
The copyright © of this thesis belongs to its rightful author and/or other copyright 

owner.  Copies can be accessed and downloaded for non-commercial or learning 

purposes without any charge and permission.  The thesis cannot be reproduced or 

quoted as a whole without the permission from its rightful owner.  No alteration or 

changes in format is allowed without permission from its rightful owner. 

 



i 
 

IMPACT OF LEADER CREATIVITY EXPECTATIONS, CREATIVE 

SELF-EFFICACY AND LEADER-MEMBER EXCHANGE ON 

CREATIVE PERFORMANCE: A MEDIATING ROLE OF 

INTRINSIC MOTIVATION  

 

 

 

 

 

By 

 

MUHAMMAD SHAHNAWAZ ADIL 

 

  

 

 

 

  

 

 

 

 

 

Thesis Submitted to  

COB-School of Business Management,  

Universiti Utara Malaysia, 

in Fulfilment of the Requirement for the Degree of Doctor of Philosophy  







iv 
 

PERMISSION TO USE 

In presenting this thesis in fulfilment of the requirement for the degree of Doctor of Philosophy from 

Universiti Utara Malaysia (UUM), I agree that the University Library may make it freely available for 

inspection. I further agree that permission for copying of this thesis in any manner, in whole or in part, 

for scholarly purposes may be granted by my supervisors or, in their absence, by the Dean of School 

of Business Management. It is understood that any copying or publication or use of this thesis or parts 

thereof for financial gain shall not be allowed without my written permission. It is also understood that 

due recognition shall be given to me and to the Universiti Utara Malaysia for any scholarly use of any 

material from my thesis.  

 

Request for permission to copy or make other use of materials in this thesis, in whole or in part should 

be addressed to:  

The Dean, School of Business Management 

Universiti Utara Malaysia 

06010, UUM Sintok, Kedah Darul Aman 

Malaysia 

 

 

 

 

 

 

 

 



v 
 

ABSTRACT 

Creative performance of academicians is one of the major problems of higher education in the 21st 

century. The objective of this study is two-fold: a) to analyze the effects of leader creativity 

expectations, creative self-efficacy, and leader-member exchange on creative performance; and b) 

to investigate whether intrinsic motivation mediates the relationship between the three variables 

(i.e. leader creativity expectations, creative self-efficacy and leader-member exchange), and 

creative performance. Using simple random sampling technique, 281 valid responses are drawn 

on a survey questionnaire from the full-time academicians of 24 private universities of Karachi, 

Pakistan. Hypotheses are tested using partial least square structural equation modeling technique. 

The results show that: a) leader creativity expectations do not have significant effect on creative 

performance; b) both creative self-efficacy and leader-member exchange have significant effects 

on creative performance; c) on contrary to expectations, leader creativity expectations and leader-

member exchange have significant but negative effects on intrinsic motivation; d) creative self-

efficacy has significant positive effect on intrinsic motivation with moderate effect size; e) 

intrinsic motivation shows a significant effect on creative performance with the highest effect size; 

and f) intrinsic motivation significantly mediates the relationship between three variables (i.e. 

leader creativity expectations, creative self-efficacy and leader-member exchange), and creative 

performance. The findings suggest that the management of private universities should be careful 

in raising their creativity expectations and quality of leader-member exchange relationship 

because these contextual factors may reduce the intrinsic motivation of academicians for their 

creative performance.  

Keywords: leader creativity expectations, creative self-efficacy, leader-member exchange, 

intrinsic motivation, creative performance. 
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ABSTRAK 

Prestasi kreatif oleh ahli akademik merupakan salah satu masalah utama pengajian tinggi pada 

abad ke-21 ini. Terdapat dua objektif bagi kajian ini, a) untuk menganalisis kesan jangkaan ketua 

kreativiti, efikasi kendiri kreatif dan pertukaran ketua-ahli dalam prestasi kreatif; dan b) untuk 

menyiasat sama ada motivasi intrinsik menyederhanakan hubungan antara ketiga-tiga pemboleh 

ubah (iaitu jangkaan kreativiti pemimpin efikasi kendiri kreatif dan pertukaran pemimpin-

anggota), dan prestasi kreatif. Dengan menggunakan teknik persampelan rawak mudah, 281 

maklum balas sah yang didapati berdasarkan soal selidik daripada ahli akademik sepenuh masa 

dari 24 buah universiti swasta di Karachi, Pakistan. Hipotesis kajian ini telah diuji dengan teknik 

permodelan persamaan berstruktur-kuasa dua terkecil separa. Hasilnya menunjukkan bahawa; a) 

jangkaan ketua kreativiti tidak mempunyai kesan yang signifikan terhadap prestasi kreatif; b) 

kedua-dua efikasi kendiri kreatif dan pertukaran ketua-ahli mempunyai kesan yang signifikan 

terhadap prestasi kreatif c) bertentangan dengan jangkaan, jangkaan kreativiti ketua dan 

pertukaran ketua-ahli mempunyai kesan yang signifikasi tetapi negatif ke atas motivasi intrinsik; 

d) efikasi kendiri kreatif mempunyai kesan signifikan yang positif terhadap motivasi intrinsik 

dengan kesan penyederhanaan yang kecil e) motivasi intrinsik menunjukkan kesan yang signifikan 

terhadap prestasi kreatif dengan saiz kesan yang paling tinggi; dan f) motivasi intrinsik 

menyederhanakan secara signifikan hubungan antara ketiga-tiga pemboleh ubah (iaitu jangkaan 

kreativiti ketua, efikasi kendiri  kreativiti dan pertukaran ketua-ahli) dengan prestasi kreatif. Hasil 

kajian mencadangkan kepada pengurusan universiti swasta untuk berhati-hati dalam 

meningkatkan jangkaan kreativiti mereka dan kualiti hubungan pemimpin-anggota kerana faktor-

faktor kontekstual tersebut mungkin akan menurunkan motivasi intrinsik ahli akademik dalam 

prestasi kreatif mereka.  

Kata kunci: jangkaan ketua kreativiti, efikasi kendiri kreatif, pertukaran ketua-ahli, motivasi 

intrinsik, prestasi kreatif. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Background of the Study 

Creativity and innovation are the two distinct concepts, though, they have been used 

interchangeably (Ramos, Figueiredo, & Pereira-Guizzo, 2018). In fact, creativity is defined as “the 

production of novel and useful ideas by an individual or small group of individuals working 

together” (Amabile, 1988, p. 126), whereas innovation refers to “the intentional introduction and 

application within a role, group or organization of ideas, processes, products, or procedures, new 

to the relevant unit of adoption, designed to significantly benefit the individual, the group, 

organization or wider society” (West & Farr, 1990, p. 9). In other words, creativity is “the extent 

to which employees generate novel and useful ideas regarding procedures and processes at work” 

(Shalley, Zhou, & Oldham, 2004, p. 934), whereas innovation takes place only when these creative 

ideas are successfully implemented (Mumford & Gustafson, 1988; Rosing, Frese, & Bausch, 

2011; Shalley, Gilson, & Blum, 2009) “at the organization or unit level” (Shalley et al., 2004, p. 

934). In short, creativity is a “driver of innovation” (Zhou & Hoever, 2014, p. 334). Innovation is 

composed of “both creativity (i.e., the introduction of new ideas, processes, products, or 

procedures) and the translation of these creative elements into beneficial applications” (Zacher, 

Robinson, & Rosing, 2014, p. 24). 

In the 21st century of digital and knowledge based economy, the idea of creative performance has 

gained much attention and importance amid high-performing future-centric organizations because 

they proactively believe that creativity drives economic progress (Florida, 2005) therefore, 

creative performance is essential for both individuals as well as for every contemporary 
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organizations (Nisula & Kianto, 2018; Ouakouak & Ouedraogo, 2017) in crafting and executing 

organizational strategies for gaining and sustaining a competitive advantage (Gerhart & Fang, 

2015; Huang, Dyerson, Wu, & Harindranath, 2015; Hwang, Choi, & Shin, 2020; Lee & Yoo, 

2019; Wang, Tsai, & Tsai, 2014). Besides, it enables organizations to capitalize on various 

lucrative opportunities in their respective marketplace and marketspace (Oldham & Cummings, 

1996; Zhou, 1998). It requires them to strive much harder to look for every possible opportunity 

to ensuring the long-term survival of their business. The business sustainability may be well 

conceived by looking for such competent employees who could propose cost-effective creative 

ideas to resolve complex issues and non-routine challenges (Cascio, 1998; Karim & Sarfraz, 

2016). In short, creative performance has become a mandatory component of numerous 

occupations around the world because organizations may not ensure their long-term survival by 

merely performing their business operations in conventional ways.  

Creative performance is an emerging discipline in organizational studies which started to pull in 

the attention of academic researchers and industry experts in the late 1980s (Zhou & Shalley, 

2015). In the very beginning of this new discipline, Zhou and Shalley (2015) revealed that 

Professor Teresa M. Amabile was perhaps among the first who introduced the social psychology 

of creativity in her seminal work (Amabile, 1983a) and developed the componential theory of 

creativity (henceforth, ‘CTC’) in 1983 (Amabile, 1983b). CTC comprised of social and 

psychological factors with a strong belief that these two categories of attributes help employees in 

exhibiting creative performance. This theory was established on two broad categories of variables 

i.e. individual factors (e.g. domain-specific knowledge, creativity skills, and IM) and the specific 

environment in which the employee operates. In other words, the employee creative performance 
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is achieved when expertise, creative- thinking skills and intrinsic motivation are combined 

together. 

The main philosophy of creative performance is entrenched in the double-loop learning in which 

managers learn how to detect and troubleshoot errors (Argyris, 1977). Indeed, single- and double-

loop are the two types of a learning organization (Argyris & Schӧn, 1974). More precisely, in a 

single-loop learning, an organization applies its present policies and past routine practices to 

correct errors. In contrast, in the double-loop learning, an organization pragmatically alters its 

aims and objectives, standardized routines and current policies to correct errors (Loo, 2019). A 

learning organization is established when this learning process is widely practiced across an 

organization (Senge, 2006) where employees maintain their active participation in generating, 

attaining and sharing knowledge (Garvin, Edmondson, & Gino, 2008). In short, knowledge 

creation is the very first step in developing a learning organization which requires a conducive 

atmosphere so that employees could generate novel and useful ideas by applying their creative-

thinking skills and domain-relevant expertise through a creative process (Runco & Jaeger, 2012). 

Creative performance is generally needed when we have difficult problems but we do not have 

standard solutions (Barker, 1986). Moreover, it is also needed when the working environment is 

competitive and dynamic (Baer & Oldham, 2006). Because of the hyper-competition (Boar, 1999; 

D'Aveni, & Gunther, 1994), large companies normally face fierce competition due to which they 

tend to deal with severe routine and non-routine challenges in gaining and sustaining their 

competitive advantage over their rivals (Rühli, 1997). Similarly, creative performance is also 

important and indispensable for a newly-created firm such that it could ensure its viability and 

steady growth in its respective industry. By virtue of creative performance, it could design and 

develop new products and/or services and possibly tap in new lucrative markets too. 
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In order to investigate the most essential leadership qualities for the 21st century, IBM conducted 

the world’s largest known sample of one-on-one interviews with 1,500 CEOs of 33 public and 

private companies across 60 countries. They synthesized and revealed nine core leadership 

qualities for CEOs (Figure 1.1), out of which 60% of the CEOs strongly believed that ‘creativity’ 

was the most essential leadership quality of CEOs for success in their businesses (Carr, 2010; 

Kerle, 2010; Nikravan, 2012). Quite interestingly, creativity outweighed ‘integrity’ and ‘global 

thinking’ that merely accounted for 52 percent and 35 percent respectively in the eyes of these 

1,500 CEOs. 

  

Figure 1.1. Most important leadership qualities in 21st century (adapted from Carr, 2010, p. 2).  

1.0.1 Creative Performance of Pakistan in Asia – An Overview 

In 2014, Asian Development Bank (ADB) commissioned Economist Intelligence Unit (EIU) to 

build the creative productivity index. This is the latest report available to date on Asian Creative 

Productivity Index (CPI, 2014). This index analyzed the creative performance of 22 Asian 

economies and compared with the economy of USA and Finland. The CPI measures the creative 

and innovative capacities of the Asian economies by estimating the ratio of creative output against 
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input. Three dimensions (i.e. innovation capacity, incentives for innovation, and innovative 

environment) are used to calculate input creative productivity, whereas the output side of creative 

productivity is measured by conventional predictors such as number of patents filed in a given 

time period, etc. Unlike other innovation-related indices (e.g. Global Innovation Index), the CPI 

focuses on ‘efficiency’ i.e. the ratio between creative outputs and creative inputs. This study 

exclusively compiled the position of Pakistan economy from the 90-page report of CPI (see 

Appendix – B). For a comparative analysis, this study provides Pakistan’s ranking as compared 

with the economy which is ranked highest in input, output, and overall output-to-input ratio. CPI 

ranked Pakistan at 23rd position out of 24 countries due to a number of macro-level issues in the 

country. With reference to Hanushek and Woessmann (2012), this report mainly highlighted ‘poor 

quality of higher education’ as one of the major macro-level issues in Pakistan. Therefore, the 

world-renowned CPI report remarked that the country could perform much better in higher 

education if the academicians could perform creatively by generating novel and useful ideas in 

every possible curricular, co-curricular and extra-curricular activities at their respective higher 

education institutions.     

Similarly, Global Competitiveness Report (GCR, 2018) ranked Pakistan at the 115th position out 

of 137 countries in 2017-2018. Formerly, the country was ranked at 122nd position out of 138 

countries in 2016-2017 (GCR, 2017) and 124th position out of 144 countries in 2012-2013. 

Although, Pakistan has slightly managed to improve its position in the global competitiveness 

index, these reports have nonetheless, explicitly revealed that the country is substantially a very 

low performer in higher education and training in South Asia1 and the insufficient capacity to 

creative performance is one of the major macro issues of the higher education in Pakistan (GCR, 

2017). 
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1.0.2 Creative Performance in Pakistani Higher Education Institutions – An Overview 

Realizing the need of creative performance in the higher education sector, the Higher Education 

Commission (HEC) of Pakistan has taken a few meaningful steps to promote the culture of 

research and innovation in the country by requiring universities to establish Office of Research, 

Innovation, and Commercialization (ORIC) departments. Government of Pakistan has sanctioned 

substantial amount of funding for higher education through HEC from PKR40 billion in 2012 to 

PKR100 billion in 2017 and approved a Technology Fund for HEC worth of PKR2.95 million for 

promoting creative performance and entrepreneurship in business schools of Pakistan (Rizwan, 

2016). Besides, HEC has also started to support business schools in setting up various business 

incubation centres (BICs) for thriving the culture of creative performance in business schools for 

entrepreneurship and new start-up businesses (HEC, 2017).  

The central objectives of establishing ORICs, BICs by HEC followed by substantial 

developmental funds sanctioned by the Federal Government are two folds. First, to institutionalize 

an enduring culture for promoting creativity in business schools so that they potentially realize the 

need of creative ideas and their implementation of new business ventures by inculcating a deep-

routed entrepreneurial spirit amid business students. Second, to align on going practices with the 

Vision 2025 so that the repercussion of the rising issue of unemployment in the country may be 

objectively mitigated (British Council, 2019). To materialize this goal, the top management of 

business schools ought to define and communicate their creativity expectations with their 

academicians for creative performance; only then they could effectively and efficiently train, 

stimulate, and guide their students for creative performance. In short, as CPI (2014) report also 

suggested, the policymakers in Pakistani business schools must look for novel and useful ways for 

nurturing creative performance by their academicians.  
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Different policies and courses of actions taken by the HEC tend to stimulate the prominent idea 

of competition among universities in Pakistan (Miotto, Del-Castillo-Feito, & Blanco-González, 

2020). For instance, the HEC publishes a list after every couple of years to rank its recognized 

universities and degree-awarding institutions under various disciplines such as business education, 

arts and design, engineering and technology, medicine and healthcare etc. Moreover, the HEC has 

made research publication as the most important criterion for advancement to senior faculty 

positions (British Council, 2019). Indeed, both ranking and promotion criteria lead to intensify an 

atmosphere of competition among these educational establishments by energizing especially 

private-sector universities to institutionalize various practices which could help them sustain or 

even improve their HEC ranking. Following the ambitious research agenda of HEC in which it 

has set forth to transform the higher education institutions of Pakistan into a knowledge-based 

economy by 2025 (British Council, 2019), it clearly indicates that the universities need to 

revitalize their policies to align with the HEC ambitions for the country. In particular, since 

academicians are the most important human capital of an educational establishment, they are 

expected to contribute the major proportion of this national responsibility in shaping the Pakistan 

economy into a knowledge-based economy.  

In this regard, the annual report of British Council (2019) mainly suggested that academicians of 

business schools should excel at creating, acquiring and disseminating useful knowledge that 

requires a great deal of collaborative efforts in generating creative ideas for all concerned 

stakeholders. It is necessary specifically for the educationists of business school because they 

ought to perform creativity in almost every aspects of academic operations such as development 

of course contents, improving pedagogy, and delivery of the state-of-the-art contents to students 

such that their students can better perform in their respective professional fields. More specifically, 
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these academicians could possibly develop a number of such business graduates through their 

creative teaching skills who, instead of looking for an employment, should be trained enough to 

create their own small-scale businesses by introducing novel and useful ideas that could 

substantially contribute in mitigating the unemployment rate in the country. Since an employee 

can approach to his routine tasks creatively to make them more interesting for him (Bakker, 

Scharp, Breevaart, & de Vries, 2020); similarly, an academician with creative skills in teaching 

can possibly transfer and inculcate creative skillsets to students. In short, the creative performance 

of academicians of business schools is central not only for HEC to satisfy its 2025 national agenda 

but it also contributes in alleviating the unemployment rate and its related issues in Pakistan. 

Private universities are playing a substantial role in developing a research culture in the country, 

however, a few vice chancellors pointed out that there are some noticeable factors due to which 

academicians of business schools are unable to perform creatively (British Council, 2019). 

Besides, the ORIC department generally operates in collaboration with business schools having a 

major emphasis on research, creative ideas, and commercialized activities. Unlike public-sector 

universities, the private-sector business schools have faced a substantial and rapid increase in 

students’ enrolments which lead their management to expect more from their full-time 

academicians. One of these expectations primarily demands that the academicians should come 

up with novel and useful (i.e. creative) ideas in order to strengthen the management’s efforts in 

sustaining or even further improving their HEC ranking. Since academicians need to build up a 

more profound comprehension of their own creative performance (Watson, 2018), they should be 

concomitant with the development of their students’ creative performance too.   
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Unfortunately, Pakistan is a developing country which requires a great deal of restructuring and 

revitalization of higher education since it is a very low performer in terms of creativity at higher 

education. For instance, likewise other many countries, the private universities in Pakistan moved 

to online teaching and assessment systems due to COVID-19 pandemic situation where the 

management increasingly demanded its fulltime faculty members to develop their own teaching 

materials such as context-specific case studies of domestic indigenous companies with useful 

teaching notes within strict deadlines without taking any copyrighted materials that cause a great 

deal of frustration and anxiety for academicians. A likely reason is that, with minor exceptions, 

the academicians at higher education are unable to perform creativity in their teaching profession 

due to several issues such as increasing management’s expectations for better performance (British 

Council, 2019). Even before COVID-19 pandemic situation, the landscape of higher education 

has already started to face massive need for substantial yet indispensable institutional changes 

which include developing and delivering better, industry-specific, more meaningful, and valuable 

course contents to students. Therefore, it has become a massive challenge for all stakeholders 

because the ‘expectations’ from students, academicians as well as from the leadership of 

universities have unilaterally risen (Galletta, Gaskin, Koch, Anderson, & Jessup, 2020).  

In light of the emerging needs of today’s era, the refined form of business education contributes 

in three ways: a) it would substantiate the journey of Pakistan towards thriving its Vision 2025 of 

transforming into the knowledge economy; b) instead of cursing the lowering number of 

employment opportunities in the country, business graduates would be capable enough to generate 

creative ideas for their own small-scale businesses; and c) the level of frustration amid business 

graduate of not getting employment in the relevant field may be substantially alleviated to a large 

extent. Nevertheless, all of these positive outcomes may only be effectively observed in the 
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country if creativity and innovation are welcomed in higher education. Moreover, it is believed 

that an academician in business schools with a higher level of creative performance could 

potentially induce similar sets of skills among business students which could ultimately help them 

perform creatively in their chosen career. However, as detailed earlier, different well-renowned 

industrial reports and global indices such as GCR (2018) and CPI (2014) have ranked Pakistan 

substantially at a very lower position in terms of creative performance, these reports unanimously 

assert that the country needs to improve the quality of their higher education so that its 

academicians could instill creative thinking, knowledge, skills and abilities among students in such 

a manner that these well-developed graduates could potentially perform creativity in their 

respective domains of career. In short, the present scenario of the creative performance in Pakistani 

higher education institutions clearly indicates that there is a substantial need to analyze how 

academicians in private business schools of a developing country may be intrinsically motivated 

for creative performance. 

1.1 Problem Statement 

The creative performance of academicians is one of the major problems in the private business 

schools of Pakistan because it is increasingly becoming a challenge for departmental heads to 

strengthen the ability of their academicians in generating novel and useful ideas to solve academic 

problems (British Council, 2019; Irfan, 2016; Khan, 2012; McKeown, 2019; Wang, Liu, & 

Shalley, 2018). Creative performance has been increasingly acknowledged as one of the most 

essential drivers and critical mechanisms of organizational performance (Chaubey, Sahoo, & 

Khatri, 2019; Hüttermann, Nerb, & Memmert, 2018) and ultimately for its survival (Guo, 

Gonzales, & Dilley, 2016). Recent studies have forecasted that creative performance is and will 

remain a very crucial problem for institutional heads (Zhang et al., 2018) in crafting a flexible and 
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agile organization to survive in today’s turbulent era (Kim & Choi, 2017). Despite numerous 

empirical examinations, recent authors (e.g. Hwang et al., 2020; Nisula & Kianto, 2018; Zhang et 

al., 2018) have emphasized that there is still a paucity of research in better analyzing how 

academicians may be developed, enriched, and stimulated for creative performance in today’s 

hyper-competitive era. 

In fact, various personal and contextual factors as well as their interactions are found to have a 

direct or indirect effect on creative performance. Personal factors include creative personality 

(Jeong, McLean, McLean, Yoo, & Bartlett, 2017), employee and spouse marital satisfaction 

(Tang, Huang, & Wang, 2017), emotional exhaustion (Hur, Moon, & Jun, 2016), leader humor 

(Lee, 2015), emotional intelligence (Jafri, Dem, & Choden, 2016), knowledge sharing behavior 

(Bai, Lin, & Li, 2016), employee information literacy (Chang & Hsu, 2015), growth need strength 

(Shalley et al., 2009) etc. The contextual factors include empowerment (Speklé, van Elten, & 

Widener, 2017), ethical leadership (Mehmood, 2016), job complexity (Shalley et al., 2009; Sung, 

Antefelt, & Choi, 2017), authentic leadership (Zubair & Kamal, 2015), transformational 

leadership (Chaubey et al., 2019), abusive supervision (Han, Harms, & Bai, 2017), perceived 

organizational support for creativity (Harris, Li, Boswell, Zhang, & Xie, 2014), ambidextrous 

leadership (Tung, 2016) etc. 

Although, Herzberg’s two-factor theory (Herzberg, 1959) has classified different intrinsic 

motivators (e.g. achievement, recognition etc.) and hygiene factors (e.g. organizational policies, 

salary, etc.), the present study builds a theoretical argument that leader creativity expectations 

(henceforth, ‘LCEs’) and leader-member exchange (here-in-after called ‘LMX’) may also serve 

as hygiene factors, whereas creative self-efficacy (henceforth, ‘CSE’) as an essential intrinsic 

motivator for creative performance. Past studies appear to emphasize more on individual 
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personalities and cognitive styles in explaining employee creative performance (Shalley et al., 

2004). However, other integral factors of creative performance such as LCEs, LMX, CSE, and 

intrinsic motivation are yet to be examined collectively in order to extend Herzberg’s two-factor 

theory specifically to intrinsically motivate an academician for creative performance2. 

The effect of teacher’s expectations on student’s academic performance has been widely studied 

in the literature. In particular, Rosenthal (2002) and later on, in a doctoral thesis, Buryanek (2010) 

also pointed out that there were almost 500 studies (e.g. Good, 1982; Good & Nichols, 2001; 

Jussim, 1993; Johnson, Runco, & Raina, 2003; Raiz, Zubair, & Shahbaz, 2017; Rosenthal, 1991; 

Trouilloud, Sarrazin, Marinek, & Guillet, 2002) etc. which attempted to replicate Rosenthal and 

Jacobson (1968) experimental study and concluded the significant positive effect of teacher’s 

expectations on student’s achievements. In short, numerous studies appear to be concentrated on 

assessing the effect of teacher’s expectations on student’s academic performance, however, little 

is understood about how leader creativity expectations (LCEs) affect the creative performance of 

academicians in higher education. Besides the theoretical significance of LCEs, there have been a 

few inconsistencies in terms of empirical findings. For instance, LCEs show a significant direct 

effect on creative performance (e.g. Carmeli & Schaubroeck, 2007; Jiang & Gu, 2017; Qu, 

Janssen, & Shi, 2015b; Scott & Bruce, 1994). In contrast, Tierney and Farmer (2004) and Qu, 

Janssen, and Shi (2015a) have found its non-significant effect on CP. Recently, Dong, Bartol, 

Zhang, and Li (2017) further recommended to test the effect of ‘expectations’ on creative 

performance. Thus, considering the theoretical gap of LCEs for the two-factor theory, a few 

empirical inconsistencies, and Dong et al. (2017) research call, it may be concluded that the effect 

of LCEs on creative performance has been found inconclusive which requires further empirical 

investigation.    
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To date, various authors (e.g. Cropanzano, Dasborough, & Weiss, 2017; Gupta & Chandha, 2017; 

Gu, Tang, & Jiang, 2015; Qu et al., 2015b; Tierney, Farmer, & Graen, 1999; Volmer, Spurk, & 

Niessen, 2012) have demonstrated that a high quality of LMX results in higher creative 

performance. But the literature reviews have also revealed a non-significance effect of LMX on 

creative performance (e.g. Clegg, Unsworth, Epitropaki, & Parker, 2002; Liao, Liu, & Loi, 2010; 

Naseer, Raja, Syed, Donia, & Darr, 2010). Therefore, authors (e.g. Boies & Howell, 2006; Harris, 

Wheeler, & Kacmar, 2009; Qu et al, 2015b) urged to further analyze the effect of LMX on creative 

performance in different social contexts and occupations because in a meta-analytical review of 

LMX theory, Martin, Guillaume, Thomas, Lee, and Epitropaki (2016) pointed out that the direct 

relationship between LMX and creative performance has been rarely tested. It is essential because 

leaders tend to stimulate employees for creative performance (Atwater & Carmeli, 2009; 

Halbesleben, Novicevic, Harvey, & Buckley, 2003; Reiter-Palmon & Illies, 2004). In short, the 

empirical findings thus far have been inconclusive to suggest the nature of the relationship 

between LMX and creative performance. Therefore, to extend the two-factor theory by 

investigating LMX as a new hygiene factor for creative performance and a few aforementioned 

empirical inconsistencies and research calls, there is a need to further examine the effect of LMX 

on creative performance. 

While focusing on the theoretical significance of CSE for creative performance, in a meta-analysis 

of 41 empirical studies, Haase, Hoff, Hanel, and Innes-Ker (2018) concluded that CSE is a very 

strong predictor of creative performance. However, empirical inconsistencies do exist between the 

two constructs in terms of statistical significance and strength of their correlations. For instance, 

CSE has shown a significant direct impact on creative performance (Karim & Sarfraz, 2016; 

Khattak, Batool, & Haider, 2017; Liao et al., 2010; Liu, Jiang, Shalley, Keem, & Zhou, 2016; 
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Malik, Butt, & Choi, 2015; Tierney & Farmer, 2011). Nevertheless, Schoen (2015) has reported 

its non-significant impact on creative performance. Similarly, different strength of correlations 

such as weak correlation (Simmons, Payne, & Pariyothorn, 2014); weak to moderate correlation 

(Karwowski, 2011; Richter, Hirst, Van Knippenberg, & Baer, 2012); and a strong correlation 

(Chuang, Shiu, & Cheng, 2010) has been reported between the two constructs. Interestingly, 

Graham (2011) reported a negative correlation between CSE and creative performance. 

Furthermore, Haase et al. (2018) also revealed in the same meta-analysis that since a diverse range 

of (either no, weak, moderate, or high) correlations have been reported between CSE and creative 

performance, they urged to examine the effect of CSE on creative performance. 

Intrinsic motivation (IM) provides a mediating mechanism through which various personal and 

contextual factors have indirect effect on creative performance (Shalley, 2021). It implies that IM 

has a very strong relationship with creative performance and without this component, no 

“recognizable level of creativity is to be produced” (Amabile, 1983b, p. 367). The significant 

positive effect of IM on creative performance has been well documented in the creativity literature 

(e.g. Amabile et al., 1994; Amabile & Mueller, 2008; Shalley et al., 2004; Carmeli et al., 2010; 

Gu et al., 2017; Hannam & Narayan, 2015; Hur et al., 2016; Liu et al., 2016; Malik, et al., 2015; 

Muñoz-Pascual, & Galende, 2017; Wang, 2016; Meng et al., 2017; Zhang et al., 2015c). 

Furthermore, comprehensive meta-analyses (e.g. Byron, Khazanchi, & Nazarian, 2010; Jesus et 

al., 2013; Liu et al., 2016) have also endorsed that IM serves as a mediator for creative 

performance. Besides, Gerhart and Fang (2015), Martin et al. (2016), Wang et al. (2018), and Zhou 

and Hoever (2014) have raised explicit research calls to further examine the mediating role of IM 

between other personal and contextual factors, and creative performance. In short, extensive 

research has already established that IM has a strong relationship with creative performance, 
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however, no single study exists which investigate whether IM also mediate the relationship 

between the three factors (LCEs, CSE, and LMX) and creative performance of academicians in 

the higher education sector of a developing country. 

Past studies have been restricted to analyze teacher’s creative performance in the public sector 

universities (e.g. Ahmad et al., 2015; Muqadas et al., 2016). In particular, the empirical evidence 

of creative performance by doctoral and non-doctoral academicians in the context of private 

business schools is meagre with one exception (i.e. Kim & Choi, 2017). To conclude, the creativity 

literature is yet to reveal any attempt to structurally map out the reciprocal relationship between 

the two contextual factors (i.e. LCEs and LMX), the two personal factors (i.e. CSE and IM) and 

creative performance in a single study in the context of private business schools of a developing 

country including both doctoral and non-doctoral academicians. Therefore, the purpose of this 

quantitative study is twofold: a) to analyze the effect of LCEs, CSE, and LMX on creative 

performance; and b) to investigate whether intrinsic motivation mediates the relationship between 

the three variables (i.e. LCEs, CSE and LMX), and creative performance of full-time private 

business school’s academicians in Pakistan. 

1.2 Research Questions 

Based on statement of the problem and research gaps, the research questions identified for this 

study are as under: 

1. Do leader creativity expectations have an effect on creative performance? 

2. Does creative self-efficacy have an effect on creative performance? 

3. Does leader-member exchange have an effect on creative performance? 

4. Do leader creativity expectations have an effect on intrinsic motivation? 
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5. Does creative self-efficacy have an effect on intrinsic motivation? 

6. Does leader-member exchange have an effect on intrinsic motivation? 

7. Does intrinsic motivation have an effect on creative performance? 

8. Does intrinsic motivation mediate the relationship between leader creativity expectation 

and creative performance? 

9. Does intrinsic motivation mediate the relationship between creative self-efficacy and 

creative performance? 

10. Does intrinsic motivation mediate the relationship between leader-member exchange and 

creative performance? 

1.3 Research Objectives 

Stemming from the aforesaid research questions, the research objectives framed for this study are 

as follows: 

1. To analyze the effect of leader creativity expectations on creative performance. 

2. To analyze the effect of creative self-efficacy on creative performance. 

3. To analyze the effect of leader-member exchange on creative performance. 

4. To analyze the effect of leader creativity expectations on intrinsic motivation. 

5. To analyze the effect of creative self-efficacy on intrinsic motivation. 

6. To analyze the effect of leader-member exchange on intrinsic motivation. 

7. To analyze the effect of intrinsic motivation on creative performance. 

8. To analyze the mediating role of intrinsic motivation for the relationship between leader 

creativity expectations and creative performance. 
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9. To analyze the mediating role of intrinsic motivation for the relationship between creative 

self-efficacy and creative performance. 

10. To analyze the mediating role of intrinsic motivation for the relationship between leader-

member exchange and creative performance. 

1.4 Scope of the Study 

Creative performance is an emerging discipline which has been studied in a variety of social 

contexts, however, this study is only limited to analyze the effect of LCEs, CSE and LMX on self-

rated creative performance of full-time academicians of the private business schools in Karachi, 

Pakistan. Moreover, it also focuses on ascertaining the mediating role of intrinsic motivation for 

the said multivariate relationships. The business schools in Pakistan are generally comprised of 

different departments such as economics, commerce, public administrations, and business 

administration. In this study, creative performance of academicians refers to their creativeness in 

teaching as well in its teaching pedagogy. This study attempts to analyze the factors which could 

stimulate individual creative performance in light of Herzberg’s two-factor theory of motivation, 

componential theory of creativity and LMX theory. Therefore, inhibiting factors which serve as 

common impediments to CP such as internal politics, harsh criticism, workplace incivility, 

destructive competition, avoidance of risks, close monitoring, etc.3 as well as the outcomes of 

creative performance are not the focus of this study. Indeed, it only concentrates on the ‘subjective’ 

self-report perception of creative performance, however, the implementation of creative ideas (i.e. 

‘innovation’) shall be considered beyond the scope of this study. Nevertheless, a few references 

to innovation may be made in this thesis for the sole purpose of clarifying the ideas or arguments, 

wherever necessary. 
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1.5 Significance of the Study 

1.5.1 Theoretical Significance 

Creativity is not restricted to genius people only because it can be taught as well as learnt through 

adequate academic and professional trainings (Amabile, 1998; Mumford et al., 1997; Mumford et 

al., 2002) which mainly enable participants in developing their divergent and critical thinking 

skills and abilities. More specifically, literature on CP in the educational context has found that 

both academicians and practitioners are increasingly taking their keen interest in developing better 

pedagogical and instrumental teaching techniques which could replace the conventional teaching 

and learning process and methods.  

The present literature has revealed numerous antecedents of creative performance, however, the 

present study has reported some substantial amount of research gap in creativity literature. For 

instance, inconclusive findings have been revealed with respect to a) LCEs, CSE and LMX of 

relationship in predicting CP; and b) the mediating role of IM between aforementioned three 

variables and CP. In light of extremely low ranking of developing countries such as Pakistan in 

both creative production and global competitiveness4, it necessitates to achieve aforementioned 

research objectives in Pakistan.  

Although, a couple of empirical studies is available which have tested different antecedents of 

teacher’s CP in the public-sector universities and colleges in all of the provinces of Pakistan except 

the second largest province i.e. Sindh. Notably, it was also found that unlike public-sector 

universities, private business schools are taking their keen interest in revitalizing their curriculum, 

pedagogy and educational practices of varied categories. Quite interestingly, some of them have 

completely revisited their vision and mission statements for their overall university and for their 
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business schools, in particular. The main essence is to ensure that their business graduates remain 

competitive and in higher demand in their chosen career as compared to other university graduates. 

Therefore, it is useful to examine both research objectives in the context of HEC-recognized 

private business schools of Sindh province.    

1.5.2 Practical Significance 

In addition to the theoretical significance, the research findings of this quantitative study should 

also reflect practical significance. In fact, learning organizations improvise an enabling culture of 

organizational and individual learning as well as the development of knowledge which further 

improve core competencies of the organizations too. To transform core competencies into 

distinctive competencies, organizational members should coordinate with each other in such a 

manner that novel ideas may be emerged on time. Considering organizational financial and other 

constraints, if creative ideas are effectively and efficiently materialized into action then it may 

contribute in getting competitive advantage over rivals. In a comprehensive meta-analysis for the 

period of 1990-2010, Jesus, Rus, Lens, and Imaginário (2013) concluded the similar relationship 

between IM and CP in employees and students’ samples. Therefore, findings of this study which 

attempts to measure academicians’ creative performance, its antecedents may be applicable in the 

context of a business organization too. 

The significant direct relationship between LMX and creative performance could also suggest 

managers to build high-quality LMX relationship with their followers if they wish them to exhibit 

creative performance regardless of different characteristics of job design (Volmer et al., 2012). In 

addition, as discussed earlier that creativity is considered as the top-most required quality of 

leadership in the 21st century (see Figure 1.1). This study seeks to establish a good empirically-
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tested evidence of the notion which determines the impact four study variables on teacher’s CP. 

Besides a teacher’s role in developing general creativity skills among students, this study will also 

embark on our understanding that how a teacher’s CP in and outside classrooms may reinforce 

students in building their leadership skills through creative thoughts followed by innovative 

anticipation.  

1.6 Definition of Variables 

In order to maintain clarity throughout this thesis, the specific definition of the study variables 

(namely, leader creativity expectations, creative self-efficacy, leader-member exchange, intrinsic 

motivation, and creative performance) are provided in Table 1.2.   

Table 1.1  

Definition of Variables 

Construct Definition 

Leader Creativity 

Expectation 

It refers to the teacher’s perception about his/her management 

expectations/desire in shaping his/her creative efforts. 

Creative Self-Efficacy It refers to an individual perception that he/she “… has the ability to 

produce creative outcomes” (Tierney & Farmer, 2002, p. 1138).  

Leader-Member 

Exchange 

It refers to “the quality of the relationship that emerges between 

leaders and their direct reports, given the unique characteristics of 

each, within complex organizational contexts” (Scandura & Lankau, 

1996, p. 243).  

Intrinsic Motivation It refers to “… doing something because it is inherently interesting or 

enjoyable” (Ryan & Deci, 2000a, p. 55). In other words, it reflects 
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“the extent to which an individual is inner-directed, is interested in or 

fascinated with a task, and engages in the task for the sake of the task 

itself” (Gu, He, & Liu, 2017, p. 727).  

Creative Performance It refers to “… the production of novel and useful ideas by an 

individual or small group of individuals working together” (Amabile, 

1988, p. 126).  

 

1.7 Organization of the Thesis 

This section illuminates a brief review of the structure of this thesis. Chapter one seeks to introduce 

the background to the study, problem statement detailing major theoretical research gaps related 

with creative performance. This chapter also highlights research questions, research objectives, 

theoretical and practical significance and scope of the study. At the end, this chapter provides the 

definition of the five study variables. 

Chapter two begins with a list of the definitions of creativity by different notable authors in 

chronological order since 1950. It describes the concept of creative performance used in this study. 

It then provides the literature review of personal and contextual factors of creative performance. 

It then follows an analysis of the creative performance literature explicitly in the context of 

education. Then it discusses the underpinning and supporting theories used to develop research 

hypotheses. A conceptual framework is presented at the end. 

Chapter three provides a comprehensive detail on the research philosophy and design used for 

getting the answer to the research questions. It also includes the discussion of unit of analysis, 

target population, sampling frame, sampling design and sample size estimation. It follows the 



22 
 

operational definition and measurement of study variables. In addition, pre-testing the 

questionnaire, data collection procedure, and data analysis techniques are discussed at the end. In 

short, this chapter finalizes a valid and reliable research instrument to be used for the main study.  

Chapter four begins with the preliminary data analysis for the assessment of missing values, 

univariate and multivariate outliers, univariate and multivariate normality, non-response and 

common method variance biases. The preliminary analyses then follow the demographic profile 

of the respondents and a brief description of the comparison between covariance and variance-

based SEM approaches. Then a variance-based measurement model is created which ensures 

acceptable internal consistency reliability and construct’s validity. Finally, both direct and indirect 

hypotheses are examined using nonparametric bootstrapping procedure. Notably, this chapter 

specifically include two newly-introduced analyses in PLS-SEM i.e. CTA-PLS and PLSpredict 

for the statistical assessment of reflective indicators and predictive validity respectively. 

Chapter five is the last chapter of this thesis that starts with the recapitulation of the study and final 

model of the study. It then provides a detailed discussion about the findings of each of the ten 

research hypotheses. It then follows contributions to academic literature and then practical 

implications. It then discusses the limitations of this study as well as the directions for future 

studies. The study is concluded at the end of this chapter. 

A list of references adhering to American Psychological Association (APA) version 6.0 format is 

provided in alphabetical order. The appendix section includes a) the research instrument; b) an 

overview of the position of Pakistan out of 24 economies in CPI (2014); c) a list of the full-time 

teaching staff in all private business schools of Karachi; d) the calculation of inter-rater reliability 

using Fleiss Kappa statistics; e) formulae, and finally, the endnotes.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

The structure of this chapter is as follows. Firstly, it begins with a list of the definitions of creativity 

by different notable authors in chronological order since 1950. It describes the concept of creative 

performance used in this study. It then provides the literature review of personal and contextual 

factors of creative performance. It then follows an analysis of the creative performance literature 

explicitly in the context of education. Then it discusses the underpinning and supporting theories 

used to develop research hypotheses. A conceptual framework is presented at the end. 

2.1 Defining Creativity 

Creativity has been recognized as “a precious asset” (Said-Metwaly, Van den Noortgate, & Kyndt, 

2017, p. 238) to achieve a sustainable growth by solving individual, team, and organizational 

(Barbot, Besançon, & Lubart, 2015) as well as societal problems (Zeng, Proctor, & Salvendy, 

2011). The word ‘creativity’ has been visualized and interpreted in a variety of ways by numerous 

theorists. For instance, a creative idea must need a social endorsement to be termed as ‘creative’ 

(Csikszentmihalyi, 1996) because “audience” is an integral part of creativity (Goleman, Kaufman, 

& Ray, 1992). In other words, “it must be approved, accepted, valued, considered appropriate or 

‘good’” (Kasof, 1995, p. 452) or it will be considered enough if an individual has the plan to feel 

that it is ‘creative’ (Csikszentmihalyi, 1996).  

The word ‘creativity’ has been defined in various different forms e.g. Morgan (1953) and Rhodes 

(1961) compiled a list of 25 and 40 different interpretations of creativity respectively. Similarly, 
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Aldrich and then Treffinger (as cited in Shaheen, 2010) prepared a dictionary of 1,400 definitions 

of creativity. As the body of literature on creativity is growing continuously, its different 

interpretations are quite possible because people tend to infer the meaning of the word ‘creativity’ 

according to their cognitive thoughts while justifying their arguments to convince others; and due 

to this mental twists, they come up with various different interpretations of creativity without 

realizing that their interpretation is diverging from other prevailing definitions of creativity (Perry, 

1987). Although, the literature on creativity has come up with numerous definitions of creativity, 

some of them that have been extensively used in the literature are tabulated in a chronological 

order in Table 2.1.    

Table 2.1 

Definitions of Creativity 

Author(s) Definition of Creativity 

Guilford (1950) “The creative person has novel ideas. The degree of novelty of which 

the person is capable, or which he habitually exhibits… can be tested 

in terms of the frequency of uncommon, yet acceptable, responses to 

items” (p. 452). 

Stein (1953) “The creative work is a novel work that is accepted as tenable or useful 

or satisfying by a group in some point in time… By “novel” I mean 

that the creative product did not exist previously in precisely the same 

form… The extent to which a work is novel depends on the extent to 

which it deviates from the traditional or the status quo. This may well 

depend on the nature of the problem that is attacked, the fund of 

knowledge or experience that exists in the field at the time, and the 
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characteristics of the creative individual and those of the individuals 

with whom he is communicating” (p. 311). 

Barron (1955) “… if a response is to be called original is that it must be to some extent 

adaptive to reality” (p. 479). 

Amabile (1988) “The production of novel and useful ideas by an individual or small 

group of individuals working together” (p. 126). 

Findlay and Lumsden, 

(1988) 

“Constellation of personality and intellectual traits shown by 

individuals” (p. 9). 

Ochse (1990) “Creativity involves bringing something into being that is Original 

(new, unusual, novel, unexpected) and also Valuable (useful, good, 

adaptive, appropriate)” (p. 2). 

Anderson (1992) “Creativity is nothing more than going beyond the current boundaries, 

whether those are boundaries of technology, knowledge, social norms 

or beliefs” (p. 41) 

Woodman, Sawyer, 

and Griffin (1993) 

“… the creation of a valuable, useful new product, service, idea, 

procedure, or process by individuals working together in a complex 

social system” (p. 293). 

Feist (1998) “Creative thought or behaviour must be both novel-original and useful-

adaptive” (p. 290). 

Simonton (1999) “… creativity must entail the following two separate components. First 

a creative idea or product must be original… However, to provide a 

meaningful criterion, originality must be defined with respect to a 

particular sociocultural group. What may be original with respect to 
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one culture may be old news to the members of some other culture… 

Second, 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” (pp. 5-6). 

Sternberg and Lubart 

(1999) 

“Creativity is the ability to produce work that is both novel (i.e., 

original, unexpected) and appropriate (i.e., useful, adaptive concerning 

task constraints)” (p. 3). 

Mumford (2003) “Over the course of the last decade, however, we seem to have reached 

a general agreement that creativity involves the production of novel, 

useful products” (p. 110). 

Plucker, Beghetto, 

and Dow (2004) 

“Creativity is the interaction among aptitude, process, and 

environment by which an individual or group produces a perceptible 

product that is both novel and useful as defined within a social context” 

(p. 90). 

Ma (2009) “… the ability to reorganize the available knowledge, information, 

cues, facts and/or skills in a person’s reservoir to generate new ideas 

or useful solutions” (p. 39). 

 

Table 2.1 suggests that early theorists such as Stein (1953) conceptualized the measurement of CP 

in two different ways: a) the objective way and b) the subjective way of measuring CP. There are 

substantial number of empirical studies that have conceptualized their research framework based 

on each type of measurement. The objective way of measuring CP includes total number of patents 

registered by an individual in a given year, total number of research papers or technical reports 
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published by a faculty member etc. In contrast, the subjective way of measuring CP specifically 

describes an individual’s perception about his/her own (i.e. self-reported) or other’s ability (i.e. 

supervisor-rated) to exhibit creativity in a workplace. In fact, the utilization of either objective or 

subjective measurement depends on the target population it is applied in. For instance, objective 

measurement will make more sense in the work settings where employees are generally involved 

in research and development activities such as advertising agencies, engineering design firms etc., 

whereas it will make perhaps no sense in the work settings where employees are bound to follow 

standard operating procedures (SOPs) such as a cashier in a commercial bank or a nursing staff 

deployed in an intensive care unit (ICU) of a hospital. In short, both types of measurement of CP 

have its own specific applicability to tap creative performance.            

 Despite multiple conceptualizations of creativity in the literature, its nomenclature has not yet 

satisfied the need of theorists and practitioners (Perry, 1987). Surprisingly, a few authors (e.g. 

Ludwig, 1995) believe that the attribution of creativity is less likely to be related with originality 

or actual creativity. Hence, measuring CP is still considered as a complex phenomenon as there is 

no commonly-accepted conceptualization of CP (Laguía, Moriano, & Gorgievski, 2019). 

Therefore, the following section firstly explains the concept of CP used in the present study. 

2.2 Concept of Creative Performance 

Employee creativity and creative performance are the two closely-related concepts, however, both 

of these terminologies may not be used interchangeably because employee creativity is the process 

of generating novel and useful ideas (Amabile, 1983b), whereas creative performance is the human 

behavior that serves as the outcome of this process (Csikszentmihalyi, 1996, Drazin, Glynn, & 

Kazanjian, 1999; Ford, 1996; Woodman et al., 1993). One of the authorities of creativity discipline 
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argued that “creativity is best conceptualized not as a personality trait or a general ability, but as 

a behavior resulting from particular constellations of personal characteristics, cognitive abilities, 

and social environments” (Amabile, 1983b, p. 358). Therefore, the present study conceptualizes 

creative performance as an important human work behavior (Amabile, 1983b; Gerhart & Fang, 

2015; Mainemelis, 2001; Mumford, 2000; Perry-Smith, 2006). 

Creative performance (CP) denotes a human behavior that is characterized by three main 

considerations: knowledge, creative process and above all, the working style of the individual 

(Mumford, 2000) in which the last consideration tends to substantially shape up an individual’s 

behavior for CP. This is their creative work behavior which is largely due to their zeal towards 

learning, adaptability and flexibility to openness, strong orientation towards achievement, self-

concept and self-confidence, tendency to tolerate ambiguities, etc. Therefore, Root-Bernstein, 

Berstein, and Garnier (1995) and Sheldon (1995) further elaborated that CP is a human behavior 

which requires an individual to develop skills for integrating variety of ill-structured and 

ambiguous activities with his/her personal intrinsic motivation. Moreover, CP is substantially 

influenced by a series of events which take place during the lifespan of an individual (Feldman, 

1999; Howe, 1999). It clearly suggests that “creative learning is a lifelong process which tends to 

be complex and far from linear” (Rink, Guant, & Williamon, 2017, p. 27). Employees perform 

creativity when they perceive that their job requires them to generate creative ideas (Unsworth & 

Clegg, 2010). Therefore, social and occupational factors make the idea of CP a more complex 

human work behavior in its own right (Lerner & Tubman, 1989).  

The domain of CP is relatively an emerging discipline which started to pull in the consideration 

of researchers and industry experts in late 1980s (Zhou & Shalley, 2015). In the very beginning 

of this new discipline, as Zhou and Shalley (2015) mentioned that Professor Dr. Teresa M. 
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Amabile of Harvard Business School (USA) was perhaps among the first who introduced the 

‘social psychology of creativity’ in her seminal work (Amabile, 1983a). Indeed, Prof. Amabile 

coined the componential theory of creativity (henceforth, ‘CTC’) in 1983 (Amabile, 1983b) which 

comprised of social and psychological factors with a strong belief that these two categories of 

attributes could certainly help employees improve their CP. Indeed, CTC was established on the 

two broad categories of variables i.e. individual factors (e.g. domain-specific knowledge, 

creativity skills, and intrinsic motivation) and the specific environment in which the employee is 

working. In short, the employee CP may be observed when expertise, creative- thinking skills and 

intrinsic motivation are combined altogether (Amabile, 1983a). 

