصيتكم

one other than the researcher will know your

 كما سيتم تحليل،ردودكم بطريقة سرية

individual answers to this questionnaire. You

 كما،البيانات على مستوى المجموعة فقط

may also withdraw from this participation at

أنه لن يقوم أي أحد باالطالع على إجاباتك

any time as it is a voluntarily participation.

.الفردية في هذا االستبيان سوى الباحث

You may also be provided with a summary

كما انه لن تذكر اية أسماء بل ستكون

result of the study upon racquet, you will be

األسماء عبارة عن رموز خاصة ال يعرفها

asked to sign this questionnaire as a consent

.اال صاحب البحث

for your participation approval, and you may
contact me for any further clarification on any
question in the survey.
For further confidentiality, all questionnaires
will be kept in a safe cabinet and will be
shredded by the end of the research.

كما انه يمكن لكل مشارك التواصل معي
مباشرة لالستفسار عن أي سؤال في
 كما انه يمكن طلب ملخص،االستطالع
 كما،نتائج الدراسة في حال الرغبة بذلك
انه سيتم حفظ المعلومات الخاصة
باالستطالعات في كبينه خاصة لضمان
الخصوصية وسيتم اتالف جميع

Thank you for taking the time to assist me in

.االستطالعات بنهاية البحث

my educational endeavours
شكرا ً لمنحي وقتك ولمساعدتي في اتمام هذه
ً
Sincerely,

 كما أرجو منكم التوقيع على قبولك،الدراسة
التطوع في هذا االستطالع المهم لدراستي
مع فائق
االحترام
،والتقدير
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Adel Alzaabi
DBA student – The United Arab

عادل الزعابي
طالب دكتوراه – جامعة االمارات العربية المتحدة

Emirates University
00971506566566
00971506566566
asoufah@gmail.com
asoufah@gmail.com

I agree on the voluntarily
participation of this survey

Signature

أوافق على تطوعي في المشاركة في هذا االستطالع

التوقيع
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يرجى تحديد مستوى موافقتك على العبارات أدناه

On a scale of 1-5 kindly indicate your level

:التي تتعلق بالسلوك اإلبداعي للموظفين التاليين

of agreement on the below statements for
the following employee:

:اسم الموظف

Employee Name:
______________________
1

2

3

4

5

ال أؤيد بشدة

ال أؤيد

عادي

أؤيد

أؤيد بشدة

Disagree D

Neutral N

Agree A

Strongly Agree SA

Strongly Disagree
SD

1
Items
The employee: (code …)
1. Suggests new ways to
achieve goals or objectives
2. Comes up with new and
practical ideas to improve

البنـــود

SD D

)....... الموظف (رقم
يقترح أساليب جديدة لتحقيق
."األهداف أو األغراض
"يقترح أفكارا جديدة وعملية
."لتحسين األداء

performance
3. Searches out new
technologies, processes,

"يبحث عن تقنيات ومعالجات
أو أفكار منتجات جديدة/وطرق و

techniques, and/or product
ideas
4. Suggests new ways to
increase quality
5. Is a good source of creative
ideas
6. Not afraid to take risks
7. Promotes and champions
ideas to others
8. Exhibits creativity on the job
when given the opportunity
to

2

يقترح أساليب جديدة لالرتقاء
."بمستوى الجودة
يعتبر مصدرا جيدا لألفكار
االبداعية
"ال يهاب المخاطرة
"يروج األفكار ويتبنى طرحها
."على اآلخرين
"يُبدي روح اإلبداع في عمله
."عندما تتاح له الفرصة

3

4

N A

5
SA
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9. Develops adequate plans and
schedules for the

يُطور خطة وافية وجداول زمنية
لتنفيذ األفكار الجديدة

implementation of new ideas
10 Often has new and
.

innovative ideas

11 Comes up with creative
.

يملك أفكارا جديدة وإبداعية في
معظم الحاالت
."يأتي بحلول إبداعية للمشكالت

solutions to problems
Often has a fresh approach to

12. problems

لديه مقترحات جديدة لحل
."المشكالت في معظم الحاالت

13. Suggests new ways of

يقترح أساليب جديدة ألداء المهام

performing work tasks

."العملية
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،یرجى تحدید الخانة المناسبة من بين اآلتي

Kindly select the appropriate box
among the following using 

Gender:
Age (Year)

 Female

عن طریق وضع عالمة

 Male

 وأكبر55

 ذكر

55  – أقل من45

55 and above 45 - less the 55
Highest
Qualification:

 بكالوريوس

45  – أقل من35

35  – أقل من25

35 - less the 45

25 – less the 35

دبلوم عالي/ دبلوم

 الثانوية العامة

 Diploma/HD

 Bachelor

 أنثى
العمر

:)(السنة

أعلى مؤهل
:علمي

 High School

 Higher Education

:النــوع

)دكتوراه/ الدراسات العليا (ماجستير

Master/Doctorate)
Specialization:

 الجرافيك واألعالم
 Graphic & Media

 المندسة
 Engineering

 األعمال واإلدارة

 Business &

 الطب
 Medical
 الدراسات

الدراسات اإلسالمية/  القانون

االجتماعية
 Social

 Law /Islamic Studies

Management

Studies

 Others
Emirates of
Working:

:التخصــص

 أخرى

 Abu Dhabi

 Dubai

 دبي

 مؤسسة حكومية

Employer Type:

 أبو ظبي

إمارة
:العمل

 شبه حكومي

نوع
المؤسسة

Government

 Semi Gov.

Employment
Industry:

 أخرى

 Others

 الخدمات

 العمل
الشرطي


 التعليم

مكتب
حكومي

 Education 

 Services
 Police

Gov.

:وتصنيفھا
 وزارة
حكومية

النشاط
:االقتصادي

 Gov.
Ministry

Office
Experience
(Current

سنوات10  أكثر من

 سنوات01-7 

 سنوات6-4 

 أقل من
سنوات3

الخبرة

249
Employer):

 More than 10

 7-10 Years

4-6 Years

 Less than

Years

3 Years

Organizational

 اإلدارة

Rank:

العليا
 Top

 مستوى إداري

 Managerial Level

 مستوى اشرافي

 Supervisory Level

Management

شـــكـــرا لمشـــاركــــتـــــك
Thank you for your participation
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