The CP is closely related with double-loop learning (Argyris, 1977) in which managers learn how 

to detect and troubleshoot errors. If this learning process is widely practiced across an organization 

then it forms a learning organization (Senge, 2006) where “employees excel at creating, acquiring, 

and transferring knowledge” (Garvin et al., 2008, p. 110). According to this definition, knowledge 

creation is the very first step in developing a learning organization which requires a conducive 

atmosphere so that employees could generate different and cost-efficient creative ideas by using 

their creative-thinking skills and expertise. 

In addition, CP has various organizational outcomes e.g. it has been one of the indispensable 

building blocks of organizational performance. It mainly requires both intrinsic and extrinsic 

motivation for CP among employees. Employee motivation for CP has various predictors such as 

leadership styles and their expectations, creative self-efficacy (CSE), working conditions, control 

mechanisms, career and work/life satisfaction, constructive feedback from supervisors, etc. As 

discussed earlier, learning organizations improvise an enabling culture of organizational and 

individual learning as well as the development of knowledge which further improve core 
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competencies of the organizations too. Organizational members coordinate with each other to 

transform core competencies into distinctive competencies in such a manner that creative ideas 

may be emerged on time. Considering the organizational financial and other resource constraints, 

CP can substantially contribute in getting a competitive advantage over rivals if creative ideas are 

effectively and efficiently materialized into action on time. In short, CP is conceptualized as a 

human work behavior which is directly and indirectly connected with various individual and 

organizational predictors and outcomes (Csikszentmihalyi, 2014). 

2.3 Predictors of Creative Performance 

The word ‘performance’ is described as “...a method of discovery that is grounded in embodied 

participation in an event or context, an event to be analyzed, and a way to understand and generate 

knowledge about the workings of cultures and positionings” (Jones, 2018, p. 7). The CP is a sub-

discipline of Organizational Behavior and Human Resource Management, and its research 

encompasses a short history where the empirical research in this discipline has catapulted in the 

past decade (Zhou & Shalley, 2015). More precisely, the research on CP started in late 1980s when 

Amabile (1983a) presented the social psychology of creativity. Later on, Amabile (1988) 

developed an empirically-tested componential framework to endorse her CTC by integrating both 

personal and environmental factors. Since then, authors have paid ‘focused’ attention in 

investigating different aspects of employee CP. In essence, CP is composed of personal and 

contextual factors (Shalley et al., 2004).    

Personal factors include domain- or industry-specific acumen and competencies in addition to 

creativity-related skills. Some of these studies include Amabile (1996); George and Zhou (2001 

& 2002); Oldham and Cummings (1996); Perry-Smith and Shalley (2003); Shalley (1991); Shalley 



31 
 

and Perry-Smith (2001); Tierney and Farmer (2002); Zhou and Oldham (2001); Zhou and George 

(2001) etc. In contrast, contextual factors establish a conducive working environment that helps 

an individual perform creatively in his job using his personal factors (Amabile, 1983 a & b; Shalley 

et al. 2009). These factors include leadership behavior, organizational support, culture, peer 

support, or monetary rewards, leadership styles and their expectations, working conditions, control 

mechanisms, career and work/life satisfaction, constructive feedback from supervisors etc.  

2.4 Personal Factors of Creative Performance 

The following section separately presents a literature review of creative self-efficacy and intrinsic 

motivation as the two personal factors of creative performance.  

2.4.1 Creative Self-Efficacy and Creative Performance 

General self-efficacy is defined as “…beliefs in one's capabilities to organize and execute the 

courses of action required to produce desired results” (Bandura, as cited in Carmeli & 

Schaubroeck, 2007, p. 39). In other words, it refers to “beliefs or judgments that people have about 

their own ability to perform well in a variety of tasks or situations” (McGeown et al., 2014, p. 

279). Although, it is characterized by “…the belief in one’s ability to change or confidence to 

change” (Kuerbis, Armeli, Muench, & Morgenstern, 2013, p. 935), it does not represent the 

number of skills a person possesses. Rather, it merely represents a self-perception of an individual 

regarding what he/she can do in a variety of social settings and crisis situations. Individuals tend 

to gain more expertise even in difficult tasks in which they have more assurance in their prowess 

(Bandura, 1994). In other words, they make continuous attempts to master those skills in which 

they have relatively higher self-efficacy. 
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Notably, Bandura (1977) bifurcated ‘expectations’ into self-efficacy expectation and outcome 

expectations (Tagkaloglou & Kasser, 2018). Self-efficacy refers to an expectation or self-belief 

which represents “…the conviction that one can successfully execute the behavior required to 

produce the outcomes” (Bandura 1977, p. 193). However, an outcome expectation denotes “…a 

person’s estimate that a given behavior will lead to certain outcomes” (Bandura 1977, p. 193). He 

added that an individual may start to believe that his/her certain action would lead to some defined 

consequences, however, this believe may also be encapsulated with a sort of doubt whether the 

person could pursue the task successfully. Therefore, the person may anticipate the consequences 

without being involved in the action. 

Creative self-efficacy (CSE) specifically refers to the self-belief of an individual in generating 

creative results (Bandura, 1997; Tierney & Farmer, 2002). In particular, CSE is a newly-defined 

construct which has been studied for predicting individual CP (Shalley et al., 2004; Tierney & 

Farmer, 2004) across various social settings such as operations, education, manufacturing, R&D, 

and insurance (e.g. Beghetto, 2006; Carmeli & Schaubroeck, 2007; Gong, Huang, & Farh, 2009; 

Jaussi, Randel, & Dionne, 2007; Shin & Zhou, 2007; Tierney & Farmer, 2002, 2004). The present 

literature has suggested that CSE is a strong predictor of individual CP (Adil et al., 2018; Khattak 

et al., 2017; Malik et al., 2015) because it has the potential to mitigate the negative effects of the 

obstacles which may hinder an individual for CP (Tierney & Farmer, 2011).  

Investigating the relationship between CSE and CP has been an increasing trend since the last 

decade (Haase et al., 2018). Previous authors such as Ford (1996) identified CSE as a sense-

making approach due to which employees interpret the actual essence of environmental 

indications for the overall creative process (Drazin et al., 1999). In short, CSE differs from the 

general self-efficacy (Chen, Gully, & Eden, 2001) in the sense that CSE mainly targets CP 
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(Tierney & Farmer, 2004, 2011) that reflects an individual’s strong belief in a number of 

achievement situations (Eden & Kinnar, 1991).  

An individual may increase his/her CSE with the help of any one of the following four ways: a) 

social modeling; b) mastery; c) social persuasion; and d) physical and emotional state (Bandura, 

1986). In ‘mastery’ people strive to achieve goals and overcome failures; and this is an important 

part of increasing CSE. Moreover, in ‘social persuasion’, when people are persuaded by others 

that they can succeed; this positively impacts on their CSE. Finally, the physical and emotional 

state of the individual help them accurately analyze their own abilities to be successful in CP 

(Bandura, 1991). Moreover, individuals can quit trying out difficult things because they anticipate 

that their conduct should have no impact on a lethargic domain or to be reliably rebuffed (Bandura, 

1977; Csikszentmihalyi, 2014). Thus, CSE is one of the essential factors in intrinsically motivating 

an individual for CP because it reflects an individual’s self-regulation mechanism which has a 

positive effect on his/her thoughts, emotions, motivation and actions (such as CP). 

CSE as an important psychological process through which an individual can exhibit CP. It 

provides an enriched understanding of the psychological mechanism to individuals who intend to 

engage in CP (Choi, 2004). Besides, managers should not only urge their subordinates for 

developing creativity-related skills but also provide them with space and different opportunities 

to apply these developed skills in their respective work settings (Gong et al., 2009). A strong CSE 

belief in oneself is an essential and integral component of human motivation for CP (Ford, 1996; 

Redmond, Mumford, & Teach, 1993). People with higher level of CSE beliefs enjoy their 

creativity-related tasks and maintain consistency in performing creativity (Tierney & Farmer, 

2004). Consequently, their leader finds them more involved in the creative process (Drazin et al., 

1999) which makes more sense to the subordinates (Ford, 1996). It is because the employees with 
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higher degree of CSE tend to take relatively more risks in generating creative ideas by combining 

disparate perspectives to figure out a particular problem (Drazin et al., 1999; Shin, Kim, Lee, & 

Bian, 2012). Moreover, they exert more energy to utilize their cognitive thought process, analytical 

prowess, and domain-specific knowledge. Similarly, a leader’s CSE can also have a significant 

effect on his/her follower’s CP because CSE of the leader creates a climate for creativity in the 

organization which in turn, enables and reinforces the follower to improve their divergent thinking 

skills for CP (Huang, Krasikova, & Liu, 2016). In short, it provides individuals with a momentum 

in which their strong CSE beliefs generally improve their perseverance and self-coping endeavors 

used to demonstrate while dealing with challenging tasks and creative assignments (Bandura, 

1977).  

Undoubtedly, strengthening CSE of an employee at individual level is a “suboptimal strategy to 

boost creativity” (Richter et al., 2012, p. 1288), however, it is a time-consuming and an effort-

intensive activity with higher rate of failures (Amabile, 1988). Therefore, it is utmost important 

for those who intend to exhibit creativity that they ought to possess some intrinsic and sustainable 

driving force for them such that they persevere to confront with built-in challenges of creative 

tasks (Amabile, 1983b; Bandura, 1997). Conversely, employees tend to resist in engaging 

themselves for CP when they perceive that their attempts will turn out to be unsuccessful (Ford, 

1996) resulting in underscoring their motivational relevance of CSE. An elevated level of CSE 

leads employees to consolidate and embark on various cognitive abilities and behaviors such as 

divergent thinking, directing a wide pursuit, and connecting thoughts from several realms 

(Amabile & Pratt, 2016; Csikszentmihalyi, 2014; McCrae, 1987; Perry-Smith & Shalley, 2003; 

Runco & Acar, 2012; Runco, Dow, & Smith, 2006; Shalley et al., 2004). As a result, due to the 

cognitive abilities if remain persistent over time, CSE directly links to CP (Amabile, 1988). 
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Therefore, highly-influential management theorists (e.g. Bandura & Locke, 2003) have opined 

that CSE is not a self-debilitating (or self-weakening) force; rather, it is a positive driving force 

for CP.       

Authors have found a significant effect of CSE on CP while applying cognitive tuning model 

(Schwarz, 1990). It has been argued that when an employee holds both positive and negative 

emotions at the same time (called, ‘emotional ambivalence’), the individual tends to become more 

sensitive towards CP; therefore, the effect of CSE on CP may vary with different combination of 

positive and negative emotions (Thundiyil, Chiaburu, Li, & Wagner, 2016).    

The direct relationship between CSE and CP has been well documented in past studies (Mathisen, 

2011). For instance, the relationship has been found significant in a variety of social contexts e.g. 

across all hierarchical levels of the manufacturing division of a large consumer products company 

and among white-collar employees from the operations department of a high-tech company 

(Tierney & Farmer, 2002); R&D employees of a chemical company (Tierney & Farmer, 2004 & 

2011); business students undertaking the basic course of organizational behavior (Choi, 2004); 

Israeli service organizations (Carmeli & Schaubroeck, 2007); in a nested data of insurance agents 

performing sales and marketing functions in Taiwan (Gong et al., 2009); in commercial banks of 

Pakistan (Ghafoor et al., 2011); among 395 dyadic sample from the hospitality and tourism 

industries in Taiwan (Wang et al., 2014); amid 41% service and 59% manufacturing companies 

(Malik, Butt, & Choi, 2015); R&D employees from marketing research firms, IT, and chemical 

engineering companies in Beijing, China (Wang et al., 2018); computer-aided design (CAD) 

engineers and production managers in South Indian automotive manufacturing companies 

(Chaubey et al., 2019); ICT company (Li, Chen, & Lai, 2018); advertising agencies of Pakistan 

(Adil et al., 2018); 400 commercial bank managers in Pakistan (Khattak et al., 2017); a dyadic 
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sample from eight Chinese firms (Cai, Lysova, Khapova, & Bossink, 2019); and in a dyadic 

sample of three Chinese high-tech companies (Han & Bai, 2020). Besides, Mehmood (2016) found 

that CSE did not show any moderating effect; rather it revealed a significant direct and positive 

effect on CP in the three famous public-sector universities of Punjab, Pakistan. Furthermore, a 

meta-analysis of 41 empirical studies also concluded that CSE is a very strong predictor of CP 

(Haase et al., 2018). All of these studies endorse the CSE model of Gist and Mitchell (1992) to 

argue that it is an important predictor of CP because employees tend to self-appraise their own 

capability when they are required to creatively perform a certain task. 

Although, there are a few studies that have reported a significant effect of CSE on CP, their 

findings may be concluded ‘erroneous’ due to the presence of Type –I error in their studies. For 

instance, instead of applying a SEM technique, Ghafoor et al. (2011) and later on, Khattak et al. 

(2017) applied two separate regression analyses to test one research framework which indeed, tend 

to increase Type –I error rate (Sherry & Henson, 2005). Since there was no discussion on how 

they controlled this error, the findings of their study may be potentially invalidated perhaps 

erroneous because there was no mechanism to conclude which hypothesis portrayed true 

relationship between the study variables (Sherry & Henson, 2005). Moreover, the sample was 

drawn from both public and private banks, a multi-group analysis could have been performed to 

further analyze the differential effect in between the two types of banks. More importantly, since 

most of the tasks in a bank are largely based on standard operating procedures (SOPs), creativity 

and innovation are hardly observed mainly at operational level jobs. In light of this fact, drawing 

a sample of operational staff from the banking sector for measuring CP may be highly questioned 

in both studies. Another major limitation was that Ghafoor et al. (2011) neither highlighted the 

sources of questionnaire items nor the descriptive information of the sample drawn.  
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Past studies have urged to further examine the effect of CSE on CP in other contexts too. For 

instance, despite using a longitudinal data with two time periods, Tierney and Farmer (2011) 

mentioned that the findings may not be generalized to other social contexts such as Asian 

developing countries. Although, the findings of Huang et al. (2016) contribute in better 

understanding of leader’s characteristics on follower’s CP, this study revealed some limitations 

too. They formulated the idea that leader’s CSE has an indirect but positive effect on follower’s 

CP. There might be other mediating variables too e.g. leader’s CSE tends to formulate a conducive 

climate for CP which in turn, may stimulate follower to pragmatically engage in a creative process 

and later on it may result in his/her CP (Gong, Kim, Zhu, & Lee, 2013; Hunter, Bedell, & 

Mumford, 2007). Besides, this study did not take any contextual factors into account e.g. the type 

of organizational structure. Leader’s CSE tends to exert a weaker effect on the follower’s CP in 

case of a bureaucratic organizational structure (Cummings, 1965). Furthermore, there could be a 

potential presence of common method variance (CMV) bias because both leader’s CSE and 

follower’s CP were reported by their respective immediate supervisors. Similarly, in Tierney and 

Farmer (2002), CSE accounted for only one percent of the total variance in explaining CP within 

the manufacturing sample, whereas within the operations sample, CSE accounted for relatively a 

good variance in the white-collar employees than the blue-collar employees. Therefore, they 

suggested that in addition to CSE, other contextual factors should be included in measuring CP. 

Gong et al. (2009) raised a research call to investigate whether the same relationship is found in a 

sample of well-educated respondents such as academicians. Besides, they also suggested that CSE 

should be included as a predominant variable for predicting CP in future studies to maintain 

parsimony. 
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Empirical inconsistencies do exist between CSE and CP in terms of statistical significance and 

strength of their bivariate correlations (Richter et al., 2012). For instance, CSE has shown a 

significant direct effect on CP (Karim & Sarfraz, 2016; Khattak et al., 2017; Liao et al., 2010; Liu 

et al., 2016; Malik et al., 2015; Tierney & Farmer, 2011). Nevertheless, Schoen (2015) has 

reported its non-significant effect on CP in a sample of 193 business school students of a large 

university of the United States. Similarly, different strength of correlations such as weak 

correlation (Simmons et al., 2014); weak to moderate correlation (Karwowski, 2011; Richter et 

al., 2012); and a strong correlation (Chuang et al., 2010) have been reported between CSE and CP. 

Interestingly, a few studies (e.g. Graham, 2011; Vancouver et al., 2001; Vancouver et al., 2002; 

Yeo & Neal, 2006) reported a negative correlation between CSE and CP. Furthermore, since a 

diverse range of (either no, weak, moderate, or high) correlations have been reported between CSE 

and CP, Haase et al. (2018) urged further empirical examination. Therefore, the theoretical gap, 

the aforementioned inconclusive empirical findings followed by a few research calls warrant 

further investigation of the effect of CSE on CP.   

2.4.2 Motivation and Creative Performance 

The term ‘motivation’ is generally referred to as a desire, need, reason, commitment, or readiness 

to a specific change (DiClemente, Schlundt, & Gemmell, 2004). In other words, it is “…anything 

that provides direction, intensity, and persistence to behavior” (Hughes, Ginnett, & Curphy, 2019, 

p. 338). It is one of the major challenges for a leader to direct the motivation and curiosity of their 

creative people towards the problem at hand therefore, it is a critical task for leaders to explore 

different ways to motivate their employees for CP (Mumford et al., 2002; Nisula & Kianto, 2018; 

Santhamani, 1983).  
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An employee motivation is classified into intrinsic and extrinsic motivation (Armstrong, 2009). 

Intrinsic motivation (IM) is defined as “any motivation that arises from the individual’s positive 

reaction to qualities of the task itself; this reaction can be experienced as interest, involvement, 

curiosity, satisfaction, or positive challenge” (Amabile, 1996, p. 115). Instead of being created by 

external incentives, IM can arise from the self-created factors that directly affect human’s 

behaviour. IM is generally developed when an employee finds his/her job interesting, important, 

and challenging which provides him/her ample opportunities to excel in their career with 

reasonable amount of empowerment and skills development (Armstrong, 2009). In contrast, 

extrinsic motivation refers to the “…aspects that have little to do with the job tasks or content of 

the work itself, such as pay, working conditions and co-workers” (Buitendach & De Witte, 2005, 

p. 28). In its simplest connotation, extrinsic motivation takes place “when things are done to or for 

people to motivate them. These include rewards, such as incentives, increased pay, praise, or 

promotion; and punishments, such as disciplinary action, withholding pay, or criticism” 

(Armstrong, 2009, p. 318). 

Human motivation is theoretically conceptualized in terms of process and content models 

(Campbell, Dunnette, Lawler, & Weick, 1970). Process models include motivation theories that 

articulate the underpinning theoretical background of a particular human behavior produced due 

to the arousal of certain organism, whereas content models of human motivation largely 

concentrate on conceptualizing human needs (Hsu, Cai, & Li, 2010). In particular, process models 

are more favorable because various studies have reported their better consistent predictive power 

than content models (Mayes, 1978). Indeed, process models (such as the process of employee 

creativity) tend to answer a key fundamental question i.e. the final choice of an individual. Though, 

many motivational studies have argued that this process largely revolves around the notion what 
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Heckhausen (1989) termed as “situation-person interactions”. In fact, an individual makes a 

rational decision based on the choices and action alternatives available to him/her (Crompton, 

1979; Gnoth, 1997). In other words, a specific situation triggers a person to act accordingly when 

he perceives the expected benefits as a result of his actions on time. In short, this is the 

‘expectancy’ which stimulates the individual for a given situation. This expectancy is based a 

cognitive process which actually increases the urge for an action among individuals (Heckhausen, 

1989). Hence, it may also be concluded that motivational process tends to serve as a prerequisite 

stage to a certain course of action (Hsu et al., 2010).  

The relationship between extrinsic and IM has been documented in the past in light of the cognitive 

evaluation theory (Deci & Ryan, 1980), henceforth, ‘CET’, which holds that “…individuals will 

experience high levels of IM toward a task when they feel competent and self-determining on a 

given task” (Zhou & Shalley, 2015, p. 168). This theory further argues that “events that decrease 

perceived self-determination (i.e., that lead to a more external perceived locus of causality) will 

undermine intrinsic motivation…” (Deci, Koestner, & Ryan, 2001, p. 3)5. In other words, extrinsic 

(or material) rewards such as money emasculate the IM of an individual (Deci et al., 2001; Mehta, 

Dahl, & Zhu, 2017). Although, classical studies in the past have endorsed the long-standing 

behavioral argument that systematic rewards enhance employee performance (Pryor, Haag, & 

O’Reilly, 1969; Skinner, 1953; Torrance, 1970; Winston & Baker, 1985), a vast majority of 

researchers particularly in creativity discipline have advocated that extrinsic rewards tend to 

reduce CP (Amabile, 1985; Malik et al., 2015; Sagiv, Arieli, Goldenberg, & Goldschmidt, 2010) 

or undermine CP (Amabile, 1983a; Gneezy & Rustichini, 2000; Ryan & Deci, 2000b).  

Creativity-related contextual factors (such as extrinsic motivators) affect IM and in turn, the CP 

(Zhou & Shalley, 2015) because, as CET states that all contextual factors have two predominant 
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functions: a) informational (e.g. constructive feedback); and b) controlling function (e.g. 

occupational constraints, workload, deadlines). According to the theory of motivational synergy 

(Amabile, 1993), both informational and controlling are the two types of extrinsic motivation 

(Deci & Ryan, 1985) that actually determine the positive or negative effects of extrinsic rewards 

on IM. For example, if ‘informational’ aspect is prominent then employees feel that their 

management does not merely encourage their efforts of taking initiatives, but also extends its 

available resources to support their actions. Consequently, employees perceive that they are not 

expected to work in certain ways under strict control mechanisms thus, they are more intrinsically 

motivated for CP. On the contrary, in case where the ‘controlling’ function seems more prevalent, 

an individual establishes a profound belief that his/her efforts, feelings, thought-patterns, and 

actions are tightly under control by the competent authorities and they expect their employees to 

perform specific tasks in certain prescribed ways. As a result, instead of mastering their own 

actions, employees tend to perceive that they are captivated by the strict in-flexible external forces 

causing in diminishing the level of IM. Therefore, employees tend to exhibit relatively lower level 

of CP. In short, ‘informational’ aspect of contextual factors tends to increase tendency to achieve 

better CP, whereas the ‘controlling’ aspect gives less room for employees to think creatively.  

In fact, prior extensive literature has suggested that extrinsic rewards actually emasculate the IM 

of an individual (Amabile, Hennessey, & Grossman, 1986; Deci, Koestner, & Ryan, 1999). 

Amabile (1983b, p. 366) and Amabile (1996, p. 15) stated that “a primarily intrinsic motivation to 

engage in an activity will enhance creativity, and a primarily extrinsic motivation will undermine 

it”. In other words, IM is “conducive” to CP (Amabile et al. 1986), whereas extrinsic motivation 

plays a “detrimental” role towards employee creativity (Amabile, 1983a & 1983b; Amabile et al., 

1986; Amabile, Goldfarb, & Brackfleld, 1990). Similarly, Forgeard and Mecklenburg (2013) also 
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stated that IM is the main motivating force for CP. They further added that “…intrinsic motivation 

enhances creativity, and extrinsic motivation can harm creativity insofar as it decreases intrinsic 

motivation” (p. 255). Like Hunter, Cushenbery, and Friedrich (2012), Pfeffer (1998) in an HBR 

article has also maintained that “extrinsic rewards diminish intrinsic motivation” and “large 

extrinsic rewards can actually decrease performance in tasks that require creativity and 

innovation” (p. 116). 

In short, extrinsic motivation reduces an individual’s IM which in turn, may tend to further reduce 

work-related outcomes such as CP. Besides, prior research has viewed IM as the fundamental 

component for CP (e.g. Amabile, 1983a; Amabile, 1996; Csikszentmihalyi, 1996; Hennessey & 

Amabile, 2010; Koestner et al., 1984; Runco, 2007; Shalley et al., 2004; Sternberg, 2006; 

Stuhlfaut, 2010). Therefore, the present study used only ‘intrinsic’ motivation to predict the CP of 

academicians. 

2.4.2.1 Intrinsic Motivation (IM) and Creative Performance 

In general, the intrinsic motivation of an employee is the most common variable of motivation for 

his/her job (Amabile, 1985; Martin et al., 2016). It denotes “…any motivation that arises from the 

individual’s positive reaction to qualities of the task itself; this reaction can be experienced as 

interest, involvement, curiosity, satisfaction, or positive challenge” (Amabile, 1996, p. 115). In 

other words, “Intrinsically motivated activities are ones for which there is no apparent reward 

except the activity itself” (Deci, 1975, p. 23). According to self-determination theory (SDT- Deci 

& Ryan, 1985, Ryan & Deci, 2000b), IM refers to “… doing something because it is inherently 

interesting or enjoyable” (Ryan & Deci, 2000a, p. 55) or “… the doing of an activity for its inherent 

satisfactions rather than for some separable consequence” (p. 56).  
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Intrinsic Motivation has been recognized as one of the most important factors for creative 

performance (Amabile, 1985). Componential theory of creativity (CTC) holds that it is an 

autonomous or a self-determined behavior (Deci & Ryan, 1987) that is the most essential 

component for stimulating CP (Amabile, 1983a; Amabile, 1998; Steele, McIntosh, & Higgs, 

2017). It is further argued that the management of an organization may observe the highest level 

of creative performance from their employees when they: a) are intrinsically motivated; b) hold 

high domain expertise; c) possess high skills in creative thinking; and d) work in a conducive work 

environment which supports creativity (Amabile, 2012). In essence, IM has a very strong direct 

relationship with CP such that an employee cannot perform creativity unless he/she is intrinsically 

motivated (Amabile, 1983b; Zhou & Shalley, 2010).  

Past studies have raised an interesting debate on the intriguing relationship between intrinsic 

motivation and an individual’s ability for CP. More precisely, in the short term, factors that drive 

human motivation and their ability for CP are the two interrelated concepts, nevertheless, they 

may not be used interchangeably. It is because the factors which actually reduce human intrinsic 

motivation do not necessarily tend to reduce their ability for CP. Similarly, the factors that reduce 

their ability for CP do not necessarily tend to reduce their intrinsic motivation (Kasof, 1995). Quite 

interestingly, the factors that inhibit an individual’s ability for CP can have a countervailing effect 

on the intrinsic motivation of the individual because the person would start to strive harder to 

compensate their behavior against the hindrances towards CP. Numerous experimental studies 

(e.g. Reeder & Fulks, 1980) have endorsed the same idea in which inhibiting forces caused an 

increase in the intrinsic motivation of individuals to perform better on given tasks. In essence, 

intrinsic motivation is an integral factor for CP that may be enriched even in the social setting 

which is characterized by high inhibiting forces for CP.       
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The creativity literature has also discussed the relationship between intrinsic motivation and CP 

in light of cognitive evaluation theory (Deci & Ryan, 1980) which holds that the expectations of 

‘informational’ and ‘controlling’ evaluations are the two types of cognitive evaluations that 

inherently affect IM (Deci & Ryan, 1985). In fact, the style of informational evaluation refers to 

an individual’s perception that the manager (the evaluator) will provide the individual all 

necessary information for the sole purpose of his growth in his occupation; causing a positive 

impact on his IM (Ryan, 1982; Koestner et al., 1984). A likely reason is that the person will receive 

little external pressures while accomplishing the assigned tasks. In contrast, the style of controlling 

evaluation denotes an individual’s belief that the evaluator will only ascertain how well the 

individual performs against the prescribed standards with least emphasis on his/her occupational 

growth; causing a negative effect on intrinsic motivation (Shalley et al., 2004). Despite the implicit 

effect of informational and controlling evaluations on human intrinsic motivation, many famous 

theorists of human motivation such as Crutchfield (1962), Koestler (1964) and Rogers (1954) 

believed that people exhibit creativity when their intrinsic motivation is independent of (or free 

from) extrinsic constraints such as informational and controlling evaluations.  

The direct and positive relationship between intrinsic motivation and CP has been documented by 

different meta-analytical reviews of empirical studies in which ‘product’ constituted as an 

‘objective’ measure of CP. For instance, using a meta-analytical review of 15 empirical studies 

with 26 cross-sectional and longitudinal samples during the period of 1990 to 2010, Jesus et al. 

(2013) concluded a direct link between IM and employee CP related to product. Similarly, in 

another meta-analytical review of 191 empirical studies, Liu et al. (2016) also concluded that 

intrinsic motivation has a very strong, direct and positive effect on CP. Since there is no minimum 

number of studies to be included in a meta-analysis (Arthur, Bennett, Edens, & Bell, 2003; Botella 
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& Gambara, 2006), both meta-analyses from Jesus et al. (2013) and later on, from Liu et al. (2016) 

have well established that intrinsic motivation is one of the most essential factors for CP.  

In addition to above-mentioned meta-analyses, there are several empirical studies that have also 

reported a significant positive effect of intrinsic motivation on CP in non-contrived field study 

settings (Sekaran & Bougie, 2016). For instance, Bodla and Naeem (2014) found this evidence 

among 638 salesforce staff of 30 FMCG companies of Pakistan; Zhang and Bartol (2010) in a 

large Chinese IT firm; Zhang, Long, Wu, and Huang (2015b) in six industries of Hubei province 

of Mainland China and in 12 hospitals of Taiwan; Hur et al. (2016) in three upscale hotels of South 

Korea; and Muñoz-Pascual and Galende (2017) in the manufacturing, R&D, and communications 

sectors of 11 Spanish firms. In essence, the primary function of IM is to control one’s attention 

(Simon, 1967), therefore, people tend to pay attention to figure out their problems when they are 

intrinsically motivated thereby, involved in their work (Zhang & Bartol, 2010). Because of this 

attention, individuals are more likely to self-regulate their own work behavior causing them more 

engaged in creative activities (Kanfer, 1990). Thus IM significantly affects the degree to which an 

employee concentrates on CP (Shalley, 1995; Shalley et al., 2000).  

Similarly, the significant positive effect of intrinsic motivation on CP is also witnessed in a limited 

number of contrived settings of a laboratory (e.g. Hannam & Narayan, 2015). Such studies 

considered the self-report measure of intrinsic motivation as a limitation of their study, therefore 

they suggested future studies to give a free-choice measures of IM to ensure an objective 

measurement of intrinsic motivation. Such studies have discussed the results in terms of both 

statistical and practical significance using effect sizes, however, the non-response and CMV biases 

were not determined in most of the studies. Finally, another limitation of these studies clearly 

portrays that their findings may not be generalized on a larger population because the sample was 
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drawn in the contrived settings of a laboratory where all participants were already acquainted with 

its outcomes and the procedures of interpersonal treatment. Despite a few notable statistical 

and/more methodological limitations, aforementioned empirical studies in both contrived and non-

contrived study settings suggest that intrinsic motivation has a very strong direct effect on CP.  

Moreover, numerous studies (e.g. Acar & Van den Ende, 2013; Brown & Baer, 2015; Chao & 

Farh, 2012; Dewett, 2007; Eisenberger & Aselage, 2009; Hon, 2012; Mueller & Kamdar, 2011) 

etc. have applied a ‘general’ scale of intrinsic motivation to measure its effect on CP, whereas 

many other studies (e.g. Anderson, 2006; Cassidy, 2011; Hughes, 2005; Jaussi & Dionne, 2003; 

Montag, 2012; Perry-Smith, 2006; Shipman, 2011) etc. have used a specific ‘creativity-related’ 

scale to investigate the effect of intrinsic motivation on CP. Similarly, past studies have reported 

different strength of correlation between intrinsic motivation and CP. For instance, low correlation 

has been found in different studies (e.g. Gilmore, 2013; Simmons, 2006; Sung & Choi, 2009; 

Wigert, 2013; Yunlu, 2013). Similarly, a moderate correlation has been reported by different 

studies (e.g. Hughes, 2005; Liang, Hsu, & Chang, 2013; Mueller & Kamdar, 2011; Prabhu, Sutton, 

& Sauser, 2008) as well as high correlation (e.g. Li, Feng, & Huang, 2011; Tsai, Horng, Liu, & 

Hu, 2015; Wang & Hong, 2010; Wang & Li, 2013; Wang, Xue, & Su, 2010; Zhang & Bartol, 

2010; Zhou & Long, 2011).  

Besides, the creativity literature has also revealed empirical inconsistencies for the relationship 

between IM and CP (Grant & Berry, 2011). Past studies e.g. Shalley and Perry-Smith (2001) in a 

sample of 81 undergraduate students who were enrolled in an organizational behaviour course 

followed by Schoen (2015) in a sample of 193 students from a large American business school 

have found a statistically non-significant effect of IM on CP. One of the major limitations of 

Schoen (2015) was that it used college status (viz. freshman, sophomore, junior, senior, etc.) to 
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assess the domain knowledge of the respondents. Despite, “this is an imperfect measure” (Schoen, 

2015, p. 333), it worked well for that study. It not only warrants further studies in the business 

school contexts but also urges to use better indicator to assess the domain knowledge of 

respondents. 

In short, seminal works of the most influential authority in creativity discipline (i.e. Amabile, 

1979; Amabile, 1987; Amabile et al., 1994; Amabile, 1996) as well as numerous evidence of 

empirical studies in the 21st century (e.g. Amabile & Mueller, 2008; Auger & Woodman, 2016; 

Eisenberger & Rhoades, 2001; Hannam & Narayan, 2015; Hur et al., 2016; Malik, et al. 2015; 

Muñoz-Pascual, & Galende, 2017; Shalley et al., 2004; Steele et al., 2017; Taggar, 2002; Zhang 

& Bartol, 2010; Zhang et al., 2015b) as well as comprehensive meta-analyses (e.g. Jesus et al., 

2013; Liu et al., 2016) etc. indicate the significant positive and direct role of intrinsic motivation 

in predicting CP.  

Despite the fact that intrinsic motivation has found to be a significant effect on CP, authors (e.g. 

Ambrose & Kulik, 1999; Janssen et al., 2004; Shalley et al., 2004) have particularly emphasized 

on further investigating the direct link between IM and CP. On the same lines, it was reiterated 

that instead of assuming that intrinsic motivation underlies CP, it is essential to investigate the 

theorized direct relationship between IM and CP in a greater detail (George, 2007). More recently, 

in a meta-analytical review, Gerhart and Fang (2015) and later on, Auger and Woodman (2016) 

have once again urged that the knowledge about the complex relationship between IM and CP is 

still meagre and inconclusive therefore, there is still a great need to further investigate the role of 

IM in predicting CP in varied social contexts such as business schools of a developing country.  
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2.5 Contextual Factors of Creative Performance 

Like personal factors, contextual factors are equally important for CP because they establish a 

conducive working environment that in turn, enables an individual to perform creatively in his job 

using his personal factors (Amabile, 1983a; Shalley et al. 2009). Contextual factors include 

leadership behavior, organizational support, culture, peer support, or monetary rewards, leadership 

styles and their expectations, working conditions, control mechanisms, career and work/life 

satisfaction, constructive feedback from supervisors, etc. According to the social psychological 

perspective of IM (Greene & Lepper, 1978), contextual factors can substantially influence human 

motivation for CP (Steele et al., 2017).  

Several studies have investigated the effect of different contextual factors to predict CP. These 

studies include Amabile and Conti (1999); Amabile, Conti, Coon, Lazenby, and Herron (1996); 

Eisenberger and Selbst (1994); Eisenberger and Armeli (1997); Madjar, Oldham, and Pratt (2002); 

Zhou (1998 & 2003); Oldham and Cummings (1996); Shalley (1991 & 1995); Shalley and Oldham 

(1997); Tierney et al. (1999) etc. In particular, the relationship between leader’s behavior and CP 

has gained increasing attention in the 21st century (Rosing et al., 2011; Zhou & Shalley, 2015) 

which attempts to bridge the gap between the leadership and creativity disciplines by establishing 

either a direct or indirect relationship between the two domains of knowledge as delineated below. 

2.5.1 Leadership and Creative Performance 

A leader’s behavior (e.g. despotic leadership) can either stifle creativity (Naseer et al., 2016) or 

stimulate creativity and innovation (Berg, Grimstad, Škerlavaj, & Černe, 2017; Gu et al., 2015; 

Manz, Bastien, Hostager, & Shapiro, 1989; Mumford & Hunter, 2005; Mumford et al., 2002; 

Shalley & Gilson, 2004; Woodman et al., 1993). Due to these interesting yet inconclusive effects 
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of leadership behavior on the follower’s CP, scholars in creativity disciplines have continued to 

urge upon further investigating the aforementioned relationship in different social settings (Huang 

et al., 2016). 

Literature on creativity suggested that an important leadership role nurtures CP (Bass & Riggio, 

2006). Similarly, leadership behavior has a positive effect in improving CP of subordinates 

(Mumford & Licuanan, 2004; Williams & Foti, 2011; Zacher & Johnson, 2015). In fact, leaders 

may contribute to employees’ CP in six different ways. First, leaders can provide tangible and 

intangible resources including all necessary information, time, funding, and conducive working 

environments (Reiter-Palmon & Illies, 2004). Second, leaders can stimulate CP of subordinates 

by energizing and invigorating them to be more creative (Atwater & Carmeli, 2009). Third, a 

leader can influence his subordinates through his charismatic personality to serve as a role model 

for them (Jaussi & Dionne, 2003). Fourth, leaders can provide an effective and timely relational 

support to subordinates (Arad, Hason, & Schnieder, 1997; Tierney et al., 1999). Fifth, leaders can 

encourage the CP of subordinates through goal setting (Shalley & Gilson 2004). Finally, leaders 

can rejuvenate the conventional working environments into an effective, useful and suitable 

climate for individuals and teams (Amabile, Schatzel, Moneta, & Kramer, 2004; Arad et al., 1997; 

Mumford & Hunter, 2005).  

Similar to leaders, the question whether organizations can facilitate creativity and innovation has 

been argued in the literature. In particular, March (1991) and later, Rosing et al. (2011) in their 

theory of ambidextrous leadership have asserted that organizations can facilitate innovation by 

engaging in two sets of activities: exploration and exploitation. The exploration consists of 

activities which entail experimenting new (sometime, risky) ideas by working in unconventional 

directions, however, exploitation involves activities which mainly concentrate on achieving goals 
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without taking risks or committing mistakes to improve organizational effectiveness. Notably, 

both exploration and exploitation activities are self-contradictory (Gupta, Smith, & Shalley, 2006) 

and paradoxical (March, 1991), however, the opening and closing behaviours of leaders can 

positively affect employees’ exploration and exploitation behaviours, respectively which could 

further enhance their CP (Zacher et al., 2014). Other authors (e.g. Tung, 2016) have also provided 

an evidence of the significant and positive impact of ambidextrous leadership on CP. 

Certain emotions of leaders which describe full of feeling can advance novel and inventive 

methods of thoughts in followers to enable them to adapt to complex circumstances and address 

the clients' issues (Shin, 2014; Atwater & Carmeli, 2009; Madrid et al., 2016 a, b). Moreover, 

based on the principle that having a number of ‘motivated’ followers is not sufficient enough for 

successful leadership because followers’ motivation needs to be directed (Dalal & Hulin, 2008), 

Steele et al. (2017) suggested that instead of increasing or decreasing self-efficacy of subordinates, 

a leader should primarily concentrate on communicating SMART goals, clear expectations and 

timely feedback with subordinates in order to increase their CP. Simply put, leader’s expectation 

is a contextual factor that may exert a direct effect on follower’s CP. The following section 

provides an analysis of the related literature of LCEs and LMX as the contextual factors of CP. 

2.5.2 Leader Creativity Expectations (LCEs) and Creative Performance 

Literature on creativity discipline reveals four types of expectations which motivate an individual 

for CP. These expectations include family expectations, leader expectations, customer 

expectations and self-expectations, however, leader’s expectation is the most compelling and 

influencing type amid these four expectations for encouraging CP (Carmeli & Schaubroeck, 

2007). Recently, a panel of academic experts unanimously agreed upon the fact that the landscape 



51 
 

of higher education in the world has already started to face massive need for substantial 

institutional changes even before COVID-19 pandemic situation. These indispensable changes at 

institutional level include developing and delivering better, industry-specific, more meaningful, 

and valuable course contents to students. Therefore, it has become a massive problem for all 

stakeholders because the ‘expectations’ from students, academicians and particularly from the 

leadership of universities have unilaterally risen (Galletta et al., 2020). 

High performance expectations from a leader significantly improve follower performance (Eden, 

1992; Tierney & Farmer, 2004; Whiteley, Sy, & Johnson, 2012) because leader expectations 

influence employees’ behaviour and work outcomes by altering their motivations and expectancies 

(Eden, 1984). Since LCE is the most influencing type of expectations for stimulating CP (Carmeli 

& Schaubroeck, 2007), it serves as a great tempting force (Locke & Latham, 1990) which 

positively affects the motivation of subordinates for CP (Carmeli et al., 2010; Carmeli & 

Schaubroeck, 2007; Redmond et al., 1993; Scott & Bruce, 1994; Tierney & Farmer, 2004). In fact, 

the LCEs make subordinates believe that their manager intends to raise their spirits and would 

assist them in CP (Scott & Bruce, 1994). It also indicates that the leader has a strong belief that 

LCEs would help them overcome their fear of coming out of status quo which in turn, motivate 

them for CP (Gong et al., 2009; Tierney & Farmer, 2004). 

Communicating leader creativity expectations for creativity goals is essential for CP because 

‘management of attention’ is one of the most important problems in managing creativity and 

innovation in an organization (Van de Ven, 1986). In fact, individuals gradually acclimatize to 

their working environments in such a way that they tend to exert less attention to their management 

needs. Consequently, it deteriorates their courses of actions by taking them to a level where only 

a crisis situation could potentially stimulate their actions towards meeting the management needs 
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(Scott & Bruce, 1994). This situation makes ‘managing attention’ a severe problem due to the 

absence of less or no communication of management expectations. Therefore, it is necessary for 

leaders to communicate their needs in the form of management expectations to all concerned 

subordinates. In short, LCEs provides a very effective mechanism to adequately manage the 

attention of followers in an organization (Van de Ven, 1986). 

Setting expectations to meet creativity-related goals is one of the most crucial pre-requisites for 

higher CP (Amabile & Gryskiewicz, 1987). In order to accomplish a creative assignment, a leader 

expects his/her subordinates to be competent, vigilant, diligent, and committed to the given 

assignment, whereas the subordinates expect their leader to be supportive, dependable, friendly, 

and mentor (Xu, Huang, Lam, & Miao, 2012). A leader communicates his/her creativity 

expectations in the form of setting goals which tend to increase subordinates’ attention towards a 

specific direction such that they may direct their energies in meeting the desired goals and 

expectations (Shalley & Gilson, 2004). For instance, Pinto and Prescott (1988) reported that 

clearly-stated mission statement enabled 400 project teams to produce creative ideas. Similarly, it 

has been well-established in the literature that employees perform creativity particularly when 

they are cognizant of LCEs (Carson & Carson, 1993; Manske & Davis, 1968; Shalley, 1991 & 

1995; Speller & Schumacher, 1975). In other words, a lower level of CP will be observed when 

leaders do not adequately communicate their creativity expectations. Therefore, leaders ought to 

set and timely communicate their creativity expectations to aspire people for CP (Shalley & 

Gilson, 2004). 

The psychological phenomenon of communicating expectations for stimulating one’s 

performance holds that “if one expects more one gets more” (Carmeli & Schaubroeck, 2007, p. 

37) called ‘Pygmalion effect’ (Eden, 1984, Eden, 1992; Eden et al., 2000) or ‘Galatea effect’ (Eden 
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& Kinnar, 1991) or ‘Rosenthal effect’ (Raiz et al., 2017, Runco, 2014) after the name of a Harvard 

professor of social psychology Robert Rosenthal. Due to the underlined experiments in the 

educational context, this effect is also termed as “teacher expectancy effects” (Sprouse & Webb, 

1994, p. 5). Indeed, LCE represents a “socio-contextual factor” (Zhao & Guo, 2019, p. 224) which 

is grounded as the central tenet of Pygmalion effect (Merton, 1948) which is “…a self-fulfilling 

prophecy…” (Rosenthal & Jacobson, 1968; p. 20; Timmermans, de Boer, & van der Werf, 2016, 

p. 218). The Pygmalion effect started to gain its momentum when Rosenthal and Jacobson (1968) 

performed an experiment on young students of an elementary school in San Francisco to assess 

whether teacher expectations can cause a significant improvement in students’ academic 

achievement. This seminal study found that expectations led to increase student’s academic 

performance. The same results were obtained when the same measurement test called “Harvard 

Test of Inflected Acquisition” was repeated after eight months. Rosenthal (2002) and later on, in 

a doctoral thesis, Buryanek (2010) pointed out that almost 500 studies replicated this phenomenal 

experimental study of Rosenthal and Jacobson (1968) to empirically examine the Pygmalion effect 

in contrived and/or non-contrived field study settings. Some of these studies include Good (1982); 

Good and Nichols (2001); Jussim (1993); Trouilloud et al. (2002), Raiz et al. (2017) etc. 

Although, numerous experimental studies have tested and found evidence of the Pygmalion effect, 

a few authors (e.g. Jussim, 1993) have also raised some criticisms against experimental studies 

and highlighted controversies against teacher’s expectations. For example, experiments on 

expectancies included “constant source of bias” (Houts, Cook, & Shadish, 1986, p. 64) which led 

Jussim (1993) to criticize that since teachers build expectations regarding student’s academic 

performance, they tend to treat students differently based on their pre-established expectations 

(Guskey, 1982). It happens because teachers regularly maintain extensive data about pupils’ past 
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accomplishment which more often do not unequivocally predict their future accomplishment. The 

desires that perceivers create without anyone else may frequently and impressively be more exact 

than the ones they created in self-fulfilling experiments. Thus, the experiments even in the field 

studies did not give a concrete experimental premise, though “…self-fulfilling prophecies were 

powerful and pervasive under naturalistic conditions” (Jussim, 1993, p. 644). 

In spite of notable criticisms against experimental studies of Pygmalion effect to express teacher’s 

expectations, Jussim and Harber (2005) refuted these criticisms in a meta-analytical review of 

expectation-performance related studies published over a span of 35 years and concluded that 

“…teacher expectations may predict student outcomes more because these expectations are 

accurate than because they are self-fulfilling” (p. 131). The original Pygmalion study (Rosenthal 

& Jacobson, 1968) faced a storm of criticism due to their research methodology used for their 

experiments (Jussim & Harber, 2005)6. This meta-analysis further maintained that a teacher may 

build a self-fulfilling prophecy about his students especially those students who belong to 

stigmatized group. These predictions may not be true because both concepts (i.e. self-fulfilling 

prophecy and accuracy) are inversely proportional to each other. In other words, the propensity of 

making an accurate prediction tends to increase if self-fulfilling prophecy declines.  

In fact, a self-fulfilling prophecy refers to a person’s false prediction based on which he directs 

his behaviors and actions such that the prediction ultimately becomes true after some time 

(Merton, 1948). It does not certainly mean that the prediction he made is actually true. For 

instance, if a candidate starts to predict that she is going to fail in a particular examination (false 

prediction), she would, in turn, stop making any serious efforts towards passing the examination 

(behavior) and later on, since she did not study hard to pass the examination (action), she would 

ultimately fail the examination which makes her self-fulfilling prophecy ultimately true. In other 
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words, she would have passed the examination if she had not directed her behavior and action 

based on the false prediction about herself. 

Authors have also debated on the relationship between expectations and CP in light of its 

violations that refer to the needs which have been frequently violated by others in his work setting. 

Undoubtedly, the violation of expectations has equal, but often serious consequences for 

individuals, it may have a positive effect on CP. In case when expectations are violated, the 

individual may choose one of the two possible behaviours: either CP or perversion (Lachmann, 

2005). Both behaviours serve at two opposite sides of a continuum where he may become 

‘creative’ to suffice his needs in a more socially-acceptable and meaningful ways. In contrast, he 

may exhibit a perversion that is characterized by a significant shift from socially-acceptable and 

moral ways to satisfy one’s needs. In short, people may exhibit creativity when their expectations 

are violated in right ways or alternatively, they may go for practicing immoral (or sometimes) 

illicit ways to satisfy their occupational needs. 

A human behaviour that is considered to be ‘creative’ by someone may be considered ‘perverted’ 

for others. For instance, when a famous Jazz music composer attempts to compose a new music 

by combining his Jazz music with the traditional Asian classical music then people may perceive 

this action in entirely two different but opposite perspectives. First, the people may perceive it as 

a creative action because the composer introduced a creative (novel) way in his Jazz music. On 

the opposite side of the continuum, people may consider his behaviour as ‘perversion’ because the 

composer attempted to divert from the true essence of Jazz style of music (Lachmann, 2006). 

Traditions change and yesterday's corruption may scarcely raise an eyebrow today and turn out to 

be tomorrow's banality or cliché. While being the violator of desires has discovered a spot in one's 

hierarchy of inspirations, it might well sort out an assortment of individual experiences, and in this 
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manner may contribute either to an individual's CP or penchant toward brutality or both. In short, 

it has been quite permeable to draw a line between ‘perversion’ and ‘creativity’ though, marking 

an imaginative work ‘perverse’ is subject to its social setting such as the overarching traditions. 

Previous authors have used innovative work behaviour (henceforth, ‘IWB’) as a closely-linked 

concept of CP where they found a significant effect of role expectations of leaders on IWB. In 

fact, the role expectations of leaders for IWB reflect LCEs because leaders communicate their 

expectations by defining roles to their subordinates for CP (Scott & Bruce, 1994). Managing 

creativity and innovation becomes challenging tasks because it necessitates the management of 

attention (Van de Ven, 1986). Since employees progressively adapt to their working environment, 

the awareness of their need for innovation tends to deteriorate over time. Consequently, their 

routine actions reach to a level where only a crisis situation could potentially trigger their action 

for CP. 

Although, family and customer expectations for creativity are important, the LCEs are the 

strongest factor amongst all to stimulating an employee for CP (Carmeli & Schaubroeck, 2007). 

There is a limited knowledge available regarding how these three types of expectations are actually 

emerged over time and how employees actually process these expectations. Furthermore, it is yet 

to answer how raising expectations work similar for those work and non-work individuals who 

already demonstrate much of the creative behaviour than those who display little creative 

behaviour. Another aspect merits the attention from future researchers to investigate whether 

simultaneous and/or proportionate level of confidence is also required once the self-expectations 

of employees are raised by their leaders. Therefore, it is also important to realize that there might 

be several communication obstacles between the LCEs and the sub-ordinate’s comprehension of 

these expectations for CP. Therefore, adequate communication strategies need to put in place in 
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order to mitigate any possible communication hindrances due to the difference between the 

expectations communicated by the leader and the expectations construed by the subordinates. A 

likely reason is the individual difference a person holds in terms of age, education, experience, 

exposure, personality traits, likability, level of humility and emotional intelligence, influence of 

reference groups, etc. 

An escalated level of LCEs may inhibit CP in several ways. Due to the complex nature of creativity 

that involves exploring various novel and useful ideas through applying divergent thinking skills 

(Amabile & Pratt, 2016), people are tempted to face an artificially-escalated degree of LCEs 

especially in the situation when these expectations are not properly communicated (Henry, 2013). 

Consequently, employees invest considerable amount of additional work hours in doing 

unnecessary tasks simply due to a lack of clarity of LCEs. It causes substantial amount of energy 

loss that could have been applied to solve creative problems at hand. In short, people are 

undeniably one of the most powerful sources of rejuvenation and creative inspirations, 

nevertheless, it is equally important to realize that an improper management of expectations could 

possibly lead to stifle (or sometimes assassinate) CP of individuals.     

Being creative is one of the most remarkable features of human brain. It has the potential to 

generate novel and useful ideas which is largely influenced by human expectations. Creativity 

involves being delicate and drawn in with sudden occasions inside a well-learned educational 

setting, however, training hones our expectations and can have general ramifications for how 

people figure out for CP. This idea was evidenced by Przysinda, Zeng, Maves, Arkin, and Loui 

(2017) where they investigated the effect of expectations on creative idea generation in Jazz music 

improvisation by comparing 36 participants from a private university and a musical school. In a 

similar direction, Hüttermann et al. (2018) analyzed the impact of performance expectations on 
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CP of experienced football players. They investigated thirty active male football players by 

assigning them a “football-specific divergent thinking task”. These experienced football players 

were required to generate possible options when a football match was stopped at a very critical 

moment. The objective was to investigate whether these players regulated their movements 

towards achieving their goals by employing either prevention- or promotion-focused strategies 

and whether their performance expectations have any impact on their CP in terms of frequency 

and flexibility in generating original options in a given time period. It was found that players with 

promotion-specific regulatory strategy tended to possess positive expectations which ultimately 

enabled them to have a positive impact on their CP in the sense that they generated multiple 

frequent, original and flexible options than those players who opted for prevention-specific 

regulatory strategy. The notion of regulator focused strategies may be applied in other situations 

which demand higher performance gains such as in-role or extra-role performance. Creative sports 

players are comparatively more capable than less creative players in generating novel (i.e., original 

and rare) and appropriate (i.e., adequate and useful) solutions in different circumstances of a 

match. Gaining success in a complex game situation strongly depends on how different cognitive 

facets are connected with creative performance in decision making, and how and to what extent 

other related factors could possibly affect these cognitive aspects. In short, creativity is found to 

be one of the most important and critical components of human performance in intricate situations 

which involve tremendous mental pressure. 

Past studies have investigated the effect of LCEs on CP. For instance, R&D unit of a large Chinese 

automotive company found that LCEs are strongly related with CP (Jiang & Gu, 2017). Since, 

employees strive for CP when they perceive that their job requires them to generate creative ideas 

(Unsworth & Clegg, 2010), the employees working on different creative projects in four types of 
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advertising agencies of Karachi, Pakistan (including public relations firms, digital agencies, design 

studios, or research firms) believed that LCEs is significantly related with their CP (Adil et al., 

2018). The R&D employees of an American chemical company perceived their leader more 

supportive for creativity when their leader has high expectations for creativity. More precisely, 

supervisor expectations of employee creativity (i.e. LCEs) had a significant effect on supervisor 

creative-supportive behaviour which in turn, had a significant positive effect on employee 

perception of creativity expectations. Simply put, LCEs may be indirectly related with CP (Tierney 

& Farmer, 2004). Furthermore, a few other studies have also found a significant positive and direct 

effect of LCEs of CP in the Chinese context. For instance, Qu, Janssen, and Shi (2015b) studied 

193 dyadic sample from the two high-tech companies in mainland China and reported a significant 

direct effect of LCEs on CP. Similarly, Zhao and Guo (2019) have also found the significant 

positive effect of LCEs on CP among 138 dyadic sample of employee-colleagues’ pairs in a 

Shanghai-based company in China. 

Besides, numerous studies appeared to be concentrated more on finding empirical evidence of the 

Pygmalion effect between a teacher and students (e.g. Good, 1982; Good & Nichols, 2001; Jussim, 

1993; Trouilloud, Sarrazin, Marinek, & Guillet, 2002) in the joint US-Indian contexts (Johnson, 

Runco, & Raina, 2003), in the banking sector of Pakistan (Raiz, Zubair, & Shahbaz, 2017) etc. 

However, little is understood about the reverse lens examining the same expectancy-performance 

relationship between an academician and his/her supervisor. More precisely, it is yet to investigate 

how LCEs affect the CP of academicians in higher education institutions. 

Past studies which connect LCEs with CP are not free from certain statistical or methodological 

limitations. For instance, Scott and Bruce (1994) merely tested non-response bias amid descriptive 

data, however, further necessary details about how they addressed the said bias were not stated. 
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Besides, they used Harman’s single factor test to asses CMV bias which has been criticized in 

literature (e.g. Kock, 2015). More importantly, they measured role expectations of a leader with 

the help of a single item therefore, the potential presence of a measurement error may not be 

overlooked. Similarly, Tierney and Farmer (2004) used multi-sourced data for collecting 

responses from supervisors and subordinates which reduced the potential danger of CMV bias, 

they used only one item to measure supervisor’s expectation; this might not preclude their results 

from having measurement error. Finally, their findings neither give any causal indications nor may 

be generalized on a larger population other than R&D employees of the Western context. A few 

studies (e.g. Jiang & Gu, 2017) collected responses from a single organization due to which the 

generalizability of findings was too limited. Moreover, most of the studies did not report effect 

size of any of the hypothesized relationship which results in its inability to proclaim the practical 

significance of the variables used in their study (Cohen, 1988). Besides, many studies (e.g. Adil 

et al., 2018) did not report any significant group-level variance since they did not use any control 

variables. Correspondingly, such studies did not comment whether the findings were not 

contaminated by non-response and CMV biases and did not perform any out-of-the-sample 

predictive validity test (e.g. PLSpredict) to explain the predictive power of the study. 

A few empirical inconsistencies are also reported for the relationship between LCEs and CP. As 

noted earlier, LCEs show a significant direct effect on CP (e.g. Carmeli & Schaubroeck, 2007; 

Jiang & Gu, 2017; Qu et al., 2015b; Scott & Bruce, 1994; Zhao & Guo, 2019), however, Tierney 

and Farmer (2004) and later on, Qu et al. (2015a) have found non-significant effect of LCEs on 

CP in a large dyadic sample of a mainland Chinese energy company. Thus, Dong, Bartol, Zhang, 

and Li (2017) recommended to investigate the direct effect of ‘expectations’ on CP. In short, 

considering the theoretical gap of LCEs in the Herzberg’s two-factor theory (discussed earlier) 
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followed by a few empirical inconsistencies as well as Dong et al.’s (2017) research call, it may 

be concluded that the effect of LCEs on CP is still inconclusive that requires further examination.    

2.5.3 Leader-Member Exchange (LMX) and Creative Performance 

The role of relationship-based leadership style (such as LMX) in improving CP has started to gain 

much attention in the creativity literature (Qu et al., 2015b; Sparrowe, 2020). Leadership theorists 

strongly believe that leaders’ own behavior serves as one of the best predictors in stimulating CP 

and innovation of their subordinates (Berg et al., 2017; Halbesleben et al., 2003; Mumford et al., 

2002; Reiter-Palmon & Illies, 2004). Since the past couple of decades, LMX theory has emerged 

as the most successful organizational leadership approach (Cropanzano et al., 2017; Dinh et al., 

2014; Schriesheim, Castro, & Cogliser, 1999). Due to the dyadic (two-way) relationship between 

leader and a sub-ordinate, a variety of literature has suggested that a high quality of LMX 

relationship brings a number of positive organizational outcomes such as CP (Cropanzano et al., 

2017). 

LMX theory (Dienesch & Liden, 1986; Graen & Scandura, 1987) encompasses the idea of role 

making (Graen, 1976), reciprocal or social exchange of dyadic relationship and equity (Anand, 

Hu, Liden, & Vidyarthi, 2011; Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012; Graen & Uhl-

Bien, 1995; Martin, Epitropaki, Thomas, & Topakas, 2010). This theory holds that leaders 

generally operate with limited set of resources including time and therefore, they are more likely 

to designate these resources differently among their subordinates in order to obtain in-role 

performance. As a result, the leader tends to form a unique set of dyadic relationship with his/her 

subordinates that actually vary in terms of low-quality (out-group) to high-quality (in-group) 

(Graen & Uhl-Bien, 1995). The LMX relationship should be unique because a leader maintains a 
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unique set of dyadic relationship separately with each subordinate (Olsson, Hemlin, & Pousette, 

2012) in the form of two continuum points.  

The basic premise of a LMX theory holds that a high-quality LMX relationship is established 

between a leader and a subordinate which mainly involves a great deal of sense of obligation (or 

normative principles) from the subordinate exactly in the same manner in which he is treated by 

his leader (Gerstner & Day, 1997). In fact, this reflects a reciprocal relationship between the two 

social entities (i.e. the supervisor and the subordinate), however, Liden et al. (1997) pointed out 

that subordinates are seldom asked to disclose the perception their supervisor holds about them 

while assessing their LMX quality. Basically, this implies a social exchange process due to which 

subordinates feel an obligation to reciprocate the relationship he receives from their supervisor 

(Cropanzano & Mitchell, 2005; Gouldner, 1960). In other words, this reciprocal relationship tends 

to intrinsically motivate a subordinate for different organizational outcomes. 

Low and high quality of LMX relationships stand at the two continuum points called ‘out-group’ 

and ‘in-group’ respectively. An ‘out-group’ involves low quality of LMX relationship which is 

characterized by the doctrines of transactional and economic exchanges with low level of trust and 

stay in the out-group having access to only those resources which are written in their employment 

contract (Ferrin, Bligh, & Kohles, 2008; Graen & Uhl-Bien, 1995; Liden, Sparrowe, & Wayne, 

1997; Schriesheim, Castro, Zhou, & Yammarino, 2001; Sparrowe & Liden, 1997; Williams, 

Scandura, & Gavin, 2009).  

In contrast, an ‘in-group’ involves high quality of LMX relationship which is driven by the 

reciprocal process of social exchange (Graen & Uhl-Bien, 1995; Liden et al., 1997). It suggests 

that employees who stay in the ‘in-group’ zone of their leader tend to have frequent interactions 
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with their leader and receive the leader’s support, maximum access to tangible and intangible 

organization resources, mutual trust and various tangible rewards (Dienesch & Liden, 1986; 

Dulebohn et al., 2012; Epitropaki & Martin, 2013; Schriesheim, Neider, & Scandura, 1998; 

Schriesheim et al., 2001; Sparrowe & Liden, 1997). The high-quality LMX relationship develops 

a high sense of satisfaction amid ‘in-group’ subordinates in terms of relatedness with their 

supervisor which ultimately leads to increase their IM to exhibit creativity (Pan et al., 2012). 

Various organizational researchers have endorsed the impact of leadership variables such as LMX 

on individual, team and organizational outcomes (DeConinck, 2009; Gerstner & Day, 1997; 

Martin et al., 2016; Xu, Liu, & Guo, 2014).  

Literature on LMX has argued that a high quality of LMX results in CP (Cropanzano et al., 2017). 

A likely reason is that leaders tend to drive the impetus among employees for CP (Atwater & 

Carmeli, 2009; Halbesleben et al., 2003; Reiter-Palmon & Illies, 2004). Similarly, an empowering 

leadership leads to increase the follower’s CP (Zhang & Bartol, 2010). The LMX-creativity 

literature suggests that employees who stay into the in-group’ have been found to be more creative 

than those who reside in ‘out-group’ because of two interconnected reasons. First, by virtue of 

having a high-quality LMX relationship with their leaders, the in-group people tend to receive 

more task recognition, appreciation, interpersonal support and a great access to organizational 

tangible and intangible resources (Liden et al., 1997). Second, these high quality privileges enable 

the in-group people more risk takers as well as making them relatively more confident in taking 

up more focused approach to organizational or occupational challenges (Liden et al., 1997; 

Tierney, 2008; Tierney et al., 1999).  

Since the quality of LMX relationship between leader and the follower is beneficial and supportive 

for the follower’s CP (Tierney et al., 1999), it appears to be closely interlinked with CP since it 
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paves the foundation for the follower’s CP in different ways (Zhou & Hoever, 2014). First, high-

quality LMX relationship is built by mutually-agreed transactions of obligations between the 

leader and the follower (the dyads) which tend to instigate various opportunities which both of 

them can freely communicate with each other through a wide range of information exchange 

(Buch, 2015). Second, there is a practical observation of mutual trust between the dyads which 

encourages the followers in taking up risky and challenging in-role behaviour without having any 

threat of criticism, resentment, and scolding (Graen & Cashman, 1975). Due to the mutual trust, 

the in-group relationship observes a high quality of information exchange in terms of technical 

knowledge and expertise, opinions, and proactive suggestions (Wang, Fang, Qureshi, & Janssen, 

2015) that stimulate the follower for CP (Scully, Buttigieg, Fullard, Shaw, & Gregson, 2013). 

Third, special considerations are given to facilitate the unique set of needs of the follower (Graen 

& Uhl-Bien, 1995) including in-time suggestions and constructive feedback with the sole purpose 

of enabling the follower to effectively and efficiently complete creative tasks (Schermuly, Meyer, 

& Dämmer, 2013). Besides, the leader builds confidence among their dyads especially in conflict 

and crisis situations (Deci, Connell, & Ryan, 1989). Fourth, as a result of high degree of mutual 

trust, frequently-available suggestions and facilitations of scarce resources whenever needed, and 

the leader’s confidence in dyads’ competencies, the follower also develops a sense of advocacy 

and likeability from their respective leader (Duchon, Green, & Taber, 1986) which substantially 

motivate the followers for CP (Wang et al., 2015). In short, high-quality LMX relationship has 

been found to be facilitative and conducive for CP (Lee, 2008).     

Past studies have documented the significant effect of LMX on CP in diverse research contexts 

e.g. non-clerical full-time R&D employees of a large chemical company (Tierney et al., 1999); in 

engineering organizations of Ireland (Kirrane, Kilroy, Kidney, Flood, & Bauwens, 2019) and in 
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Australian industries (Khalili, 2018). Besides, several other studies reported the same results in a 

variety of dyadic samples too such as from the R&D unit of two high-technology companies in 

China (Qu et al., 2015b); Chinese manufacturing companies (Pan, Sun, & Chow, 2012); 24 

commercial companies and 30 academic research groups of universities in Sweden (Olsson et al., 

2012); technicians of a Chinese steel and iron manufacturing company (Liao et al., 2010); a 

Shanghai-based university in China (Gu et al., 2015); nine Indian firms (Gupta & Chadha, 2017); 

the largest theme park of Taiwan (Liao, Chen, & Hu, 2018); three Chinese high-tech companies 

(Han & Bai, 2020) etc.  

In fact, employees having a high quality of LMX relationship tend to be more engaged in taking 

risky decision than those who have low quality of LMX relationship with their superiors. LMX 

demonstrates an enabling impact on less innovative R&D employees, however, it is not necessary 

that intrinsically-motivated employees would be more creative in an R&D setting simply due to 

high LMX dyadic relationship (Tierney et al., 1999). Unlike mechanistic structure, the organic 

structure fosters change and admits flexibility in an organization which strengthens the 

relationship between LMX and CP (Pan et al., 2012). No doubt, SLMX has high implications for 

business organizations, it also depends on the extent to which the followers intend to take up risky 

decisions at their discretion (Berg et al., 2017) though, there is no significant difference between 

LMX and CP for both lower and middle level management (Gupta & Chadha, 2017). 

As discussed earlier, creative work involvement (CWI) and CP are the two very closely-related 

concepts in the sense that employees tend to perform creativity once they are involved in a creative 

work. Therefore, CWI may be considered as a built-in characteristic of CP. High-quality 

interpersonal relationship develops positive emotions such as happiness and interest among 

subordinates which may increase their capacity to CP (Dutton, 2003). Thus, high-quality 
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interpersonal relationship serves as an influential mechanism to energizing employees for more 

involvement in their creative jobs. Therefore, LMX may have significant indirect effect on CWI 

(Atwater & Carmeli, 2009).  

Other studies (e.g. Adil & Hamid, 2017; Basu & Green, 1997; Volmer et al., 2012) also found a 

direct effect of LMX on CWI, nevertheless, these studies are potentially attributed to a few notable 

limitations. For instance, authors (e.g. Gu et al., 2015; Qu et al., 2015b; Volmer et al., 2012) took 

only the perspectives of subordinates to assess the LMX quality of relationship with their leaders, 

therefore, it shed light only on one direction of the reciprocal relationship. Using a cross-sectional 

research design, Qu et al. (2015b) suspected that their results might be vulnerable due to the 

potential presence of reverse causality between LMX and CP. Nevertheless, the theoretical 

foundation of this reverse causality between the two variables is not supported by the literature 

because employees tend to exhibit creativity when they experience a high-quality of LMX 

relationship with their superiors (Zhou & Shalley, 2015). In Therefore, it seems quite certain that 

there is a unidirectional relationship from LMX towards CP which needs to be justified by using 

a longitudinal research design.  

For this purpose, authors endeavored to minimize the effect of CMV bias with the help of 

longitudinal data taken at least at two different data points (e.g. Berg et al., 2017; Volmer et al., 

2012) as well as in a single-sourced data (Berg et al., 2017; Gupta & Chadha, 2017), however, the 

potential presence of CMV still may not be completely ruled out because the CMV bias makes it 

quite difficult to seek an interaction effect (Siemsen, Roth, & Oliveira, 2010). In terms of statistical 

analysis, some of these studies (e.g. Lio et al., 2010) applied both EFA and CFA techniques 

without making any reference to separate datasets needed to perform both types of factor analyses 

(Hair, Gabriel, Silva, & Junior, 2019). Similarly, they established discriminant validity using 
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CFAs, nevertheless, they did not highlight any procedure they used to establish discriminant 

validity except the reporting of model-fit indices. Besides, to facilitate non-native English 

respondents, authors (e.g. Lio et al., 2010) have used back-translation procedure (Brislin, 1986) 

for assessing the content validity of their research instrument, however, this conventional 

instrument-translation method holds a few challenges in terms of its accuracy (Willgerodt, 

Kataoka-Yahiro, Kim, & Ceria, 2005). Moreover, studies (e.g. Berg et al., 2017) did not take the 

effects of age and formal qualification into heed as these descriptive variables could have inflated 

and confounded the results since the responses were collected from five companies having 

different innovative requirements and industrial backgrounds (Jung, Chow, & Wu, 2003).  

Another major limitation of these studies is attributed to the application of multi-group analysis 

(MGA). For instance, Adil and Hamid (2017) performed a covariance-based multi-group 

mediation analysis of the four levels of responsibilities, however, none of the measurement model 

group invariance tests (such as configual, metric, scalar invariances etc.) was applied to ascertain 

whether the factor structure and loadings are sufficiently equivalent across the four levels of 

responsibilities. It is a necessary step before performing MGA when there are unequal responses 

in each group such as the one shown in their table of MGA results. Besides, the potential CMV 

bias cannot be over ruled in related studies (e.g. Pan et al., 2012) due to the single-sourced data 

since the cross-sectional research design limits the generalizability as well as in-depth cause-and-

effect analysis (Sekaran & Bougie, 2016). Besides, these studies also took a subjective measure 

of CWI in which they asked employees to rate their own involvement in creative work (Adil & 

Hamid, 2017). Since CWI represents the cognitive part of creative work engagement, authors (e.g. 

Qu et al., 2015b; Volmer et al., 2012) urged upon investigating the effect of LMX on rests of the 

two parts i.e. emotion and behaviour – such as CP.  
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Despite having substantial evidence of the significant positive effect of LMX and employee CP, 

literature including meta-analyses have also pointed out a few contrasting (or mixed) results too 

(Hammond, Neff, Farr, Schwall, & Zhao, 2011; Olsson et al., 2012; Tierney et al., 1999). For 

instance, LMX had a negative impact on CP in a usable sample of 480 respondent-peer dyads from 

different organizations operating in the telecommunication, education, and banking sectors in 

Islamabad, Pakistan (Naseer et al., 2016). Similarly, the same negative a negative effect of LMX 

on CP has been found in other studies too (e.g. Aleksić, Mihelič, Černe, & Škerlavaj, 2017; Seong 

& Choi, 2019). Furthermore, social and economic LMX (in short, SLMX and ELMX respectively) 

are the two types of general LMX construct and it has revealed that ELMX has no impact on 

creative behaviour, however, SLMX demonstrated a marginal effect on creative behaviour of 147 

permanent contractual employees from five Norwegian innovative companies (Berg et al., 2017). 

In essence, it entails the dark-side of leadership where a high-quality LMX relationship turns into 

a liability for subordinates when the leader is self-centered and autocratic in nature. Conversely, 

in case when the leader is found to be more exploitative and manipulative in his leadership style, 

the in-group subordinates (high-LMX) are found to be more adaptive, obedient, compliant with a 

very high degree of meeting the unethical demands of their leader even at the cost of their CP. 

Therefore, due to the interesting yet inconclusive findings for the relationship between LMX and 

CP, authors (such as Atwater & Carmeli, 2009; Kark & Carmeli, 2009; Seong & Choi, 2019; 

Volmer et al., 2012) have raised various research calls for further examining the direct and/or 

indirect effect of LMX on CP especially in the context of developing countries. 

2.6 Creative Performance in the Context of Education 

“One of the terms essential to any understanding of education must be that of creativity… Isn’t 

the educated mind the creative mind?” (Abbs, 1989, p. 1) 
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In fact, the word ‘performance’ can be visualized in any number of formations which “…requires 

consideration of where it is located, how it is motivated and fostered, and the meaning and value 

that derive from engaging in it” (Rink et al., 2017, p. 27). A unanimous agreement suggests that 

creativity is essential for an individual as well as an organization, however, defining creativity is 

problematic (Walsh, Anders, Hancock, & Elvidge, 2013) and highly controversial (Acar, Burnett, 

& Cabra, 2017). Research on creativity spans over different disciplines such as organizational 

studies, arts and music, education, sociology, management, history, political sciences (Hemlin, 

Allwood, & Martin, 2004). The philosophy of creativity finds its roots in psychology where 

various approaches to comprehend creativity have flourished since the mid-20th century 

(Sternberg, 1999; Sternberg & Lubart, 1999). In particular, teaching creativity includes thorough 

and organized intellectual procedures (Watson, 2018) which may be inferred by the following 

reviews of creativity literature specifically in the context of education. Therefore, the following 

reviews are not intentionally merged/embedded into the preceding sections of literature review.  

In an educational system, creative thinking is one of the most important skills for high-school 

students (Türkmen & Sertkahya, 2015). Each school should realize that they are going to stifle 

creative potential of early-aged students if they put major emphasis on merely reading, writing 

and other numerical assignments. Therefore, it is imperative for each school "to ensure that every 

child leaves school with a rock solid foundation in the basic skills” (Puttnam, 1998) e.g., “A 

capacity to take risks, to tolerate ambiguity and break boundaries, along with an openness to 

experience and a freshness of perception are also widely regarded as fundamental features of 

creativity” (Prentice, 2000, p. 150). In short, all children should be given education which not only 

help them improve their learning, but also enable them to embark on various other skills such as 

flexibility, adaptability, critical reasoning, creative thinking and behaving and above all, making 
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imaginative associations between their current educational experiences and future growth 

possibilities (Prentice, 2000). This expertise will equip them with all necessary skills to search for 

various different novel and useful ideas followed by a critical analysis to select the most 

appropriate solution to an existing and even a new potential problem (Noss & Pachler, 1999).   

It is fairly difficult for a teacher to directly and holistically measure the students’ learning with the 

conceptualization and schematization (including intellectual, non-figurative or abstract, invisible) 

of a creative work (Schooler, Fallshore, & Fiore, 1996; Cowdroy, 2000; Ramsden, 2003). Besides, 

the objective assessment of CP becomes further problematic due to the absence of criteria to 

measure higher-order creative actions (Carmeli et al., 2013). It is mainly due to the fact that 

creativity is still considered as a ‘special’ course of action which not only ‘speaks for itself’, but 

also its management is a very challenging task (Cowdroy & de Graaff, 2005). Therefore, there is 

a need to shift the paradigm from a teacher-derived principles and criteria towards student-centred 

criteria of assessing their creative work.  

In the past, it has been emphasized on revamping a particular degree program by introducing 

creative thinking skills to meet the prevailing industry needs. For instance, there was an increasing 

need to revitalize the civil engineering degree program at Middlesex Polytechnic (UK) in such a 

way that it could meet the demands of changing world (Barker, 1986). It was the Finniston Report 

which urged upon aligning and applying the engineering courses and principles with the solutions 

of practical problems in the prevailing industries. In fact, it was an attempt to introduce creative 

thinking skills in the engineering education in the UK. However, this study clarified that the 

Polytechnic had already started developing their civil engineering program prior to the Finniston 

Report. Based on the recommendations of this Report which had been approved by the 

Engineering Council in 1983, the Polytechnic introduced different practical courses which helped 
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them bridge the expectancy gap of creative thinking skills between the needs of the engineering 

students and the demands of industries. The study concluded that there is a possibility to enhance 

the creative thinking skills for creative problem-solving among civil engineers, therefore, it was 

recommended to further explore the factors which could increase creative-thinking skills among 

engineering students.    

Besides, there has been a misconception that there is no relationship between creativity and 

education. According to the national advisory committee on creative and cultural education 

(NACCCE, 1999), this misconception that largely stems from incorrect beliefs of society 

adversely affect the creative growth of people e.g. creativity possesses a very strong bond with 

arts thus, it should only be related with the discipline of arts. Instead, the discipline of creativity 

is related with every field of human behavior which requires generating novel and useful idea for 

improvement and growth of either a particular phenomenon or entity (Mumford & Gustafson, 

1988). In short, “… the arts are not the exclusive province of creativity; far from it” (Prentice, 

2000, p. 148). Another misconception holds a notion that creativity resides with only very few 

people in the society hence, they are rare, and above all, very ‘special’ individuals because they 

possess special ‘talent’ or more precisely, ‘God-gifted’ talent which makes them prominent and 

‘special’ in a particular social domain (NACCCE, 1999). Conversely, recent literature has echoed 

that creativity is a cognitive process which may be learnt by the passage of time involving high 

personal motivation and different contextual factors (Prentice, 2000). 

The process of peer learning (Boud, Cohen, & Sampson, 1999 & 2001; Boud & Lee, 2005) and 

productive reflection (Boud, Cressey, & Docherty, 2006) are very useful tools for enhancing 

creative thinking skills. For instance, if the pedagogy of peer learning is embedded with 

‘productive’ reflections and creativity in group supervision then it certainly serves as a very useful 
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tool for all types of doctoral study (Fenge, 2012). In short, the main essence of developing creative 

thinking skills is to gauge the extent to which a student has learnt the fundamental doctrines, 

theoretical frameworks and philosophical underpinnings of the related field of creativity (Crick & 

Cowdroy, 1998).  

In order to investigate whether students’ creative thinking skills may be enhanced by teaching 

creative writing in classrooms of elementary schools, Khan (2011 & 2012), using a mixed research 

approach, drew a sample of 70 University of Education (UoE), Lahore, Pakistan students, who 

were in-service academicians, and a pool of six in-service female school academicians for a focus 

group interview. This sample comprised of mainly young, but experienced school academicians 

having the age between 25 and 30 years; 6 percent of the male sample had 15 years of teaching 

experience. Seven different themes were concluded as follows: Female school academicians have 

expressed themselves more creative in writing than their male counterparts. Female academicians 

took more interest in teaching creative writing than male school academicians. Both male and 

female academicians believed that creative writings motivate students in learning English as a 

language, however, none of them described the techniques through which students may be 

motivated to creative writing in English. The respondents were familiar with creative writing 

techniques such as brainstorming and group discussion, however, none of them highlighted any 

technique or approach to better teach creative writing in the classroom. Most of the respondents 

mentioned that the examination board of Lahore remained failed to measure students’ creativity. 

Because of the prevailing educational system in Lahore, academicians are mainly obsessed with 

ensuring a high number of A-grade students. Consequently, a teacher who manages to produce 

maximum number of A-grade are considered more productive than the one who promotes 

creativity among pupils. In the final examination, students are assessed with such types of 
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questions or essays which they have already practiced with the similar version of the essays for 

creative writing in classroom teaching sessions. Consequently, it entails less opportunity for pupils 

to exhibit creative thinking during board examination. Both male and female respondents reported 

during the focus-group interview that they were more inclined towards pointing out and correcting 

mistakes in students’ creative writing. In addition, academicians are less likely to encourage 

students in building their prowess in not repeating the same mistakes. In short, the respondents 

emphasized on inspiring novel and useful ideas and experiments with English language. The study 

concluded that if school academicians are capable enough to be imaginative by creating novel and 

useful ideas, they could potentially create an atmosphere in their classrooms which could not only 

nurture the learner’s creative potential, but also help them [students] improve their creative writing 

skills (Khan, 2011 & 2012).    

The teaching of the transfer of critical thinking across various domains is one of the significant 

challenges at college-level education (Geertsen, 2013). An interactionist perspective of Sociology 

accentuates two important elements of human behavior. First, people by nature tend to look for 

‘meaning’ in their every course of ‘action’ they do. Second, this ‘meaning’ (that people generate 

against a particular ‘action’) is further influenced and reshaped when the people engage 

themselves in social interaction. In other words, people derive or extract meanings differently to 

a particular phenomenon based on the social interaction they hold in their everyday life (Cole, 

2017).  

Social interactions help individuals cultivate their mind and self (Blumer, 1969; Chriss, 2005; 

Ritzer, 2011) hence people’s interpretation of an action largely affects the interpretation of others 

due to social interaction (Weitz, 2013). Therefore, by virtue of frequent social interactions, people 

tend to pay a closed heed to those things which they have found consistent with their repetitive 
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experiences in everyday life and also ignore the things which they might observe as alternative 

applications or even interpretations. Since human actions are based on their interpretations, this 

“action follows meaning” (Weber as cited in Cole, 2017) philosophy “gives the world a sense of 

order and predictability. At the same time, it tends to create natural barriers to using critical 

thinking across domains” (Geertsen, 2013, p. 54).  

Likewise, in early childhood and elementary education, creativity is equally important in both 

doctoral and postdoctoral research studies. In addition to the emphasis given by universities in the 

UK and the United States, organizations are increasingly putting major emphasis on PhD and 

postdoctoral research students to be more creative. This is an attempt to help organizations 

generate novel and useful ideas to resolve practical issues. In this regard, knowledge-sharing 

behavior greatly impacts on CP in public-sector universities of Pakistan (Muqadas, Ilyas, & 

Aslam, 2016). 

It has been widely established that one of the major functions of a leader is to motivate his/her 

followers, however, a very little is understood about the mechanisms and practices which could 

help a leader achieve this task. To address this gap, Naidoo (2016) conducted two experimental 

studies and tested the application of approach-avoidance motivation theory (Carver & Scheier, 

1981 & 1998) with 130 students from a bachelor degree program in a large public American 

university. This theory involves two types of leadership behavior which tend to either stimulate or 

inhibit follower’s CP. It is termed as an ‘approach’ and an ‘avoidance’ behavior of a leader 

respectively. More precisely, if a leader is an approach-oriented person, he would energize the 

same personality attribute in followers resulting in the form of a higher approach to CP. In contrast, 

if a leader is an avoidance-oriented individual who is presumably afraid of taking risks, the same 

risk-aversive tendency will be transferred in followers thereby, the followers are unlikely to 
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exhibit CP. Similarly, emotional displays of a leader which are often in a non-verbal form also 

affect follower’s CP (Naidoo, 2016). More specifically, because an approach-oriented leader 

displays his emotions in terms of either excitement or sadness, it results in a greater degree of 

follower’s CP. On the contrary, an avoidance-oriented leader reflects his emotions through anxiety 

or tranquility which leads to inhibit follower’s CP. Besides, the approach motivation of a leader 

also results in increasing follower’s CP as compared with the leaders with a threatening behavior. 

In the past, Friedman and Förster (2000 & 2002) had also proved the impact of ‘affects’ on creative 

cognition through multiple experiments. In short, in light of the affect-leadership-creativity 

literature and the lens of approach-avoidance motivation theory, it is argued that the emotions of 

the leader have substantial impact on follower’s creative cognition and CP (Friedman & Förster, 

2000 & 2002; Naidoo, 2016).  

The empirical evidence of CP particularly in the context of business schools is meagre with minor 

exception (e.g. Kim & Choi, 2017) that used total number of research publications as an ‘objective’ 

measure to gauge the CP of academicians in business schools. Using an online survey with 247 

PhD academicians of management discipline from 103 AACSB-accredited business schools, they 

found that peer support, pressure of workload and research resources are the major motivating or 

driving forces for the academicians to increase total number of ‘self-reported’ number of 

publications and also publish in top-ranked management journals. Notably, these findings did not 

include the responses from non-PhD academicians of business schools. It is important because in 

developing countries such as Pakistan there are a list of experienced faculty members even in the 

top-ranked business schools of the country who are also PhD scholars/candidates. It took place in 

the academia of Pakistan due to previous HEC policies that used to permit universities to appoint 

individuals with simply a master degree (including MBA, MRes, MPhil / MS) without having any 
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teaching certificate or diploma as a full-time lecturer. Consequently, by virtue of their vast 

teaching experiences, these non-doctoral academicians appear to possess substantial capability 

and a proven track record of publishing their research work in quality management journals. 

Besides, nowadays HEC of Pakistan does not allow universities to launch a doctoral program 

mainly due to an insufficient number of PhD faculty in the program or the structure of running a 

doctoral program is not enriched enough to produce number of PhDs per annum. Unlike public 

sector universities where there are a number of experienced PhD academicians in almost every 

program are already on board, the private sector universities particularly business schools are 

severely affected by these HEC rules. Optimistically, these are areas for improvements for the 

business schools, nevertheless, it is also prevalent that an intrinsically-motivated non-PhD 

business school teacher can demonstrate CP even in a non-conducive working atmosphere. 

Previous studies of CP in the education context have not dealt with non-PhD academicians of 

business schools to better inform about their CP. 

The creativity literature in educational context has also found that creativity-centric instructional 

programs tend to develop better psychological and motor creativity skills in youngsters. For 

instance, Richard, Lebeau, Becker, Boiangin, and Tenenbaum (2018) firstly developed an exercise 

program, then they trained academicians to serve as coaches and then finally assessed the 

psychological and motor creativity of 140 4th standard pupils in eight schools of Florida. Creative 

program was given to students in four schools, whereas rests of the students received the 

conventional teaching program. They attempted to assess the motor and psychological creativity 

in youngsters of elementary school by analyzing their propensity in adapting different challenging 

exercises. It was found that after the intervention period which lasted over a period of three 

months, children who attended creativity program demonstrated higher degree of originality, 
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variations, and flexibility in adapting challenging exercises than those students who participated 

in the conventional teaching program. Therefore, the study recommended that elementary school 

academicians can develop creativity amid children by developing their skills to manage variety of 

associated constraints, act of spontaneity, and critical thinking. 

Despite this, little progress has been made in investigating the effect of students’ undertaking 

creativity-related courses at a university on their professional career. Based on multiple focused-

group interviews with undergraduate students at a British university, it was found that there is a 

positive effect of learning creativity-related courses on students’ professional career (Watson, 

2018) and their academic success (Sternberg, 2018). Tests that are to be used to measure students’ 

CP must be meaningful and be aligned with the types of experiences they are going to encounter 

for the duration of their stay at their school. Moreover, in schools where practicing a novel 

scholarly or other condition is required, cautiously-picked trial of creative thinking can foresee 

achievement to a great extent. Furthermore, creativity can and should matter in schooling system 

and academicians ought to play their meaningful role to make that happen. It signifies the role of 

a creative teacher because the creativity process comprises of quite rigorous and overarching 

critical thinking exercises. Therefore, a creative teacher should equip with his/her own deeper 

understanding of creative thinking process and intellectual requirements.    

The CP related literature in the education context has also illuminated that students who holds 

realistic personality (i.e. more open to face real-world issues) are better in reflecting on social 

creativity – a personality trait used to identify and solve social issues and problems in creative 

ways through social interactions. Moreover, virtual personality and internet communication jointly 

mediated between realistic personality and social creativity (Gu et al., 2018). This is actually 

observed because students with the identity characteristic of high receptiveness have scholarly 
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interest, creative energy, and liberal demeanors, lean toward new things, and have a wide 

assortment of interests and diversions. They additionally have solid critical thinking capacities 

(D’Zurilla, Maydeu-Olivares, & Gallardo-Pujol, 2011; John & Srivastava, 1999) leading them to 

secure better academic achievements (Poropat, 2014). Thus, these young individuals seem to be 

high in creativity and specifically, in social creativity (Baas, De Dreu, & Nijstad, 2008). 

The entrepreneurial intentions of students reflect their creative behaviour that is largely affected 

by their family and university support for creativity, and above all, their self-perception about their 

CP. More precisely, not only self-perceived creativity had a significant direct impact on 

entrepreneurial intentions of students, but also self-perceived creativity partially mediated 

between family support for creativity and entrepreneurial intentions, however, it fully mediated 

between perceived university support for creativity and entrepreneurial intentions. Besides, 

positive attitudes and entrepreneurial SE partially mediated between self-perceived creativity and 

entrepreneurial intentions (Laguía et al., 2019). Although, they took a sample from those 

university students who undertook creativity and entrepreneurship courses, further detail about the 

contents as well as the time duration of both types of courses were found missing in the study. 

Besides, the study could have added a sample of such university students who have not undertaken 

any creativity and/or entrepreneurial-related courses in advance. The idea is to have a strong 

plausible comparison between the two samples in order to have well-informed understanding of 

the underlined constructs such as entrepreneurial intentions and CP.   

In the context of education, the transformational teaching style is also found to be indirectly related 

with creativity through trust in lecturer at a large German university (Pachler, Kuonath, & Frey, 

2019). They could have paid heed in identifying any moderating variable (such as student’s goal 

or career orientation) between the transformational teaching style and students’ creativity because 
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the positive relationship between the two constructs may be strengthened among those students 

who report higher goal or career orientation. In short, it can be observed that a very little is known 

about how the CP of academicians may be stimulated and enriched in business schools of 

developing countries, in particular. 

2.7 Theoretical Framework 

Theories of motivation are classified into two groups: content and process theories of motivation 

(Fisher, 2009). Content (also called ‘need’) theories (e.g. Maslow’s hierarchy of needs theory, 

Herzberg two-factor theory, and McClelland’s trichotomy theory of human needs) are related with 

the specific needs or motivating factors; in other words, the emotional facets of human motivation 

(Wright, 1989). On the contrary, process theories (e.g. equity and goal-setting theories) describe 

the interaction between needs, rewards, and behavior (Fisher, 2009); in other words, process 

theories explain the role of cognitive processes though, the role of emotional factors are not 

overlooked (Lundberg et al., 2009; Wright, 1989). This study builds its conceptual framework 

based on the fundamental underpinnings of a) Two-factor theory of motivation; b) Componential 

theory of creativity (CTC); and c) LMX theory. These theories are as described below to 

demonstrate their relevancy in developing the conceptual framework of the present study.   

2.7.1 Underpinning Theory: Herzberg Two-Factor Theory of Motivation 

In 1959, an American psychologist named Frederick Irving Herzberg coined the two-factor theory 

of motivation. This theory, which has been recognized as one of the most influential theories of 

work motivation (Amabile, 1993), is also known as Herzberg's motivation-hygiene theory or dual-

factor theory or bi-factor theory (Herzberg, 1959; Herzberg, Mausner, & Snyderman, 1959). He 

conducted 200 interviews with managers and accounting professionals in the manufacturing sector 
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of Pittsburg, Pennsylvania. The respondents were required to recall their past moments when they 

felt satisfaction and dissatisfaction at their work. Herzberg then put forth two sets of factors: 

‘hygiene’ factors and ‘motivators’ (see Figure 2.1).  

Hygiene factors (Herzberg, 1959, 1966 & 1971; Herzberg et al., 1959, 1993, & 2005) refer to 

“environmental or organizational factors that are outside of the individual’s perception of the job-

organizational culture or specifics of the job description itself as well as salary, supervision, 

company policies, working conditions, and job structure” (Smith & Shields, 2013, p. 190). 

Hygiene factors are also called maintenance factors because managers have to minimize (or 

maintain) these factors that increase job dissatisfaction (Sledge, Miles, & Coppage, 2008).  

On the contrary, the motivation factors (in short, ‘motivators’) can truly “… encourage employees 

to work hard and enjoy their jobs. These factors involve what people actually do on the job and 

should be engineered into the jobs employees do in order to develop IM within the workforce” 

(Smith & Shields, 2013, p. 190). An employee may be satisfied (not motivated) with increased 

pay and better working conditions. In essence, factors that yield satisfaction are completely 

different from those which create employee motivation to achieve a particular organizational 

outcome (Bell, 2017). 
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Figure 2.1. Factors affecting job attitudes as reported in 12 investigations adopted from Herzberg 

(2003, p. 90). 

While describing the basic premise of Herzberg two-factor theory of motivation, Sledge et al. 

(2008) elucidated that managers could use ‘motivators’ to encourage their subordinates to gain 

satisfaction which could in turn, enable them to achieve better job performance. In addition, Evans 

and Olumide-Aluko (2010) explained the transition from satisfaction to no satisfaction and finally 

to dissatisfaction in the following words: 

If the satisfying factors decrease, the employee merely drops to a neutral state of 

satisfaction (i.e. no satisfaction) and not to a state of dissatisfaction. In the same 
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vein, where factors causing dissatisfaction are significantly reduced, the affected 

worker de-elevates to a neutral state of dissatisfaction (i.e. no dissatisfaction) 

rather than one of satisfaction. (Evans & Olumide-Aluko, 2010, pp. 74-75) 

Quite interestingly, one factor can be a hygiene factor as well as a motivator which, indeed, 

depends on how an individual infers the meaning of the factor (Daft, 2003). For instance, salary 

can be a hygiene factor as well as a motivator. In case if salary does not have any meaning for an 

employee other than buying power, it should be regarded as hygiene factor because in its absence 

the person will lose his buying power causing him dissatisfied with his job. In contrast, if the same 

individual perceives his salary as a symbol of achievement, then salary could be considered as a 

motivator because he is going to perceive his continuous achievement as long as he continues to 

have the salary.   

Numerous studies have used Herzberg’s two-factor theory in disparate scenarios including retail 

(e.g. Parsons & Broadbride, 2006), satisfaction of business school students (e.g. deShields, Kara, 

& Kaynak, 2005), hospitality/hotel industry (e.g. Balmer & Baum, 1993; Sledge et al., 2008), 

residential care social service (e.g. Sluyter & Mukherjee, 1986), banking industry (e.g. Khan, 

Shahid, Nawab, & Wali, 2013) etc. 

Herzberg two-factor theory of motivation is the underpinning theory used in this study because it 

offers a lens through which we can investigate the effect of LCEs, CSE, and LMX on intrinsically 

motivating an academician for CP in his/her job. This theory is most suitable for the research 

situation where the employees have “… higher level of education or whose job require[s] a high 

level of creativity” (Susa as cited in Pandža, Đeri, Galamboš, & Galamboš, 2015, p. 105). 

Moreover, literature has widely recognized the long-term positive impact of motivators on 
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employee attitude for job performance (Belanès & Saihi, 2014; Gawel, 1997). Extrinsic rewards 

(such as financial benefits) can rarely motivate the most talented and highly innovative person, 

however, they can be intrinsically motivated through the work they perform. The importance of 

IM is manifested itself in the reality that it can lead to employee behaviour for higher job 

performance (Buble, Juras, & Matić, 2014).  

Notably, LCE is the most influencing type of expectations for stimulating employee creativity 

(Carmeli & Schaubroeck, 2007). It is an incredibly powerful inspirational method (Locke & 

Latham, 1990) which can positively affect the motivation of subordinates for CP (Carmeli, Reiter-

Palmon, & Ziv, 2010; Carmeli & Schaubroeck, 2007; Redmond et al., 1993; Scott & Bruce, 1994; 

Tierney & Farmer, 2004). It could serve as a hygiene factor because it is not directly inherent in 

one’s job itself. Rather, it is an organizational or contextual factor whose presence may satisfy a 

teacher, however, its absence would certainly dissatisfy him. In fact, the absence of a hygiene 

factor “… can cause dissatisfaction, but their presence does not mean satisfaction” (Fareed & Jan, 

2016, p. 296). Academicians would become sceptical of their CP due to the absence of creativity 

goal expectations from their leaders. Consequently, it would lead their lower intrinsic motivation 

for CP.  

LMX has emerged as the most successful organizational leadership approach over the past couple 

of decades (Cropanzano et al., 2017) followed by considering much of its success in better 

explaining various organizational outcomes due to its positive relationship between a leader and 

his/her followers (Graen & Uhl-Bien, 1995). The Herzberg’s two-factor theory describes 

relationship with supervisor and relationship with subordinates as the two separate hygiene factors, 

however, the present study builds another theoretical argument that LMX which reflects a specific 

joint mechanism of interpersonal (more precisely, a reciprocal) relationship between a leader and 
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a subordinate, may also serve as a hygiene factor. This theoretical premise is also supported by 

Lundberg, Gudmundson, and Andersson (2009) where they have argued that interpersonal 

relationship is a hygiene factor. It is because LMX not only denotes the quality of relationship 

between leader and follower to characterise either a high-quality (in-group) or a low-quality (out-

group) dyadic (or two-way) relationship, but it is also external to one’s job whose presence might 

only satisfy an individual, however, its absence would certainly dissatisfy the person. This theory 

holds that satisfaction and dissatisfaction are not opposite to each other. Undoubtedly, creative 

ideas involve novel and useful elements to resolve a particular problem in a social context, 

however, if academicians perceive that the worth of their creative ideas are not being 

acknowledged and appreciated by their superiors because of their low-quality LMX relationship, 

despite they are capable enough to think creatively; this situation would dissatisfy them and 

ultimately, they would become least motivated for CP in their teaching profession.  

Moreover, Herzberg’s two-factor theory reveals different intrinsic motivators such as 

achievements, acknowledgement, work itself, obligation, progress, and development. However, 

based on substantial amount of literature it may be argued that CSE may also serve as an ‘intrinsic 

motivator’ for CP. A likely reason is that CSE directly links one’s job with his mastery in the job 

so that it encourages the person for in-role CP (Smith & Shields, 2013). Indeed, CSE can lead to 

job satisfaction, however, its absence would certainly lead to no satisfaction to the individual, but 

not job dissatisfaction (Fareed & Jan, 2016). 

This study used both hygiene factors and motivators since both are important to increase IM 

because “The role of hygiene factors is simply to prevent workers’ discontent. In other words, 

these factors do not lead to higher levels of motivation, but without them, there is dissatisfaction” 

(Hyun & Oh, 2011, p. 103) and “if the hygiene factors are deficient, the satisfiers or motivators 
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will have limited or no effect, as employees will be unable to appreciate the intrinsic benefits of 

their work while irritated by environmental difficulties” (Poulston, 2009, p. 24). To conclude, this 

section described the ways through which all of the study variables fit into the Herzberg two-factor 

theory of motivation. 

2.7.2 Componential Theory of Creativity (CTC) 

Notably, Herzberg’s two-factor theory of motivation generally revolves around the generic 

theoretical underpinning which holds that people tend to perform when they are intrinsically 

satisfied and motivated. Whereas the componential theory of creativity (henceforth, ‘CTC’, 

Amabile, 1983b) argues the similar ideas specifically in the context of employee creativity. CTC 

also endorses that IM is a central component of employee creativity (see Figure 2.2). Indeed, CTC 

represents the social psychology of creativity which amalgamates social and psychological factors 

with a strong belief that these two categories of attributes certainly enable an employee for creative 

performance. CTC suggests that people tend to exhibit creativity when they are intrinsically 

motivated for creativity (Amabile et al., 1994; Amabile & Mueller, 2008; Hannam & Narayan, 

2015; Shalley et al., 2004; Tierney et al., 1999). In other words, IM serves as a mediator for CP 

(Amabile, 1983a; Amabile, 1996; Csikszentmihalyi, 1996; Eisenberger & Shanock, 2003; 

Hennessey & Amabile, 2010; Koestner, Ryan, Bernieri, & Holt, 1984; Runco, 2007; Shalley et 

al., 2004; Sternberg, 2006; Stuhlfaut, 2010).  

The CTC was established on two broad categories of variables i.e. individual factors (e.g. domain-

specific knowledge, creativity skills, IM) and the specific working environment of the employee 

(Amabile, 1996). In other words, the employees tend to perform creatively when their domain-

relevant expertise (such as CSE), creative-thinking skills and IM interplay with each other.  
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Figure 2.2. Componential theory of creativity adopted from Amabile (1998, p. 78). 

According to CTC, the production of employee creativity is a five-stage process (see Figure 2.3) 

namely, i) identification of problem; ii) initial preparation; iii) generation of appropriate 

response(s); iv) assessment of the validation and communication of the generated response(s); and 

v) the final creative outcome. Furthermore, Kuo (2011) reiterated that these five stages of creative 

process interact with the three components of CTC as shown by the dotted lines in Figure 2.3.  

The CTC supports the development of the conceptual framework of the present study in the sense 

that it delineates the creative process which influence its outcomes e.g. unlike the CTC which 

argues ‘creativity’ as the “…production of responses or works that are reliably assessed as creative 

by appropriate judges” (Amabile, 1983b, p. 362); the conceptualization of ‘creativity’ used in this 

study have earlier argued that creativity denotes an important human work behavior which 

involves different cognitive processes.   
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Notably, CTC also holds that work environment impacts substantially on relevant processes of 

creativity (Amabile, 2012; Ramos et al., 2018) therefore, LCEs and LMX are used in this study as 

the two contextual factors. Moreover, CTC has been used as the fundamental theoretical basis of 

various creativity-related empirical investigations such as Gagné and Deci (2005); Ramos et al. 

(2018); Oldham and Cummings (1996); Shalley, Gilson, and Blum (2000); Woodman et al. (1993) 

etc. 

 

 

Figure 2.3. CTC: Five stages of creative process adopted from Amabile (1996, p. 113). 
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2.7.3 Leader-Member Exchange Theory 

LMX theory (Graen & Uhl-Bien, 1995) finds its roots in social exchange theory (Blau, 1964; 

Gouldner, 1960) which refers to “the development of the relationship between a leader and his or 

her subordinate” (Dienesch & Liden, 1986, p. 620). Based on the foundation of vertical dyad 

linkage (VDL) approach (Dansereau, Graen, & Haga, 1975), LMX theory holds that there is a 

unique quality of relationship between a leader and a subordinate (Graen & Uhl-Bien, 1995). Due 

to role expectations and extent of accomplishment of these goals between the leader and member, 

the LMX relationship is negotiated over a period of time.  LMX theory encompasses the idea of 

role making (Graen, 1976), reciprocal or social exchange of dyadic relationship, and equity 

(Anand et al., 2011; Dulebohn et al., 2012; Graen & Uhl-Bien, 1995; Martin et al., 2010).  

In essence, LMX theory holds that a leader establishes type of relationship with his/her subordinate 

in the form of either low or high quality of relationship (Epitropaki & Martin, 2005; Erdogan & 

Enders, 2007). Similarly, the increasing difference between the implicit and explicit prototypic 

personality traits of the leader tends to reduce the quality of LMX relationship between the 

manager and his subordinate (Epitropaki & Martin, 2005). Low and high quality of LMX 

relationship are the two continuum points which imply that low quality LMX relationship is 

characterized by the doctrines of transactional and economic exchanges (Liden et al., 1997) 

including low level of trust which is actually constrained by the written provisions of employment 

contract (Erdogan & Enders, 2007). Therefore, the employee has to stay in the out-group zone 

having access to only those organizational resources which are written in their employment 

contract (Ferrin et al., 2008; Graen & Uhl-Bien, 1995; Schriesheim et al., 2001; Sparrowe & Liden, 

1997; Williams et al., 2009).  
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In contrast, high quality LMX relationship, called in-group (Graen & Uhl-Bien, 1995), is driven 

by social exchange process of reciprocal relationship (Liden et al., 1997). People who reside in the 

in-group zone enjoy majority of the organizational benefits e.g. they have frequent interactions 

with their leader and have their leader’s support, maximum access to tangible and intangible 

organizational resources, leader’s trust and enjoy various tangible rewards (Epitropaki & Martin, 

2013; Graen & Uhl-Bien, 1995; Janssen & Van Yperen, 2004; Liden et al., 1997; Schriesheim et 

al., 1998; Schriesheim et al., 2001; Sparrowe & Liden, 1997). In short, a closed bond of 

relationship is maintained by managers only with a small number of subordinates in a workplace 

which involves high-quality exchanges of information and organizational resources (Epitropaki & 

Martin, 2005). 

A high-quality LMX relationship also originates a healthy social climate perception among 

subordinates which encourages them for creative work involvement (Kark & Carmeli, 2009) and 

is favourable for organizational innovation and creativity (Scott & Bruce, 1994). A likely reason 

is that employees feel obliged by having a high-quality LMX relationship which causes them to 

reciprocate their discretionary work at job back to their leaders (Ilies, Nahrgang, & Morgeson, 

2007; Liden et al., 1997). Empirical studies have endorsed a direct positive impact of LMX on 

creativity (e.g. Atwater & Carmeli, 2009; Elkins & Keller, 2003; Han & Bai, 2020; Redmond et 

al., 1993; Scott & Bruce, 1994; Tierney et al., 1999; Van Dyne, Jehn, & Cummings, 2002; Zhang, 

Fan, & Zhang, 2015). Furthermore, some notable meta-analysis of Eder and Sawyer (2007) and 

Hammond et al. (2011) provided evidence of the positive relationship between LMX and 

employee creativity. Similarly, Chughtai (2016), Gu et al. (2015), Liao et al. (2010), Pan et al. 

(2012), Tierney et al. (1999), and later on, Wang (2016) also reported that LMX has a positive 

effect on employee CP. 
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In this study, studying the direct relationship between LMX and CP is important from both 

theoretical and practical perspectives thus requires a further detailed examination (Han & Bai, 

2020). Theoretically speaking, individuals with high LMX observe a substantial amount of 

encouragement and likability from their supervisors (Duchon et al., 1986). Therefore, this is a 

mandatory element for CP (Mumford & Gustafson, 1988) because due to high LMX relationship, 

the in-group person tends to realize a high degree of trust and comfort which reflects a great 

support for risk-taking behavior involved in creativity (Pan et al., 2012). 

2.8 Development of Hypotheses 

In a social research method, a theory is addressed in the beginning of a research activity which 

involves theoretical reflections to help a researcher in formulating research hypotheses (Bryman, 

2012). However, while establishing a theoretical relationship between two variables, Neuman 

(2014) emphasized quantitative researchers to avoid two types of ‘false explanations’ (called 

‘fallacies’) i.e. tautology and teleology. In fact, these fallacies are the potential logical errors in 

causal explanation between the two variables. Tautology refers to the logical error “in explanation 

in which the causal factor (independent variable) and the result (dependent variable) are actually 

the same or restatements of one another, making an apparent causal relationship true by definition” 

(Neuman, 2014, p. 186). On the other hand, teleology refers to the logical error “in explanation in 

which the causal relationship is empirically untestable because the causal factor does not come 

earlier in time than the result or because the causal factor is a vague, general force that cannot be 

empirically measured” (Neuman, 2014, p. 186). In the present study, both exogenous and 

endogenous latent variables have different operational definition (Section 3.2.6) that are not the 

restatements of one another. Besides, all study variables are not vague, and are well-tested 

measures taken from past studies with good psychometric properties (discussed later). Therefore, 
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it leads to the conclusion that this study is free from tautology and teleology (Babbie, 2019). The 

following section presents the empirical evidence for developing research hypotheses such that 

H1 to H7 are the hypotheses of direct effect model, whereas H8 to H10 are the hypotheses of 

indirect (mediating) effect model. 

2.8.1 Leader Creativity Expectations and Creative Performance 

When employees perceive strong creativity expectations from their leader, it not only rejuvenates 

their work motivations, but also influences their working behavior (Carmeli & Schaubroeck, 2007; 

Eden, 1984). It might be attributed to the fact that they tend to believe that their leader has a 

confidence in their creative abilities which leads to improving their CSE (Tierney & Farmer, 2004; 

2011) and consequently, the leader will provide all necessary organizational resources to exhibit 

creativity (Scott & Bruce, 1994). More recently, based on a rigorous literature reviews, Shalley 

and Lemoine (2019) concluded that leader’s own behavior has significant impact on CP. In short, 

analysis of the literature reviews has suggested a significant positive effect of LCEs on CP (e.g. 

Adil et al., 2018; Amabile & Gryskiewicz, 1987; Carmeli & Schaubroeck, 2007; Eden, 1992; 

Gong et al., 2009; Hüttermann et al., 2018; Jiang & Gu, 2017; Qu et al., 2015b; Scott & Bruce, 

1994; Tierney & Farmer, 2004; Przysinda et al., 2017; Whiteley et al., 2012; Zhao & Guo, 2019). 

Recently, Dong et al. (2017) specifically recommended to test the direct effect of ‘expectations’ 

on CP. Therefore, the following hypothesis is proposed: 

H1: Leader creativity expectations have positive effect on creative performance.  

2.8.2 Creative Self-Efficacy and Creative Performance 

The direct relationship between CSE and CP has been documented in past studies (Mathisen, 

2011). Reviews of literature suggest that CSE is positively related with CP (e.g. Adil et al., 2018; 
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Cai et al., 2019; Carmeli & Schaubroeck, 2007; Choi, 2004; Ghafoor et al., 2011; Gong et al., 

2009; Huang et al., 2016; Karim & Sarfraz, 2016; Khattak et al., 2017; Liao et al., 2010; Liu et 

al., 2016; Malik et al., 2015; Richter et al., 2012; Shin et al., 2012; Tierney & Farmer, 2002; 

Tierney & Farmer, 2011; Thundiyil et al., 2016). Besides, Haase et al. (2018) concluded through 

a meta-analysis of 41 empirical studies that CSE is a very strong predictor of CP. Very recently, 

Han and Bai (2020) also found a very strong evidence of the significant and positive effect of CSE 

on CP in a dyadic sample of 222 employees nested under 43 supervisors in three Chinese high-

tech companies. Based on the established theoretical relationship and aforementioned empirical 

evidences, the following hypothesis is formulated:       

H2: Creative self-efficacy has positive effect on creative performance.  

2.8.3 Leader-Member Exchange and Creative Performance 

The literature review of the direct effect of LMX on CP has been well documented in previous 

studies (Sparrowe, 2020). Some of these empirical studies include Adil and Hamid (2017); 

Atwater and Carmeli (2009); Basu and Green (1997); Berg et al. (2017); Gu et al. (2015); Khalili 

(2018); Kirrane et al. (2019); Liao et al. (2010); Liao et al. (2018); Olsson et al. (2012); Pan et al. 

(2012); Qu et al. (2015b); Tierney et al. (1999); Volmer et al. (2012). Very recently, Han and Bai 

(2020) also found a very strong evidence of the significant and positive effect of LMX on CP in a 

dyadic sample of three Chinese high-tech companies. The relationship between LMX and CP 

would certainly add to the research of employee CP (Atwater & Carmeli, 2009; Kark & Carmeli, 

2009) because it suggests managers to build high-quality LMX relationship with their subordinates 

if they wish them to perform creativity irrespective of different characteristics of their job design 

(Volmer et al., 2012). Therefore, the following hypothesis is posited: 

H3: Leader-member exchange has positive effect on creative performance. 
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2.8.4 Leader Creativity Expectations (LCEs) and Intrinsic Motivation 

Employee expectations refer to the “discrepancy between what a person encounters on the job in 

the way of positive and negative experiences and what he expected to encounter” (Porter & Steers, 

1973, p. 152). The expectancy theory (Vroom, 1964) may be considered as one of the most 

relevant theoretical lens for the relationship between expectations and IM. This theory holds that 

motivation denotes the psychological needs to pursuit a specific goal. However, this pursuit needs 

to satisfy at least two conditions: first, there must be an ‘expectation’ i.e. an individual anticipates 

the occurrences of a goal state. Second, this goal state must have some attractiveness or an intrinsic 

value (what Vroom called ‘valence’) for the individual so that this could serve as a motive to 

perform. Expectations represent variations of beliefs which attempt to relate human actions with 

the perceived appeal or avoidance of expected outcomes (Feather, 1990). Whatever an individual 

does in a given situation is assumed to conjoint with the perceived expectations the person holds 

as well as the perceived subjective value of the results that may take place as an outcome of his 

course of action (Feather, 1982). Therefore, motivation has been conceptualized as a product of 

valence and expectancy (Hsu et al., 2010) and it may be concluded that expectation leads to 

motivation (Feather, 1982). Moreover, according to the componential theory of creativity, IM has 

been identified and reported as the most important predictor of CP (Amabile, 1983b; 

Csikszentmihalyi, 1996; Hennessey & Amabile, 2010) which depends on various contextual 

factors such as LCEs (Meng, Tan, & Li, 2017). 

Despite a very strong theoretical background and a research call through a meta-analysis of 

Wanous, Poland, Premack, and Davis (1992), there has been scant amount of empirical evidence 

for the specific relationship between LCEs and IM (Gkorezis & Kastritsi, 2017). For instance, 

Taris, Feij, and Capel (2006) found a very strong effect of expectations on IM of work values in a 
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sample of 1,251 newcomer employees from different Western European countries. Similarly, 

Gkorezis and Kastritsi (2017) also found a statistically significant and positive effect of employee 

expectations on IM in a sample of Greece. Based on the expectancy theory which establishes a 

very strong theoretical relationship between LCEs and IM supported by a few empirical evidence, 

the following hypothesis is articulated: 

H4: Leader creativity expectations have positive effect on intrinsic motivation. 

2.8.5 Creative Self-Efficacy and Intrinsic Motivation 

Based on the paradigm of self-regulation theories, Vancouver and Kendall (2006) reported a 

direct, but negative relationship between SE and motivation in a learning context at an 

undergraduate’s introductory course. However, a variety of literature has revealed a significant 

positive impact of self-efficacy on IM. For instance, Schokker et al. (2010) found that self-efficacy 

plays a significant role in motivating 113 patients in managing their diabetes. Moreover, Kuerbis 

et al. (2013) reported that there is a medium to strong correlation between self-efficacy and 

motivation. Kelly and Greene (2014) found that self-efficacy has significant impact on patient’s 

motivation for sobriety. Similarly, Khaddouma et al. (2015) found that self-efficacy has significant 

direct impact on IM to quit smoking among Latinos male respondents. Furthermore, Lloyd, Bond, 

and Flaxman (2017) found that self-efficacy may be conditional on high IM for stress management 

training intervention.  

In an academic context, literature has empirically tested the impact of self-efficacy on academic 

IM of students. For instance, Yusuf (2011) found a strong covariance between SE and motivation 

among 300 undergraduate students at a large public Malaysian university. Fettahlıoglu and Ekici 

(2011) found a significant positive impact of (academic) self-efficacy on (science) motivation of 
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222 graduate-level students at a Turkish university. Komarraju and Dial (2014) found that 

academic self-efficacy has significant direct impact on self-determined motivation of 494 

undergraduate students in USA. Similarly, McGeown et al. (2014) also revealed that self-efficacy 

explained significant variance in predicting IM of 455 secondary school pupils in England. Dindar 

and Akbulut (2015) reported that both general and academic self-efficacy were found to be 

statistically significant in predicting achievement motivations of 5,380 game players in Turkish 

gaming context. Fernández, Warner, Knoll, Montenegro, and Schwarzer (2015) noted that self-

efficacy had significant positive impact on 473 Costa Rican university students’ IM for fruit and 

vegetables intake. Jaengaksorn, Ruengtrakul, and Piromsombat (2015) found that self-efficacy has 

significant effect on 78 last-year students at a Thai university in predicting their motivation to 

become a university teacher. Skaalvik, Federici, and Klassen (2015) found self-efficacy as a very 

strong predictor of IM to explore mathematics among 823 Norwegian middle-school students. 

Zhang et al. (2015) suggested that self-efficacy has moderate-to-high significant correlation with 

achievement motivation among 716 student nurses in 7 western Chinese hospitals. Similarly, 

Hung, Huang, and Lin (2008) found that CSE had positive effect on IM of 636 under-graduate 

university students of Taiwan. In short, it is well established from a variety of aforementioned 

studies that there is a significant positive effect of self-efficacy on IM (e.g. McCormick, 2001). 

Therefore, adopting the practice of Gu, He, and Liu (2017), the following hypothesis is suggested: 

H5: Creative self-efficacy has a positive effect on intrinsic motivation. 

2.8.6 Leader-Member Exchange and Intrinsic Motivation 

Past studies have documented the positive effect of LMX on IM. For instance, Malik, Wan, 

Ahmad, Naseem, and Rehman (2015) found a statistically significant and positive effect of LMX 
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on IM in a sample of 1,500 employees from four countries. Similarly, in the context of Master’s 

and PhD students at both multidisciplinary and medical universities of China, Meng et al. (2017) 

also reported that LMX had a positive effect on IM. Moreover, Selvarajan, Singh, and Solansky 

(2018) empirically evidenced that LMX plays a central role in predicting motivation to improve 

performance among 203 Mexican and 219 US full-time employees. They added that people who 

are actually in the ‘in-group’ of an LMX relationship tend to receive various growth opportunities 

and complete support from their supervisor which in turn, significantly motivate the subordinate 

to improve his performance. Based on the LMX theory which builds the direct non-recursive effect 

of LMX on IM which is also supported by afore-mentioned empirical evidence, the following 

hypothesis is formulated: 

H6: Leader-member exchange has positive effect on intrinsic motivation. 

2.8.7 Intrinsic Motivation and Creative Performance 

According to the componential theory of creativity, IM has been identified and reported as the 

most important predictor of CP (Amabile, 1983b; Csikszentmihalyi, 1996; Hennessey & Amabile, 

2010; Meng et al., 2017). The direct association between IM and CP has been well documented in 

past studies. For instance, seminal work written by the prominent authority in creativity discipline 

(including Amabile, 1979; Amabile, 1987; Amabile et al., 1994; Amabile, 1996) as well as 

numerous other evidence of empirical evidence in the 21st century (e.g. Amabile & Mueller, 2008; 

Auger & Woodman, 2016; Eisenberger & Rhoades, 2001; Hannam & Narayan, 2015; Hur et al., 

2016; Malik, et al. 2015; Muñoz-Pascual, & Galende, 2017; Shalley et al., 2004; Steele et al., 

2017; Taggar, 2002; Zhang & Bartol, 2010; Zhang et al., 2015b) and meta-analyses (Jesus et al., 

2013; Liu et al., 2016) etc. indicate the significant positive role of IM in explaining CP. Besides, 
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different authors (such as Amabile, 1998; Janssen et al., 2004; Scott & Bruce, 1994) as well as in 

a meta-analytical review, Gerhart and Fang (2015) have emphasized on further investigating IM 

as an important predictor of CP in other contexts. Based on the theoretical relationship between 

intrinsic motivation and CP followed by aforementioned evidence of empirical studies and meta-

analyses, the following hypothesis is suggested: 

H7: Intrinsic motivation has positive effect on creative performance. 

2.8.8 Mediating Role of Intrinsic Motivation 

The mediation analysis has become de rigueur in most of the social sciences research as well as 

in social psychology in which establishing a plausible theoretical background for the mediation is 

more important than merely applying a statistical analysis to test mediation (Judd & Kenny, 2010). 

Based on Herzberg two-factor theory of motivation and CTC (particularly in the context of CP), 

it has been theorized that IM serves as a mechanism between a number of individual and/or 

organizational factors, and CP. In fact, it has been extensively established that people tend to 

perform creativity when they are intrinsically motivated. It implies that IM has a very strong 

relationship with CP. As a result, IM serves as a mediating mechanism through which personal 

factors (such as CSE) and contextual factors (such as LCEs and LMX) affect CP (Amabile, 1996; 

Shalley et al., 2004; Steele et al., 2017). In a meta-analytical review, Byron et al. (2010) concluded 

that IM can serve as a mediator for CP. Similarly, various authors (e.g. Carmeli et al., 2010) have 

documented that IM plays a very important mediating role for CP. Thus, authors (such as Amabile, 

1998; Janssen et al., 2004; Scott & Bruce, 1994) have mainly emphasized on developing IM of 

employees for their CP.  
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Numerous studies (e.g. Amabile et al., 1994; Amabile & Mueller, 2008; Shalley et al., 2004; 

Zhang & Bartol, 2010) and some recent studies (e.g. Ahmad et al., 2015; Gu et al., 2017; Hannam 

& Narayan, 2015; Hur et al., 2016; Liu et al., 2016; Malik, et al. 2015; Muñoz-Pascual, & Galende, 

2017; Prabhu et al., 2008; Zhang et al., 2015) have found IM as a very strong mediating variable 

for predicting CP. More specifically, studies (e.g. Meng et al., 2017; Wang, 2016) have reported 

that IM mediated the relationship between LMX and CP. Wang et al. (2018) also recommended 

to test IM as a mediating variable for CP. In a recent meta-analysis of LMX theory, Martin et al. 

(2016) urged on testing the mediating effect of IM for CP. Similarly, Jiang and Gu (2017) and 

Steele et al. (2017) have raised a research call to investigate IM as a mediator between LCEs and 

CP too. Therefore, the following mediation hypotheses are advanced: 

 

H8: Intrinsic motivation mediates the relationship between leader creativity expectations and 

creative performance. 

H9: Intrinsic motivation mediates the relationship between creative self-efficacy and creative 

performance.  

H10: Intrinsic motivation mediates the relationship between leader-member exchange and 

creative performance.   

2.9 Conceptual Framework  

Since creative performance is not restricted to a specific occupation (Mumford, Whetzel, & Reiter-

Palmon, 1997), an individual may exhibit creativity in any occupation which involves certain type 

of jobs (Mumford, Scott, Gaddis, & Strange, 2002) even in accounting functions (Amabile, 1998). 

Thus, in a variety of social settings, prior research has investigated a number of different predictors 

of creative performance. Some of these predictors include authentic leadership (Zubair & Kamal, 
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2015); transformational leadership (Chaubey et al., 2019); abusive supervision (Han et al., 2017); 

goal orientation (Lee & Yang, 2015; Rhee & Choi, 2017); ambidextrous leadership (Tung, 2016); 

cognitive style and demands (De Stobbeleir, Ashford, & Buyens, 2011; Niks, de Jonge, Gevers, 

& Houtman, 2017; Shalley et al., 2009); creative personality (Jeong et al., 2017; Shalley et al., 

2009); employee and spouse marital satisfaction (Tang et al., 2017); objective underemployment 

(Lin, Law, & Zhou, 2017); emotional exhaustion (Hur et al., 2016); leader humor (Lee, 2015); and 

psychological capital (Ozturk & Karatepe, 2019).  

Besides, some other predictors of creative performance include domain expertise (Jeong et al., 

2017); emotional intelligence (Jafri et al., 2016); empowerment (Speklé et al., 2017); ethical 

leadership (Karim & Sarfraz, 2016; Mehmood, 2016); growth need strength (Shalley et al., 2009); 

human resource practices (Jaiswal & Dhar, 2017); job complexity (Shalley et al., 2009; Sung et 

al., 2017); knowledge sharing (Bai et al., 2016; Muqadas et al. 2016; Park, Song, Lim, & Kim, 

2014); leader humility (Wang, Zhang, & Jia, 2017); openness to organizational change (Park et 

al., 2014); employee information literacy (Chang & Hsu, 2015); internal knowledge-sharing 

(Carmeli, Gelbard, & Reiter‐Palmon, 2013); performance orientation (Ghafoor, Qureshi, Azeemi, 

& Hijazi, 2011); cooperation goals and regulatory focus (Bittner, Bruena, & Rietzschel, 2016); 

and perceived organizational support for creativity (De Stobbeleir et al., 2011; Harris et al, 2014). 

Moreover, empirical studies exclusively in the Pakistani context have explored different predictors 

of creativity performance in varied business sectors e.g. job complexity and relationship with 

supervisor in the banking sector (Hassan et al., 2013); three dimensions of organizational structure 

(i.e. work specialization, centralization, and formalization) in the telecommunication sector 

(Hassan, Anwar, Rafique, & Saeed, 2014); emotional intelligence and general SE in advertising 

agencies (Khalid & Zubair, 2014); empowerment, training and engagement in the manufacturing 
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sector (Nawaz, Hassan, Hassan, Shukat, & Asadullah, 2014). Other predictors include proactive 

personality in the banking sector (Rahman, Batool, Akhtar, & Ali, 2015); extrinsic rewards in 

service and manufacturing industries (Malik et al., 2015); trust in leadership and ethical leadership 

in an unnamed private sector (Mehmood, 2016); ethical leadership in four telecommunication 

companies (Karim & Sarfraz, 2016); transformational and transactional leadership styles in the 

commercial banking sector (Khattak et al., 2017); and authentic leadership in software houses and 

banks (Zubair & Kamal, 2015).  

Since CP involves both significant amount of time and human efforts, IM plays a very important 

mediating role in CP (Carmeli et al., 2010). Prior research has claimed that IM is a well-established 

predictor (Amabile et al., 1994; Amabile & Mueller, 2008; Hannam & Narayan, 2015; Shalley et 

al., 2004; Tierney, Farmer, & Graen, 1999) and the fundamental component for CP (Amabile, 

1983a; Amabile, 1996; Csikszentmihalyi, 1996; Eisenberger & Shanock, 2003; Hennessey & 

Amabile, 2010; Koestner, Ryan, Bernieri, & Holt, 1984; Runco, 2007; Shalley et al., 2004; 

Sternberg, 2006; Stuhlfaut, 2010).  Different authors (e.g. Amabile, 1998; Janssen, van de Vliert, 

& West, 2004; Scott & Bruce, 1994) have emphasized on creating IM of employees for exhibiting 

creativity. Moreover, numerous studies in the past (e.g. Amabile, Hill, Hennessey, & Tighe, 1994; 

Amabile & Mueller, 2008; Shalley et al., 2004) and some recent studies (Hannam & Narayan, 

2015; Hur et al., 2016; Liu, Zhang, Liao, Hao, & Mao, 2016; Malik, et al. 2015; Muñoz-Pascual, 

& Galende, 2017; Zhang et al., 2015b) have found the significant positive role of IM in explaining 

CP. Furthermore, two recent meta-analyses: a) of 15 empirical studies published between 1990 

and 2010 (Jesus et al., 2013); and b) of 191 studies with 51,659 sample reported in the creativity 

writings (Liu et al., 2016), have concluded the positive relationship between IM and employee 

creativity. Findings of aforementioned empirical studies provide a deeper understanding of a) 
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various antecedents of CP; and b) most importantly, the increasing need to find out the impact of 

different antecedents on CP in recent hypercompetitive era. Based on the theoretical and empirical 

research gaps discussed in Section 1.1, the following conceptual framework is developed (Figure 

2.4):  

 

Figure 2.4. Conceptual framework of the present study. 

 

2.10 Summary of the Chapter 

This chapter began with various definitions of creativity by different notable authors since 1950. 

In this study, the term ‘creative performance’ is conceptualized as the human behavior that serves 

as the outcome of the creativity process. It then provided the literature review of personal and 

contextual factors of creative performance that followed an analysis of the creative performance 

literature explicitly in the context of education. This study used Herzberg two-factor theory of 

motivation as the underpinning theory and componential theory of creativity and LMX theory as 

the two supporting theories for the purpose of developing research hypotheses. At the end of this 

chapter, conceptual framework is illustrated that involves three exogenous variables (namely, 

LCEs, CSE and LMX), one mediating variable (i.e. IM) and one endogenous outcome variable 
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(i.e. CP). The next chapter provides a comprehensive detail about the research methodology to be 

used in this study in order to meet the research objectives. Quite interestingly, the section of 

empirical reviews also found one of the major limitations of almost all of the literature reviewed 

in Chapter Two that they did not report the effect size of their hypothesized relationship which 

restricts their ability to proclaim ‘practical significance’.   
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction 

This chapter provides a comprehensive detail on the research philosophy and design used for 

getting the answer to the research questions. It also includes the discussion of unit of analysis, 

target population, sampling frame, sampling design and sample size estimation. It follows the 

operational definition and measurement of study variables. In addition, pre-testing the 

questionnaire, data collection procedure, and data analysis techniques are discussed at the end. In 

short, this chapter finalizes a valid and reliable research instrument to be used for the main study.  

3.1 Research Philosophy 

The research philosophy is related with the understanding the nature and ways of developing 

knowledge (Saunders, Lewis, & Thornhill, 2009). It is also termed as a research paradigm (Guba 

& Lincoln, 2005; Mertens, 2010), or worldview (Creswell & Creswell, 2018) and involves 

ontologies and epistemologies (Crotty, 1998). It enables a researcher to look for the justification 

of using qualitative, quantitative or mixed method of doing research (Creswell & Creswell, 2018). 

Although, these philosophical ideas are greatly missing in research activity and documentation 

(Slife & Williams, 1995), they have a substantial influence of research practices that need to be 

identified before developing a research design (Creswell & Creswell, 2018; Saunders et al., 2009).  

This research is designed based on the Comte’s Positivist philosophy because it mainly 

emphasizes on using a scientific method for developing knowledge about a research phenomenon 

(Bhatti & Sundram, 2015) through observable facts called ‘Positiva’ (Flick, 2015). The scientific 
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method involves constructing a hypothesis based on a theoretical connection between two 

phenomena such that it provides the evidence for reaching to an objective conclusion (Zikmund, 

Babin, Carr, & Griffin, 2009). In particular, the Positivist philosophy best suits for this study 

because ten different research hypotheses were developed based on their respective theoretical 

relationship between each of the two study variables. Later on, these hypotheses were empirically 

tested to generate new and meaningful knowledge about creative performance which can be 

accepted as a valid knowledge because it was obtained via a scientific method. Thus, the Positivist 

philosophy not only justifies and suggests a quantitative research for this study but it also brings 

reality as well as usefulness of the knowledge gained through the testing of each hypothesis in a 

scientific way.  

Moreover, this study follows ‘Realism’ as the ontological belief of the researcher about reality or 

the presence of ‘truth’ about two study variables. It is essential because an ontological belief 

provides a pragmatic manifestation to know whether truth even exists or even to know what is 

true. What we think reality is tends to shape what a researcher thinks we could know about a 

reality. In a nutshell, realists believe that one truth exists which does not change and it can only 

be discovered using an objective measurement. Notably, scientific method provides an objective 

measurement in fact-finding and testing creative ideas (Zikmund et al., 2009). In short, once a 

researcher knows what truth is, he can generalize it to other social contexts or situations (Killam, 

2013).  

The ‘Realism’ ontological belief is suitable for this study because the study developed directional 

(or one-tailed) hypotheses owing the idea that each of the two study variables has only one 

direction (or truth) towards other variable e.g. LCEs have positive effect on creative performance. 

Furthermore, this hypothesis was tested using an objective measuring scale with good 
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psychometric properties adapted from past studies. Besides, based on this brief discussion on two 

ontological beliefs, it can be concluded that realist ontological belief is followed in this study 

because not only the sample representativeness is a major point of concentration in this study, but 

also generalizability remains one of the prime concerns in this study. Finally, an ‘Etic’ 

epistemological belief is applied to seek knowledge in such a way that the researcher distributed 

questionnaires only to randomly-selected respondents and collected their responses without 

influencing the data collection process in any way. It deems essential and beneficial because using 

an Etic approach, the responses are not influenced by the self-concepts and personal beliefs of the 

researcher. In short, the Positivist research philosophy, the Realist ontological belief and Etic 

epistemological approach are best suitable for this study.   

3.2 Research Design 

After developing a conceptual framework, the next step was to sketch out the complete research 

design. A research design is “a blueprint or plan for the collection, measurement, and analysis of 

data, created to answer your research questions” (Sekaran & Bougie, 2016, p. 95). Moreover, 

Bhatti and Sundram (2015) elucidated that the main objective of a research work is to identify an 

appropriate solution to a problem; the research design provides the reader with the solution to the 

problem as highlighted in problem statement. In fact, an effective research design illustrates a 

technical plan (Kanellis & Papadopoulos, 2009) such that it not only helps researcher to save time 

and other integral resources, but it also ensures that the research findings have higher degree of 

accuracy, generalizability, and applicability. In technical terms, a research design enables the 

research to consider different research methods and how any one particular (or combination) may 

be used to collect required data.  
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There are ten major components of effective research design including research approach, purpose 

of the study, types of investigation, study setting, unit of analysis, time horizons, 

operationalization and measurement of study variables, sampling design, data collection methods, 

and data analysis techniques (Bhatti & Sundram, 2015). The following sections explain each of 

these ten aspects of research design in a greater detail.  

This study used a quantitative research approach in which responses were collected in numbers 

which were further utilized for an empirical investigation. The quantitative research approach is 

suitable for the situation where the aim is to ascertain the relationship between quantitative 

variables, assess the extent to which a theory may be applicable in a particular context, hypothesis 

testing, and statistical modelling (Cooper, Schindler, & Sun, 2006). Indeed, the relationship 

between variables is investigated to test objective sets of theories including variables that have the 

potential to be measured numerically for descriptive and inferential data analysis (Creswell, 2014). 

Each hypothesis was posited following a deductive reasoning approach to test a theoretical 

relationship (Creswell & Creswell, 2018). Moreover, directional hypotheses were used to measure 

the direct effects because the significant relationship between study variables has been reported in 

previous studies. Numerous studies have used quantitative research approach to investigate CP 

e.g. Alfonso-Benlliure and Santos (2016), Bujacz et al. (2016), Fan (2016), Horng, Tsai, and 

Chung (2016) etc. Moreover, based on a comprehensive meta-analysis, it was found that 83% of 

612 empirical studies on creativity published in five leading top-ranked creativity journals 

between 2003 and 2012 applied the quantitative research approach (Long, 2014). Even in the most 

recent times, the quantitative research remains the preferred research approach to investigate CP, 

inter alia, Laguía et al. (2019); Li et al. (2018); Liao et al. (2018); Wang, Liu, and Shalley (2018) 

etc. 



107 
 

This is a correlational study because it seeks to ascertain whether all of the three exogenous 

variables have significant effect on the endogenous variable (i.e. CP). Despite its various 

criticisms, the cross-sectional research design has been the most popular design in organizational 

studies which use survey method (Spector, 2019) because “… to date field studies on creativity 

are largely cross-sectional in nature” (Zhou & Shalley, 2015, p. 178). A number of creativity-

related studies (e.g. Laguía et al., 2019) have also used a cross-sectional research design. With 

reference to time horizon, this was a cross-sectional study where responses were collected at a one 

particular point in time because the timeframe was unknown (Spector, 2019). More precisely, how 

long the three exogenous variables of this study (LCEs, CSE and LMX) would take to affect IM 

and in turn, the CP, was unknown. The data were collected from the private business schools in a 

non-contrived field-study setting. 

3.2.1 Unit of Analysis 

The unit of analysis or “a sampling element” (Neuman, 2007, p. 146) denotes “the level at which 

the data will be analyzed” (Sekaran & Bougie, 2016, p. 96) or “…the level of aggregation of the 

data collected during the subsequent data analysis stage” (Sekaran & Bougie, 2016, p. 103). In 

short, it denotes “…what or who being analyzed; the level of life about which the data is collected” 

(Ruane, 2016, p. 25). The unit of analysis of this study is comprised of the ‘individual’ full-time 

academicians of private business schools of Karachi, Pakistan. In fact, this study concentrated on 

the data to be collected from each individual academician such that the response from each of 

them was considered as an individual data source.  
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3.2.2 Target Population 

The target population of this study is comprised of all 43,354 full-time faculty members of 166 

HEC-recognized universities and degree awarding institutions of Pakistan that offer business 

education (HEC, 2018; Nadeem, Javed, & Abbas, 2019). The present study was purely a self-

funded study and more importantly, it was extremely difficult to visit universities outside Karachi 

for data collection due to considerable amount of logistical difficulties and law-and-order situation 

in the country. Therefore, the accessible (or study) population was restricted to all of the 24 private 

business schools of Karachi only. 

3.2.3 Sampling Frame 

The sampling frame is “a (physical) representation of all the elements in the population from which 

the sample is drawn” (Sekaran & Bougie, 2016, p. 240) which is a specific list that “closely 

approximates all the elements in the population” (Neuman, 2007, p. 146). Due to unavailability of 

any officially-published list of full-time academicians by the provincial government of Sindh or 

HEC of Pakistan at federal or provincial level, a considerable amount of difficulty was initially 

faced in gathering an up-to-date list of all full-time academicians for this study. Since, universities 

do not routinely update their faculty web page, their websites show the name of several fulltime 

faculty members who are no more associated with the university. Besides, it was also found that 

majority of the university administration or human resource department was reluctant to disclose 

the total number of full-time academicians on phone. Therefore, knowing that a sampling frame 

may not be an up-to-date list (Neuman, 2014; Sekaran & Bougie, 2016) particularly in the context 

of higher education, an in-person visit was made to almost all of the 24 business schools of Karachi 

in which the research objectives were firstly explained in detail and then after a successful 
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communication involving the assurance of anonymity and confidentiality of responses, a sampling 

frame of 676 full-time academicians was obtained from the competent authority of the 24 HEC-

recognized private business schools of Karachi, Pakistan (refer Appendix – C).  

3.2.4 A-Priori Sample Size Estimation 

This study used Daniel Soper’s online calculator (Soper, 2018) to estimate the minimum required 

sample size because it applies a-priori statistical power analysis (Cohen, 1988; Westland, 2010) 

particularly by taking contemporary SEM-specific measures into account. Indeed, a-priori 

statistical power analysis is used when the required sample size is to be estimated before the study 

is conducted (Faul, Erdfelder, Lang, & Buchner, 2007). In particular, Soper (2018) puts a major 

emphasis on effect size in addition to Type -I and -II errors. An effect size is defined as “…the 

magnitude of the result as it occurs, or would be found, in the population” (Ellis, 2010, pp. 4-5). 

The preference of calculating an effect size over estimating a p-value is emphasized in the existing 

literature e.g. Cohen (1990) argued that “…the primary product of a research inquiry is one or 

more measures of effect size, not p values” (p. 1310).  

Since studies in social science generally involve a high rate of non-response, missing values etc. 

(Bartlett, Bartlett, & Reio, 2008; Sakshaug & Eckman, 2017) this study used the ‘response rate 

method’ (Bartlett, Kotrlik, & Higgins, 2001) to estimate the estimated number of questionnaires 

to be distributed. As discussed earlier that Ahmad et al. (2015) and Muqadas et al. (2016) are the 

two creativity-related studies which drew samples from the public sector universities of Pakistan. 

Ahmad et al. (2015) distributed 500 questionnaires and only received 302 useable questionnaires 

resulting a response rate of 60.4%. However, Muqadas et al. (2016) did not mention any response 
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rate except the useable sample size that was 360. Therefore, this study used Ahmad et al. (2015) 

response rate as a yardstick.  

Soper (2018) estimates the minimum required sample size based on the following five parameter 

values: i) the minimum absolute anticipated population effect size (0.1 small; 0.3 moderate; and 

0.5 large); ii) desired statistical power level (i.e. Type –II error rate; by convention, the value 

should be ≥ 0.80); iii) the total number of latent (unobserved) variables in the model; iv) the total 

number of observed variables (i.e. Likert-scale items); and v) p-value (i.e. Type –I error rate or 

alpha level). Thus, after providing these five parameter values into the calculator for the total 

population of 676 fulltime business school academicians, the minimum required sample size was 

223 for this study; and for which there was a need to distribute at least 369 questionnaires to 

maintain around 60.40% response rate. It is also important to note that this minimum required 

sample ensured that the probability of committing Type-I and Type-II errors in this study were 

less than 5% (Table 3.1).  

Table 3.1 

Sample Size Estimation using A-Priori Statistical Power Analysis 

A-Priori Parameters for SEM Analysis Values used in this study 

i) Anticipated Effect Size (Moderate) = 0.30 

ii) Desired statistical power level (Type –II error rate) = 0.95 

iii) Number of latent (unobserved) variables = 5 

iv) Number of observed (Likert-scale) items = 37 

v) Probability level (Type –I error rate) = 0.05 

Minimum required sample size = 223 

Response rate in a related Pakistani study (Ahmad et al., 2015) = 60.40% 

Minimum number of questionnaires to be distributed = 369 

Source: Author's estimation using Soper (2018) online calculator 
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3.2.5 Sampling Technique 

This study used simple random sampling (henceforth, ‘SRS’) technique which is an unrestricted 

type of probability sampling method in which “…each member of the population is selected 

completely by chance; therefore, each member of the population is equally likely to be chosen” 

(Tharenou, Donohue, & Cooper, 2007, p. 54). SRS was applied in this study because of the 

following reasons. First, the target population consists of simply one homogenous type of 

respondents i.e. fulltime private business school academicians of Karachi. Second, since 

generalizability as one of the eight hallmarks of scientific research (Sekaran & Bougie, 2016), 

SRS provides the least bias as well as the most possible way of generalizability through its 

sampling mechanism of providing the highest level of representativeness of the study sample 

(Flick, 2015). Other creativity-related studies have also used SRS technique, inter alia, Gong et 

al. (2009); Li et al. (2018); Pachler et al. (2019); Richard et al. (2018); Shalley et al. (2009) etc.  

The sampling process involved the following steps. First of all, an in-person visit was made in 

each of the 24 business schools of Karachi to fetch a list of all full-time academicians from their 

concerned authorities. Consequently, the researcher managed to receive a total of 24 separate lists 

which revealed a total of 676 names of academicians. Then these 24 separate lists were 

consolidated together into one table in Microsoft Excel and sequentially numbered from 1 to 676. 

Although, Table 3.1 suggested to distribute at least 369 questionnaires to maintain approximately 

60.40% response rate, this given figure was based on the study of Ahmad et al. (2015) which was 

conducted in the province of Punjab. Considering the potential difference of social dynamics 

between Sindh and Punjab provinces, it was anticipated that 470 questionnaires would easily 

manage to achieve over 60% response rate in Karachi. Therefore, following the procedure of SRS 

technique, 470 random numbers were generated by using an online random number generating 
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algorithm. The name of the academicians and their respective business schools were highlighted 

on the consolidated list which matched with these 470 random numbers only. Finally, 

questionnaires were distributed only to those academicians of a particular business school who 

corresponded with these random numbers. In short, each member had equal chance to be selected 

thus, their responses were representative of the defined accessible population of this study.   

3.2.6 Operationalization and Measurement of Variables 

In this section, all of the five constructs were operationalized and different measures were taken 

from previous studies to look for most appropriate and validated measures for each construct. Sani 

(2016) stated that “… the operational definition is concretely expressed in the context of your own 

research, and specifies clearly how the variable will be measured in your study” (p. 131). 

Reflective measures were used to estimate three exogenous constructs (i.e. LCEs, CSE, and 

LMX), IM as a mediating variable, and CP as the endogenous variable. These five latent constructs 

were adapted from established measurement scales holding good validity and reliability. 

Moreover, since English is not only the official language of Pakistan (Mahboob, 2002), but it is 

also used as the medium of instruction at all universities in the country (Rahman, 1997) therefore, 

there was no need to translate the research instrument from English to the national language of the 

country i.e. Urdu. Past studies such as Naseer et al. (2016) mentioned that English is widely used 

in education as well as in white-collar jobs in Pakistan therefore, likewise domestic studies (e.g. 

Naz, 2019), they did not translate the questionnaire into Urdu. Very recently, while presenting 

similar reasons, Ibrahim, Suan, and Karatepe (2019) argued that Malaysia obtained its 

independence from the United Kingdom and due to this, English language is easily understood in 

numerous official work settings throughout the country therefore, back-translation of the 

questionnaire from English to Malay was not needed in their Malaysian context too.  
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Table 3.2 manifests a holistic preview of these five constructs used in this study, however, the 

indicator items shown in Table 3.3 to Table 3.7 are the ones which are revised as a result of the 

pre-testing phase. Each variable is a unidimensional reflective construct and there are no reverse-

coded items in any of these constructs. 

Table 3.2 

Holistic View of the Self-Reported Reflective Scales 

Constructs No. of items Sources Alpha 

Leader Creativity Expectations 4 items Carmeli and Schaubroeck (2007) 0.765 

Creative Self-Efficacy 8 items Carmeli and Schaubroeck (2007) 0.614 

Leader-Member Exchange 7 items Graen and Uhl-Bien (1995) 0.716 

Intrinsic Motivation 5 items Tierney, Farmer, and Graen (1999) 0.817 

Creative Performance 13 items Zhou and George (2001) 0.825 

Notes: Cronbach alpha of 37 items = 0.836 (n = 281)  

  

3.2.6.1 Leader Creativity Expectations 

Initially Scott and Bruce (1994) used a single-item scale to measure leader expectations for 

employee’s innovative work behavior. Similarly, by using a single-item scale to measure leader 

creativity expectations, Tierney and Farmer (2004) pointed out that, apart from their study, Scott 

and Bruce (1994) was the only study to date which used a single-item scale to measure employee 

creativity/innovative behavior (Tierney & Farmer, 2004). Nevertheless, to address the major 

criticism regarding convergent validity of using a single-item scale, Tierney and Farmer (2004) 

used a technique proposed by Wanous, Reichers, and Hudy (1997) to obtain an acceptable level 

of reliability (Cronbach alpha = 0.75) for their single-item measure. Detailing the technique used 

in Wanous et al. (1997) is beyond the scope of this study.   
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However, in a later study Carmeli and Schaubroeck (2007) developed a four-item scale to measure 

LCEs hence, reported a comparatively better psychometric property (alpha was 0.87). Recent 

studies such as Jiang and Gu (2017) and Zhao and Guo (2019) have also used the same four-item 

scale to measure LCEs and reported acceptable internal consistency reliability (alpha = 0.77 and 

0.71 respectively). To avoid measurement error, this study adopted the four-item scale (see Table 

3.3) from Carmeli and Schaubroeck (2007) to measure LCEs from the perspective of subordinates. 

In other words, this scale attempts to measure the extent to which subordinates perceive the level 

of expectation for creativity by their leaders. Responses were taken on a five-point Likert-type 

scale anchoring from 1 (not at all) to 5 (to a very large extent) in which a higher scale point 

represents higher level of creativity expectations of the leader.  

Table 3.3  

Measurement of Leader Creativity Expectations 

Leader Creativity Expectations 

Operational Definition: In this study, this variable is conceptualized as the teacher’s perception 

about his/her management expectations/desire in shaping his/her creative efforts.   

Original Items Revised Items 

1) My supervisor thinks of me as a creative 

employee. 

1) It is my perception that my supervisor 

thinks of me as a creative teacher. 

2) My supervisor thinks that creativity is 

important to me. 

2) It is my perception that my supervisor 

thinks that creativity is important for me as 

a teacher. 

3) My supervisor expects me to be creative. 3) Item was retained as it is (no changes). 

4) My supervisor would probably be 

disappointed in me if I was not creative. 

4) Item was retained as it is (no changes). 

Source: Carmeli and Schaubroeck (2007) 
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3.2.6.2 Creative Self-Efficacy 

Creative self-efficacy is different from general self-efficacy which may be defined as “… the belief 

one has the ability to produce creative outcomes” (Tierney & Farmer, 2002, p. 1138). There are 

three approaches to operationalize the construct of CSE: a) use an established CSE scale with 

acceptable psychometric properties; b) adapt a general self-efficacy scale; and c) develop a new 

scale. The best practice is to use an existing CSE scale bearing acceptable psychometric properties 

(Puente-Díaz, 2016).  

In the past, Tierney and Farmer (2002) developed a three-item scale to measure CSE (alpha = 

0.76) that has been used in other studies too (e.g. Han & Bai, 2020 in the Chinese high-tech 

companies with alpha 0.79). Similarly, Tierney and Farmer (2004) used the same scale in two 

heterogeneous sample of manufacturing and operations (alpha = 0.83 and 0.87 respectively) and 

Gong et al. (2009) with alpha 0.91. Nevertheless, Karwowski (2011) suggested to develop more 

elaborative scale. Therefore, Carmeli and Schaubroeck (2007) developed eight items to measure 

CSE (alpha = 0.92). Many other studies have used this scale (e.g. Jiang & Gu, 2017) and reported 

alpha = 0.80.  

Karwowski (2012) made a new attempt to develop a different six-item scale to measure CSE called 

‘Short Scale of Creative Self’ (alpha = 0.81). Later, Karwowski (2014) used the same scale with 

alpha 0.87. In the Pakistani context, Malik et al. (2015) modified the five items of the general SE 

scale of Schwarzer (1999) and reported alpha = 0.75. More recently, Karwowski (2016) tested the 

same scale in two longitudinal studies with Cronbach alpha ranged from 0.79 to 0.81.  

After considering the highest level of psychometric properties including construct reliability, 

convergent validity and number of application in various studies, the eight-item scale of Carmeli 
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and Schaubroeck (2007) was adapted to measure CSE (see Table 3.4). Responses were taken on a 

five-point Likert-type scale ranging from 1 (strongly disagree) to 5 (strongly agree) where a 

higher scale point denotes higher level of CSE. 

Table 3.4 

Measurement of Creative Self-Efficacy 

Creative Self-Efficacy 

Operational Definition: It refers to an individual perception that he/she “… has the ability to 

produce creative outcomes” (Tierney & Farmer, 2002, p. 1138). In this study, this variable 

attempts to capture the degree of a teacher’s self-efficacy for creative performance, in particular.   

Original Items Revised Items 

1) I will be able to achieve most of the goals 

that I have set for myself in a creative way. 

1) Item was retained as it is (no changes). 

2) When facing difficult tasks, I am certain 

that I will accomplish them creatively. 

2) Item was retained as it is (no changes). 

3) In general, I think that I can obtain 

outcomes that are important to me in a 

creative way. 

3) Item was retained as it is (no changes). 

4) I believe I can succeed at most any creative 

endeavour to which I set my mind. 

4) Item was retained as it is (no changes). 

5) I will be able to overcome many challenges 

creatively. 

5) Item was retained as it is (no changes). 

6) I am confident that I can perform 

creatively on many different tasks. 

6) Item was retained as it is (no changes). 

7) Compared to other people, I can do most 

tasks very creatively. 

7) I can do most tasks very creatively. 

8) Even when things are tough, I can perform 

quite creatively. 

8) Item was retained as it is (no changes). 

Source: Carmeli and Schaubroeck (2007) 
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3.2.6.3 Leader-Member Exchange 

LMX-related scales have been produced by different authors e.g. Bauer and Green (1996); 

Bernerth, Armenakis, Feild, Giles, and Walker (2007); Bhal and Ansari (1996); Graen and Uhl-

Bien (1995); Graen and Scandura (1987); Graen, Novak, and Sommerkamp (1982); Graen, Hui, 

and Taylor (2006); Liden and Maslyn (1998); Scandura and Graen (1984). The meta-analysis of 

Gerstner and Day (1997) indicated that amongst all of these LMX-related scales, the seven-item 

LMX scale (called LMX-7) developed by Graen and Uhl-Bien (1995) provides the highest 

psychometric properties as well as highest correlations with outcomes. The seven items of Graen 

and Uhl-Bien (1995) attempt to measure the overall effectiveness of the LMX relationship 

between a supervisor and a subordinate (Chen, Lam, & Zhong, 2007; Huang, Chan, Lam, & Nan, 

2010). 

The Graen and Uhl-Bien’s (1995) LMX-7 scale has been extensively used in top-ranked leadership 

and management journals with very good psychometric properties. For instance, in the Leadership 

Quarterly (e.g. Epitropaki & Martin, 2013; Fisk & Friesen, 2012; Tse, Ashkanasy, & Dasborough, 

2012; Volmer et al., 2012) reported alpha 0.91, 0.92, 0.94, 0.86 respectively; in the International 

Journal of Leadership in Education (e.g. Meng et al., 2017) reported alpha 0.918; in Journal of 

Leadership and Organizational Studies (e.g. Sherman, Kennedy, Woodard, & McComb, 2012) 

reported alpha = 0.95; in Journal of Applied Psychology (e.g. Chen et al., 2007; Epitropaki & 

Martin, 2005; Tse, Lam, Lawrence, & Huang, 2013; Vidyarthi, Liden, Anand, Erdogan, & Ghosh, 

2010) reported alpha = 0.81, 0.91, 0.74, 0.84 respectively. Similarly, LMX-7 has also been widely 

used in International Journal of Human Resource Management with very good psychometric 

properties (e.g. Brunetto et al., 2012; Farr-Wharton, Brunetto, & Shacklock, 2011; Huang et al., 
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2010; Kim, Lee, & Lee, 2013; Qu et al., 2015b; Schyns & Croon, 2006) reported alpha = 0.80, 

0.93, 0.86, Korean sample alpha = 0.87 & Chinese sample alpha = 0.85, 0.86, 0.89 respectively. 

Based on aforementioned very good psychometric properties, this study adopted seven items 

(LMX-7) from Graen and Uhl-Bien (1995) in which the items were originally designed to measure 

both leader as well as member’s perspectives about the LMX quality of relationship with each 

other (see Table 3.5). Following the guidelines of various authors (e.g. Tse et al., 2012; Volmer et 

al., 2012), and for the purpose of this study, the LMX-7 scale used in this study takes the 

academician’s self-report perception about the LMX relationship with his/her leader only. The 

measurement of self-report LMX has been widely used in organizational studies (e.g. Lyubykh, 

Ansari, Williams‑Whitt, & Kristman, 2020). Notably, each of the LMX-7 items is measured on 

different scale, however, scale’s caption codes 1 to 5 from left to right e.g. for the first item 

1=Rarely, 2=Occasionally, 3=Sometimes, 4=Fairly Often, and 5=Very Often.  

Table 3.5 

Measurement of Leader-Member Exchange (7 adopted items) 

Leader-Member Exchange 

Operational Definition: It refers to “the quality of the relationship that emerges between 

leaders and their direct reports, given the unique characteristics of each, within complex 

organizational contexts” (Scandura & Lankau, 1996, p. 243). In this study, this construct takes 

the academician’s perception about the quality of relationship with his/her immediate 

supervisor. 

 

1. Do you know where you stand with your leader… do you usually know how satisfied your 

leader is with what you do? (Rarely, Occasionally, Sometimes, Fairly Often, Very Often) 
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2. How well does your leader understand your job problems and needs?  

(Not a bit, A Little, A Fair Amount, Quite a Bit, A Great Deal) 

3. How well does your leader recognize your potential?  

(Not at All, A Little, Moderately, Mostly, Fully) 

4. Regardless of how much formal authority he/she has built into his/ her position, what are 

the chances that your leader would use his/ her power to help you solve problems in your 

work? (None, Small, Moderate, High, Very High) 

5. Again, regardless of the amount of formal authority your leader has, what are the chances 

that he/ she would “bail you out,” at his/ her expense? 

(None, Small, Moderate, High, Very High) 

6. I have enough confidence in my leader that he would defend and justify my decision if I 

were not present to do so?  

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

7. How would you characterize your working relationship with your leader?  

(Extremely Ineffective, Worse Than Average, Average, Better Than Average, Extremely 

Effective) 

Notes: Adopted from Graen and Uhl-Bien (1995). Five-point scales are given in parenthesis in 

Italics. These scale options are originally adopted from the source. There were three spelling 

mistakes in the 7th item of the original scale with three underlined words, however, these 

mistakes have been rectified in Table 3.5. 

 

 

 



120 
 

3.2.6.4 Intrinsic Motivation 

Intrinsic motivation is defined as “…the degree to which a person wants to work well in his or her 

job, in order to achieve intrinsic satisfaction” (Warr, Cook, & Wall, 1979, p. 135). Intrinsically-

motivated individuals tend to seek energy from the task itself thereby, they engage themselves in 

taking up challenges to exhibit CP (Hong, O’Neil, & Peng, 2016). Previous studies have shown 

that IM is an integral part of employee creativity (Amabile, 1983a, 1996; Hennessey & Amabile, 

2010; Hong, Peng, & O’Neil, 2014).  

Notably, Amabile et al. (1994) developed 13 items in their work preference inventory (WPI) scale 

to measure IM (Amabile, 1993). Prabhu et al. (2008) have used this scale with acceptable 

reliability (alpha = 0.71). Moreover, the ‘interest / enjoyment’ subscale of Deci, Eghrari, Patrick, 

and Leone’s (1994) IM inventory (IMI) represents a measure of IM. Hannam and Narayan (2015) 

have used this scale and simply mentioned that alpha of all variables used in their study were 

above 0.70 threshold limit.  

Table 3.6 

Measurement of Intrinsic Motivation (5 items) 

Intrinsic Motivation 

Operational Definition: It refers to “… doing something because it is inherently interesting or 

enjoyable” (Ryan & Deci, 2000a, p. 55). In this study, this self-report variable attempts to 

measure the extent of a teacher’s intrinsic motivation for CP.    

 

Please indicate the extent to which you agree or disagree that each statement currently describes 

your self-orientation: 

 

Original Items Revised Items 

1) I enjoy finding solutions to complex 

problems. 

1) Item was retained as it is (no changes). 
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2) I enjoy coming up with new ideas for 

products.  

2) I enjoy coming up with new ideas to 

improve students’ learning. 

3) I enjoy engaging in analytical thinking. 3) Item was retained as it is (no changes). 

4) I enjoy creating new procedures for work 

tasks. 

4) I enjoy creating new procedures to impart 

up-to-date knowledge among students. 

5) I enjoy improving existing processes or 

products. 

5) I enjoy improving existing processes to 

optimize students’ academic performance. 

Source: Tierney et al. (1999) 

On contrary to the general intrinsic motivation scale, Tierney et al. (1999) developed an exclusive 

scale of IM for creativity which reported acceptable reliability (alpha = 0.74). This scale has been 

used in various studies on employee creativity because it was explicitly developed to fit with the 

context of employee CP e.g. Zhang and Bartol (2010) with alpha = 0.82 and Meng et al. (2017) 

with alpha = 0.923. This study adopted five items from Tierney et al. (1999) to measure IM for 

creativity (Table 3.6) Responses were taken on a five-point Likert-type scale anchoring from 1 

(strongly disagree) to 5 (strongly agree) where a higher scale point represents higher level of IM 

for creativity. 

3.2.6.5 Creative Performance 

This study used a self-reported measure of CP because of the following four major reasons. First, 

literature has proved a significant correlation between the subject ratings and the objective 

measure of CP (e.g. Tierney et al., 1999) indicating that the self-rating measurement of employee 

CP is acceptable in creativity research (e.g. Zhou, 2003). Second, Ng and Feldman (2012) 

performed a meta-analysis of 86 empirical studies which have used self-rated and non-self-rated 

measures of employee creativity. They concluded that effect sizes were found to be high in 

majority of studies which have used a self-rating of CP with relatively large sample sizes. 
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Therefore, it justifies the self-reported measure of CP to be used in the present study having 

moderate to high effect size as well as a larger minimum required sample size (Table 3.1). The 

most recent study of Berg et al. (2017) and Cai, Lysova, Bossink, Khapova, and Wang (2018) 

have used the same justification of using a self-report measure of employee creativity in the 

context of Chinese industrial companies. Furthermore, in their very comprehensive meta-analysis 

for Journal of Management, Anderson, Potočnik, and Zhou (2014) revealed that 23.6% of 72 

studies having individual level of analysis during 2002 and 2013 used self-report measurement 

method of creativity. Third, in a meta-analysis of 41 empirical studies, Haase et al. (2018) 

concluded that past studies which used a self-report creative measurement reported higher 

correlation with CSE than non-self-rated measurement. Fourth, Shalley et al. (2009) have asserted 

that “employees are best suited to self-report creativity because they are the ones who are aware 

of the subtle things they do in their jobs that make them creative” (p. 495). Similarly, Janssen 

(2000) argued:  

A worker’s cognitive representation and reports of his or her own IWB 

[innovative work behavior] may be more subtle than those of his or her 

supervisor, since a worker has much more information about the historical, 

contextual, intentional and other backgrounds of his or her own work 

activities (Janssen, 2000, p. 292).  

The final outcome variable (i.e. CP) is used as a self-report measure with the belief that, unlike 

peers and supervisors, an individual can best portray his/her personal inclination towards CP, self-

concepts, beliefs, and past behaviors (Park, Chun, & Lee, 2016). Besides, a number of non-

contrived field studies have taken individuals as the unit of analysis (e.g. Runco, Plucker, & Lim, 

2001). In other words, Liao et al. (2010) pointed out that “Supervisors’ subjective ratings of 
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subordinates’ creativity may be biased due to a variety of intentional and inadvertent factors such 

as demographic characteristics, supervisory liking, and halo effect” (p. 1097). Alternatively, 

employee CP can be a self-report subjective measure in which respondents actually rate their own 

creativity-related performance and abilities or perceptions (Shalley et al., 2004). In a 

comprehensive review of creativity literature, it was suggested, “More work is now needed to 

further examine the effects of employees’ self-views on their creativity” (Shalley et al., 2004, p. 

946). Previous studies have argued that individuals are the most appropriate respondents of their 

subtle tasks as well as frequencies of their creative behaviours (Ng & Feldman, 2012) and are the 

ones who know the refined things they perform in their jobs which make them a creative person 

hence, they provide accurate ratings of their own levels of creativity performance (Shalley et al., 

2009).  

Furthermore, there is a major misconception that the supervisor-rated scales are better than self-

reported measuring scales (Conway & Lance, 2010) because, peers and supervisors may not know 

an individual’s perceptions, self-concepts, beliefs, and past behaviours unless and until the person 

is directly involved in the impression management process (Janssen, 2000). Therefore, self-reports 

are sometimes the most appropriate and reliable method of assessing employee creativity 

(Amabile, 1996; Kaufman & Baer, 2004) for which there is a need to use simple and easy-to-

administer questionnaire (Park et al., 2016).     

Numerous studies have used self-reporting method to measure employee CP e.g. Aleksić, Černe, 

Dysvik, and Škerlavaj (2016); Amabile (1985); Amabile et al. (1994); Berg et al. (2017); Cai et 

al., (2018); Dahmen-Wassenberg, Kämmerle, Unterrainer, and Fink (2016); Ghafoor et al. (2011); 

Hannam and Narayan (2015); Jafri et al. (2016); Kemmelmeier and Walton (2016); Runco et al. 
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(2001); Shalley et al. (2009); Zacher et al. (2014); Laguía et al. (2019) as well as in the Pakistani 

service sectors (e.g. Zubair & Kamal, 2015) etc.  

With reference to the measuring scale of creative performance, Silvia, Wigert, Reiter-Palmon, and 

Kaufman (2012) performed a meta-analysis of four scales measuring self-report CP. These scales 

include the revised creative behavior inventory, the creative domain questionnaire, the 

biographical inventory of creative behaviors, and the creative achievement questionnaire. One of 

the conclusion of this meta-analysis suggests that “…self-report creativity assessment is probably 

much better than creativity researchers think it is.” (Silvia et al., 2012, p. 19). Besides, this meta-

analysis also found that people tend to honestly rate their CP because “…people are perfectly 

comfortable reporting a lack of accomplishments” (Silvia et al., 2012, p. 21). Similarly, Liu et al. 

(2016) provided a meta-analysis of 191 independent empirical studies including a total sample of 

51,659 and highlighted that 45 studies (i.e. 24%) used self-report measure of employee CP alone 

in the 21st century with five exceptions because these five studies were published prior to year 

2000.  

Different scales for employee CP are available which have been developed over the period of time 

e.g. creative personality scale (Gough, 1979), creative behaviour inventory (Hocevar, 1979; 

Kirschenbaum, 1989); Runco ideational behaviour scale (Runco et al., 2001), etc. However, Zhou 

and George (2001) scale of CP has been widely tested in various studies with very good 

psychometric properties e.g. Aleksić et al. (2016) alpha = 0.96; Qu et al. (2015a and 2015b) alpha 

= 0.96; 0.97 respectively; Zubair and Kamal (2015) alpha = 0.83; Zhang et al. (2015) alpha = 0.91; 

Wang et al. (2018) alpha = 0.80. Similarly, Gupta and Chandha (2017) also used the same scale 

and reported acceptable reliability, however, a range of reliability statistics of all of their study 

variables was reported i.e. between 0.68 and 0.95. Thus, this study also adapted 13 items from 
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Zhou and George (2001) which included three items from Scott and Bruce (1994) as shown by an 

asterisk (*) in Table 3.7.  

Table 3.7 

Measurement of Creative Performance (13 items) 

Creative Performance 

Operational Definition: It refers to “… the production of novel and useful ideas by an 

individual or small group of individuals working together” (Amabile, 1988, p. 126). This is a 

self-report measure which takes an academician’s perspective of creative performance in his/her 

job. 

Original Items Revised Items 

1) Suggests new ways to achieve goals or 

objectives. 

1) I suggest new ways to achieve goals or 

objectives. 

2) Comes up with new and practical ideas to 

improve performance. 

2) I come up with new and practical ideas to 

improve performance. 

3) Suggests new ways to increase quality. 3) I suggest new ways to increase quality. 

4) Is a good source of creative ideas. 4) I am a good source of creative ideas. 

5) Is not afraid to take risks. 5) I am not afraid to take risks in exercising 

useful techniques for improving students’ 

learning. 

6) Exhibits creativity on the job when given 

the opportunity to. 

6) I exhibit creativity on the job when given 

the opportunity to. 

7) Often has new and innovative ideas. 7) I often have new and innovative ideas. 

8) Comes up with creative solutions to 

problems. 

8) I come up with creative solutions to 

problems. 

9) Often has a fresh approach to problems. 9) I often have a fresh approach to problems 

10) Suggests new ways of performing work 

tasks. 

10) I suggest new ways of performing work 

tasks. 
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11) Searches out new technologies, processes, 

techniques, and/or product ideas.* 

11) I search out new technologies, processes, 

techniques to better perform my academic 

responsibilities. 

12) Promotes and champion ideas to others.* 12) I promote and champion ideas to others. 

13) Develops adequate plans and schedules 

for the implementation of new ideas.* 

13) I develop adequate plans and schedules 

for the implementation of new ideas. 

Source: Zhou and George (2001). 

Past studies (e.g. Pan et al., 2012) have also used these three additional items in measuring 

creativity. This scale was originally developed to be rated by supervisors, however, in the present 

study, all items were slightly modified to convert them into a self-report scale by adding first 

person ‘I’ in the beginning of each item. The same practice has been adopted by other studies such 

as Henker, Sonnentag, and Unger (2015); Jafri et al. (2016); and Berg et al. (2017). Responses 

were taken on a five-point Likert-type scale anchoring from 1 (never) to 5 (always) where a higher 

scale point represents higher degree of CP. 

3.3 Pretesting the Questionnaire (Four Stages) 

Pretesting is an integral part of a questionnaire design which is conducted before the main study 

(Cavana, Delahaye, & Sekaran, 2001). It refers to “…delivering a questionnaire to individuals 

with special knowledge of the topic or members of the survey population and asking them to 

complete it and report any problems they experienced (i.e., an expert review)” (Dillman et al., 

2014, p. 242). Besides it not only helps the researcher in estimating the total amount of time 

required to complete a survey questionnaire (Bryman, 2012), but it also makes sure that the 

questionnaire is valid and reliable to meet research objectives.  
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This study incorporated Dillman’s (2007) four sequential stages as recommendations to pretest 

the questionnaire.   

Stage 1) Face and content validity; 

Stage 2) Ascertain motivational and cognitive qualities of the questionnaire; 

Stage 3) Pilot study; and 

Stage 4) Identification of silly mistakes, if any. 

The following section describes each of these four stages in detail. 

3.3.1 Stage 1: Face and Content Validity 

Assessing face and content validity is the first recommended stage of pretesting the survey 

questionnaire. In fact, the term ‘validity’ refers to “the strength of our conclusions, inferences or 

propositions. It involves… the accuracy of your measurement” (Adams, Khan, Raeside, & White, 

2007, p. 237). According to Bradburn, Sudman, and Wansink (2004), validity “…is a continuous 

concept and refers to the distance between the measure and a completely valid measurement. It is 

the converse of response bias” (p. 365). Indeed, the researcher attempts to assess the ability of a 

measuring scale to measure what it is supposed to measure (Bradburn et al., 2004; Parry & 

Crossley, 1950; Wentland & Smith, 1993). In particular, Sekaran and Bougie (2016) explained 

that face validity “indicates that the items that are intended to measure a concept, do, on the face 

of it, look like they measure the concept” (p. 221), whereas content validity assesses whether 

“…the measure adequately measure the concept” (p. 223). In short, face validity is a “subjective 

assessment of validity” (Ruane, 2016, p. 119); on the other hand, content validity determines the 
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goodness of fit “…between the conceptual and operational definitions” (Ruane, 2016, p. 120) of 

a latent construct. 

Since this questionnaire was going to be used in a relatively new and an under-researched social 

context i.e. academician’s creative performance in the higher education sector of Karachi, it 

deemed necessary to ascertain its face and content validity. For this purpose, the questionnaire 

was forwarded to five relevant and independent panel of experts. These experts comprised of two 

female lecturers and three male assistant professors of HRM/Management disciplines aged 

between 32 and 50 years and held around 5 to 15 years of full-time university teaching experience 

in the department of business administration at three HEC-recognized private business schools of 

Karachi, Pakistan. Two of the subject-matter experts (SMEs) earned their PhD degrees from 

technologically-advanced English-speaking countries, however, rests of the three raters were 

doctoral candidates. Each of these five experts was firstly communicated with the research 

objectives before they critically examined the face and content validity of the 37 items used in this 

study. In particular, these experts were engaged to anonymously assess the questionnaire for its 

theoretical relevance, completeness, and clarity of instructions on a five point Likert-type rating 

scale from strongly disagree to strongly agree.  

3.3.1.1 Inter-Rater Agreement using Fleiss Kappa 

In this study, Fleiss Kappa (Fleiss, 1971) statistic was computed to ascertain the inter-rater 

agreement (or concordance) among the five raters who performed face and content validity. It is 

important to note that Cohen’s Kappa (Cohen, 1960) is used with only two raters with a 

dichotomous (or nominal) rating scale. On the contrary, Fleiss’s Kappa is used to estimate inter-
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rater agreement with more than two raters (Cohen, 1960; Cohen, 1968; Fleiss, 1971; Fleiss, Cohen, 

& Everitt, 1969).  

A total of 37 scale items of LCEs, CSE, LMX, IM, and CP was rated by five independent raters 

(n=5) on a scale of five rating categories (k=5). Appendix – D illustrates that the Fleiss’s Kappa 

value was 0.88 which indicated an “almost perfect agreement” (Viera & Garrett, 2005, p. 362) 

among the five raters across all of the 37 items used in this study. The five independent raters 

suggested the following corrections:  

3.3.1.2 Modifications Made to the Questionnaire Items 

Under ‘LCEs’ scale, four of the raters collectively raised their concerns about the first two items 

(LCE1 and LCE2). In fact, they argued that the respondents may be biased while answering these 

items in their original form because a person could not comment on the mutual understanding even 

after engaging in a long-established relationship such as a married couple. Thus, they advised to 

revisit LCE1 item from “My supervisor thinks of me as a creative employee” to “It is my 

perception that my supervisor thinks of me as a creative teacher.” Similarly, LCE2 item was 

revised from “My supervisor thinks that creativity is important to me” to ‘It is my perception that 

my supervisor thinks that creativity is important to me as a teacher’. 

Under ‘CSE’ measure, four of the raters raised some concerns about the CSE7 item which reads 

“Compared to other people, I can do most tasks very creatively”. They cautioned that to what 

extent as well as on what bases or criterion, a business school faculty member may compare his/her 

level of SE with other faculty members. Besides, a junior faculty member may not be exposed to 

any exclusive chance or opportunity to have a comparison his/her CSE with relatively more 
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experienced faculty members. As a result, these raters were found unanimously agreed in 

rephrasing the CSE7 item to “I can do most tasks very creatively”.   

Under ‘intrinsic motivation’ scale, all five raters raised their concerns about three scale items i.e. 

IM2, IM4, and IM5. They argued that these adopted items may be well suited in the context of 

industries, however, there was a need to revise these items which could be best suited in the 

academic context at higher education level. Therefore, IM2 item was revised from “I enjoy coming 

up with new ideas for products” to “I enjoy coming up with new ideas to improve students’ 

learning”. Similarly, IM4 was reformulated from “I enjoy creating new procedures for work tasks” 

to “I enjoy creating new procedures to impart up-to-date knowledge among students” and IM5 

item was reworded from “I enjoy improving existing processes or products” to “I enjoy improving 

existing processes to optimize students’ academic performance”. 

Finally, with respect to the endogenous latent variable i.e. ‘CP’, two of the raters were found 

disagreed to CP5 item which reads “I am not afraid to take risks”. Collectively, they contended 

that the type of risks was ‘undefined’ in this Likert scale item. In fact, they argued that junior 

faculty members may be skeptical or cautious or even most of the time afraid of taking risks in 

their teaching pedagogy in their early years of teaching career. Therefore, only these two raters 

suggested either to remove this specific item or reworded in the revised research instrument. 

Therefore, keeping in view that the target population involves both senior and junior faculty 

members (who may not be afraid of taking risks), the item was reworded as “I am not afraid to 

take risks in exercising useful techniques for improving students’ learning”. In addition, four raters 

advised to reword CP11 item from “I search out new technologies, processes, techniques, and/or 

product ideas” to “I search out new technologies, processes, techniques to better perform my 
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academic responsibilities”. Table 3.8 provides a summary of the modifications made to the 

research instrument.   

Table 3.8 

Summary of the Original and Revised Scale Items 

Original Items Revised (adapted) Items 

My supervisor thinks of me as a creative 

employee. 

It is my perception that my supervisor thinks 

of me as a creative teacher. 

My supervisor thinks that creativity is important 

to me. 

It is my perception that my supervisor thinks 

that creativity is important to me as a teacher. 

Compared to other people, I can do most tasks 

very creatively. 

I can do most tasks very creatively. 

I enjoy coming up with new ideas for products. I enjoy coming up with new ideas to improve 

students’ learning. 

I enjoy creating new procedures for work tasks. I enjoy creating new procedures to impart up-

to-date knowledge among students. 

I enjoy improving existing processes or products. I enjoy improving existing processes to 

optimize students’ academic performance. 

I am not afraid to take risks.  I am not afraid to take risks in exercising 

useful techniques for improving students’ 

learning. 

I search out new technologies, processes, 

techniques, and/or product ideas. 

I search out new technologies, processes, 

techniques to better perform my academic 

responsibilities. 

 

3.3.2 Stage 2: Assessment of Motivational and Cognitive Qualities of the Questionnaire 

In the second phase of pretesting, a cognitive discussion was conducted as an important probing 

exercise of pretesting in which a detailed feedback is collected from randomly-selected 

respondent(s) in order to identify different problems which might have been associated with the 



132 
 

questionnaire such as problems related with navigation, visual designs, wording, order of 

questions, etc. (Dillman et al., 2014). Indeed, the concept of cognitive discussion was introduced 

in 1990s with a sole purpose to determine whether respondents are going to comprehend the 

questionnaire items in their real essence followed by their correct answers (Forsyth & Lessler, 

1991; Willis, 2004). Since, it is now considered as “…the dominant mode of testing questions and 

questionnaires” (Dillman et al., 2014, p. 244) and is more appropriate to detect such problems with 

the questionnaire which are usually undetected by a pilot field test (Dillman & Redline, 2004). On 

the same lines, Dillman (2007) argued that the aim of cognitive discussions is to detect whether 

respondents have understood all of the words used in the questionnaire; they have comprehended 

the similar meaning of all of the questionnaire items; they are likely to read and respond to each 

question; and finally, they are forming a positive impression of cover letter and more importantly, 

the questionnaire.  

This study followed the following fundamental procedures of conducting cognitive discussions as 

recommended by Dillman (2007). Firstly, five business school academicians (as individual 

potential respondents) attempted the questionnaire in the presence of a keen observer who raised 

probing questions whenever the individual respondent faced any potential problems while 

completing the questionnaire. The observer was a senior assistant professor of human resource 

management and organizational behavior having approximately two decades of professional work 

experience as a corporate trainer and has been actively involved in various recruitment and 

selection processes for national and international semi-skilled, and graduate-level positions. The 

observer was requested to note down “…wrong answers, skipped questions, hesitations, confused 

expressions, erasures, or other behavior that would seem to indicate a problem with 

understanding” (Dillman, 2007, pp. 142-143).  
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After completing the questionnaire, a retrospective technique (Dillman, 2007; Dillman et al., 

2014) was used to analyze the motivational aspect of the questionnaires. This technique involved 

raising various motivational-type questions such as “Was it interesting? Was there any time that 

you wanted to stop answering? Did any of the questions offend you? Would you have filled out 

this questionnaire if it had come to you at home?” (Dillman, 2007, p. 145).  

Furthermore, the most recent comprehensive report of British Council (2019) about the university 

research system of Pakistan revealed that most of the faculty members in Pakistani universities 

perceive the total number of publications merely as a ‘number game’ with major emphasis on 

incentivizing quantity over quality and least consideration by and large is being paid in sharing 

the spirit of critical debate and empirical (and/or experimental) enquiries in order to solve global 

as well as national meaningful problems. That is why, during the retrospective exercise, one 

respondent notified that though, she was having only two published research papers on her 

academic profile. However, she still believed that she could exhibit CP. Therefore, based on this 

premise, she cautioned that the demographic variable (i.e. total no. of research publications in the 

last 5 years) may confuse respondents of the main study particularly when they will be answering 

the questions of CP because there has been a general perception that a teacher with relatively more 

research publications are considered as more research active and creative. Therefore, this 

highlighted problem was addressed by adding the following sentence in the covering letter of the 

questionnaire:  

Please note that, unlike the ‘objective’ measurement of teacher’s creativity i.e. total 

 number of research publications produced in given years, this study concentrates on the 

 ‘subjective’ self-report perception of creative performance.  
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Finally, it was also advised to convert the original measuring scale of CP from ‘strongly 

disagree’…’strongly agree’ into frequency scale anchoring from ‘never’ to ‘always’ to better 

reflect the responses of CP. Naseer et al. (2016) have used the same anchors to measuring 

employee creativity. To conclude, all respondents of cognitive discussions and retrospective 

exercise who were the full-time higher education academicians in business schools of Karachi, 

had the unanimous agreement that the questionnaire was easy to understand as well as took 

considerably less time in giving the answers of the questions. Besides, they did not notify any 

other issues related with the questionnaire during cognitive discussions and retrospective exercise.  

3.3.3 Stage 3: Pilot Study 

A pilot study refers to “…a mini-study in which the proposed questionnaire is tested on the survey 

population in an attempt to identify problems” (Dillman et al., 2014, p. 251). The aim of pilot 

study is to identify whether the questionnaire items are easy to comprehend and free from 

ambiguity. In other words, a pilot study attempts to refine the survey questionnaire in such a 

manner that a respondent should not face any difficulty in answering the questionnaire items 

(Saunders, Lewis, & Thornhill, 2016) and they have followed all of the instructions given on the 

questionnaire (Fink, 2013). In short, a pilot study denotes a ‘trial-run’ (Bell & Waters, 2014, p. 

167) because “without a trial run, you have no way of knowing whether your questionnaire will 

succeed” (Saunders et al., 2016, p. 473). 

In stage three of pretesting the questionnaire, a pilot study was conducted after having incorporated 

all suggested comments/corrections proposed in the first two stages of pretesting. For this purpose, 

this study drew a sample of 50 full-time faculty members from the private business schools of 

Karachi. Notably, Bryman (2008, p. 248) and again in his fourth edition, i.e. Bryman (2012, p. 

264) cautioned that “The pilot should not be carried out on people who might have been members 
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of the sample that would be employed in the full study”. Similarly, Ruane (2016) also asserted, 

“…those involved in a pre-test are no longer eligible for inclusion in your final sample” (p. 182). 

Therefore, these 50 responses were not included in the main study. 

After gathering a sample of 50 respondents, PLS algorithm was applied using SmartPLS version 

3.2.4 (Ringle, Wende, & Becker, 2015) to ascertain the construct reliability, convergent validity, 

and discriminant validity of the five study variables. In fact, reliability estimates “…the 

consistency of the measurement or more simply, the degree to which an instrument measures the 

same way each time it is used under the same conditions with the same subjects” (Adams et al., 

2007, p. 235). In other words, it indicates the extent to which “it is without bias (error free) and 

hence ensures consistent measurement across time and across the various items in the 

instrument… an indication of the stability and consistency with which the instrument measures 

the concept and helps to assess the “goodness” of a measure” (Sekaran & Bougie, 2016, p. 223). 

Similarly, Creswell (2009) stated that it is “…important to establish the content validity of an 

instrument and to improve questions, format, and scales” (p. 150).  

Table 3.9 shows Cronbach coefficient alpha, composite reliability (CR), and average variance 

extracted or explained (AVE) separately for all five study variables. All outer loadings were in 

excess of 0.70 (Hair, Ringle, & Sarstedt, 2011; Hair, Sarstedt, Ringle, & Mena, 2012) or more 

stringently, 0.708 (Hair, Hult, Ringle, & Sarstedt, 2017b) though, three indicators namely, CP5, 

LCE4, and LMX5 were having outer loadings 0.692, 0.665, and 0.659 respectively. These three 

indicator items were, however, retained in the measurement model because their outer loadings 

were also acceptable as their respective CR and AVE both met their threshold limits (Hair et al., 

2014 & 2017; Ramayah et al., 2017).  
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Table 3.9 

Construct Reliability and Convergent Validity (n=50) 

Latent Variables Alpha   CR    AVE 

Threshold Limit:  >0.70 >0.70  >0.50 

Creative Performance 0.899 0.919 0.587 

Creative Self-Efficacy 0.903 0.924 0.635 

Intrinsic Motivation 0.870 0.906 0.660 

Leader Creativity Expectations 0.785 0.861 0.611 

Leader-Member Exchange 0.853 0.883 0.603 

Notes: CR = Composite Reliability; AVE = Average Variance Extracted 

In social sciences, the heavy reliance on reporting Cronbach alpha has been a standard 

conventional practice to measure internal consistency reliability (Panayides, 2013). The results of 

pilot study reveals that the Cronbach’s (1951) alpha coefficient of each latent variable is between 

0.785 and 0.903 (Table 3.9) which is well above the minimum threshold limit of 0.70 (Cronbach, 

1951; Nunnally, 1978).   

Nevertheless, seminal literature on psychometric properties of latent constructs have shown that 

Cronbach alpha is not an accurate representation of internal consistency reliability (Green, Lissitz, 

& Mulaik, 1977). Internal consistency and homogeneity are two distinct concepts. Internal 

consistency measures the degree to which items are interrelated with each other, however, 

homogeneity denotes the unidimensionality of a set of items. Therefore, though, measuring 

internal consistency is necessary, but not a sufficient condition for unidimensionality (Green et 

al., 1977). In particular, it has been argued that Cronbach alpha has been mistakenly considered a 

test of unidimensionality or homogeneity (Cortina, 1993; Nunnally & Bernstein, 1994; Schmitt, 

1996; Sijtsma, 2009; Streiner, 2003a; Panayides, 2013) which can lead to the particular situation 

where a scale is incorrectly dismissed for not being reliable (Streiner, 2003b).   
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Bearing in mind the aforementioned limitations of Cronbach alpha, a better estimate of internal 

consistency i.e. composite reliability (CR) was additionally reported. Table 3.9 shows that the 

minimum CR is 0.861 which is well above the minimum threshold limit of 0.70 (Hair et al., 2011, 

2012a, 2014, & 2017b). Similarly, the convergent validity was estimated through average variance 

extracted (AVE). Table 3.9 illustrates that the minimum AVE value is 0.587 which is more than 

the minimum threshold limit of 0.50 (Hair et al., 2011; Hair et al., 2012; Hair et al., 2014; Hair et 

al., 2017b; Hair, Black, Babin, & Anderson, 2019).    

Finally, in the pilot study tests, it was also necessary to ascertain whether the five reflective 

constructs maintain unidimensional structure hence, they are not a dimension of one another 

(called discriminant validity). To assess this last aspect of pilot study, both conventional and 

contemporary methods were used i.e. Fornell and Larcker criterion (henceforth, FLC) and 

hetrotrait-monotrait ratio of correlations (HTMT) matrices respectively.      

Using the FLC method, the square-root of AVE is shown on the diagonal in bold face, whereas 

the off-diagonal values denote the correlations of the latent constructs (Fornell & Larcker, 1981) 

as shown in Table 3.10. According to FLC method, “A latent construct should explain better the 

variance of its own indicator rather than the variance of other latent constructs” (Ab-Hamid, Sami, 

& Sidek, 2017, p. 3), therefore, the square-root of AVE (diagonal values) should be greater than 

the correlations with other latent constructs (off-diagonal values) in both rows and columns (Hair 

et al., 2014) suggesting an evidence of discriminant validity (Hair et al. 2017b). Table 3.10 shows 

that each diagonal value (in both row and column) is greater than its respective off-diagonal values. 

Therefore, it leads to the conclusion that the discriminant validity has been established by using 

FLC matrix.   
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Table 3.10 

Discriminant Validity using Fornell and Larcker Criterion (n=50)  

 Latent Variables  CP CSE IM LCE LMX 

Creative Performance (CP) 0.766         

Creative Self-Efficacy (CSE) 0.672 0.797       

Intrinsic Motivation (IM) 0.735 0.656 0.813     

Leader Creativity Expectations (LCE) -0.051 0.052 -0.053 0.782   

Leader-Member Exchange (LMX) 0.266 0.089 0.190 0.446 0.776 

Note: Square-root of AVE is shown on the diagonal in boldface. 

 

More recently, Henseler, Ringle, and Sarstedt (2015) introduced a new and better method of 

assessing discriminant validity i.e. HTMT. The HTMT “…is an estimate for the factor correlation 

(more precisely, an upper boundary). In other words, HTMT “…is the average of the heterotrait-

heteromethod correlations (i.e., the correlations of indicators across constructs measuring different 

phenomena), relative to the average of the monotrait-heteromethod correlations (i.e., the 

correlations of indicators within the same construct)” (Henseler et al., 2015, p. 121) and provides 

a “disattenuated (perfectly reliable)” (Franke & Sarstedt, 2019, p. 431; Shiau, Sarstedt, & Hair, 

2019, p. 401) estimate of correlations between latent constructs. In order to clearly discriminate 

between two factors, the HTMT should be significantly smaller than one” (Henseler, Hubona, & 

Ray, 2016, p. 11).  

While comparing FLC and HTMT methods for assessing discriminant validity, recent literature 

has concluded that HTMT ratio is a superior criterion of assessing discriminant validity as 

compared to FLC matrix (Henseler et al., 2015; Voorhees, Brady, Calantone, & Ramirez, 2016). 
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Table 3.11 

Discriminant Validity using HTMT0.85 Criterion (n = 50) 

 Latent Variables  CP CSE IM LCE LMX 

Creative Performance (CP)           

Creative Self-Efficacy (CSE) 0.745         

Intrinsic Motivation (IM) 0.796 0.724       

Leader Creativity Expectations (LCE) 0.170 0.137 0.184     

Leader-Member Exchange (LMX) 0.303 0.161 0.224 0.605   

 

In fact, Henseler et al. (2015) suggested two different threshold values of 0.85 and 0.90 for 

assessing the HTMT matrix. This study used the more stringent (or conservative) level of 0.85 in 

the pilot study (i.e. HTMT0.85). The same threshold value has been used in recent studies e.g. 

Rasoolimanesh, Ringle, Jaafar, and Ramayah (2017). Table 3.11 depicts that all HTMT ratio of 

correlations are below the critical value of 0.85. Therefore, it leads to the conclusion that the 

discriminant validity has also been established by using HTMT method. 

3.3.4 Stage 4: Identification of Silly Mistakes, if Any 

This was the last stage of pretesting (Dillman, 2007) in which five respondents were involved 

from outside the study to complete the questionnaire. The aim was to look for any silly mistakes 

related with the meaning and readability of the questionnaire. It is important to note that none of 

the previous academic experts, participants of cognitive discussions and retrospective exercise 

were included in Stage 4 because “…people who have worked on one revision after another soon 

lose their ability to detect obvious problems. Asking employees to read a questionnaire again for 

problems does not always result in catching them.” (Dillman, 2007, p. 147). This stage was carried 

out after getting acceptable psychometric properties (Tables 3.9 to 3.11) for each of the latent 
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variables used in the questionnaire. None of these respondents reflected any issues therefore, it 

leads to the conclusion that the research instrument was ready for primary data collection for the 

main study.  

3.4 Data Collection Procedure   

In a survey research, information is collected by using either self-completion close-ended 

questionnaire and/or qualitative interviews (Hutchinson, 2004). This study employed a survey 

method in which self-administered questionnaire was designed for primary data collection by 

adapting Likert-scale items from previous studies having good psychometric properties. The data 

were collected from all levels of full-time academicians of private business schools including 

lecturers, assistant professors, associate professors, and professors. Some of them held additional 

administrative/managerial responsibilities such as head of department (HOD), chairman / 

chairperson, director of quality enhancement cell (QEC), ORIC, research and publications etc., 

director academics, campus directors, etc. 

The research instrument was administered in the following ways. First of all, an in-person visit 

was made in each of the 24 business schools of Karachi to fetch a list of all full-time academicians 

from their concerned authorities. Consequently, the researcher managed to receive a total of 24 

separate lists which revealed a total of 676 names of academicians. Then these 24 separate lists 

were consolidated together into one table in Microsoft Excel and sequentially numbered from 1 to 

676. Although, Table 3.1 had suggested earlier to distribute at least 369 questionnaires to maintain 

approximately 60.40% response rate, this given figure was based on the study of Ahmad et al. 

(2015) which was conducted in the province of Punjab. Considering the potential difference of 

social dynamics between Sindh and Punjab provinces, it was anticipated that 470 questionnaires 
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would easily manage to achieve over 60% response rate in Karachi region. Therefore, following 

the procedure of simple random sampling technique, 470 random numbers were generated by 

using an online random number generating algorithm. The name of the academicians and their 

respective business schools were highlighted in the consolidated list which matched with these 

470 random numbers only. Finally, questionnaires were distributed only to those academicians of 

a particular business school whose name was corresponded with these random numbers. In order 

to effectively and efficiently manage the data collection time, the departmental head of each 

business school was requested to suggest a specific time slot in which almost all academicians 

were usually present such as in a regular weekly faculty meeting. It then followed a personal visit 

to each business school during its suggested time slot.  

Since this was a self-funded research activity which involved both time and resource constraints, 

this method of data collection was expected to substantiate research time and costs by enabling 

the researcher to answer any potential respondents’ queries on the spot while they were completing 

the questionnaire. Besides, few heads of business schools were found to be relatively more 

cooperative by allowing the distribution of the survey instruments directly to their academicians 

especially to those who were absent in the suggested time slot of faculty meetings. Thus, a personal 

contact was first identified in the business schools to distribute the questionnaires following the 

necessary guidance to the contact person such as date and time of meeting.  

Considering the present situation of research culture in the business schools of Karachi, 

distributing the questionnaire in the presence of a faculty member who was the fulltime teacher of 

the same business school substantially reduced the response time of the data collection process. 

Moreover, in some business schools, the contact persons were found comfortable enough to collect 

the questionnaires forms by themselves from their colleagues and directly returned back via 
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registered courier services. Furthermore, early and late respondents were stamped using 

extrapolation method (Armstrong & Overton, 1977) to estimate any potential presence of non-

response bias later.   

Three different sections were grouped together to design the research instrument. The first section 

involved a covering letter which introduced the topic, study setting, ideal respondents and research 

objectives. In addition to explaining difficult terms in the letter, it also asserted on maintaining 

anonymity and confidentiality of both respondents and their responses to comply with Dillman’s 

(2007) and Dillman et al.’s (2014) ethical guidelines. Burgess (2001) pointed out that survey 

method may be quite expensive and time-consuming therefore, a factual, thoughtful and honest 

appraisal (i.e. reply) to each scale item should be emphasized. Hence, the covering letter also 

placed a request to provide true and thoughtful replies. In addition, Hutchinson (2004) argued that 

since a survey research requires “considerable thought and planning… survey can provide a 

valuable source of data for use in a variety of situations, including program planning, decision 

making, and theory building” (p. 284), therefore, an effective covering letter was essential in this 

survey design to result in a high response rate which is only possible if respondents find the 

questionnaire interesting, of value, simple, concise, and well-structured. The second section 

sought to gather 11 demographic information of each respondent for descriptive analysis, whereas 

the third section included 37 indicators which were grouped together under five latent variables of 

this study. At the end, the respondents found a ‘thank you’ statement as well as a repeated 

statement of confidentiality. On average, respondents took approximately 15 to 20 minutes to 

complete the questionnaire. A number of faculty members reported that they found the 

questionnaire quite interesting and useful thus, they requested to disseminate the major research 

findings with them too.  
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3.5 Data Analysis Techniques 

Data analysis commenced with data screening using SPSS that follows the guidelines of 

Tabachnick and Fidell (2007) e.g. assessing a) out-of-the-range values i.e. data entry error; b) 

missing values analysis; c) multivariate normality; and d) univariate and multivariate outliers. In 

order to analyze missing values, the pattern of missingness was estimated by using expectation 

maximization (EM) algorithm to obtain Little’s MCAR test value. After data screening and 

preliminary analysis in SPSS, a measurement model was constructed using SmartPLS version 

3.2.8. It is necessary to construct the measurement model before hypothesis testing (Thompson, 

2000) because this model (also called an outer model) connects observed and unobserved variables 

(Byrne, 2010) and is used to examine the construct reliability, convergent validity and discriminant 

validity (Anderson & Gerbing, 1988; Fornell & Larcker, 1981; Hair et al., 2019). The construct 

reliability and convergent validity were gauged by composite reliability (CR) and average variance 

extracted (AVE) statistics respectively. Furthermore, the discriminant validity was examined by 

both the conventional Fornell and Larcker (1981) criterion and the contemporary hetrotrait-

monotrait (HTMT) method. The researcher attempts to follow Hair, Hult, Ringle, and Sarstedt 

(2017b) for the guidelines and minimum acceptable threshold values for all of the above-

mentioned statistics including other required algorithms such as the recommended 5,000 bootstrap 

sampling, etc. Once the measurement model has endorsed the measurement theory in the context 

of this study, a structural model was developed using a partial least square structural equation 

modelling (here-in-after called, ‘PLS-SEM’) approach to test the seven direct and three mediation 

hypotheses.  

In fact, PLS-SEM has gained its momentum and popularity in the late 1990s when Chin (1995) 

introduced the application of PLS-SEM in applied business research (Khan et al., 2019). Since 
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then, a portfolio of some seminal works has provided a great extension to researchers’ 

methodological repository in the form of new estimators (e.g., Dijkstra & Henseler, 2015; Dolce, 

Vinzi, & Lauro, 2018) and different model evaluation metrics (e.g., Aguirre-Urreta & Rönkkö, 

2018; Franke & Sarstedt, 2019; Hair, Hollingsworth, Randolph, & Chong, 2017a; Henseler et al., 

2015; Sharma, Shmueli, Sarstedt, Danks, & Ray, 2019). In addition, complementary methods 

(e.g., Hult et al., 2018; Nitzl, Roldan, & Cepeda, 2016; Ringle & Sarstedt, 2016; Schlittgen, 

Ringle, Sarstedt, & Becker, 2016) and textbooks written on PLS-SEM such as Garson (2016), 

Hair et al. (2017b), Ramayah et al. (2017) have immensely contributed to the emancipation of 

PLS-SEM from covariance-based structural equation modeling (CB-SEM) method.   

Indeed, the reason of applying SEM technique stems from the research objectives of this study 

which seek to analyze the direct effect of three exogenous variables (LCE, CSE, and LMX) on 

teacher’s CP as well as to investigate whether IM mediates the relationship between these three 

exogenous variables and CP. Albeit, it may be possible to run two separate regression analyses in 

SPSS to achieve the research objectives, but this method involves a danger of increasing Type-I 

error (Sherry & Henson, 2005). It means that the study is going to reject the true null hypothesis. 

Although 'Bonferroni Adjustments'7 may be used to address this issue by diving the standardized 

95% CI (i.e. p <0.05) by the total number of dependent variables in the model, however, it would 

cause an increase in Type –II error i.e. accepting the false null hypothesis because both errors are 

inversely proportional to each other (Pallant, 2001). Therefore, there is a need to use a multivariate 

statistical technique which could run both regression equations in one attempt by mitigating the 

effect of both types of errors. SEM approach is the most suitable technique to fetch the answers 

of research questions.     
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SEM is a statistical “… methodology that takes a confirmatory (i.e., hypothesis-testing) approach 

to the analysis of a structural theory bearing on some phenomenon” (Byrne, 2010, p. 3). The term 

of SEM seeks to convey two important aspects “a) that the causal processes under study are 

represented by a series of structural (i.e., regression) equations, and (b) that these structural 

relations can be modeled pictorially to enable a clearer conceptualization of the theory under 

study” (Byrne, 2010, p. 3). Moreover, SEM is a large sample technique therefore, the sample size 

should be greater than 200 for SEM analysis (Lei & Wu, 2007). In contrast, Hair et al. (2019) 

recommended that the sample size between 200 and 400 was reasonably appropriate for SEM. A 

minimum sample of 223 (Table 3.1) valid responses seems reasonably appropriate for applying 

PLS-SEM in this study. 

SEM has been recognized as “statistical revolution” (Cliff, 1983, p. 115) because it is “the single 

most important contribution of statistics to the social and behavioral sciences during the past 

twenty years” (Lomax, 1989, p. 171). The major advantage of using SEM is that it can account 

for unreliability such that the parameter estimates i.e. the magnitude of relationship between an 

exogenous variable and an endogenous variable is not contaminated by the measurement error and 

are unbiased estimates of the true effects between the variables in question (Barile, 2016). In short, 

as Kelloway (2015) also pointed out that SEM provides considerable advantages “…of estimating 

predictive relationships among "pure" latent variables that are uncontaminated by measurement 

error” (p. 3). 

Another advantage of using SEM is that it provides us with tests to evaluate whether or not the 

patterns of association apply among the observed indicators of exogenous and endogenous 

constructs are consistent with the actual associations we have observed in our empirical data. In 

other words, unlike multiple regression analysis, SEM helps us evaluate the model fitness through 
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various indices such as Chi-square test of model fit, may be used to triangulate on the quality of 

our model for the data. Moreover, using SEM, we can specify more complex model such as 

mediation analysis (Barile, 2016). Abundant studies on CP have applied the SEM technique with 

five-point Likert-type scale such as Akgunduz, Alkan, and Gӧk (2018); Bowler, Paul, and 

Halbesleben (2019); Gu et al. (2018); Jiang and Gu (2017); Kang, Stewart, and Kim (2011); Meng 

et al. (2017); Zhao and Guo (2019); Pachler et al. (2019); Sothan, Baoku, and Xiang (2016) etc. 

In particular, Laguía et al. (2019) used PLS-SEM technique for a 5-point Likert scale.  

3.6 Ethical Considerations 

Ethical considerations ought to be given a closed heed in the social science research because the 

primary data are to be collected from human beings (Oliver, 2010). Respondents were explained 

that there was no sponsor of this study and about the maximum time required to complete the 

questionnaire. Since it was a self-funded study with resource implications therefore, following the 

principle of ‘informed consent’ (Ruane, 2016), respondents were requested to provide their 

thoughtful and factual answers, however, they could withdraw from their participation at any time 

at their will. It was also asserted that participants were not be deceived by anything related with 

this study such as research purpose, objectives, use of respondents’ data, etc. A separate cover 

letter was attached with each questionnaire detailing about the research objectives. The author did 

not use any audio or video devices to collect the primary data. Moreover, due to the active 

participation in the research, respondents are likely to show their keen interest in getting to know 

the research outcome particularly if the research corresponds with their professional life. 

Therefore, following the guidelines of Oliver (2003), the findings of this study may be shared with 

all concerned people including respondents upon their written request by putting major emphasis 

on explaining the research findings in simple easy-to-understand language.  



147 
 

Besides, in order to make sure that there should be no harm to its participants due to this study in 

terms of their emotional, psychological or physical well-being (Ruane, 2016), both anonymity and 

confidentiality (Babbie, 2019) were also maintained by not asking any personal information from 

them through which their identity may be revealed or compromised in any form. Besides, the 

anonymity of the academic experts and respondents was also ensured who participated in the four 

stages of pretesting and in the main study. The questionnaire clearly stated that there was no right 

or wrong answer of any questionnaire items and the responses would be used for the sole purpose 

of an academic research only (Dillman et al., 2014). 

3.7 Summary of the Chapter 

This chapter provides a comprehensive detail on the research philosophy and research design to 

be used for getting the answer to the research questions. The research design of this study 

constitutes a correlational field study with survey data collection method in a non-contrived field 

study. The self-administered questionnaire, adopted/adapted from well-established and 

empirically well-tested measuring scales, was used for primary data collection from the 24 private 

business schools of Karachi, Pakistan using simple random sampling technique. All of the five 

variables are reflective measures and self-reported. They are reflective in nature because each 

construct was measured by multiple Likert-type scale items and by removing one or two items 

within a particular construct would not make any significant effect on the construct as the 

remaining items would be explaining and measuring the same concept of the construct in question. 

A minimum sample size (n = 223) was estimated by using a-priori statistical power analysis. The 

operational definition of all of the five variables are discussed in detail. It was found that there are 

different measuring scales exist in the literature therefore, each sub-section under the measurement 

of the study variables critically analyzed these available scales with their psychometric properties 
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followed by the plausible justification of using a particular scale for this study. It follows data 

collection procedure, pre-testing questionnaire, data analysis techniques, and ethical 

considerations are discussed at the end. In short, this chapter attempts to ensure the finalization of 

a valid and reliable research instrument (i.e. survey questionnaire) ready to be used for the main 

study. To conclude, this study established its foundation on an empirical analytical group of 

methods. It focuses on objective knowledge; evokes clear research questions and concrete answers 

to those research questions; there are measureable operational variables; deductive reasoning is in 

place; and is framed on an explanatory research approach.  

In a nutshell, Table 3.12 provides a glimpse of the major components of the research methodology 

used in this study in the form of different, but sequential layers of the research onion (Saunders et 

al., 2009). 

Table 3.12 

Summary of the Research Methodology used in this Study  

Contents Description 

Research Philosophy Positivism 

Ontological Belief Realism 

Epistemological Approach Etic Approach 

Study Setting Non-contrived field study 

Research Approach Deductive (hypothesis testing) 

Research Strategy Survey 

Research Choice Quantitative 

Time Horizon Cross-sectional 
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Target Population All full-time academicians of 166 HEC – recognized higher 

education institutions of Pakistan offering business education. 

Accessible Population All full-time academicians of 24 HEC – recognized private 

business schools of Karachi (Coverage Rate = 96%) 

Sampling Frame  N = 676 (refer Appendix – C) 

Sampling Technique Simple Random Sampling (SRS) 

Data Collection Method Questionnaire (close-ended) 

Data Analysis Technique PLS-SEM 

Statistical Packages Used SPSS, AMOS, StatGraphics, SmartPLS 
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CHAPTER FOUR 

DATA ANALYSIS AND FINDINGS 

4.0 Introduction 

This chapter begins with the preliminary data analysis for the assessment of missing values, 

univariate and multivariate outliers, univariate and multivariate normality, non-response bias, and 

common method variance bias. The preliminary analyses then follow the demographic profile of 

the respondents and a plausible justification of using PLS-SEM approach. Then a variance-based 

measurement model is created which ensures acceptable internal consistency reliability and 

constructs validity. Finally, both direct and indirect (mediation) hypotheses are tested using PLS-

SEM procedure. Notably, this chapter specifically include two newly-introduced analyses in PLS-

SEM i.e. CTA-PLS and PLSpredict for the statistical assessment of reflective indicators and 

predictive validity respectively.   

4.1 Missing Values Analysis 

Following the ‘response rate method’ (Bartlett et al., 2001) as discussed in Section 3.2.4 earlier, a 

total of 470 survey questionnaires were distributed out of which 348 were received. The initial 

data screening found 46 unengaged responses which were characterized by substantial amount of 

missingness in quantity e.g. few respondents did not provide answers to one complete latent 

variable such as LCEs, whereas some of them did not attempt the demographic section and so on. 

Therefore, following the recommendation of Pallant (2016) and Tabachnick and Fidell (2014), 

these 46 unengaged responses were removed from the dataset resulting a sample of 302 with a 

response rate of 64.25% with no missing values (Bryman, 2012). This response rate has been 

found approximately similar with previous related studies in the Pakistani context (e.g. Ahmad et 
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al., 20158) as well as consistent with the typical response rate in various organizational survey 

research published in top-ranked research journals (Baruch, 1999; Baruch & Holtom, 2008).  

4.2 Assessment of Outliers 

Since the potential presence of outliers can distort the parameter estimates and standard error 

which could lead to unreliable or biased results (Kline, 2011), this study assessed univariate outlies 

by estimating the standardized z score and compared them with the absolute value of 3.29 at 99.99 

CI; p<0.001 (Tabachnick & Fidell, 2014). Similarly, a conventional approach was applied to 

assess multivariate outliers in the dataset i.e. Mahalanobis distance chi-square values (Kline, 2011; 

Byrne, 2010; Tabachnick & Fidell, 2014). More precisely, using a SPSS procedure, a Mahalanobis 

distance value was saved for each response in the dataset for a combination of all of the 37 Likert-

scale items. Furthermore, in order to assess whether each of the Mahalanobis distance value is 

statistically different from zero i.e. significant at 99.99 CI; p<0.001 (Tabachnick & Fidell, 2014), 

the p-value for each Mahalanobis distance value was computed by using the built-in chi-square 

distribution function in SPSS (Appendix – E; Formula 1): 

Table 4.1 

Transition from Raw Data to Useable Data for this Study 

Activities of Self-Administered Questionnaires Results 

Total no. of questionnaires distributed = 470 

Total no. of questionnaires received = 348 

    Less: total no. of unusable questionnaires = 46 

Total usable responses (before removing outliers) = 302 

Response Rate = 64.25% 

    Less: univariate and multivariate outliers = 21 

Final usable responses for data analysis (n) = 281 
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A p-value less than .001 indicates that the complete response is a multivariate outlier at 99.99 CI 

(p<.001). In this study, a total of 21 outliers were detected and removed from the dataset resulting 

a sample of 281 useable responses for data analysis. Table 4.1 tabulates the stepwise activities of 

self-administration of research instrument starting from total number of questionnaires distributed 

to the final usable sample for the data analysis. 

4.3 Assessment of Univariate and Multivariate Normality 

Out of at least 50 different procedures used to assess normality, the Shapiro-Wilk test is generally 

considered as an excellent test for assessing the univariate normality (Trujillo-Ortiz, Hernandez-

Walls, Barba-Rojo, & Cupul-Magana, 2007) and Royston’s H test to assess multivariate normality 

(Royston, 1982 & 1983). Since, the assumption of multivariate normality “…cannot be tested 

using SPSS Statistics” (Field, 2018, p. 752), this study applied Royston’s H test in StatGraphics® 

Centurion software (version 18.1.08) to test the assumption of multivariate normality. This test 

separately measured the univariate normality by using separate Shapiro-Wilk test (Shapiro & 

Wilk, 1965) for all endogenous latent variables (i.e. IM and CP) and then combines them to 

measure multivariate normality statistic. The significant p-value of Shapiro-Wilk test for both IM 

and CP in Table 4.2 shows that the data did not come from a univariate normal distribution. In 

addition, the Royston’s H test value was 99.22 (99.99 CI; p<.001) indicated that the data of both 

the variables did not come from a multivariate normal distribution too. 
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Table 4.2 

Assessment of Multivariate Normality using Royston’s H Test 

 
 

In addition, Figure 4.1 depicts a chi-square distribution plot as the second way to test whether the 

data have come from a multivariate normal distribution. In a chi-square plot, the squared 

generalized distances between data points were plotted in an m-dimensional space and the centroid 

of the data. Figure 4.1 illustrates that majority of the data points did not fall within the 95% 

confidence Kolmogorov Smirnov (K-S) limit (0.273; p<.001).  

 

Figure 4.1. Chi-square generalized distance plot. 
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Furthermore, the significant p-value of Mardia’s multivariate skewness and kurtosis assessment 

(Web Power, 2019) also confirmed that the data did not come from a multivariate normal 

distribution (Table 4.3). 

Table 4.3 

Mardia’s Multivariate Skewness and Kurtosis 

 

Source: Author’s estimation 

 

In short, based on both Royston’s H test (Table 4.2), the chi-square generalized distance plot 

(Figure 4.1) and Mardia’s Multivariate Skewness and Kurtosis (Table 4.3), it can be confidently 

concluded that the data used in this study did not meet the assumption of both univariate and 

multivariate normality. Therefore, a non-parametric SEM technique (such as PLS-SEM with non-

parametric bootstrapping method) was used for constructing a valid and reliable measurement 

model, testing research hypotheses, in-sample predictive relevance and finally, out-of-sample 

(OOS) predictive validity.  

4.4 Assessment of Non-Response Bias 

At first, in order to optimize the quality of the parameter estimates of statistical models and to 

strengthen the researcher’s ability to generalize the findings on a larger population (Bartlett et al., 

2008; Rogelberg & Luong, 1998; Sakshaug & Eckman, 2017), different facilitation approaches 

were adopted in this study to increase the response rate e.g. notifying target audience with a pre-

notification, carefully designing the instrument, managing survey length, using reminder notes, 

establishing survey importance, providing opportunities to all individuals of participation etc. 
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Facilitation approaches have been extensively suggested in the literature (e.g. Dillman, 2007; 

Fowler, 2002; Fox, Crask, & Kim, 1988; Groves & Couper, 1998; Heberlein & Baumgartner, 

1978; James & Bolstein, 1990; Pforr et al., 2015; Yammarino, Skinner, & Childers, 1991; Yu & 

Cooper, 1983).  

Nevertheless, merely “…response rates are not a good indicator for [measuring] nonresponse bias” 

(Wagner, 2012, p. 557). Therefore, an independent sample t-test (Table 4.4) was computed to 

deeply examine the potential presence of non-response bias using the extrapolation method 

(Armstrong & Overton, 1977) with ‘successive wave’ approach which denotes the questionnaire 

response which is due to some triggering stimulus such as follow-up calls or emails. One 

assumption of extrapolation method is that those individuals who respond less willingly or 

substantially late are more likely to bear the characteristics of non-respondents (Pace, 1939). The 

extrapolation method has been adopted by various studies (e.g. Carrera & Wei, 2017; Yu & Choi, 

2014). 

 

In this study, all responses were classified into two groups: early respondents (i.e. those who 

responded within one month); and late respondents (i.e. who responded after one month in 

response to multiple triggering stimuli such as follow-up phone calls or emails). The useable 

sample of 281 responses comprised of 234 early responses (83.3%) and 47 late responses (16.7%). 

Table 4.4 shows different degree of freedom (DF) for LCE and IM as compared to rests of the 

three study variables because the Levene’s test for equality (or homogeneity) of variances, which 

is a sub-hypothesis of an independent sample t-test, did not assume equal variances for these two 

latent variables (Pallant, 2016). 
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Table 4.4 

Assessment of Non-Response Bias using Independent Samples Test (n=281) 

     

Levene's Test 

for Equality of 

Variances 

t-test for  

Equality of Means 
|Mean 

Difference| 

SD 

(Pooled) 

Effect Size 

(Cohen's d) Variables Response Type N Mean SD F Sig. T DF Sig. 

LCE Early Response 234 4.064 0.690 16.865 0.000 1.077 96.157 0.284 0.085 0.806 0.11 

 

Late Response 47 3.979 0.447   

   

 

  
CSE Early Response 234 4.029 0.398 0.754 0.386 -0.640 279 0.523 0.040 0.628 0.06 

 

Late Response 47 4.069 0.377       

  
LMX Early Response 234 3.741 0.507 0.253 0.615 -0.491 279 0.624 0.040 0.714 0.06 

 

Late Response 47 3.781 0.523       

  
IM Early Response 234 4.108 0.412 28.825 0.000 -1.051 54.131 0.298 0.101 0.669 0.15 

 

Late Response 47 4.209 0.631   

   

 

  
CP Early Response 234 3.927 0.393 1.940 0.165 0.345 279 0.730 0.022 0.631 0.03 

  Late Response 47 3.905 0.421                 

Notes: CSE = Creative Self-Efficacy; CP = Creative Performance; IM = Intrinsic Motivation; N = Sample Size; LCE = Leader 

Creativity Expectation; LMX = Leader Member Exchange; SD = Standard Deviation; DF = Degree of Freedom; Equal variances are 

not assumed for LCE and IM.  
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The p-value of independent sample t-test for the equality of means is statistically non-significant 

that leads to the conclusion that there is no significant difference in early and late responses 

(Pallant, 2016). In other words, the usable sample is not inflated or affected by non-response bias 

and both the groups (i.e. early and late respondents) eventually represent the same target 

population. Moreover, Cohen’s d effect size (Cohen, 1977; 1988; 1992) for each of the five study 

variables are also computed using the following formula. This statistic has been reported in a 

related Pakistani study too (i.e. Zubair & Kamal, 2015). This formula denotes a ratio between the 

mean difference and the pooled standard deviation (Field, 2018; Pallant, 2016). Standard deviation 

needs to be pooled (Appendix – E; Formula 2) because for each study variable, there were two 

different standard deviations due to two separate samples (i.e. early and late respondents).   

Merely for an illustrative purpose, the Cohen’s d effect size for leader creativity expectation was 

calculated in two steps. Firstly, pooled standard deviation was calculated for the variable 

(Appendix – E; Calculation 1) and then its Cohen’s d was computed (Appendix – E; Calculation 

2). The Cohen’s d values of 0.2, 0.5 and 0.8 represent small, medium and large effect size 

respectively (Cohen, 1988; Field, 2018; Pallant, 2016). The Cohen’s d value of the variable was 

0.11 (Table 4.4) which is less than the cutoff value of small effect size. It describes that the means 

of early and late respondents of LCEs do not even differ by 0.2 standard deviation indicating no 

meaningful effect size. The same two steps were applied to estimate the Cohen’s d value for rests 

of the four study variables as shown in the last column of Table 4.4. 

4.5 Assessment of Common Method Variance (CMV) Bias 

In order to avoid reporting method-biased results (Podsakoff, MacKenzie, & Podsakoff, 2012) or 

erroneous conclusions (Reio, 2010) due to single-sourced and self-reported of this study, the CMV 

bias (Campbell & Fiske, 1959) was tested before hypothesis testing. Numerous studies have used 
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Harman’s single factor test to investigate the potential presence of CMV bias e.g. Andersson and 

Bateman (1997); Aulakh and Gencturk (2000); Greene and Organ (1973); Organ and Greene 

(1981), etc. Nevertheless, considering the methodological and analytical sensitivity of CMV bias, 

this study applied four different tests to ascertain the potential presence of CMV bias. These tests 

include Harman’s single factor test in SPSS, common latent factor test in AMOS, collinearity 

diagnostics using variance inflation factor (VIF) in SmartPLS, and partialling out an unmeasured 

marker variable in SmartPLS. The results of these tests are described below:  

4.5.1 Harman’s Single Factor Test 

Harman’s single factor test is a conventional post-hoc test which is conducted once the data have 

been collected (Chang, Van Witteloostuijn, Eden, 2010). It may be recalled as perhaps the first 

statistical method for the assessment and control of CMV bias (Podsakoff & Organ, 1986). It tests 

the assumptions whether majority of the variance (i.e. more than 50) is explained by one single 

unrotated factor. For this purpose, the study applied a simple exploratory factor analysis in SPSS 

with an unrotated factor solution. The PCA results generated nine distinct factors which accounts 

for 77.3% of the total variance (see Table 4.5). However, the first unrotated factor captured only 

20.2% of the variance in the dataset. Therefore, two underlined assumptions have not met: a) no 

single factor emerged; and b) the first factor did not account for most of the variance (Podsakoff 

& Organ, 1986; Scott & Bruce, 1994) i.e. more than 50% (Chaubey et al., 2019; Kumar, 2012). 

Therefore, this method confirms that there is no manifestation of the presence of CMV bias in this 

study (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; Reio, 2010).  
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Table 4.5 

Harman’s Single-Factor Test 

Component Initial Eigenvalues 
 

Extraction Sums of Squared Loadings 
 

Total  of Variance Cumulative Total  of Variance Cumulative  

1 7.477 20.207 20.207 7.477 20.207 20.207 

2 6.749 18.240 38.447 6.749 18.240 38.447 

3 3.438 9.292 47.739 3.438 9.292 47.739 

4 2.960 8.001 55.740 2.960 8.001 55.740 

5 2.258 6.102 61.843 2.258 6.102 61.843 

6 1.823 4.928 66.770 1.823 4.928 66.770 

7 1.525 4.120 70.891 1.525 4.120 70.891 

8 1.307 3.534 74.424 1.307 3.534 74.424 

9 1.068 2.887 77.312 1.068 2.887 77.312 

    Notes: Extraction Method: Principal Component Analysis.  

Remaining lines under initial Eigenvalues are erased to maintain clarity. 

 

4.5.2 Common Latent Factor (CLF) Method 

Common latent factor (CLF) method (Podsakoff et al., 2003) was used to assess the potential 

presence of CMV bias in AMOS Graphics. For this a common latent variable was added in the 

simple measurement model by drawing a separate arrowhead to each of the 37 indicator items. 

Then the difference between the standardized estimates with and without the CLF variable was 

computed. It was found that the difference between the two standardized factor loadings was less 

than 0.20. These 37 differences of standardized loadings ranged between -0.542 and 0.168. Thus, 

the CLF method also suggests that the CMV bias was certainly not an issue for this cross-sectional 

study (Dixon, Weeks, Boland, & Gaskin, 2019; Podsakoff et al., 2003).        
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4.5.3 Collinearity Diagnostic Method 

Specifically, for the test of CMV bias for PLS-SEM, following the guidelines of Kock (2015), 

collinearity diagnostics are examined using variance inflation factor (here-in-after called, ‘VIF’) 

in SmartPLS. From the viewpoint of PLS-SEM, “…a tolerance value of 0.20 or lower and a VIF 

value of 5 or higher respectively indicate a potential collinearity problem” (Hair et al., 2017b, p. 

143). However, using a stringent threshold limit, if the VIF value is less than or equal to 3.3 then 

it concludes that the model is not contaminated by CMV bias (Kock, 2015; Kock & Lynn, 2012) 

as well as there is no collinearity (Hair et al., 2017b) or pathological collinearity (Kock, 2015) or 

vertical collinearity (Kock & Lynn, 2012) issue in between the latent variables.  

Table 4.6 

Collinearity Diagnostics: Variance Inflation Factor (VIF) and Tolerance 

Exogenous Variables Factor-Level VIF Tolerance 

Creative Self-Efficacy 1.122 0.891 

Intrinsic Motivation 1.000 1.000 

Leader Creativity Expectation 1.683 0.594 

Leader Member Exchange 1.613 0.620 

 

The results of collinearity diagnostics (Table 4.6) show that the VIF and tolerance values of each 

of the exogenous latent constructs are less than the stringent threshold limit of 3.3 and greater than 

0.20 respectively. It leads to the conclusion that CMV bias and multicollinearity are certainly not 

an issue in this study (Kock, 2015). 
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4.5.4 Partialling Out an Unmeasured Marker Variable Method 

Finally, Podsakoff et al. (2003) introduced this method to examine and control for CMV bias in a 

dataset. Very recently, Tehseen, Ramayah, and Sajilan (2017) has applied this method as detailed 

in Appendix – E; Procedure 1.  

 

   Figure 4.2. R2 due to unmeasured marker variables (UMV). 

 

Table 4.7 shows that there is no substantial difference (say, more than 10%) in R2 values before 

and after introducing an unmeasured marker variable. Therefore, it leads to the conclusion that the 

data are not affected by CMV bias.  

It is pertinent to note that CMV bias was tested with the help of conventional methods (i.e. Harman 

single factor and common latent factor methods) as well as relatively new PLS-SEM-specific 

methods (i.e. collinearity diagnostic and unmeasured marker variable methods). 
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Table 4.7 

Comparison of R2 without and with Unmeasured Marker Variable  

     

Latent Variables 
R2 Without 

Marker Variable 

R2 With Marker 

Variable 
|% Difference| 

More than 

10%? 

Intrinsic Motivation 0.305 0.308 0.30 No 

Creative Performance 0.515 0.513 0.20 No 

Note: R2 is computed using PLS-algorithm.  

The major aim of these tests are two folds: a) to assess the potential presence of CMV bias; and 

b) to ascertain whether there is any measurement error. This is extremely important to investigate 

the method bias because “they are one of the main sources of measurement error” (Podsakoff et 

al 2003, p. 879). In fact, measurement error generally has both a random as well as a systematic 

component (Bagozzi & Yi, 1990 & 1991; Nunnally, 1978; Spector, 1987) and can have 

“confounding influences” (Bagozzi & Yi, 1993, p. 143) on the research findings and conclusions. 

Therefore, the measurement error threatens the validity of research findings and logical conclusion 

(Podsakoff et al., 2003; Podsakoff et al., 2012).  

To conclude, based on the four statistical tests, the research findings of this study are not 

contaminated by CMV. Consequently, as stated earlier, due to the absence of CMV bias, it does 

not lead to create any measurement error also in this study (Podsakoff et al 2003; Podsakoff et al 

2012). Furthermore, the potential chances of measurement error were also partialled out by using 

multiple scale items for the measurement of each latent variable in a SEM technique (Echambadi, 

Campbell, & Agarwal, 2006). 

4.6 Demographic Profile of Respondents 

In order to provide a coherent discussion and logical explanation of the research findings of this 

study, it is necessary to describe the demographics profile of the respondents of this study. After 
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initial data screening and preliminary analysis including outliers, a sample of 281 valid 

respondents actually participated in this study for data analysis. Eleven demographic variables 

were used to explain the composition of the data. These variables include gender, age, education, 

designation, administrative responsibility, dyad tenure, total number of research publications in 

the last five years, total university teaching experience, total industry work experience, post-PhD 

teaching experience, and marital status. These variables are briefly delineated below: 

Gender was the first demographic variable in which it was found that the sample included 217 

male respondents (77.2%) and 64 female respondents (22.8%). This low female-to-male 

academicians’ response ratio has been found consistent with related previous studies in the 

Pakistani context (e.g. Ahmad et al., 2015; Malik et al., 2015). Age of the respondents were 

classified into six ordered categories out of which 234 respondents (83.3%) were less than or equal 

to 40 years of age. Moreover, 162 respondents (57.7%) reported that they had maximum 

MPhil/MS (i.e. equivalent to 18 years of formal education), however, 76 people (27%) were 

enrolled in a PhD program. The sample accounted for only 43 PhDs graduates (15.3%). Previous 

Pakistani studies have also reported less number of doctoral faculty in their related surveys (e.g. 

Ahmad et al., 20159). 

There were 214 lecturers (74%), whereas 67 respondents (23.8%) were relatively senior faculty 

members including assistant professors, associate professors, and professors. British Council 

(2019) illustrated the faculty distribution in which the total number of associate professors and 

professors is 7% each in the public sector, whereas 7% associate professors and 8% professors in 

private universities of Pakistan. Notably, 260 respondents (92.5%) reported that they did not hold 

any administrative responsibilities such as dean, head of the department, manager, etc. The number 

of years the respondent has been working with his/her current supervisor (called his/her dyad 
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tenure) has been used in creativity-related studies such as Aleksić et al. (2016); Meng et al. (2017), 

Pan et al. (2012) etc. The sample accounted for 275 academicians (97.9%) who were having a 

dyad tenure less than 10 years. The total number of research output in a given time period (such 

as publication of books or research papers) has been recognized and used as an ‘objective’ measure 

of business school teacher’s CP (Kim & Choi, 2017). Majority of the respondents i.e. 176 (62.6%) 

were reportedly had up to 5 research publications in the last five years.   

A total of 228 respondents (81.1%) had up to 10 years of fulltime teaching experience. Besides, 

147 academicians (52.3%) were found to have industry experience too. Moreover, only 43 

respondents (15.3%) had post PhD teaching experience. Finally, the sample accounted for 151 

(53.7%) single and 130 (46.3%) married academicians. A more detailed account of the 

composition of the data is presented in Table 4.8. 

Table 4.8 

Demographic Profile of the Respondents (n=281) 

Demographic Variable Characteristics Frequency % 

Gender Male 217 77.2 
 

Female 64 22.8 

Age Between 25 and 30 69 24.6 
 

Between 31 and 35 155 55.2 
 

Between 36 and 40 10 3.6 
 

Between 41 and 45 32 11.4 
 

Between 46 and 50 4 1.4 
 

Above 50 Years 11 3.9 

Education MPhil / MS only 162 57.7 
 

Enrolled in a PhD program 76 27.0 
 

PhD / DBA 43 15.3 

Designation Lecturer 214 76.2 
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Assistant Professor 55 19.6 

 
Associate Professor 10 3.6 

 
Professor 2 0.7 

Administrative Responsibility None 260 92.5 
 

Head of Department 7 2.5 
 

Dean / Associate Dean 2 0.7 

 Chairman / Chairperson 3 1.1 

 Director Academics 2 0.7 
 

Manager (e.g. Evening MBA Program) 3 1.1 
 

Others 4 1.4 

Dyad Tenure 1 to 3 years 202 71.9 
 

4 to 6 Years 70 24.9 
 

7 to 9 years 3 1.1 
 

10 years or more 6 2.1 

No. of Publications Between 1 and 5 176 62.6 

(in the last 5 years) Between 6 and 10 63 22.4 
 

Between 11 and 15 30 10.7 
 

More than 15 Publications 12 4.3 

Teaching Experience 1 to 5 years 170 60.5 
 

6 to 10 Years 58 20.6 
 

11 to 15 years 29 10.3 
 

16 to 20 years 20 7.1 
 

Above 20 years 4 1.4 

Industry Experience None 134 47.7 
 

Less than or equal to 5 years 120 42.7 
 

More than 5 years 27 9.6 

Post PhD Teaching Experience None/Not applicable 238 84.7 
 

Less than a year 6 2.1 
 

1 to 5 years 33 11.7 
 

6 to 10 Years 2 0.7 
 

11 to 15 years 2 0.7 
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Marital Status Single 151 53.7 
 

Married 130 46.3 

Source: Author’s estimation  

 

4.7 Partial Least Square Structural Equation Modelling (PLS-SEM) Approach 

In fact, SEM has become a “quasi-standard” in the social sciences to ascertain the cause-and-effect 

relationship between latent constructs (Hair, Hult, Ringle, Sarstedt, & Thiele, 2017c; Sharma et 

al., 2019). The central aim of SEM is to analyze the extent of relationship between a chain of 

multiple interlinked latent variables wherein each of these latent variables are measured by 

multiple observed items (Hair et al., 2019; Schumacker & Lomax, 2010). Section 3.5 highlighted 

different reasons of choosing PLS-SEM technique in this study. Arguably, Chin (2010a) explained 

that “…the use of PLS is often complementary to CBSEM for research endeavors and may 

potentially be better suited depending on the specific empirical context and objectives” (p. 656). 

Moreover, Chin (2010a) further detailed the 11 key issues and justification of using PLS with 

reference to previous studies10. In other words, since different authors have made notable attempts 

to compare the two SEM approaches11, this study chose one of the two broad SEM approaches 

with careful considerations. 

In fact, partial least squares structural equation modeling (PLS-SEM) is an “extensive multivariate 

tool” (Ramli, Latan, & Nartea, 2018, p. 188) which, in recent times, has been recognized as “…an 

alternative to OLS regression, canonical correlation, or covariance-based structural equation 

modeling (SEM) of systems of independent and response variables” (Garson, 2016, p. 8). In 

contrast to covariance-based SEM (henceforth, ‘CB-SEM’), different terminologies have been 

associated with PLS such as “variance-based SEM (hereinafter called, ‘VB-SEM’)”, “component-
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based SEM”, or “composite-based SEM” (Garson, 2016) which uses a linear combination of 

indicator items to specify a latent variable in a statistical model (DoLCE et al., 2018; Henseler et 

al., 2014; Hult et al., 2018; Sarstedt, Ringle, Hair, Thiele, & Gudergan, 2016). PLS-SEM is 

capable enough to handle a complex path model having multiple exogenous as well as multiple 

endogenous latent variables by explicitly recognizing and accounting for the measurement errors 

(Garson, 2016). 

A PLS path model is composed of two sets of models or linear equations: a) measurement (or an 

outer) model; and b) structural (or an inner) model. The measurement model specifies the 

relationship between indicator items (also called manifest variables) and its latent construct, 

whereas the structural model identifies the relationship between latent variables themselves 

(Byrne, 2016; Henseler, Hubona, & Ray, 2017).  

Unlike a phantom variable that refers to a latent variable having not a single indicator item 

(Rindskopf, 1984), PLS path modelling requires at least one indicator item to measure a latent 

variable (Henseler et al., 2016). Moreover, similar to regression analysis, PLS-SEM maximizes 

the variance explained by the exogenous variables to explain the endogenous latent variable (Chin, 

1998a). It provides the following key advantages over CB-SEM (Hair et al., 2011; Henseler et al., 

2014; Rigdon, 2016; Sarstedt, Ringle, & Hair, 2017): 

a) PLS is especially useful for prediction; 

b) PLS makes fewer demands about sample size than CB-SEM; 

c) PLS does not require normally-distributed data; 

d) PLS can be applied to complex structural equation models with relatively large number 

of latent constructs; 
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e) PLS is able to handle both reflective as well as formative measures; 

f) PLS is better suited for theory development than for theory testing; 

In this study, PLS-SEM is used because of the following major reasons. The first and the foremost 

reason is that the measurement model needs to test a newly developed conceptual framework to 

ascertain the combined effect of three exogenous variables (namely, LCE, CSE, LMX) on intrinsic 

motivation and in turn, on creative performance. Indeed, “PLS is the preferable approach when 

researchers focus on prediction… PLS requires only about half as many observations to reach a 

given level of statistical power as does ML-based CBSEM” (Reinartz, Haenlein, & Henseler, 

2009, p. 334). Besides, the algorithm used in PLS-SEM maximizes the explained variance of 

endogenous latent variables (Henseler & Sarstedt, 2013). Since, the research goal of this study is 

to predict key target variables than parameter estimation (Hair et al., 2011; Sarstedt et al., 2017), 

and to test a new conceptual framework, PLS-SEM is considered as more appropriate for this 

study (Ali, Rasoolimanesh, Sarstedt, Ringle, & Ryu, 2018; Hair et al., 2011; Ramayah, Cheah, 

Chuah, Ting, & Memon, 2017 & 2018; Rasoolimanesh & Ali, 2018) because it is primarily a 

prediction-oriented SEM technique (Fornell & Bookstein, 1982).  

Besides, the assumption of normal distribution is not met. As discussed earlier in Section 4.3, it 

has been found that the data used in this study did not come from a univariate and a multivariate 

normal distribution, therefore, due to this one of the major violations of the assumption of a 

parametric approach to test hypotheses, a non-parametric approach has to be used in this study 

such as PLS-SEM with non-parametric bootstrapping method. In contrast with CB-SEM technique 

which produces highly imprecise results in case if the multivariate assumptions are violated, PLS-

SEM often generates more robust and unbiased estimations of structural models (Lohmöller, 1989; 
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Reinartz et al., 2009). Finally, the research hypotheses need to be tested without imposing any 

constraints which might be a compulsory requirement in CB-SEM. 

In fact, Anderson and Gerbing (1988) and very recently Ali et al. (2018) also recommended a two-

step approach to perform a SEM analysis. In the first step, a measurement model is developed 

which aims to ensure validity and reliability of each and every latent variable used in this study, 

whereas in the second step, a structural model is developed to test research hypotheses using 

bootstrapping procedure. Figure 4.3 provides a list of estimates and statistical tests to be used 

within each step followed by a detailed discussion of these estimates and statistical tests. 

 

   Figure 4.3. PLS path modelling: Two-step approach. 
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4.8 Assessment of Measurement Model 

A model is defined as “…a statistical statement about the relations among variables (Hoyle, 1995, 

p. 2). A latent variable is “…a random variable whose realizations are hidden from us” (Skrondal 

& Rabe-Hesketh, 2004, p. 13), whereas a construct is “…an intellectual device by means of which 

one construes events” (Skrondal & Rabe-Hesketh, 2004, p. 16). A measurement model, which is 

a compulsory prerequisite of a structural model (Anderson & Gerbing, 1982 & 1988; Brown, 

2006; Fornell & Larcker, 1981; Hair et al., 2017b), actually specifies the relationship between 

observed and latent constructs (Brown, 2006; Byrne, 2016; Loehlin, 2004).  

A measurement theory serves as the basis of determining the relationship between latent variables 

therefore, it is a necessary condition in order to obtain meaningful results from PLS-SEM (Hair et 

al., 2017b). One of the assumptions of a measurement model is that “…the measurements are 

conditionally independent given the latent variable, i.e. the dependence among the measurements 

is solely due to their common association with the latent variable” (Skrondal & Rabe-Hesketh, 

2004, p. 15). 

Unless otherwise specified, the professional edition of SmartPLS (Ringle et al., 2015) version 

3.2.8 was used for rests of the following statistical data analysis. A measurement model was 

constructed having five latent variables with a total of 37 indicators. The measurement 

specification of all of these five latent variables was reflective in nature showing arrowhead 

pointing from the latent variable towards its respective indicator items. Unlike a formative 

measure which is ‘constituted’ by its indicators, a reflective variable is the one which is 

‘represented’ by its indicator items (Becker, Klein, & Wetzels, 2012). Due to the nature of the 

reflective measurement, deleting an indicator item does not change the definition of the latent 

variable. 
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After developing a basic measurement model, PLS algorithm (Lohmöller, 1989) was executed to 

produce the factor loadings between each of the latent constructs and its respective indicators. 

Figure 4.4 depicts the final measurement model having good internal consistency reliability and 

construct validity (including convergent and discriminant validity) as discussed in detail in the 

following sections.  

For an illustrative purpose, composite reliability (CR) is shown within the construct. Regardless 

the type of measurement used to measure a latent variable, “PLS requires that there is at least one 

indicator variable” (Henseler et al., 2016, p. 6) for each latent variable. Figure 4.4 also shows that 

each latent variable had more than one indicator item in the finalized version of the measurement 

model which conforms to the aforementioned guidelines of the measurement model for PLS-SEM 

path modelling. 

 

Figure 4.4. Reflective measurement model. CR values are shown within the constructs. 
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4.8.1 Confirmatory Tetrad Analysis (CTA-PLS) 

In order to empirically test whether the indicators used in the measurement model is reflective or 

formative, confirmatory tetrad analysis (CTA-PLS; Gudergan, Ringle, Wende, & Will, 2008) was 

performed in SmartPLS. CTA only applies a confirmatory approach to the latent variables which 

have at least four indicators in the final solution of the measurement model such as IM and CP 

(see Figure 4.4). A 5,000 bootstrap resampling technique was used to generate CI Low and Up 

Adj. values for both latent variables at 95% CI (p<.05; two tailed). Since almost all of the 

confidence interval (low and up adjusted values) passed through zero endorsing that the 

measurement model is reflective (Gudergan et al., 2008).     

As highlighted in Figure 4.3, in the very first phase of the measurement model, there are different 

statistical requirements that need to be investigated namely, indicator reliability, internal 

consistency reliability using composite reliability (CR), convergent validity using average 

variance extracted (AVE) and finally discriminant validity using Fornell and Larcker (1981) 

criterion, cross loadings, and hetrotrait-monotrait (HTMT) ratios of correlations as described 

below.   

4.8.2 Indicator Reliability  

Table 4.9 shows a list of indicators retained or loaded in the finalized measurement model, its 

outer loading, standard error, t-statistic, p-value, and 95 confidence interval range values. It can 

be noted that all indicators are statistically different from zero at 99.99 CI (i.e. t-value > 3.291) in 

loading onto their respective latent variable. Outer loadings of employee creativity between .60 

and .70 have also been reported in recent studies (e.g. Chaubey et al., 2019). Moreover, 95% 
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confidence interval range values of each indicator do not pass through zero which also endorse 

that each item is statistically significant to be an indicator of its corresponding latent variable.   
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Table 4.9 

Indicator Reliability (n = 281) 

Construct Indicator Loading Standard Error T Statistics P Values 95% CI  

Creative Performance CP10 0.603 0.047 12.916 0.000 [0.512, 0.697] 
 

  CP11 0.759 0.039 19.038 0.000 [0.646, 0.800] 
 

  CP12 0.842 0.022 38.392 0.000 [0.783, 0.866] 
 

  CP4 0.677 0.029 25.065 0.000 [0.664, 0.777] 
 

  CP5 0.747 0.040 18.246 0.000 [0.649, 0.809] 
 

  CP6 0.610 0.064 9.654 0.000 [0.476, 0.727] 
 

Creative Self-Efficacy CSE3 0.742 0.133 4.281 0.000 [0.222, 0.744] 
 

  CSE4 0.679 0.139 3.457 0.001 [0.116, 0.668] 
 

  CSE8 0.755 0.049 18.507 0.000 [0.804, 0.989] 
 

Intrinsic Motivation IM1 0.721 0.034 20.873 0.000 [0.647, 0.782] 
 

  IM2 0.865 0.019 46.227 0.000 [0.825, 0.898] 
 

  IM3 0.826 0.025 32.959 0.000 [0.770, 0.868] 
 

  IM4 0.721 0.037 19.445 0.000 [0.642, 0.789] 
 

  IM5 0.720 0.047 15.262 0.000 [0.620, 0.803] 
 

Leader Creativity Expectations LCE2 0.920 0.015 62.191 0.000 [0.890, 0.949] 
 

  LCE3 0.904 0.017 52.098 0.000 [0.861, 0.930] 
 

Leader Member Exchange LMX1 0.846 0.030 28.232 0.000 [0.776, 0.893] 
 

  LMX2 0.851 0.025 33.512 0.000 [0.796, 0.894] 
 

  LMX5 0.887 0.019 47.541 0.000 [0.846, 0.919] 
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4.8.3 Convergent Validity 

In this study, the convergent validity was statistically measured through AVE (Fornell & Larcker, 

1981) because a) the measurement model was reflective (Avkiran, 2018); b) it is one of the 

rudimentary criteria of a measurement instrument (Churchill, 1979; Nunnally & Bernstein, 1994); 

and c) it is used to assess the unidimensionality of a latent variable (Henseler et al., 2016). The 

outer loadings ranged between 0.603 and 0.920 indicating a satisfactory level of factor loadings 

(Hair et al., 2017b), though, “…there is no set range or minimum, the narrower the range and 

higher the lowest loading is the more you can assume convergent validity” (Chin, 2010a, p. 674). 

In addition, AVE of each latent variable was in excess of 0.50 showing a good convergent validity 

which implies that all latent variables accounted for more than 50% variance in explaining their 

corresponding indictors (Henseler et al., 2016 & 2017). 

4.8.4 Internal Consistency Reliability 

The internal consistency reliability refers to “…the extent to which the measure is without bias 

(error free) and hence offers consistent measurement across time and across the various items in 

the instrument” (Bhatti, & Sundram, 2015, p. 210). In the past, Cronbach’s coefficient alpha was 

predominantly used to assess the internal consistency reliability of an unobserved latent variable. 

In fact, the internal consistency or “homogeneity” (Cronbach, 1951, p. 323) of a latent variable 

indicates the inter-correlation of indicator items within a latent variable (Ramayah et al., 2017). It 

was originally assumed that a variable with high alpha value implies that the items within the 

variable have similar meaning and range (Sekaran & Bougie, 2016). In short, “alpha estimates the 

proportion of the test variance due to all common factors among items. That is, it reports how 
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much the test score depends upon general and group rather than item specific factors” (Cronbach, 

1951, p. 320). 

Measuring reliability is an imperative aspect of an empirical examination (Chretien, Nimon, Reio, 

& Lewis, 2020), however, literature on the measurement of internal consistency reliability has 

discoursed some serious criticisms against the alpha statistic. For instance, the alpha statistic 

assumes that all observed variables (or indicators) equally correlate with the latent variable in 

question (Werts, Linn, & Jöreskog, 1974). In both factor- and composite-based SEM analyses, it 

is quite inappropriate to believe that every indicator would bear the same factor loading (Ramayah 

et al., 2018). Secondly, Cronbach’s alpha “…is sensitive to the number of items in the scale and 

generally tends to underestimate the internal consistency reliability” (Hair et al., 2017b, p. 111).  

Due to these conceptual and methodological limitations of Cronbach alpha, strict guidelines have 

been added to the PLS-SEM path modelling literature in the 21st century which actually restricts 

the reporting of Cronbach alpha value e.g. Hair et al. (2012b) have even cautioned that “Do not 

use Cronbach’s alpha” (p. 429). In short, PLS-SEM authorities are now increasingly suggesting 

not to merely rely on Cronbach’s coefficient alpha (Finch & French, 2019), therefore, a technically 

more appropriate measure of internal consistency reliability (i.e. composite reliability, CR) should 

have been reported (Gefen, Straub, & Boudreau, 2000; Hair et al., 2017b; Henseler et al., 2017).  

In this study, the composite reliability (CR) of each variable was greater than the prescribed 

threshold limit of 0.70 (Table 4.10) which confirms the internal consistency reliability of each of 

the study variables (Hair et al., 2012b, Hair et al., 2017b; Henseler et al., 2017).    
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Table 4.10 

Convergent Validity and Construct Reliability (n = 281) 

Construct Indicators Loadings CR AVE 

Creative Performance CP10 0.603 0.858 0.506 

  CP11 0.759     

  CP12 0.842     

  CP4 0.677     

  CP5 0.747     

  CP6 0.610     

Creative Self-Efficacy CSE3 0.742 0.769 0.527 

  CSE4 0.679     

  CSE8 0.755     

Intrinsic Motivation IM1 0.721 0.881 0.598 

  IM2 0.865     

  IM3 0.826     

  IM4 0.721     

  IM5 0.720     

Leader Creativity Expectations LCE2 0.920 0.908 0.832 

  LCE3 0.904     

Leader Member Exchange LMX1 0.846 0.896 0.742 

  LMX2 0.851     

  LMX5 0.887     

Notes: CR = Composite Reliability; AVE = Average Variance Explained 

 

4.8.5 Discriminant Validity 

Like convergent validity, the discriminant validity is also a type of construct validity (Campbell 

& Fiske, 1959) which ensures that “…a construct measure is empirically unique and represents 

phenomena of interest that other measures in a structural equation model do not capture” (Henseler 
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et al., 2015, p. 116). Discriminant validity is also called “vertical collinearity” (Kock & Lynn, 

2012) and it is established when “…the target measure behaves in theoretically sound ways when 

it comes to gauging its relationships with variables to which it should NOT be related…” (Finch 

& French, 2019, p. 206). It has been argued that the assessment of discriminant validity from 

different tests is an essential component of the measurement model “…but only if they accurately 

substantiate distinctions between measures” (Franke & Sarstedt, 2019, p. 19). 

Specifically, in the context of SEM path analysis, it has been emphasized that discriminant validity 

should have been established at the measurement model stage “…by estimating the correlation 

between our target measure and a score from another measure that is not theoretically associated 

with our scale, but which represents a construct that could influence the construct being measured 

by the target scale” (Finch & French, 2019, p. 183). 

In this study, discriminant validity was tested with the help of two conventional methods i.e. 

Fornell and Larcker criterion (Fornell & Larcker, 1981) and cross loadings (Chin, 1998b), and one 

contemporary method i.e. HTMT ratio of correlations (Henseler et al., 2015) as discussed below:  

4.8.5.1 Fornell and Larcker Criterion (FLC) 

FLC produces a matrix of correlations between latent variables where the square root of average 

variance extracted (AVE) is shown on the diagonal, whereas the off-diagonal values specify the 

squared correlations with other corresponding latent variables. According to FLC method (Fornell 

& Larcker, 1981), the discriminant validity is established “…if a latent variable accounts for more 

variance in its associated indicator variables than it shares with other constructs in the same model” 

(Henseler et al., 2015, p. 116). In other words, the diagonal values should be greater than off-

diagonal values in both rows and columns to indicate discriminant validity. Table 4.11 shows that 
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the diagonal values are greater than its off-diagonal values. It leads us to conclude that the 

discriminant validity has been established.  

Table 4.11 

Fornell and Larcker Criterion (n = 281) 

  CP CSE IM LCE LMX 

CP 0.711         

CSE 0.307 0.726       

IM 0.673 0.450 0.773     

LCE -0.114 -0.322 -0.397 0.912   

LMX -0.023 -0.255 -0.356 0.614 0.861 

Note: Diagonal values in bold face represent the square root of AVE.  

 

 

4.8.5.2 Cross Loading Examination 

The examination of cross loadings is the second conventional method of determining discriminant 

validity. It is also termed as an “item-level discriminant validity” (Henseler et al., 2015, p. 118). 

In case of PLS-SEM, it has been suggested that the outer loading of each indicator item should be 

greater than its cross-loadings (Barclay, Thompson, Higgins, 1995; Chin, 1998b). Otherwise, “the 

measure in question is unable to discriminate as to whether it belongs to the construct it was 

intended to measure or to another (i.e., discriminant validity problem)” (Chin, 2010a, p. 671). The 

cross loading examination of indicators suggests that the discriminant validity is established when 

“…each measurement item correlates weakly with all other constructs except for the one to which 

it is theoretically associated” (Gefen & Straub, 2005, p. 92). Table 4.12 shows that the loadings of 

each indicator (as highlighted in bold face) is higher under their corresponding latent variable than 

its loading on to rests of the other variables, which provides support for discriminant validity (Hair 

et al., 2012b; Henseler, Ringle, & Sinkovics, 2009).   
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Table 4.12 

Item-Level Discriminant Validity Using Cross Loadings (n = 281) 

  CP CSE IM LCE LMX 

CP10 0.603 0.165 0.279 -0.037 0.074 

CP11 0.759 0.228 0.490 -0.112 -0.095 

CP12 0.842 0.223 0.563 -0.192 -0.044 

CP4 0.677 0.124 0.280 0.247 0.355 

CP5 0.747 0.283 0.568 -0.235 -0.141 

CP6 0.610 0.229 0.524 0.030 -0.025 

CSE3 -0.010 0.742 0.209 -0.159 -0.106 

CSE4 0.025 0.679 0.260 -0.231 -0.328 

CSE8 0.459 0.755 0.429 -0.274 -0.139 

IM1 0.486 0.450 0.721 -0.332 -0.124 

IM2 0.555 0.361 0.865 -0.374 -0.454 

IM3 0.484 0.520 0.826 -0.314 -0.214 

IM4 0.478 0.238 0.721 -0.343 -0.439 

IM5 0.611 0.134 0.720 -0.153 -0.121 

LCE2 -0.154 -0.279 -0.377 0.920 0.568 

LCE3 -0.050 -0.309 -0.347 0.904 0.550 

LMX1 -0.062 -0.187 -0.319 0.491 0.846 

LMX2 0.028 -0.218 -0.291 0.572 0.851 

LMX5 -0.020 -0.255 -0.308 0.526 0.887 
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4.8.5.3 HTMT Ratio of Correlations and HTMT Inference 

Although, for variance-based SEM analysis such as PLS-SEM, both FLC and cross-loading 

examination have been the dominant approaches for assessing discriminant validity (Hair et al., 

2017b), recent authors (e.g. Henseler et al., 2015; Henseler et al., 2016; Henseler et al., 2017; 

Rönkkö & Evermann, 2013) have identified through their simulation studies that both FLC and 

cross-loading examination methods have substantial amount of methodological and statistical 

limitations therefore, HTMT ratio of correlations is a better technique for determining discriminant 

validity (Hair et al., 2017b; Henseler et al., 2015; Henseler et al., 2016).    

In this study, HTMT matrix that includes ratio of correlations is used in two different ways in 

order to determine discriminant validity: a) as a criterion; or b) as a statistical test (Henseler et al., 

2015). In case if HTMT matrix is used as a criterion, a few authors have suggested different 

threshold values to assess discriminant validity e.g. Clark and Watson (1995) and Kline (2011) 

proposed a threshold value of 0.85 (a stringent value), whereas Gold, Malhotra, and Segars (2001) 

and Teo, Srivastava, and Jiang (2008) suggested a threshold value of 0.90. In simple words, if all 

values in the HTMT matrix are less than the threshold value, it determines an evidence of 

discriminant validity (Henseler et al., 2015 & 2016). These two threshold values may be written 

as HTMT.85 and HTMT.90 respectively. Table 4.13 shows that under HTMT.85 criterion, all values 

are less than the threshold value of 0.85. It leads us to a conclusion that using HTMT matrix as a 

criterion, the discriminant validity has been established between all of the five latent variables 

used in this study (Henseler et al., 2015).     

Moreover, HTMT matrix is also used as a statistical test called HTMTinference. In fact, this statistic 

was achieved by computing lower and upper bound values of confidence intervals with the 

recommended 5,000 nonparametric bootstrapping (Hair et al., 2011) procedure in SmartPLS. The 
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main idea of HTMTinference test holds that “a confidence interval containing the value one… 

indicates a lack of discriminant validity” (Henseler et al., 2015, p. 122). The confidence interval 

values (or HTMTinference value) are shown underneath the HTMT ratio of correlation in Table 4.13. 

Since the value of one actually falls outside the confidence interval’s range for each HTMT ratio 

of correlation, it leads to the conclusion that the discriminant validity has been ascertained between 

all of the five latent variables used in this study (Henseler et al., 2015).  

Table 4.13 

HTMT.85 Criterion and HTMT Inference (n = 281) 

  CP CSE IM LCE LMX 

CP           

           

CSE 0.442         

  [0.360, 0.497]         

            

IM 0.783 0.554       

  [0.700, 0.858] (0.473, 0.621)       

            

LCE 0.248 0.428 0.483     

  [0.174, 0.283] [0.281, 0.574] [0.383, 0.578]     

            

LMX 0.225 0.363 0.423 0.757   

  [0.173, 0.244] [0.255, 0.476] [0.335, 0.501] [0.693, 0.819]   

      

Note: Confidence intervals bias corrected lower and upper bound values are shown in brackets. 

 

4.9 Assessment of Structural Model 

After developing a valid and reliable measurement model with all of the required statistical 

analyses (refer Step No. 1 in Figure 4.3), the second step of PLS-SEM analysis was followed in 

which a structural model was developed for hypothesis testing (Anderson & Gerbing, 1988; Byrne, 

2016). In fact, a structural model “…prescribes relations between latent variables and observed 
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variables that are not indicators of latent variables” (Hoyle, 1995, p. 3). A path diagram reflects 

an illustrative representation of a SEM (Hoyle, 1995). The goal of a “PLS path modelling is 

primarily to estimate the variance of endogenous constructs and in turn their respective manifest 

variables (if reflective)” (Chin, 2010b, p. 83). The following steps were performed as suggested 

by Hair et al. (2017b) to assess the structural model using PLS-SEM technique. In addition, the 

global goodness-of-fit of the overall model is also assessed following the advice of Wetzels, 

Odekerken-Schroder, and Van-Oppen (2009). These steps include the assessment of: 

a) The structural model for collinearity issues; 

b) Hypothesis testing i.e. the size, sign, and significance of path coefficients; 

c) The level of R2 and adjusted R2; 

d) The effect size (f2); 

e) The predictive relevance (Q2) and q2 effect size; 

f) The global goodness-of-fit (GOF) measure; and 

g) Predictive validity using PLSpredict  

4.9.1 Assessing the Structural Model for Lateral Collinearity Issues 

Previously, in the measurement model the vertical collinearity (called ‘discriminant validity’) has 

been established. This assessment was performed by two conventional methods (i.e. FLC and 

cross-loading examination) and one contemporary approach (i.e. HTMT). Notably, vertical 

collinearity was the assessment of the concept which holds that the study variables are distinct 

latent constructs from each other; in other words, they are not the dimensions of one another.  

In contrast, lateral collinearity specifies the collinearity between exogenous-endogenous variable 

pairs (Kock & Gaskins, 2014; Kock & Lynn, 2012). Lateral collinearity issues may sometimes 

turn out to be covertly mislead the research findings because “it can mask the strong causal effect 
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in the model” (Ramayah et al., 2017, p. 118). The central idea of lateral collinearity issue implies 

that if we hypothesize that one variable is causing the other variable, but the variance inflation 

factor (VIF) value is higher than the threshold value then it leads to the conclusion that both 

variables are not causally related rather, they are measuring the same construct. Besides, “when 

collinearity exceeds critical levels, standard errors and thus variances are inflated” (Avkiran, 2018, 

p. 9). In addition, if there is no manifestation of multi-collinearity issues, “strong correlations 

among variables are indicative of significant associations” (Kock & Gaskins, 2014, p. 28). 

In order to figure out the lateral collinearity issue, literature has suggested different threshold value 

of VIF under full collinearity diagnostic test. For instance, a VIF value equal to or greater than 5 

(Hair et al., 2011) or using a more stringent criterion of VIF greater than 3.3 (Kock, 2015) indicate 

a potential lateral collinearity issue. Table 4.14 shows that the factor-level VIF value of all of the 

three exogenous latent variables (i.e. CSE, leader creativity expectation, and LMX) and intrinsic 

motivation is less than the stringent threshold value of 3.3, indicating that there is no manifestation 

of the lateral collinearity issue in this study (Kock, 2015; Ramayah et al., 2018).    

Table 4.14 

Lateral Collinearity Assessment Using VIF (n = 281) 

Construct 

Variance Inflation Factor (VIF) 

Intrinsic Motivation   Creative Performance 

Intrinsic Motivation 

 

1.000 

Creative Self-Efficacy 1.122  

Leader Creativity Expectation 1.683  

Leader Member Exchange 1.613  
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4.9.2 Hypothesis Testing of Direct Effects 

In this study, there are seven direct paths which actually test first seven hypotheses. These direct 

paths connect an exogenous variable with an endogenous latent construct. These seven hypotheses 

are directional (or one-tailed) hence, one-tailed statistical significance was computed by using the 

recommended 5,000 bootstrap resampling procedure in SmartPLS version 3.2.4 (Ringle et al., 

2015). It provided standardized parameter estimate, standard error, t-value, type-one error rate (i.e. 

p-value), confidence interval, and effect size of the parameter estimate separately for each of the 

seven direct causal paths. Before reporting bootstrapping results, the following section briefly 

describes resampling technique (such as bootstrapping), t-value, point estimate (i.e. p-value), 

confidence interval, standard error, and effect size. 

A resampling technique was introduced in PLS-SEM for the sole purpose of ‘bias correction’ 

(Chernick, 2008). In fact, determination of a parameter estimate, standard error and confidence 

intervals are the three major problems in applied statistics (Chernick, 2008). Therefore, to mitigate 

the repercussion of biased estimates, statisticians have introduced different resampling procedure 

such as Jackknifing (Quenouille, as cited in Chernick, 2008) in which simply a subset of the 

available data is taken for the purpose of resampling (Hair et al., 2012a).  

In contrast, bootstrapping is another resampling technique proposed by Efron (1979) which tends 

to draw subsamples randomly with replacement from a set of data points. In other words, it 

“involves the drawing of samples with replacement from the original data or from an appropriate 

model, usually for purposes of making inferences about how samples behave when draw from a 

population” (Cordeiro, Mach´as, & Neves, 2010, p. 283). The bootstrap “…samples differ from 

the original sample because some of the observations will be repeated once, twice, or more in a 

bootstrap sample” (Chernick, 2008, p. 10) which makes it “a computer-intensive method” 
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(Cordeiro et al., 2010, p. 283). Therefore, in this study, a default options i.e. bias-corrected and 

accelerated (BCa) bootstrap algorithm was used because “it is the most stable method that does 

not need excessive computing time” (Ringle et al., 2015). 

One of the advantages of using bootstrapping over other resampling techniques is that it “…can 

safely be applied to a large number of problems even where strong theoretical justification does 

not yet exist” (Chernick, 2008, p. 14). A number of authors have recommended 5,000 bootstrap 

sample besides having this basic rule of thumb that the “number of bootstrap samples must be 

greater than the number of observations” (Hair, et al., 2017a, p. 455; Hair et al., 2011, p. 145; Hair 

et al., 2012b, p. 429). Some authors e.g. Avkiran (2018); Pachler et al. (2019); Sawhney and 

Cigularov (2019); and Streukens and Leroi-Werelds (2016) have also used 10,000 bootstrap 

replications.   

Besides, the bootstrapping procedure produces t-value and p-value (called point estimate). A t-

value is the absolute ratio between standardized estimate and its standard error. The t-value for a 

one-tailed test is 1.645 (at 95% CI; p<.05) or 2.326 (at 99% CI; p<.01), or 3.090 (at 99.99% CI; 

p<.001), whereas for a two-tailed test, the t-value of a causal path should exceed 1.960 (at 95% 

CI; p<.05) or 2.576 (at 99% CI; p<.01) or 3.291 (at 99.99% CI; p<.001)12 to reach statistical 

significance. In addition, a p-value or a point estimate “of a population parameter is a single value 

of a statistic. For example, the sample mean x is a point estimate of the population mean µ” 

(Ramayah et al., 2017, p. 133).  

Moreover, the bootstrapping procedure also generates confidence interval which is also used to 

assess statistical significance in a better way. It is denoted by the lower and upper bound limits 

“between which a population parameter is said to lie. For example, a < x < b is an interval estimate 
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of the population mean µ. It indicates that the population mean is greater than a, but less than b” 

(Ramayah et al., 2017, p. 133). In short, bootstrap confidence interval provides additional 

information on the stability of a coefficient estimate…[which] is the range within which the true 

population parameter will fall assuming a certain level of confidence (e.g., 95%)” (Hair et al., 

2017b, p. 155).  

In addition, the bootstrapping procedure also estimates the standard error of the estimate. Field 

(2018) stated “The standard deviation of sample means is known as the standard error of the mean 

(SE) or standard error for short” (p. 62). Despite, the standard error largely depends on sample 

size (Leech, Barrett, & Morgan, 2005), the coefficients of PLS-SEM tend to have much smaller 

standard errors than regression analysis because, on contrary to regression, PLS-SEM runs all 

causal paths simultaneously (Ramli et al., 2018) hence, “fitting components of models 

simultaneously is always statistically superior to doing so in a piece-meal fashion” (Iacobucci, 

Saldanha, & Deng, 2007, p. 145). Consequently, PLS-SEM “produces more consistent estimates 

that are closer to the true values” (Ramli et al., 2018, p. 188).  

The estimation as well as discussion of an effect size separately for each exogenous latent 

construct in a structural model has now been considered as one of the major requirements of both 

journal reviewers, editors and mainly, practitioners (Hair et al., 2017b). Its severity may be 

understood by one of the conclusions of the fifth edition of the APA publication manual which 

stated that “failure to report effect sizes” was indeed one of the seven major defects editors faced 

in manuscripts they received. In fact, an effect size represents the assessment of the totalage of 

variance explained (i.e. R2, to be discussed in Section 4.9.3) if one exogenous variable is excluded 

from the structural model to ascertain the substantive effect of the omitted variable in predicting 

the outcome variable (Hair et al., 2017b). As mentioned, an effect size (which is symbolized as f2) 
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specifies the substantive (or practical) effect, it is considered as an indication of a ‘practical 

significance’ which may be defined as “…the magnitude of the result as it occurs, or would be 

found, in the population” (Ellis, 2010, pp. 4-5). In other words, an effect size denotes “the degree 

to which the phenomenon exists” (Cohen, 1988, p. 4)13.  

The preference of calculating an effect size over estimating statistical significance using the 

conventional p-values is emphasized in the existing literature such as Cohen (1990) argued that 

“…the primary product of a research inquiry is one or more measures of effect size, not p values” 

(p. 1310). Cohen (1988) suggested 0.02 as small, 0.15 as medium, and 0.35 as a large effect size, 

however, the effect size (f2) less than 0.02 indicates that there is no practical significance of the 

IV in predicting an outcome variable (Hair et al., 2017b) irrespective of its statistical significance. 

In SmartPLS version 3, an effect size is automatically estimated as one of the outcomes of the 

bootstrapping procedure using Formula 3 (Appendix – E).   

Figure 4.5 diagrammatically shows the bootstrapping results including parameter estimate with t-

value in parenthesis. Seven direct causal paths which were emanated from the research objectives 

and are run simultaneously, may also be noticed in Figure 4.5. Indicator items are not shown to 

maintain clarity of the structural model.   

Moreover, Table 4.15 shows the results of inner modelling analysis of these seven direct 

hypotheses in a sequential order. Bootstrap results of the first hypothesis show that LCEs has a 

positive effect on academician’s creative performance, however, this causal effect could not reach 

its statistical significance (β = 0.100; t-value = 1.587; p-value = 0.056). The lower and upper bound 

limits of confidence interval bias corrected (CIBC) values [-0.004, 0.204] also show that the 

population parameter passes through zero indicating a nonsignificant effect of LCE on creative 
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performance therefore, H1 is not supported. Ellis (2010) differentiated between statistical and 

practical significance of a hypothesized relationship. It was argued that “a statistically significant 

result is one that is unlikely to be the result of chance. But a practically significant result is 

meaningful in the real world” (Ellis, 2010, pp. 3-4). An effect size greater than 0.02 is considered 

to be of practical significance (Cohen, 1988, Kock & Gaskins, 2014). The result of H1 further 

suggests that this relationship has no meaningful practical significance too because the effect size 

(f2 = 0.012) of this relationship is less than the minimum required effect size i.e. 0.02 (Cohen, 

1988). In short, the direct effect of LCE on CP neither has statistical nor practical significance.     

 

Figure 4.5. Structural model with bootstrapping. T-value is shown within parenthesis. 
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The bootstrap results of the second hypothesis show that CSE has a positive (β = 0.137) and 

significant impact (t-value = 1.893; p-value = 0.029) on CP. The lower and upper bound limits of 

confidence interval values [0.021, 0.259] show that the population parameter does not pass 

through zero indicating a significant effect of CSE on CP thus, H2 is supported. In other words, at 

95% CI, the population estimate lies between these two limits of confidence interval (bias 

corrected) values. The results also show that CSE has a low effect size (f2 = 0.029) in predicting 

CP because it is more than threshold limit of low effect size i.e. 0.02 hence, it suggests a practical 

significance of H2 (Cohen, 1988). Notably, based on a meta-analysis of 41 research papers 

involving 60 effect sizes which were calculated through correlation coefficient, Haase et al. (2018) 

reported a medium effect size (r = 0.39) from CSE to creativity measures.   

The PLS-SEM analysis of the third hypothesis reveals that LMX has a positive (β = 0.239) and 

significant effect (t-value = 4.380; p-value = 0.000) on CP. The lower and upper bound limits of 

confidence interval values [0.148, 0.326] also show that the population parameter does not pass 

through zero indicating a significant effect of LMX on creative performance thus, H3 is supported. 

In other words, at 95% CI, the population estimate lies between these two limits of confidence 

interval. Besides, the results also show that LMX has a small effect size (f2 = 0.071) in predicting 

CP because it is more than threshold limit of low effect size i.e. 0.02 (Cohen, 1988). 
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Table 4.15 

Hypothesis Testing using PLS-SEM Analysis (n = 281) 

No. Hypothesized Path Estimate S.E T-value P-Value 95% CIBC Decision Effect Size (f2) 

H1 LCE  CP 0.100 0.063 1.587 0.056 [-0.004, 0.204] Not Supported 0.012 

H2 CSE  CP 0.137 0.073 1.893 0.029* [0.021, 0.259] Supported 0.029 

H3 LMX  CP 0.239 0.054 4.380 0.000*** [0.148, 0.326] Supported 0.071 

H4 LCE  IM -0.176 0.066 2.675 0.004** [-0.284, -0.064] Supported 0.026 

H5 CSE  IM 0.377 0.045 8.429 0.000*** [0.301, 0.447] Supported 0.183 

H6 LMX  IM -0.163 0.069 2.356 0.009** [-0.271, -0.044] Supported 0.024 

H7 IM  CP 0.714 0.060 11.943 0.000*** [0.611, 0.807] Supported 0.730 

Notes: One-tailed test; ***99.99% CI (p<.001); **99% CI (p<.01); *95% CI (p<.05); CIBC = Confidence Interval Bias-Corrected. 

The recommended 5,000 bootstrapping was used; S.E = Standard error of the estimate. 

LCE = Leader Creativity Expectations; CSE = Creative Self-Efficacy; LMX = Leader Member Exchange; IM = Intrinsic Motivation; 

CP = Creative Performance. 
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The analysis of the structural modelling of the fourth hypothesis suggests that LCE has a negative 

(β = -0.176), but significant effect (t-value = 2.675; p-value = 0.004) on IM. The lower and upper 

bound limits of confidence interval [-0.284, -0.064] show that the population parameter does not 

pass through zero indicating a significant impact of LCE on IM thus, H4 is supported. In other 

words, at 95% CI, the population’s standardized coefficient lies between these two limits of 

confidence interval. Besides, the results also show that LCE has a small effect size (f2 = 0.026) in 

predicting IM because it is greater than the low threshold value and smaller than the moderate 

threshold value of effect size i.e. 0.02 and 0.15 respectively (Cohen, 1988). 

The bootstrapping results of the fifth hypothesis show that CSE has a positive (β = 0.377) and 

significant effect (t-value = 8.429; p-value = 0.000) on IM. The lower and upper bound limits of 

confidence interval [0.301, 0.447] show that the population parameter does not pass through zero 

indicating a significant impact of CSE on IM thus, H5 is supported. In other words, at 95% CI, the 

population’s standardized coefficient lies between these two limits of confidence interval. Besides, 

the results also show that CSE has a moderate or medium effect size (f2 = 0.183) in predicting IM 

because it is greater than the moderate threshold value of effect size of 0.15 (i.e. 0.15 ≤ f2 ≤ 0.35) 

(Cohen, 1988). 

The results of the sixth hypothesis indicate that LMX has a negative (β = -0.163), but significant 

effect (t-value = 2.356; p-value = 0.009) on IM. The lower and upper bound limits of confidence 

interval [-0.271, -0.044] show that the population parameter does not pass through zero indicating 

that LMX has a significant impact on IM thus H6 is also supported. In other words, at 95% CI, the 

population’s standardized coefficient lies between these two limits of confidence interval. Besides, 

the results also show that LMX has a low effect size (f2 = 0.024) in predicting IM (Cohen, 1988). 
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Finally, the seventh hypothesis finds that IM has a positive (β = 0.714) and significant effect (t-

value = 11.943; p-value = 0.000) on CP. The lower and upper bound limits of confidence interval 

[0.611, 0.807] show that the population parameter does not pass through zero indicating that IM 

has a significant effect on CP thus, H7 is supported. In other words, at 95% CI, the population’s 

standardized coefficient lies between these two limits of confidence interval. Besides, the results 

also show that IM has a large effect size (f2 = 0.730) in predicting CP because the observed effect 

size value exceeds the threshold value for a large effect size i.e. 0.35 (Cohen, 1988). This effect 

size has been found consistent with the mean effect size of 111 empirical studies (f2 = 0.73; SD = 

1.16) of creativity through a meta-analysis of 2,013 effect sizes carried out by Ma (2009).  

4.9.3 Coefficient of Determination (R²) 

The coefficient of determination (symbolized as R²) is used to evaluate the in-sample ‘predictive 

power’ of a structural model (Hair et al., 2017b). This coefficient is different from the f2 effect 

size value because an R2 value denotes the combined effect of all independent variables on a 

particular outcome variable. Because an R2 value measures “the squared correlation of actual and 

predicted values” (Hair et al., 2017b, p. 198) therefore, in some software packages such as AMOS, 

R2 is also symbolized as squared multiple correlation (SMC). It is important to note that an R2 

value calculates the predictive power of a structural model based on all of the data used in the 

model estimation therefore, an R2 value gives an indication of “within-sample” (Rigdon, 2012, p. 

354) or “in-sample” (Sarstedt, Ringle, Henseler, & Hair, 2014, p. 156) predictive power. The R2 

value ranges between zero and one where a value closer to one is considered as high predictive 

power (Hair et al., 2017b). Ali et al. (2018) noted, “…although the R2 allows appreciation of a 

model’s in-sample prediction, it, does not capture the out-of-sample predictive performance” (p. 

523). Furthermore, Shmueli, Ray, Estrada, and Chatla (2016) elaborated, “Fundamental to a 
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proper predictive procedure is the ability to predict measurable information on new cases” (p. 

4553). In short, an R2 value should not be projected as the best index of the predictive power of 

an endogenous variable in a structural model.  

In this study, there are two sequential endogenous variables namely, IM and CP. More precisely, 

there are three latent variables viz. LCE, CSE, and LMX which predict IM first which in turn, 

causes CP resulting to produce two R2 values. Three rules of thumb have been revealed by the 

authorities including: 

1) 0.02, 0.13, and 0.26 denote low, moderate and substantial R2 value (Cohen, 1988). 

2) 0.19, 0.33, and 0.67 specify low, moderate and substantial R2 value (Chin, 1998b). 

3) 0.25, 0.50, and 0.75 describe low, moderate and substantial R2 value (Hair et al., 2011) 

Table 4.16 shows that the R2 value of IM and CP is 0.305 and 0.515 respectively.  

Table 4.16 

Predictive Power: R2 and Adjusted R2 (n = 281) 

Constructs R2 Adjusted R2 

Intrinsic Motivation 0.305 0.298 

Creative Performance 0.515 0.508 

 

The findings of R2 in Table 4.17 indicate that:  

a) The three exogenous latent constructs i.e. LCE, CSE, and LMX explained over 30.5% 

of the total variance in explaining the IM of full-time academicians in the private 

business schools in Karachi;  

b) The only one variable i.e. IM explained over 51.5% of the total variance in explaining 

the CP of full-time academicians in the private business schools of Karachi; 
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c) Likewise the theoretical underpinning of CTC and different empirical evidences in 

varied social contexts, IM, also in this study, has been found to be an indispensable 

predictor of CP in the business school context too; and 

d) The R2 value of both endogenous latent variables denotes a substantial amount of 

predictive accuracy (Cohen, 1988) for IM as well as CP. 

4.9.4 Post-Hoc Statistical Power Analysis 

A post-hoc statistical power analysis indicates that the statistical findings reported by a study can 

be confidently relied on. Indeed, one of the top authorities on statistical measurements and 

inferences, Jacob Cohen argued that “The power of a statistical test is the probability that it will 

yield statistically significant results” (Cohen, 1977 & 1988, p. 1). It was further revealed that 

almost majority of the empirical studies in the social and behavioural sciences domains have failed 

to report statistical power analysis (Cohen, 1998) though, it is extremely important, and 

meaningful and must be a routine procedure to analyze the statistical power in order to measure 

the “statistical validity of an estimated model” (Kaplan, 1995, p. 117). A post-hoc power analysis 

often makes sense at the end of the study which is a function of effect size (f2), Type-I error rate 

(i.e. p-value), total sample size, and number of predictors (Faul, Erdfelder, Buchner, & Lang, 

2009). In short, a post-hoc power analysis aims to assess whether or not the statistical findings of 

a structural model “…had a fair chance of rejecting an incorrect H0” (Faul et al., 2007, p. 176). 

The minimum admissible value of statistical power is 0.80.   

Therefore, following the guidelines of Cohen (1988) and Faul et al. (2007 & 2009), this study 

assessed whether statistical findings of this study also satisfy the statistical power requirement for 

CP. For this purpose, a post-hoc power analysis (Cohen, 1988) was performed by using G*Power 
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application version 3.1.9.2 (Faul et al., 2009). Following inputs are provided: a) effect size = 0.730 

(Table 4.15; last row) which is greater than large effect size of 0.50 for an SEM analysis; Type-I 

error rate (i.e. p-value) = 0.05; sample size = 281; and finally, number of predictors, i.e. maximum 

number of arrowheads pointing towards CP = 4 (Figure 4.6).  

 

Figure 4.6. Post-hoc statistical power analysis. 

Moreover, given the data provided as shown in Figure 4.6, Figure 4.7 depicts that the statistical 

power reaches to its maximum limit i.e. 1.0 when the sample size becomes 55. It results in the 

statistical power of 1.0 which is greater than 0.80 (Chin, 1998a). It implies that the study, on 

statistical grounds, is 100% sure that there is no manifestation of committing the Type-II error 

which means that this study does not accept the false null hypothesis. It is therefore, concluded 

that a) the sample size of this study (n = 281) not only conforms to the a-priori statistical power 

(see Section 3.2.5), but also endorses a post-hoc statistical power too; and b) the statistical findings 

of this study are free from both Type-I and Type-II errors.    
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Figure 4.7. Graphical X-Y plot of post-hoc power analysis.  

4.9.5 Adjusted Coefficient of Determination (Adjusted R2) 

Before interpreting the adjusted R2 value, it is essential to describe the idea of ‘parsimony’. It is 

one of the eight hallmarks of scientific research (Sekaran & Bougie, 2016) which explains that a 

structural model with a reasonable predictive power with fewer number of independent variables 

is considered as better or ‘parsimonious’ than the model with a number of predictors accounting 

towards a slightly better predictive power. For instance, assume that there are two structural 

models. The first one concludes that the employee affective commitment will raise by 45 if a 

manager concentrates on changing two or three aspects (used as independent variables in the 

model). On the contrary, the second model concludes that the employee affective commitment 

will raise by 48 if a manager concentrates on changing ten aspects (used as independent variables 

in the second model). One can now simply comprehend that the first model will be considered as 
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‘parsimonious’ than the second model. In short, a parsimonious structural model helps the 

researcher eliminate the manifestation of “inherent bias” (Hair et al., 2017b, p. 199).         

Based on the premise of a parsimonious structural model, it is worth describing that an R2 value 

tends to increase when a new independent variable is added to a structural model (Halcoussis, 

2005). Even a statistically non-significant predictor variable will always (may be marginally) 

contributes in increasing the R2 value of an outcome variable (Hair et al., 2017b; Sharma et al., 

2019) without any stability (Ramayah et al., 2017). Therefore, considering the issue of “inherent 

bias”, assessing the structural model solely on the basis of an R2 value is generally not a good 

method (Hair et al., 2017b).  

Alternatively, an adjusted R2 value is used which “…reduces the R² value by the number of 

explaining constructs and the sample size and thus systematically compensates for adding 

nonsignificant exogenous constructs merely to increase the explained variance R²” (Hair et al., 

2017b, p. 200). In other words, adjusted R² “…attempts to correct for model complexity by 

including a penalty proportional to the number of predictors in the model” (Sharma et al., 2019, 

p. 4). 

Firstly, Wherry (1931) coined the formula of adjusted R2 though, a similar form of the Wherry’s 

formula is found in Tabachnick and Fidell (2014, p. 190) and Hair et al. (2017b, p. 199) as stated 

in Appendix – E (Formulae 4 and 5). Indeed, it has been contended that the Wherry formula gives 

misleading information about the shrinkage of R2 value because it “does not indicate how well the 

derived equation will predict on other samples from the same population” (Stevens, 2009, p. 93). 

Alternatively, the Stein’s (1960) formula14 was used to calculate adjusted R2 value in PLS-SEM 

(Appendix – E; Formula 6). 
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Table 4.16 shows that the adjusted R2 value of IM and CP is 0.298 and 0.508 respectively which 

has been found consistent with very recent studies in creativity discipline such as Pachler et al. 

(2019); Zhao and Guo (2019) etc. The interpretation of adjusted R2 value is different from R2 (Hair 

et al., 2017b). In contrast with R2 value which tends to increase by adding a number of predictors 

in the structural model, an adjusted R2 value “reduces the R2 value by the number of explaining 

constructs and the sample size and thus systematically compensates for adding nonsignificant 

exogenous constructs merely to increase the explained variance R2” (Hair et al., 2017b, p. 200). 

Thus, “…the multiple correlation coefficient [R2 value], derived from a large number of 

independent variables, is apt to be deceptively large due to chance” (Wherry, 1931, p. 440). In 

other words, the value of adjusted R2 only increases in the situation when the newly-added 

predictor is going to increase the predictive power of the outcome variable. In short, an adjusted 

R2 value “…tells us how much variance in Y [dependent variable] would be accounted for if the 

model had been derived from the population from which the sample was taken. Therefore, the 

adjusted value indicates the loss of predictive power or shrinkage” (Field, 2018, p. 389), therefore, 

and adjusted R2 measure is also termed as “…measure of shrinkage in predictive power” (Stevens, 

2009, p. 93). 

Since there is no substantial shrinkage from an R2 value for intrinsic motivation and creative 

performance thus, it can be confidently concluded that the structural model of this study results in 

a substantial in-sample predictive power and it also conforms to the hallmarks of the scientific 

research. In particular, it implies that the structural model is ‘parsimonious’ enough to predict CP 

of full-time academicians in the private business schools of Karachi, Pakistan.  
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4.9.6 Predictive Relevance (Q²) using Blindfolding 

After commenting on the in-sample predictive power of the structural model using simple and 

adjusted coefficient of determination and statistical power analysis, Stone-Geisser Q2 coefficient 

(Geisser, 1974; Stone, 1974) is used to assess the predictive relevance by applying the blindfolding 

procedure in SmartPLS. While recognizing the usefulness of Stone-Geisser Q2 coefficient, 

Herman Wold who is “…the inventor of the PLS-SEM method” (Sarstedt et al., 2014, p. 155) 

argued that it fits with PLS-SEM “like hand in glove” (Wold, 1982, p. 30). This procedure is “…a 

resampling technique that systematically deletes and predicts every data points of the indicators 

in the reflecting measurement model of endogenous construct” (Ramayah et al., 2017, p. 122). 

Very recently, Sharma et al. (2019) descried the process of predictive relevance in a very 

simplified way as under:  

This metric builds on the blindfolding procedure, which omits single 

points in the data matrix, imputes the omitted elements, and estimates 

the model parameters. Using these estimates as input, the blindfolding 

procedure predicts the omitted data points. This process is repeated 

until every data point has been omitted and the model reestimated. 

(Sharma et al., 2019, p. 5) 

In contrast with an R2 value which is, as discussed earlier, used for ‘within-sample’ explanatory 

power, the Q2 coefficient is used to gauge “out of-sample” prediction (Sarstedt et al., 2014, p. 

156). However, Nitzl and Chin (2017) slightly contradicted with this notion and argued that the 

estimation process of predictive relevance (Q2) is not drawn on holdout samples. Rather a single 

data point is omitted and imputed suggesting that Q2 value can be partly considered as a measure 

of “out-of-sample” prediction.   
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Although, a Q2 value is an indicative of whether an outcome variable can be predicted, it does not 

specify or explain the quality of prediction (Sarstedt et al., 2014). A Q2 value of cross-validated 

redundancy in excess of zero of a ‘reflective’ endogenous variable indicates that the predictive 

relevance of the variable in the path model (Nitzl & Chin, 2017; Hair et al., 2017b). In contrast, 

the value of Q2 less than zero indicates that “…the model does not perform better than the simple 

average of the endogenous variable would do” (Sarstedt et al., 2014, p. 156). Q2 shows the 

predictive capability of the research framework though, it can only be estimated for a reflective 

measurement model (Appendix – E; Formula 7). For a specimen, the adjusted Q2 value of intrinsic 

motivation was calculated (Appendix – E; Calculation 3) 

Table 4.17 

Predictive Relevance Using Blindfolding (n = 281) 

Constructs Predictive Relevance Q2 Adjusted Q2 q2 Effect Size 

Intrinsic Motivation 0.169 0.160 0.235 

Creative Performance 0.235 0.232  

Leader Creativity Expectation   0.012 

Creative Self-Efficacy   0.084 

Leader-Member Exchange   0.011 

 

Corresponding to the analogy of f2 effect size in terms of an R2 value, a q2 effect size, though, it 

is an optional statistic to measure in PLS-SEM (Hair et al., 2017b), may also be calculated to 

gauge the substantive effect of a particular variable towards its predictive relevance Q2 for a 

particular outcome variable (Chin 1998b; Hair et al., 2017b). A 0.02, 0.15, and 0.35 indicates a 

low, moderate, and high predictive relevance respectively. It was calculated by the Formula 8 

(Appendix – E). For example, the q2 effect size value of leader creativity expectation was 
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calculated as 0.012 (Appendix – E; Calculation 4). Table 4.17 shows that the simple and adjusted 

Q2 value for both endogenous variables are greater than zero indicating that they possess the 

predictive ability. 

4.9.7 Assessment of Mediation Analysis 

In Section 4.9.2, results of the seven direct hypotheses i.e. from H1 to H7 (both inclusive) were 

tested and interpreted. In the following section, results of the remaining three hypotheses are 

examined and interpreted.  

A simple mediation analysis is a multivariate process in which one exogenous construct causes a 

significant impact on a mediating variable and that mediating variable, in turn, significantly 

impacts on the endogenous latent construct. Before analysing a mediation analysis, it is pertinent 

to prove via a theoretical justification that the mediator actually mediates the relationship between 

an independent variable and a dependent variable (Hair et al. 2017b). MacKinnon, Coxe, and 

Baraldi (2012) further elaborated that a mediation analysis reflects a combination of action theory 

and conceptual theory. Action theory is characterized be the relationship between IV and the 

mediator, whereas the conceptual theory concentrates on how the mediating variable corresponds 

with the DV.  

In this study, the mediation hypotheses are theorised by using the “segmentation approach” 

(Rungtusanatham, Miller, & Boyer, 2014). Unlike the ‘transmittal approach, the segmentation 

approach theorizes both direct and indirect effects such that a direct effect from IV to DV, IV to 

the mediator, then mediator to the DV and finally a hypothesis for testing the specific indirect 

(mediation) effect. For example, following the segmentation approach, H1 tests a direct effect of 

LCE on CP; H4 tests a direct effect of LCE on IM (the mediator); H7 tests the direct effect from 



203 
 

IM to CP and based on a strong theoretical support followed by appropriate number of empirical 

evidence including meta analyses, H8 was developed to test the indirect effect of IM between LCE 

and CP.  

Recent advancements in mediation analysis such as (MacKinnon et al., 2012; Rungtusanatham et 

al., 2014) have advised not to classify the type of mediation i.e. full or partial mediation (Baron & 

Kenney, 1986) or complementary, competitive (or inconsistent), or indirect-only mediation (Nitzl, 

Roldan, & Cepeda, 2016; Zhao, Lynch, & Chen, 2010) because, e.g., a researcher generally 

concludes a full (or complete or perfect) mediation when there is no statistically significant 

evidence of the direct effect of IV on the DV. While supporting this argument, Preacher and Kelly 

(2011) argued that “…perfect mediation exists when there is not sufficient evidence to 

demonstrate that it does not” (p. 96); in other words, “. . . using the absence of evidence… as 

evidence of absence…” (p. 96). It clearly suggests that “complete mediation can never be truly 

tested” (Rungtusanatham et al., 2014, p. 107) as it counters some serious criticisms against the 

fundamental philosophy of a scientific enquiry (Preacher & Kelly, 2011; Rungtusanatham et al., 

2014).    

A mediation analysis may be performed by either ‘causal’ procedure (Baron & Kenney, 1986) or 

‘bootstrapping the indirect effect’ procedure (Preacher & Hayes, 2004 & 2008). In the Baron and 

Kenney (1986) method, four causal steps were performed: a) a separate effect between an 

independent variable (IV) and a dependent variable (DV); b) IV and mediator; c) mediator and 

DV, and d) the mediator was introduced in the presence of IV and the DV (MacKinnon, Fairchild, 

& Fritz, 2007; Ramli et al., 2018).  
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Undoubtedly, this method has gained lots of attention and acceptance in academia because it was 

easy to understand, teach and operate (Hayes & Rockwood, 2017; Ramayah et al., 2018; 

Rungtusanatham et al., 2014), however, it faced serious criticism due to its methodological 

limitations (Ramayah et al., 2018). The first limitation was that in this method all of the first three 

direct causal paths must be statistically significant before the test of mediation. In other words, 

one had to abandon the mediation analysis if he finds that the step one has a non-significant 

relationship. MacKinnon et al. (2007) mentioned, “There are many cases where significant 

mediation exists but the requirement of a significant relation of X to Y is not obtained” (p. 601). 

In short, it is also important to note that in this causal approach, the direct effect between IV and 

DV had to be statistically significant first before applying mediation analysis. Second, the way of 

testing separate direct effects leads to substantially reduce statistical power as well as increasing 

Type-I error rate (MacKinnon, Lockwood, Hoffman, West, & Sheets, 200215). Third, in case of 

parallel mediation, it does not provide specific indirect effects which specify it as one of the major 

limitations of this method because in case of a simple parallel mediation, the researcher would 

have no statistical evidence whether the first mediator mediated the relationship between IV and 

DV or the second mediator. Four, this method do not accommodate structural models having 

inconsistent mediation (Hayes, 2009; Preacher and Kelly, 2011; Ramayah et al., 2018; 

Rungtusanatham et al., 2014)16. Following the reservations and guidelines of MacKinnon, Krull, 

Lockwood (2000), Rungtusanatham et al. (2014) and Preacher and Kelly (2011), the nomenclature 

of mediation analysis was not included.  

4.9.7.1 Bootstrapping the Indirect Effect 

To avoid these above-mentioned severe limitations, Hair et al. (2014) recommended, “When 

testing mediating effects, researchers should rather follow Preacher and Hayes (2004, 2008) and 
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bootstrap the sampling distribution of the indirect effect, which works for simple and multiple 

mediator models” (p. 223). Later, Hayes and Rockwood (2017) also recommended to simply test 

the significance of the indirect effect in the following words: “…we recommend inference about 

mediation be based on an inference about the indirect effect of X on Y estimated as ab rather than 

individual tests of the paths of the model (c, a, and b)” (p. 44). In recent times, authors such as 

Ahmad et al. (2015) has also used the same method to test mediation analysis for measuring 

teacher’s creativity in the public HEIs of federal constituency of Pakistan.  

Notably, the assessment of indirect effect may be carried out by different procedure such as Sobel 

test (Sobel, 1982), bootstrap confidence interval (Shrout & Bolger, 2002; Preacher & Hayes, 2004 

& 2008), the confidence interval calculated by Monte Carlo simulation (Preacher & Selig, 2012), 

or by Bayesian method (Yuan & MacKinnon, 2009). The Sobel test requires both direct as well 

as indirect paths to be normally distributed, however, Preacher and Hayes (2004 & 2008) have 

contended that direct path ‘a’ and ‘b’ may be normally distributed, however, the product of both 

a*b will not reach normal distribution. This statistical notation leads to the conclusion that Sobel 

test gives erroneous conclusion of a mediation analysis. Thus, the Sobel test should be avoided in 

mediation analysis (Hair et al., 2017b; Hayes & Rockwood, 2017; Preacher & Hayes, 2004 & 

2008). Among other procedures i.e. Monte Carlo simulation and Bayesian methods etc., the 

bootstrapping procedure of the indirect effect which also provides the bootstrap confidence 

interval, has been popularized in recent times mainly because both covariance-based (i.e. factor-

based) as well as variance-based (i.e. component-based) software include built-in procedure of 

bootstrapping (Hayes & Rockwood, 2017).  

Recent developments in mediation analysis procedure have commented that a single statistical test 

to measure an indirect (also called a mediating) effect is only required to test a mediation 



206 
 

hypothesis (Preacher & Hayes, 2004 & 2008). It has been further argued that a direct effect does 

not have to be statistically significant before testing a mediation hypothesis (Nitzl et al., 2016; 

Shrout & Bolger, 2002; Zhao et al., 2010) because of two prime reasons. First, due to a low sample 

size and/or the potential presence of extraneous variables (such as a moderator), the direct 

relationship between the IV and DV may not reach statistical significance. Second, there might 

not be enough statistical power to predict the impact of IV on DV (Ramayah et al., 2018). 

Therefore, only the assessment of an indirect effect is required to test a mediation hypothesis in 

which a mediator must be present between an IV and DV, and the IV must affect the mediator and 

the mediator must affect the DV (Hayes & Rockwood, 2017). Thus, as discussed earlier, it also 

rationalizes the “segmentation approach” (Rungtusanatham et al., 2014) used in this study to posit 

three mediation hypotheses.  

Since the indirect effect from IV to DV does not come from a normal distribution, it certainly 

affects the ‘standard error’ of the estimate. Therefore, ‘bootstrapping the indirect effect’ procedure 

is used to correct this error (Preacher & Hayes, 2004 & 2008) to test the three mediation 

hypotheses H8 to H10. The bootstrapping is a non-parametric resampling procedure which has 

been recognized as more powerful and rigorous method for mediation analysis (Ali et al., 2018; 

Carrión, Nitzl, & Roldán, 2017; Hair et al. 2017b & 2012b; Hayes, 2009; Nitzl et al., 2016; Shrout 

& Bolger, 2002; Zhao et al., 2010). Among the several types of bootstrapping algorithms, Hayes 

and Scharkow (2013) recommended, the “bias-corrected bootstrap confidence interval as the most 

trustworthy test if power is of utmost concern” (p. 1918) “… regardless of sample size” (p. 1924). 

Moreover, the bootstrapping procedure is also best suited for this study because the assumption of 

the multivariate normality has not been met (Section 4.3).  
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Table 4.18 shows the results of mediation analysis using the recommended 5,000 bootstrap 

resamples with bias-corrected confidence intervals. It is also important to note that the bootstrap 

95% CI (lower and upper bound limits) obtained for each specific indirect effect does not pass 

through zero indicating that H8, H9, and H10 are supported (Hair et al., 2017b; Preacher & Hayes, 

2008; Ramli et al., 2018). Therefore, the results of mediation analysis clearly indicate that intrinsic 

motivation (IM) significantly mediated the relationship between: 

a) Leader creativity expectations and creative performance 

(β = -0.126; t-value = 2.561*; CIBC [-0.222, -0.030]);   

 

b) Creative self-efficacy and creative performance 

(β = 0.269; t-value = 6.278***; CIBC [0.186, 0.351]); and 

 

 

c) Leader-member exchange and creative performance 

(β = -0.116; t-value = 2.213*; CIBC [-0.219, -0.015])
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Table 4.18 

Mediation Analysis using Bootstrapping the Indirect Effects (n = 281) 

No. Mediation Path Specific Indirect Effect S.E T-value P-value 95% CIBC     Decision 

H8 LCE  IM  CP -0.126 0.049 2.561 0.010* [-0.222, -0.030] Supported 

H9 CSE  IM  CP 0.269 0.043 6.278 0.000*** [0.186, 0.351] Supported 

H10 LMX  IM  CP -0.116 0.053 2.213 0.027* [-0.219, -0.015] Supported 

Notes: Two-tailed test; * 95% CI (p<0.05); *** 99.99% CI (p<0.001); S.E = Standard error of the estimate. 

The recommended 5,000 bootstrapping was used; CIBC = Confidence Interval Bias-Corrected; 

LCE = Leader Creativity Expectations; CSE = Creative Self-Efficacy; LMX = Leader Member Exchange;  

IM = Intrinsic Motivation; CP = Creative Performance. 
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4.9.8 The Global Goodness-of-Fit (GOF) 

Arguably, similar to CB-SEM, the GOF measure may also be estimated for PLS path modeling 

(Wetzels et al., 2009) and can be “…best applied for models with reflective indicators” (Chin, 

2010a, p. 681) such as the ones used in this study (Table 3.2). Since, “there is no overall fit index 

in PLS Path Modeling” (Vinzi, Trinchera, & Amato, 2010, p. 58), Tenenhaus, Vinzi, Chatelin, 

and Lauro (2005) suggested a global criterion of GOF for PLS path modelling (Wetzels et al., 

2009) which was intended to “…account for the PLS model performance at both the measurement 

and the structural model with a focus on overall prediction performance of the model” (Chin, 

2010a, p. 680). Since PLS-SEM analysis is primarily based on ‘prediction-oriented’ mechanism 

(Fornell & Bookstein, 1982), unlike CB-SEM which estimates a perfect fit, the global GOF here 

tends to signal the absence of fit (Henseler & Sarstedt, 2013). 

Moreover, Tenenhaus et al. (2005) elucidated that “PLS path modeling does not optimize any 

global scalar function so that it naturally lacks of an index that can provide the user with a global 

validation of the model” (Tenenhaus et al., 2005, p. 173). Therefore, using the Formula 9 

(Appendix – E) they argued that the “GoF represents an operational solution to this problem as it 

may be meant as an index for validating the PLS model globally” (Tenenhaus et al., 2005, p. 173). 

Later on, Wetzels et al. (2009) argued that communality can be replaced with AVE since 

“communality equals AVE in the PLS path modeling approach” (Wetzels et al., 2009, p. 187) 

hence, they suggested the revised formula for the PLS path modelling (Appendix – E; Formula 

10) which takes AVE and R2 as the representative elements of the measurement model and the 

structural model respectively and computes the geometric mean. Therefore, Microsoft Excel’s 

built-in GEOMEAN function was used to calculate the geometric mean of both statistical values 

from their respective models. This was an attempt to estimate the global GOF measure for the 
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overall measurement and structural models for this study. The small, medium, and large GOF 

values are 0.10, 0.25, and 0.36 respectively (Wetzels et al., 2009). Table 4.19 shows that the global 

GOF value for the complete model is obtained i.e. 0.47 which is greater than the large GOF 

threshold value of 0.36 indicating the large effect size of R2 (Wetzels et al., 2009).  

Table 4.19 

Global Goodness-of-Fit (n = 281) 

 
R square AVE 

Intrinsic Motivation 0.305 0.598 

Creative Performance 0.515 0.506 

Geometric Mean = 0.396 0.550 

Goodness of Fit (GOF) = 
 

0.47 

Source: Author’s estimation 

 

It also indicates that the model is parsimonious (Hossain, 2013) – one of the eight hallmarks of 

scientific research (Sekaran & Bougie, 2016), with good performance of the overall model (Chin, 

2010a; Henseler & Sarstedt, 2013; Lechner & Gudmundsson, 2012). The global GOF measure in 

PLS path modelling has been reported by past studies such as Albert and Merunka (2013); Bakar, 

Virgiyanti, Tufail, and Yusof (2014); Lechner and Gudmundsson (2012); Mitchell and Boyle 

(2015) etc. 

4.9.9 Assessment of Predictive Validity using PLSpredict 

Notably, the R2 value only assesses the ‘in-sample’ explanatory power without giving any 

indication of out-of-sample (OOS) predictive power. Therefore, the R2 value does not predict 

whether the structural model of a study can predict new cases which were not included in the 

process of estimation (Shmueli et al., 2019). Moreover, the value of predictive relevance (Q2) only 
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omits and imputes single data points from within the sample to illustrate a combination of in-

sample as well as OOS prediction without clearly suggesting the predictive validity (or power) of 

the model (Sarstedt et al., 2017).  

In essence, percentage of prediction is not same as percentage of explained variance (Shmueli et 

al., 2019). While considering the limitations of R2 and Q2 in describing the predictive power of 

the structural model, this study further applied PLSpredict procedure (Shmueli et al., 2016) in 

SmartPLS which is “…a holdout-sample-based procedure that generates case-level predictions on 

an item or a construct level to reap the benefits of predictive model assessment in PLS-SEM” 

(Shmueli et al., 2019, p. 3). In order to assess the OOS predictive capability, the original sample 

has to be divided into training (analysis) and holdout samples (Carrión, Henseler, Ringle, & 

Roldán, 2016; Shmueli et al., 2016). More precisely, the PLSpredict procedure develops a simple 

linear regression model (LM) and then compares the magnitude of errors between PLS-SEM and 

LM models. In this study, the relevant choices comprised of 10 folds with only one repetition and 

5,000 iterations.  

Figure 4.8 and Figure 4.9 clearly show that most of the prediction errors (or residuals) of both 

endogenous latent variables (i.e. IM and CP) were not highly symmetrically distributed therefore, 

this study took MAE values for comparing the modeling errors between the two models self-

generated by PLSpredict procedure (Shmueli et al., 2019). 
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Figure 4.8. Prediction error (intrinsic motivation) 

 

Figure 4.9. Prediction error (creative performance) 

 

Table 4.20 shows the results of PLSpredict which include two very important pieces of 

information and it is interpreted sequentially as per the most recent guidelines given in the decision 

flow chart of Shmueli et al. (2019). Firstly, the Q²_predict value of both endogenous latent 

variables is greater than zero indicating that the model possesses sufficient predictive power. 

Secondly, the mean absolute error (MAE) of the PLS model of this study is less than the MAE 
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value of the linear regression model (LM) for most of the items (shown in bold face) suggesting a 

‘medium’ predictive power of the structural model (Shmueli et al., 2019).  

Table 4.20 

PLSpredict Assessment of Intrinsic Motivation and CP (n = 281) 

Indicators MAE (PLS) MAE (LM) Difference Q²_predict 

CP4 0.587 0.449 0.138 0.394 

CP5 0.539 0.512 0.027 0.198 

CP6 0.306 0.346 -0.040 0.035 

CP10 0.399 0.389 0.010 0.056 

CP11 0.351 0.385 -0.034 0.033 

CP12 0.618 0.576 0.042 0.183 

IM1 0.476 0.466 0.010 0.245 

IM2 0.346 0.349 -0.003 0.278 

IM3 0.318 0.323 -0.005 0.255 

IM4 0.412 0.414 -0.002 0.210 

IM5 0.456 0.429 0.027 0.024 

Notes: LM = Linear Regression Model; MAE = Mean Absolute Error 

 

4.10 Summary of Hypotheses Testing Results 

Table 4.21 provides a summary of research hypotheses tested using PLS-SEM technique. It can 

be noted that except H1, rests of the nine research hypotheses were supported including three 

hypotheses of indirect (mediating) effects.  
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Table 4.21 

Summary of Hypotheses Testing Results (n = 281) 

 

4.11 Summary of the Chapter 

This chapter began with the preliminary data analysis including the assessment of missing values, 

univariate and multivariate outliers, univariate and multivariate normality, non-response bias, and 

common method variance bias. The preliminary analyses then followed the demographic profile 

of the respondents and the rationale of using PLS-SEM approach in this study. Then a variance-

No. Hypothesized Path Decision 

 Direct Effects  

H1 Leader creativity expectations have positive impact on creative performance. Not Supported 

H2 Creative self-efficacy has positive impact on creative performance. Supported 

H3 Leader-member exchange has positive impact on creative performance. Supported 

H4 Leader creativity expectations have positive impact on intrinsic motivation. Supported 

H5 Creative self-efficacy has positive impact on intrinsic motivation. Supported 

H6 Leader-member exchange has positive impact on intrinsic motivation. Supported 

H7 Intrinsic motivation has positive impact on creative performance. Supported 

 Specific Indirect Effects (Mediation Analysis)  

H8 Intrinsic motivation mediates the relationship between leader creativity 

expectations and creative performance. 

Supported 

H9 Intrinsic motivation mediates the relationship between creative self-efficacy 

and creative performance.  

Supported 

H10 Intrinsic motivation mediates the relationship between leader-member 

exchange and creative performance.   

Supported 
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based measurement model was constructed with high construct reliability, convergent and 

discriminant validity. Finally, seven direct and three indirect (mediation) hypotheses were tested 

using a non-parametric bootstrapping algorithm of PLS-SEM. At the end, goodness of fit index 

value and predictive validity were also computed and discussed. The next chapter discusses the 

major research findings of this study followed by their theoretical and practical implications. 

Besides, it also discusses the limitations and directions for future studies in detail.    
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CHAPTER FIVE 

DISCUSSION, IMPLICATIONS AND CONCLUSION 

5.0 Introduction 

The last chapter of this thesis starts with the recapitulation of the study and final model of the 

study. It then provides a detailed discussion about the findings of each of the ten research 

hypotheses. It then follows contributions to academic literature and then practical implications. It 

then discusses the limitations of this study as well as the directions for future studies. The study is 

concluded at the end of this chapter.   

5.1 Recapitulation of this Study 

This study recognizes creative performance of academicians as one the major problems for HEIs 

in the 21st century especially in post-pandemic era. Based on the Creative Production and Global 

Competitive indices in conjunction with the present situation of creative performance in the higher 

education sector followed by different research gaps, this study investigated the creative 

performance of academicians in the 24 private business schools of Karachi which accounted for 

96 percent of the total business schools of the entire province of Sindh, Pakistan. The broad 

objectives of the present study were two folds: a) to analyze the effect of leader creativity 

expectations (LCEs), creative self-efficacy (CSE), and leader-member exchange (LMX) on 

creative performance (CP); and b) to investigate whether intrinsic motivation (IM) mediates the 

relationship between LCEs and CP, between CSE and CP and finally, between LMX and CP. 

These research objectives were achieved by performing a deductive study in which 10 research 

hypotheses were formulated based on the theoretical relationship established in the creativity 

literature. The conceptual framework was comprised of seven direct and three indirect (mediating) 
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effects. It was developed based on Herzberg Two-Factor Theory of Motivation supported by 

Componential Theory of Creativity and Leader-Member Exchange Theory.  

This basic research was designed on the Positivist research paradigm with Realist ontological 

belief followed by Etic epistemological approach. Using the simple random sampling technique, 

a cross-sectional primary data was collected on a survey questionnaire in a non-contrived field-

study setting. The response rate was 64.25%. Research ethics such as anonymity and 

confidentiality were maintained throughout the data collection phase. Hypotheses were tested 

using PLS-SEM technique.  

The findings suggest that except H1, the remaining six hypotheses of direct effects were supported. 

Similarly, intrinsic motivation significantly mediated the relationship between LCEs and CP, 

between CSE and CP, and also between LMX and CP. Figure 5.1 illustrates the final model 

showing only the significant direct and mediating effects.  

Figure 5.1 Final model of the study 
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5.2 Discussion 

In its early times, creativity literature lasted a profuse impression that creativity was “…the 

province of pseudo-intellectuals” (Rhodes, 1961, p. 306), however, nowadays it has been 

recognized that creativity may be applied in almost any profession (Amabile, 1998) such as 

education. Creative thinking is “… the foundation for art, science, philosophy, and technology, 

involving generativity, bringing into being, transforming what already exists, or even going 

beyond what is considered to be possible during an era” (Chávez-Eakle, Eakle, & Cruz-Fuentes, 

2012, p. 76). In addition to communication, collaboration and critical thinking, creativity is the 

most essential skill children ought to learn in the 21st century because it not only enables them to 

survive in the new millennium but also helps them thrive in their chosen careers (NEA, 2017). 

Hence, considering different forms of higher-level critical thinking (Geertsen, 2003), there is a 

substantial need to start thinking out-of-the-box and put ‘creativity’ at the center of children’s 

learning.  

Among the most important identities children can experience using digital tools are those of 

designers, creators and inventors. In the future, success will hinge not on how much we know, but 

on our ability to think and act creatively. We can equip our youth to pursue a dream, start a 

business, learn a language, solve a problem, take a risk, draw a picture and ultimately change the 

world only if a) we nurture creativity since the young age; b) we give ‘value’ to original and 

different ways of thinking; and c) we share and build upon those new ideas. In short, when we 

nurture one child’s creativity, it could possibly create a generation of creative leaders who require 

embracing possibilities being willing to convert impossible into possible by continually engaging 

in new creative thinking.    
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To redefine education, it is imperative to first recognize by all stakeholders that CP is essential. 

When we do there will be a shift in how we evaluate what defines successful education. Creativity 

is multifaceted, complex and varied. It looks different in different disciplines hence, it requires 

rich, complex and varied assessments. It will take courage and conviction to move the educational 

system away from a myopic view of learning outcomes to articulating complex outcomes of 

authentic learning. No matter what kind of educational system an educator is in, it is up to the 

individual to embrace and support creative learning. Both parents and educators cannot wait for 

others to endorse creative learning or wish for its ideal conditions. In short, it is the individual with 

whom the creative learning starts.  

For this reason, it is essential for an academician to appreciate his/her creative strengths, embrace 

the potential in students and take deliberate steps for CP in his/her everyday teaching practice. To 

pursue the stated goal, s/he needs to come every day with a positive attitude and challenge 

him/herself to fully recognize the talent of each student. The teacher should look for novel and 

useful ways to enrich and expand the learning for his students and deliberately teach for creativity. 

Bearing in mind that the possibilities are endless, a creative teacher could potentially help students 

become a creative leader because leadership is central to innovation (Bulińska-Stangrecka, 2018). 

The following section discusses the findings of each hypothesis in detail.          

5.2.1 Leader Creativity Expectations and Creative Performance 

The 1st research objective was to investigate the direct effect of LCEs on creative performance. 

The findings revealed that LCEs hold a positive but a non-significant effect on CP of the 

academicians working full-time in the private business schools of Karachi, Pakistan. It suggests 

that when the academicians perceive creativity expectations from their departmental heads, it does 
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not directly affect their CP. This result has been found consistent with Qu et al. (2015a) in which 

LCEs also had a non-significant effect on follower’s creativity in the sample of white-collar 

employees of a large energy company in China. Notably, numerous studies have investigated the 

effect of a teacher’s expectations on students’ academic performance, nevertheless, a very little 

empirical evidence is available which investigate whether LCEs have any substantial impact on 

the CP of academicians. Therefore, this study is perhaps the first empirical examination to date 

especially in the context of a higher education of a developing country.  

In the present study, the variable of LCEs measured the perception of an academician about the 

extent to which his/her leader expects CP from him/her. In theoretical connotations, expectations 

lead to performance (Eden, 1984), but this study found that LCEs has no significant direct effect 

on CP. Since, LCEs reflect a “socio-contextual factor” (Zhao & Guo, 2019, p. 224), the non-

significant direct effect of LCEs on the CP is attributed to a few ‘context-specific’ reasons as 

explained below.  

First and the foremost reason of why LCEs do not affect CP of academicians in Pakistani private 

HEIs is that there has been a general practice that a very limited number of leaders in private 

business schools formally raise and articulate their creativity expectations from their 

academicians. Besides, the top management of business schools do not generally impose any strict 

mechanism to either objectively or subjectively measure the CP of their academicians mainly due 

to their [academicians’] indispensable involvement in performing their regular day-to-day 

academic, co-curricular and extra-curricular activities. Moreover, teachers in private sector 

universities have to undertake at least five to six courses every semester of three credit hours each. 

Moreover, experienced faculty members (mostly non-PhDs) are additionally made responsible for 

supervising 20 to 30 graduate research theses in a semester. This present scenario clearly indicates 
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that academicians in private business schools observe tremendous amount of teaching 

responsibilities in every semester whereby its side-effects are further escalated due to a very high 

teacher-student ratio in each course of undergraduate and graduate-level course at business 

schools. For instance, in a regular class of 60 MBA students, a non-PhD faculty member bearing 

no diploma or certificate of teaching at higher-education level have to invest most of his/her duty 

time in meeting the course requirements (including multiple assignments and quizzes, managing 

compulsory guest-speaker sessions, students’ presentations, hourly, mid-term and final 

examinations etc.) besides attending and actively participating and holding appropriate 

responsibilities in off-the-job departmental trainings such as implementation of a new learning 

management systems (LMS) or Blackboard® etc.  

It is also important to note that the sample of the present study accounted for 57.7% respondents 

had MPhil /MS as their highest education, whereas 27% were enrolled in a PhD program. In short, 

over 84.7% of the sample of the present study did not have their doctoral degrees (Table 4.8) due 

to which it may be concluded that they are not professionally trained as compared to the 

academicians having PhD qualifications. The severity of this situation is further intensified due to 

the nature of their employment in a private institution where the employment of a faculty member 

may be easily terminated with or without any warning notice period and without giving any 

provision of claiming due-process policies. Besides, it has been a common trend in private 

business schools of Karachi that a number of full-time permanent faculty members of a university 

generally take up additional two or three extra courses in other private business schools to generate 

extra income so that they could meet their monthly personal and household financial obligations 

especially in a developing country such as Pakistan where inflation rate remained 11.12% in 2019-

2020 (Statista, 2020). Consequently, the faculty members of private business schools of Karachi 
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hardly spare some quality time for CP such as publishing good-quality research papers in high 

impact factor journals. Thus, a very small number of academicians is found to be active in 

producing quality research for which they are appropriately rewarded on annual basis. The same 

practice continues over a period of time and the leaders do not additionally raise their creativity 

expectations assuming that by doing so will deteriorate the smooth functioning of the semester. 

This message is well understood by the academicians that performing teaching responsibilities in 

compliance with university rules and regulations is the ultimate requirements from the top 

management and in case if their leaders still raise their creativity expectations they [leaders] will 

not penalize academicians for not being creative. Those who continue to perform creativity is 

generally perceived as their personal discretion. Therefore, LCEs do not have any significant effect 

on CP in the present study. In short, a few ‘context-specific’ reasons are explained above due to 

which H1 is not supported. Besides, in an email reply, Prof. Joseph Hair (personal communication, 

20 December 2019) shared his opinion that this relationship might be found statistically significant 

if future studies make some modifications in their own research design. 

5.2.2 Creative Self-Efficacy (CSE) and Creative Performance 

The 2nd research objective was to investigate the effect of CSE on creative performance. As 

expected, the findings revealed that CSE has a significant direct and positive effect on CP. This 

result has been found consistent with a number of previous studies (e.g. Cai et al., 2019; Carmeli 

& Schaubroeck, 2007; Chaubey et al., 2019; Ghafoor et al., 2011; Gong et al., 2009; Khattak et 

al., 2017; Li et al., 2018; Malik et al., 2015; Thundiyil et al., 2016; Wang et al., 2018). Moreover, 

the same result is also endorsed by the conclusion of the meta-analysis of 41 studies between CSE 

and CP (Haase et al., 2018). In fact, CSE of business school academicians represent their 

individual belief in the form of a positive driving force such that they are capable enough for CP. 
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Consistent with componential theory of creativity (Amabile, 1986) and the social cognitive theory 

(Bandura, 1986), CSE develops a self-cognitive belief in academicians that enables them to self-

regulate their emotions and mainly helps them in developing their self-confidence for CP that 

requires them to take substantial amount of goal challenges. It also implies that academicians with 

higher level of CSE tend to exhibit CP more than the ones who have a relatively lower level of 

CSE whereby they make every possible effort for CP by mobilizing and accumulating all available 

(but scarce) resources on board on or before the stipulated time.  

 

5.2.3 LMX and Creative Performance 

The 3rd research objective was to investigate the effect of LMX relationship on creative 

performance. As expected, the findings revealed that LMX has a significant and positive effect on 

creative performance. This result has been found consistent with previous studies (e.g. Han & Bai, 

2020; Khalili, 2018; Kirrane et al., 2019; Liao et al., 2018; Olsson et al., 2012; Pan et al., 2012; 

Tierney et al., 1999). Following the practice of Qu et al. (2015b) and Volmer et al. (2012), the 

present study also took the academicians’ perspective of the quality of LMX relationship they hold 

with their respective leaders (e.g. dean or chairman or head of department). The results clearly 

suggest that academicians of private business schools perceive that if their respective leaders 

maintain a high-quality dyadic (i.e. two-way) relationship with them, it would directly affect their 

CP. A likely reason is that leaders who believe in leading their subordinates through good quality 

of reciprocal relationship tend to directly stimulate the academicians for CP. More precisely, those 

academicians who stay in the ‘in-group’ of LMX relationship are more creative than those 

academicians who stay in the ‘out-group’ zone because of two interconnected reasons. First, by 

virtue of having a high-quality LMX relationship with their leaders, the ‘in-group’ academicians 

tend to receive more task recognition, appreciation, interpersonal support and a great access to 
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organizational tangible and intangible resources. Second, these high quality privileges enable the 

‘in-group’ academicians more risk takers as well as making them relatively more confident in 

taking up more focused approach to CP than their counterparts. 

  

Since the quality of LMX relationship between leader and the academicians appears to be closely 

interlinked with CP as it paves the foundation of their CP in the following different ways. First, 

high-quality LMX relationship is built by mutually-agreed transactions of obligations between the 

leader and the academician (the dyad) which tend to instigate various opportunities which both of 

them can freely communicate with each other through a wide range of information exchange. 

Second, there is a practical observation of mutual trust between the dyad which encourages the 

academician in taking up risky and challenging in-role behaviour (i.e. CP) without having any 

threat of criticism, resentment, and scolding. Due to the high LMX relationship, the ‘in-group’ 

academicians observes a high quality of information exchange in terms of technical knowledge 

and expertise, opinions, and proactive suggestions that tends to stimulate the academician for CP. 

Third, special considerations are given to facilitate the unique set of needs of the academician 

including in-time suggestions and constructive feedback with the sole purpose of enabling the 

academician to effectively and efficiently complete creative tasks. Besides, the leader builds 

confidence among their dyads especially in conflict and crisis situations. Fourth, as a result of high 

degree of mutual trust due to LMX relationship, frequently-available suggestions and facilitations 

of scarce resources whenever they are needed, and the leader’s confidence in the competencies of 

an academician, the academician also develops a sense of advocacy and likeability from their 

respective leader which substantially affect their CP. In short, the findings suggested that high-

quality LMX relationship is found to be very facilitative and conducive for CP. 
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5.2.4 Leader Creativity Expectations and Intrinsic Motivation 

The 4th research objective was to investigate the effect of LCEs on intrinsic motivation. The 

findings revealed that LCEs have statistically significant but negative effect on intrinsic 

motivation (IM). It means that escalated LCEs tend to demotivate the academicians (Henry, 2013). 

The significant effect between the two variables has been found consistent with past studies (e.g. 

Gkorezis & Kastritsi, 2017; Taris et al., 2006). Despite a very strong theoretical connection 

between the two variables (Section 2.8.4), this study is among the first that found that a significant 

effect of LCEs on the IM of academicians.  

The negative effect between LCEs and IM reflects that a higher level of LCEs tends to reduce the 

IM of academicians in private business schools of Karachi, Pakistan. Undoubtedly, having an 

expectation is a ubiquitous human behavior which generally portrays an individual’s belief about 

an event which is going to take place in near future. When a departmental head builds creativity 

expectations from an academician, the academician automatically starts to perceive that these 

LCEs will be evaluated in near future (Harackiewicz, Manderlink, & Sansone, 1984). As soon as 

the academician realizes this feeling of evaluation based on LCEs, he becomes demotivated. In 

other words, although, an expectation plays an important role in thriving intrinsic motivation, it 

may sometimes reduce the level of IM too. Similarly, IM goes down due to the reason when people 

builds an expectation that the monitoring team/person is there to perform surveillance of their 

performance because they had the legitimate power to evaluate it (Lepper & Greene, 1975; 

Pittman, Davey, Alafat, Wetherill, & Kramer, 1980; Plant & Ryan, 1985). In short, a few classical 

studies have documented the negative effect of expectations on IM in varying scenarios, however, 

the present study exclusively contributed in the academic literature of CP that LCEs can also 

undermine the IM of academicians who work full-time in the private HEIs of a developing country. 
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Furthermore, the significant negative effect of LCEs on IM is due to what Demos (2019) called 

“violation of expectations”. Similar to LCEs, the subordinates also build their own expectations 

in return of their response to LCEs. Since expectations are the integral component of IM that 

mostly demotivate the academicians when these expectations remain unsatisfied (or violated) for 

a longer period of time (Eccles et al., 1983). Therefore, it is crucial to make an equilibrium between 

the expectations of both entities since not all expectations of either entity may be fully materialized 

in higher education context. It alludes that human motivation is most likely to be observed when 

there is an effective mutual understanding between the leader and the academicians regarding 

realistic and manageable expectations followed by their desired outcomes.   

In addition, the negative effect of LCEs on IM is strongly attributed to a number of occupational 

scenarios that are specific to the private business schools of Karachi. In fact, the private business 

schools are generally found to recruit a very limited number of academicians on full-time basis. 

Consequently, almost 40% of the courses in every semester are taught by their fulltime 

academicians, whereas the remaining 60% courses are completed by adjunct faculty members. In 

general, the fulltime academicians are required to teach up to 4 courses every semester (total 12 

credit hours), whereas some of them are also made responsible to supervise research theses too. 

In the given scenario, the fulltime academicians are often demanded to teach additional courses in 

almost all of the private business schools. These courses are included in their monthly salary, 

however, a very nominal per-hour (sometimes non-competitive) rate is allocated to compensate 

additional courses. The management labels these two additional courses as ‘services’ from the 

academicians towards the university and proclaims this action as an attempt to facilitate full time 

academicians within its fullest capacity. Nevertheless, taking additional courses are troublesome 

because their policies restrict their fulltime academicians to undertake additional courses outside 
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their regular duty hours. It means that if the duty hours of an academician start from 08:30 am to 

04:30 pm (8 hours) and if an additional three-hour class is scheduled at its earliest possible time 

i.e. from 06:30 pm to 09:30 pm; then the academician’s total duty hours on that day would be 13 

hours (i.e. 8 hours + 2 hours waiting time + 3 hours of the evening class). The academician may 

prefer to teach these additional courses during their duty hours, however, they are usually reluctant 

because more taxes are to be deducted which results in a substantial reduction in monthly earnings 

generated from the additional courses. Therefore, the fulltime academicians teach additional 

courses in other business schools in their off days.  

One may argue that academicians should not be engaged in teaching additional courses. Despite 

the fact that most of the academicians do realize the physiological and psychological repercussion 

of teaching excessive course every semester, they need to invest relatively more time every week 

to earn more money to make their both ends meet. It has only one exception for those senior 

citizens who are above 60 years of age and/or they have successfully convinced the management 

in not insisting them to undertake additional courses. Consequently, it is also observed that 

majority of the fulltime academicians have to invest most of their duty time every week in teaching 

diverse range of excessive amount of courses at both undergraduate and/or graduate level due to 

which both teaching as well as research quality are compromised. In the afore-mentioned 

occupational scenarios, academicians tend to perceive LCEs as an additional ‘burden’ on their 

shoulders rather than taking it as an opportunity to excel in their professional career in academia 

because teaching additional courses have become a keen interest of the fulltime academicians 

rather than intrinsically motivate them for CP. 

Besides, majority of the private business schools operate as a ‘for-profit’ business organizations 

in which they put more emphasis on substantially increasing total number of students’ enrolments 
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in each semester. The specific mindset that students are their ‘customers’ also makes the situation 

worse for the academicians because they [the academicians] are usually interrogated even for their 

rational behaviour. For instance, if the final results of a course do not fall under the normal 

distribution curve, the academician is instructed to appear in front of a panel of key management 

functionaries to justify why the skewed results was submitted. It is also witnessed that the 

academicians are instructed to revise their results by giving them too many grace marks so that 

the students (i.e. the customers) of a business school are facilitated. Therefore, the leader’s 

expectations to facilitate pupils more and more, sometimes beyond the capacity of an 

academicians generally tend to reduce the IM of the academicians. Moreover, the management of 

business schools also build an expectation that their faculty members should go abroad to present 

their research ideas in international conferences in technologically-advanced countries, however, 

on the other side, the academicians are encouraged to arrange finances from their personal means 

with no financial support from the private business schools. Alternatively, the academicians tend 

to apply for a travel grant from HEC Pakistan, however, this method is seldom materialized due 

to limited allocation of funds and the fierce competition amid federally-administered tribal areas 

(FATA) and other provinces of the country. Besides, the leader’s expectations to produce creative 

output such as writing books, research papers, books chapters, commentary, meta-analysis, 

monographs etc., generating and disseminating novel and useful ideas in both pedagogy and 

faculty development programs etc. are found to be less motivating for the academicians in the 

afore-mentioned specific scenarios especially when the fulltime academicians are also a PhD 

student (e.g. 27% as shown in this study).      

One of the critical areas in which the management of private business schools needs to concentrate 

on is that their full-time academicians could possibly come up with novel and useful ideas in their 
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related disciplines only if they have sufficient time to do so. In contrast, if they remain fully 

occupied only in teaching courses every week then the possibility of a creative output will be 

unimaginable or even highly questioned. Arguably, management should also need to understand 

and scrutinize certain facts: a) CP requires mental tranquility; b) not every academician has 

potential to perform creativity; and c) every academician usually has disparate sets of occupational 

needs e.g. a female teacher might be a subject matter expert (SME) in management discipline, 

however, she may have limitations in advanced quantitative data analysis such as latent growth 

curve modeling. Notably, the present sample of this study also shows that there are a limited 

number of academicians with a doctoral qualification indicating a very low proportion of trained 

researchers (Table 4.8). So in this scenario, if LCEs are going to continually increase, it would 

surely reduce the intrinsic motivation of these academicians because they do not have sufficient 

time to learn and practice advanced research and statistical techniques rendering them completely 

unable to write good book chapters or research papers involving new research methodology and 

analytical techniques that is now increasingly important if they were to publish in top-tiered 

impact-factor journals. Failure to do so would potentially lead them to suffer from potential 

organizational outcomes such as turnover intention of senior faculty members during the semester, 

which could seriously affect the smooth functioning of a semester and later on would also 

deteriorate the academic performance of students. 

Undoubtedly, academicians are very powerful building blocks in constructing a prosperous 

society; they have the potential to generate novel and useful ideas in almost every related core of 

life; and they can play their substantial role in nurturing students’ academic performance and 

shaping their personality. However, all of these indispensable societal needs could only be 

materialized when the academicians have some spare time to think something creative after 



230 
 

satisfying their financial needs. Because unless and until the financial needs of academicians are 

not satisfied on time, they will not be mentally relaxed to hold vigor and IM for CP. In this given 

scenario, the management of business schools should build SMART expectations from its full-

time academicians so that it would enable them to appropriately respond to events and the focal 

behavior of others. Besides, management should also select the ‘right’ people for the ‘right’ 

teaching assignments and this ‘right’ selection should be coupled with appropriate sets of training 

and development which could intrinsically motivate them for CP. In short, it is argued in detail 

that there are different occupational scenarios of private business schools in which increasing 

LCEs may possibly reduce the IM of the fulltime academicians of a developing country.     

5.2.5 Creative Self-Efficacy (CSE) and Intrinsic Motivation 

The 5th research objective was to investigate the effect of CSE on intrinsic motivation. As 

expected, the findings revealed that CSE has a significant and positive effect on IM. It suggests 

that when an academician holds a higher level of CSE, it increases the level of IM of the individual. 

This finding has been found consistent with previous studies (e.g. Khaddouma et al., 2015; 

Kuerbis et al., 2013; Lloyd et al., 2017; Schokker et al., 2010).  

The CSE portrays a perception of an academician which mainly directs his/her attitude towards a 

change in the form of an adaptation behavior. The direction of this human behavior may be 

classified into two forms of action-oriented thinking: a) pessimistic; and b) optimistic. A lower 

level of CSE originates a pessimistic thinking which actually tends to reduce IM of the 

academician. In contrast, academicians with higher level of CSE generally hold an optimistic 

thinking approach which leads to stimulate their IM for self-enhancing behavior. Hence, the 

likelihood that academicians will perform creativity largely depends of their CSE whether they 
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could bring desired results. In short, the self-hindrance and self-enhancing behavior due to CSE 

are reflected in the form of IM.  

In the 21st century, the academicians’ CSE gets affected due to frequent changes occurred in social, 

environmental, information and communications technologies (ICTs). For instance, if a teacher 

believes that she is very competent in classroom teaching by using conventional pedagogy, 

however, she finds herself very much less adaptive towards accepting contemporary technologies 

due to her personal limitations. Her CSE seems to be quite low because novel and useful ideas are 

going to emerged when she starts making every possible effort to: a) engage herself with modern 

technologies to learn state-of-the-art knowledge; and b) learn how new ICTs may be used in a 

variety of ways to innovate teaching practices especially during and post COVID-19 pandemic 

situations. Similarly, the social and environmental changes also affect CSE of an academician. 

Now-a-days, it is often observed that young university students are found to be more 

technologically savvy and adaptive to ICTs than their faculty members. Therefore, these students 

prefer to obtain instant and accurate responses of their queries in such a way that the assistance 

provided by their academicians may be effectively utilized to improve their academic 

performance. In short, the overall CSE of academicians is found to be a very strong predictor of 

IM of the academicians for CP.        

5.2.6  LMX and Intrinsic Motivation 

The 6th research objective was to investigate the effect of LMX on intrinsic motivation. The 

findings revealed that LMX has statistically significant but negative effect on intrinsic motivation 

(IM). It clearly suggests that high-quality LMX relationship reduces the IM of academicians in 

the private business schools of Karachi, Pakistan. Although, the significant positive effect between 

the two variables has been reported in previous studies (e.g. Malik et al., 2015; Meng et al., 2017; 
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Selvarajan et al., 2018), this study found that LMX relationship can reduce the IM of academicians 

in the context of private business schools of a developing country as delineated below.   

In broader terms, LMX theory describes the quality of a dyadic relationship between a leader and 

his/her subordinate, however, in this study the LMX variable is operationalized to measure the 

perception of a fulltime academicians of HEIs about the quality of relationship they hold with their 

immediate supervisor.  

 

The significant negative effect of LMX relationship on the IM of the academician is attributed to 

a specific cognitive bias called the ‘Pollyanna fallacy’ in which an individual always prefers to 

see the ‘positive’ side of everything (Matlin & Stang, 1978). It forms a logical error due to a 

notable discrepancy of expectation of reciprocal relationship between the leader and the 

academician (Matta, Scott, Koopman, & Conlon, 2015). This excessive level of optimism seldom 

results in negative individual-level outcomes (Gouldner, 1960). Organizational members should 

avoid Pollyanna fallacy “…which optimistically assumes that structures securing “satisfactions” 

from others will invariably be “grateful” and will always reciprocate” (Gouldner, 1960, p. 164). It 

implies that the ‘norms of reciprocity’ do not necessarily work at all times. For instance, if an 

academician perceives that she holds a good professional relationship with her departmental head 

who will reciprocate the same quality of relationship whenever she would in need of any 

occupational assistance. In short, the person should not always assume that s/he will always 

receive the same quality of reciprocal relationship against his/her good deeds in the business 

school.  

The negative consequences of high-quality LMX relationship on IM is found consistent in recent 

studies of Asian context. For instance, employees in Chinese manufacturing companies may feel 

sense of obligation and substantial pressure in case of high-quality LMX relationship which 
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involves late sitting in workplace to accomplish additional responsibilities (Pan et al., 2012). This 

situation takes place because the departmental head builds a high level of trust in the ‘in-group’ 

academician. As a result, he the departmental head prefers to assign numerous duties to the same 

academician. Albeit, at one side, this mechanism reflects an evidence of the supervisor’s trust in 

the competencies of the ‘in-group’ academician, but on the other side, it develops massive 

workload and above all, psychological pressure to the academician because he neither wishes to 

be ostracized from the ‘in-group’ circle of his departmental head nor he finds him capable enough 

to handle these additional responsibilities. Consequently, the teacher starts to feel stress leading to 

exert initially a physiological disorder and later on the psychological ramifications if the situation 

persists and corrective measures are not taken on time. In short, due to high-quality departmental 

head and academician relationship, the academician tends to become intrinsically demotivated for 

CP. 

In a high-quality LMX relationship, leaders are unlikely to observe the ownership from his 

subordinate leading to an impression that there is a meaningful difference between the standing 

positions of both entities (Bowler et al., 2019). Consequently, the leader tends to develop a 

negative impression of the subordinate which, in turn, causes to reduce the IM of the subordinate. 

This situation does not stop over here because a demotivated academician having a direct LMX 

relationship often discusses his circumstances and particularly the impression (which his leader 

has established against the academician) with his coworkers who are not in direct LMX 

relationship with the same departmental head. Besides, if a departmental head only appreciates his 

academicians on a regular basis without making any improvement in the working conditions, he 

would be considered as insincere due to his pejorative behaviour hence he only uses his lip-service 
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without making any efforts to facilitate them (Khan et al., 2013). Consequently, it further reduces 

the IM of the academicians.   

While classifying LMX relationship into social and economic types of relationship, Sparrowe 

(2020) argued that when an individual performs exactly what is written in his job description 

leaving no way for superiors to raise any criticism, it is actually characterised by low-quality LMX 

relationship. In contrast to business managers in an industrial job, academicians are relatively more 

educated and most of them are well-trained individuals in their respective disciplines too. 

Considering their social and occupational responsibilities towards society, they invest most of 

their time in effectively performing the semester-wise schedule with their sincere efforts. 

Moreover, they try to invest the remaining time in other related activities such as research 

publications. Following the work situation, the academician may perceive that he has established 

a high-quality LMX relationship since he correctly performs all of his duties on time. Conversely, 

his leader starts to maintain a low-quality LMX relationship with him because, as Sparrowe (2020) 

also pointed out, an academician restricts himself in accomplishing in-role performance without 

engaging in extra-job activities. Thus, by and large, his leader maintains low-quality LMX 

relationship which results in reducing his IM. One of the abiding doctrine holds that “…groups, 

and group interaction, tend to inhibit creative work” (Mumford, 2003, p. 114). Similarly, 

academician’s perception of the good relationship with his supervisor such as chairperson, 

departmental head, dean, etc. may tend to intrinsically demotivate the same academician due to 

the aforementioned contextual differences as compared with non-Asian counterparts. 

The teaching profession is not different from other organizations in this respect. A sense of positive 

reciprocity is developed when people establish a sense of belongingness with peers. These peer 

workers act as social entities to put somehow a psychological influence on each other. Though, it 
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results in better communication with each other, it subtly originates the Pollyanna fallacy because 

people’s insistence on being overly optimistic does not always meet their expectations. For 

instance, the private business schools in Karachi are actually led by one individual or a group of a 

few people. This is more of a kind of ‘one-man show’ which legitimizes an individual to exercise 

majority of the power and authority with minimal involvement of what the industries require from 

the business graduates. This is one of the major reasons why we always listen to this devastating 

news that there is a substantial amount of expectancy gap between industry and business schools. 

Despite the fact that all of the stakeholders of a university including students, academicians, and 

the management strongly believe that this hiatus should be minimized because after graduation 

students have to serve the industry for decades. Therefore, it is imperative for the business school 

authorities to take serious proactive measures to bridge this gap.  

In continuation, it may be further argued that academicians are one of the most important entities 

in a university and their needs are required to be safeguarded as much as possible within the 

management’s financial capacity. Miserably, as discussed earlier, the ‘one-man show’ or despotic 

leadership in business schools, management leads to institutionalize a mechanistic structure that 

is characterized by a very high centralization, rigidness, and least structural and psychological 

empowerment. In the past, Hassan et al. (2014) have found that higher degree of centralization 

actually reduces employee CP in the Pakistani telecommunications industry. 

If an academician presents a creative idea in a departmental meeting, the same person is made 

responsible to manage the entire working; sometimes, including the implementation of the same 

idea with minimal financial and management support from the business school. This decision is 

mostly taken without assessing whether other team members are willing to participate in that idea 

that leads to embark on another major issue in private educational establishments where senior 
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faculty members stay calm and quiet in the meetings indicating that these people are not 

intrinsically motivated to float a creative idea. Despite the fact that they believe that their ideas 

could be useful for the institution, they stay tranquil in brainstorming sessions because they are 

already preoccupied with teaching assignments with additional responsibilities. For instance, 

private business schools assign additional responsibilities to a senior academician for looking after 

the affairs of research and publication unit without any financial benefits. In short, at this stage the 

teacher finds himself same as the manager which holds a list of responsibilities with no formal 

authority. A career-oriented teacher may accept this additional position considering that this would 

add certain value in his professional teaching career. Consequently, he mistakenly builds a 

perception that he has now established a high-quality LMX relationship with his superiors that’s 

why, he was chosen based on his research prowess. It only entails his personal perception without 

having an evidence that the management has the same views about the teacher. Soon he starts to 

realize that things are getting beyond his administrative control while working in a mechanistic 

structure. His high expectations towards the management get stifled causing a high degree of 

demotivation for the teacher. To conclude, since high-quality LMX relationship tends to reduce 

teacher’s motivation for creativity especially in the mechanistic structure of private business 

schools; management should institutionalize an organic structure which is more flexible and 

adaptive to task environment and is very useful to encouraging CP (Pan et al., 2012). Taken 

together, using context-specific examples, this study argues that the LMX relationship may reduce 

the intrinsic motivation of fulltime academicians in the private business schools of Karachi. This 

finding draws our attention in realizing the fact what Gouldner had recapitulated in 1960, "There 

is no duty more indispensable than that of returning a kindness”, however, “All men distrust one 

forgetful of a benefit" (Cicero as cited in Gouldner, 1960). 
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5.2.7 Intrinsic Motivation (IM) and Creative Performance 

 

The 7th research objective was to investigate the effect of IM on creative performance. As 

hypothesized, the findings revealed that IM has a statistically significant and positive effect on 

creative performance. It suggests that when academicians of private business schools are 

intrinsically motivated, they exhibit CP. Following the componential theory of creativity (CTC) 

and based on the practical significance of this finding through the effect size estimation of this 

hypothesized relationship, it is concluded that IM is one of the most important drivers for CP. 

Moreover, this result has been found consistent in numerous previous studies (e.g. Auger & 

Woodman, 2016; Hur et al., 2016; Muñoz-Pascual, & Galende, 2017) etc.  

 

A likely reason of this significant positive effect might be attributed to the fact that the primary 

function of IM is to control one’s attention, therefore, academicians tend to pay attention to resolve 

their problems when they are intrinsically motivated thereby, involved in their academic 

obligations. Because of this attention, they are more likely to self-regulate their own work behavior 

causing them more engaged in CP. Unfortunately, “…business hasn't caught up to this new 

understanding” (Pink, 201117) therefore, private business schools should also realize that their full-

time academicians could only exhibit CP when they are intrinsically motivated.  

In fact, the HEC of Pakistan routinely allocates maximum weightage to research contributions in 

ranking public, semi-government and private-sector universities in the country (British Council, 

2019). In addition to all international JCR impact-factor journals, HEC only recognizes a limited 

number of national academic journals as research contribution. Surprisingly at the moment, HEC 

does not recognize research papers published in Scopus or even ESCI-indexed journals for faculty 

promotion and PhD degree requirement. Consequently, faculty members are left with very limited 

numbers of journals at national level. This problem is further intensified when most of the national 
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HEC-recognized academic journals take up to two to three years from the first submission till the 

publication of the manuscript.  

 

Notably, the sample of this study comprised of only 15.3 percent PhD faculty (Table 4.8). Previous 

Pakistani studies (e.g. Ahmad et al. 2015) have also reported less number of doctoral faculty in 

their related surveys. With minor exceptions, as explained earlier that it may be most of the 

academicians in business schools are not trained researchers. These minor exceptions include 

those faculty members who are self-motivated in writing research papers despite their normal 

teaching responsibilities and they have been contributing well in basic and applied researches even 

before completing their PhD qualification. Quite interestingly, some of them are those non-PhD 

faculty members whose research works are cited by international authors in top-tiered impact 

factor journals more than a PhD faculty. Because prospective students and their parents are largely 

obsessed and influenced by the HEC ranking of a business school in Pakistan, and in order to 

receive a high ranking by HEC, private business schools tend to spontaneously assign three or four 

research papers to each faculty member in addition to his/her course loads (generally at least six 

courses in a full semester such as spring and fall semesters). It renders them less capable to manage 

their academic responsibilities which ultimately tends to reduce their motivation level for 

creativity. In other words, intrinsically–motivated academicians tend to exhibit CP than their 

counterparts.    

5.2.8 Mediating Role of Intrinsic Motivation Between LCEs and CP 

 

The 8th research objective was to ascertain the mediating role of intrinsic motivation for the 

relationship between LCEs and creative performance. As expected, the findings revealed that 

intrinsic motivation significantly mediated the relationship between LCEs and CP. It clearly 

suggests that IM provides a mediating mechanism through which LCEs can indirectly affect the 
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CP of academicians in the private business schools. Due to the nature of mediation in this study, 

it may be argued that the management of private business schools in Karachi should seriously 

realize that unless and until academicians are not intrinsically motivated, they are less likely to 

exhibit CP.  

The academicians of universities are generally more educated than the employees working in a 

‘for-profit’ business organization. It enables the academicians to explore cost-effective creative 

ideas for the development and improvement of course curriculum, contents, pedagogy, and all of 

their related instruments for an effective and efficient delivery of course objectives in their 

classrooms. Especially during and post COVID-19 pandemic situation, the management of private 

business schools expects their academicians more in terms of curricular, co-curricular as well as 

extra-curricular activities. One of the prime LCEs is to identify creative ways through which 

students may be more engaged in their online classes. It is important to note that engaging students 

may turn out to be a serious challenge in private universities because they would be unable to 

rationalize in charging heavy semester fees when there are no face-to-face academic activities in 

classrooms. Students and their parents generally demand in a substantial reduction in semester 

fees due to merely online classes because universities save substantial amount of money in 

administrative costs due to online classes such as utility bills etc. Parents and self-funded students 

believe that they should be the beneficiary of this savings considering that majority of these 

students and parents had lost their jobs due to pandemic situation. Although, one or two private 

universities in Karachi have facilitated their registered students in waiving 50% of their total 

semester fees, the problem of engaging students in online classes still remains an issue. Therefore, 

leaders have further raised their creativity expectations from their academicians such that the 

academicians are more likely to generate creative ideas to engage these students in pandemic 
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situation, in particular. To achieve this strategic goal, the academicians ought to be more 

intrinsically motivated for CP because they need to utilize their divergent thinking skills and 

abilities to generate novel and useful ideas to better suffice their LCEs. This is only possible when 

academicians are intrinsically motivated for CP. In this regard, the findings indicated that LCEs 

can be useful in intrinsically motivating the academicians for CP. 

 

Undoubtedly, specific, measureable, attainable, realistic, time-bound (SMART) expectations built 

from the management of business schools could certainly induce an energy in academicians for 

divergent thinking so that they could generate novel and useful ideas not only to improve their 

teaching pedagogy in classrooms, but also in developing their own professional career especially 

in the scenario when the job market in the private sector has been more hyper-competitive in post-

pandemic situation. Elderly employees prefer to work in a centralized environment and they 

become risk averse which restrains them from CP (Kalyar, 2011). In contrast, 83.4% respondents 

of this study are ≤ 40 years of age (Table 4.8) indicating that they are either young or belong to 

middle-age due to which they may have relatively more tendency to take risky decisions and 

generate creative ideas. Hence, a relatively higher LCEs may be associated with these cohorts of 

academicians which may only be materialized if these academicians are intrinsically motivated. 

In short, the findings revealed that intrinsic motivation provides a mediating mechanism through 

which LCEs indirectly affect CP of academicians in the private business schools of Karachi, 

Pakistan. 

5.2.9 Mediating Role of Intrinsic Motivation Between CSE and CP 

 

The 9th research objective was to investigate the mediating role of intrinsic motivation for the 

relationship between CSE and creative performance. As expected, the findings revealed that 

intrinsic motivation significantly mediated the relationship between creative self-efficacy (CSE) 
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and creative performance (CP). It clearly suggests that IM provides a mediating mechanism 

through which CSE can indirectly affect the CP of academicians in the private business schools. 

 

In fact, the CSE of academicians represent their individual belief that they are capable enough for 

CP. Consequently, this firm belief in their competencies leads to increase their intrinsic motivation 

for creative performance. Following the basic doctrine of the social-cognitive theory (Bandura, 

1977) which holds the principle of ‘self-reinforcement’ which takes place in situations in which 

academicians: a) develop principles for their own behavior; and b) appraise their behavior against 

these principles. Thus, the person would remain involved only in those activities in which s/he 

believes to be prosperous. In fact, this is the CSE of the academicians which reflects their ability 

to yield desired outcome in the form of CP. People tend to resist in engaging themselves for CP 

when they perceive that their attempts will turn out to be unsuccessful; resulting in underscoring 

their motivational relevance to CSE. Therefore, the academicians tend to quit applying their 

divergent thinking prowess for CP when they mainly possess a low level of CSE that is largely 

characterized by their feeling / anticipation that their conduct would not have any meaningful 

effect on the ongoing scenario. In short, the CSE of academicians is one of the essential factors 

which intrinsically motivate them for CP.   

 

In essence, a strong CSE belief of academicians is an essential integral component of their intrinsic 

motivation for CP. Those with higher level of CSE beliefs enjoy their creativity-related tasks and 

maintain consistency in CP. Consequently, their leader finds them more involved in the creative 

thinking process which makes more sense to the subordinates. It is because the academicians with 

higher degree of CSE tend to take relatively more risks in generating creative ideas to better 

perform their teaching responsibilities. Moreover, they exert more energy to utilize their cognitive 
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thought process, analytical prowess, and domain-specific knowledge. Those with CSEs are 

generally more capable enough to visualize disparate perspectives and to critically analyze, 

synthesize and consolidate most appropriate solution(s) to figure out a particular academic 

problem at business schools. In short, CSE provides academicians with a momentum in which 

their strong CSE beliefs generally improve their perseverance and self-coping endeavors they will 

exhibit CP while dealing with challenging tasks and assignments. Therefore, the findings revealed 

that intrinsic motivation provides a mediating mechanism through which CSE indirectly affects 

CP of academicians in the private business schools of Karachi, Pakistan. 

 

5.2.10 Mediating Role of Intrinsic Motivation Between LMX and CP 

 

The last research objective was to investigate the mediating role of intrinsic motivation for the 

relationship between LMX relationship and creative performance. As expected, the findings 

revealed that intrinsic motivation significantly mediated the relationship between leader-member 

exchange (LMX) and creative performance (CP). It clearly suggests that IM provides a mediating 

mechanism through which LMX can indirectly affect the CP of academicians in the private 

business schools. It implies that CP of academicians will substantially increase with the increase 

of LMX relationship with his head of department (HOD). Thus, it will be useful to leverage the 

implications of LMX relationship in private business schools. It needs a formal realization that 

creativity demands the acquisition of various organizational resources which may be easily 

acquired when the teacher belongs to the ‘in-group’ of the LMX relationship with his HOD. It 

means that good LMX relationship could potentially ease the pathways of gaining access to 

resources faster and better than those academicians who stay in the ‘out-group’ of LMX 

relationship.  
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Although, the relationship between LMX and individual CP is a complex phenomenon, that can 

be shaped in different work settings too (Guo et al., 2016) such as hospitality research (Wang, 

2016). In fact, a high-quality relationship between an academician and his immediate leader (e.g. 

head of department) tends to stimulate energy in him/her which may be further utilized in work 

and, therefore, it could raise the level of his active involvement in CP. More precisely, this mutual 

relationship imposes a great deal of influence on academicians such that they need to reciprocate 

the same by realizing more responsibilities in their work. The academician is confident enough to 

exercise every possible effort to substantiate their classroom activities with novel and useful ideas 

solely for the improvement of creative thinking skills in co- and extra-curricular activities of 

university students. Therefore, academicians should not only encourage creative ideas from 

students, but they should also be more adaptive towards contemporary technologies such as 

actively using free virtual learning portals online for his regular classroom proceedings. The aim 

remains to better provide students with creative ways to communicate course’s objectives and 

state-of-the-art course-related contents which could enable the business students in facing future 

professional challenges such as making proactive decisions under the situation when a company 

faces its turbulent time.  

Furthermore, as a result of high degree of mutual trust, frequently-available suggestions and 

facilitations of scarce resources whenever they are needed, and above all, the leader’s confidence 

in the competencies of an academician, the academician also develops a sense of advocacy and 

likeability from their respective leader which intrinsically motivate them for CP. In short, the 

findings revealed that intrinsic motivation provides a mediating mechanism through which LMX 

indirectly affects CP of academicians in the private business schools of Karachi, Pakistan. In short, 



244 
 

the finding is consistent with the LMX theory in the sense that high quality of reciprocal LMX 

relationship drives IM of academicians to excel at their CP.  

 

5.3 Contribution to the Academic Literature 

This study used Herzberg’s (1959) two-factor theory of motivation to develop its conceptual 

framework supported by Amabile’s (1983b) componential theory of creativity (CTC) and LMX 

theory (Graen & Uhl-Bien, 1995). Based on multivariate empirical examination, this study 

suggested that LCEs and LMX could serve as hygiene factors, whereas CSE as an intrinsic 

motivating factor for the CP of academicians. On contrary to expectations, it was revealed that an 

increasing rate of LCEs and LMX may reduce the IM in private business schools of developing 

countries. Moreover, this study cautiously refutes the fundamental doctrine of Pygmalion effect 

which suggests that an increase in expectations will also increase individual’s performance. In 

contrast, this study found that there is no direct effect of LCEs on the CP of academicians. 

This study argued that it would definitely inculcate creative thinking skills among students if their 

academicians are capable enough to perform creatively in their pedagogy. This study advances the 

current academic literature on employee creativity in the higher education context by providing a 

new conceptual framework which involves two personal factors (CSE and IM) and two contextual 

factors (LMX and LCEs) to investigate their direct and specific indirect (mediating) effects on CP.  

This study substantiates the theoretical relationship of IM with four other study variables in the 

sense that IM significantly mediates the relationship between LCEs and CP, between CSE and 

CP, and between LMX and CP. Thus, it supports the two-factor theory as well as CTC which hold 

that IM is the most important construct for people for CP. Furthermore, the findings also support 

the LMX theory which suggests that LMX serves as a key role in shaping the attitudes and 
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behaviors of subordinates. In short, the findings of this study seeks to add in the creativity literature 

by providing a lens through which future studies may be directed in various different dimensions 

of qualitative and/or quantitative research. 

5.4 Practical Implications 

This study presents encouragement for private business schools to take leader’s expectations, CSE 

and LMX relationship into account in order to intrinsically motivate full-time faculty members for 

CP. With this study’s conceptual framework, business schools may initiate different cost-effective 

measures to motivate their faculty members for exhibiting creativity. Notably, this framework 

makes a small attempt to combine three different theoretically-driven concepts (i.e. expectations, 

SE and quality of relationship) for the sole purpose to intrinsically motivate the subjects for CP in 

their respective academic disciplines. To observe the academicians’ CP, it is essential to motivate 

them first because a demotivated teacher is less likely to engage in creative work. Similarly, it 

would be least meaningful and irrational to expect academicians’ CP in the absence of their IM.     

A significant amount of investment from the higher education institutions in leveraging pedagogy 

is extremely important because it is believed that a teacher has to be creative in creating, acquiring 

and disseminating useful and contemporary knowledge to students and colleagues. In other words, 

if a teacher is not creative then the transfer of creative knowledge to all recipients will be highly 

questioned. Furthermore, a creative teacher enables his/her students in developing divergent 

thinking with review to originate multiple new and useful cost-effective solutions to a particular 

problem in question. A well-developed and well-trained student with high end of creative thinking 

skills and abilities can serve better in his/her chosen field of occupation. Consequently, these 

students could develop and present multiple unique and cost-effective solutions to a particular 
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business problem in such a manner that the organization could thrive by gaining competitive 

advantage on time over its rivals in the higher-education industry.  

Besides, when a creative academician works in a team formation he/she fosters other team 

members in developing and strengthening their knowledge, skills and abilities (KSAs) in terms of 

envisaging, explicating, relating, and debating different strategic options, business models and 

reengineered practices. In short, a teacher’s CP has substantial effect on both growth and 

prosperity of businesses and societies. Therefore, in addition to supportive organizational contexts, 

it is also essential to hire such full-time academicians at first place who have shown a proven track 

record of their inclination towards CP.  

In a nutshell, this study puts forward a few practical understanding in three streams especially in 

the context of private business schools of Pakistan as briefed below. First, LCEs are important to 

intrinsically motivate academicians for creative performance, however, in the context of this study, 

the management including departmental heads should be careful in raising their expectations with 

their full-time academicians because it was found that since there is a deficiency of trained 

researchers with doctoral qualification in almost all of the business schools of Sindh province, 

these full-time academicians are less likely to engage in basic and applied research activities 

primarily due to their limitations in terms of research methodology, statistical data analysis, 

inductive and critical reasoning etc. Somehow, the leader’s expectations may increase CP to some 

extent, however, a series of unregulated expectations tend to demotivate academicians for creative 

thinking. This situation may be further proliferated when there is an absence of less creative 

atmosphere in workplace. Therefore, the philosophy of Pygmalion effect (i.e. expectations lead to 

performance) may not be observed. It may only be strengthened if a careful examination of 



247 
 

academicians’ occupational needs is put in place such as assessment of specific and customized 

training needs required by a fulltime teacher for CP.          

Second, this study suggests that CSE plays a concrete role in motivating academicians for CP. It 

has shown a direct positive effect on CP as well as a specific indirect effect through IM. It implies 

that the academicians should focus on enhancing their CSE by taking various steps. For instance, 

academicians should first develop a basic understanding and strong belief that a meaningful 

creative ideology and action are essential and productive ingredients not only for the cognitive 

development of students and themselves, but also help them enable their students in better 

understanding the objectives a course. Again, technology acceptance and an optimistic attitude 

towards growth and development are beneficial to achieve this cause. Academicians should equip 

themselves with a dynamic personality which could prepare them to be highly receptive towards 

every possible original and useful ideas for the sole development of all concerned.  

In the context where there are vast majority of academicians without a doctoral education, the 

management of business schools should also invest their organizational resources to help these 

untrained faculty members in leveraging their CSE. These resources specifically include 

relationships with outside trainers and/or consultants who could extend their services in building 

the CSE of these young business school academicians particularly in two streams: a) to help them 

explore and personally witness different benefits of being creative in the teaching profession; and 

b) to enable them in coping up with their personal and occupational shortcomings due to which 

academicians seldom become risk-averse in exhibiting CP.  

Besides, it is also important for leaders to realize why senior academicians often do not exhibit 

CP; why do they regularly stay calm and quiet during departmental meetings leading the 
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management or HODs to adopt such creative actions which they should have avoided at first place. 

A likely reason is that they might have witnessed unexpected and unpleasant consequences 

whenever they floated their creative ideas in past meetings. This intricate situation may be resolved 

if the HODs could identify such senior faculty members and make corrective actions to 

intrinsically motivate them such that these academicians could start to present their novel and 

useful ideas to solve an academic and/or administrative problem in question. Undoubtedly, it is a 

difficult yet a challenging task to motivate them for CP because their tranquility has been deeply 

grounded due to their past unpleasant experiences and observations (due to their Pollyanna fallacy) 

which would restrict them to come out of their comfort zone. In short, at one side the management 

of business schools should strive to search for the reasons why these senior faculty members have 

either no or less IM for CP; and on the other side, the HODs should also take cost-effective 

measures to mitigate any potential shortcomings which inhibit these senior academicians for CP. 

Third, the philosophy of LMX holds that leaders establish a differentiated kind of quality of 

relationship with their followers which later they expect to be reciprocated by their followers. Due 

to an overall high power distance culture in Pakistan (Hofstede, Hofstede, & Minkov, 2010), 

academicians in business schools may find it quite devastating in exhibiting creative actions. 

Albeit, some academicians who find themselves quite comfortable in adjusting to the said culture 

could perhaps continue to perform creatively, whereas academicians with relatively low tolerance 

level tend to find the said culture as one of the inhibiting factors towards their CP.  

Indeed, a quality of relationship is truly an organizational resource which provides all of its 

members with an excellent opportunity to get benefits from external entities such as working on 

different applied research projects with academicians and researchers from other business schools, 

for instance. In this regard, the LMX relationship plays a key role in exercising these mutual 
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benefits. For example, a teacher seeks an opportunity in his discipline to work on a research project 

in collaboration with a very senior faculty member of an international business school, however, 

he may not be authorized to collaborate with external entities because he is an ‘out-group’ member 

of the LMX relationship with his HOD. Consequently, he could neither capitalize on this excellent 

opportunity to embark on his prowess nor he could be in a position to disseminate his creative 

abilities to other business school academicians and research associates. Therefore, it is important 

to first realize that since leaders differentiate their subordinates in either in-group or out-group due 

to their in-role task performance, there might be a few people in the ‘out-group’ who are more 

creative than ‘in-group’ people. Thus, HODs and the management of business schools should not 

compromise the required CP merely over their personal likeability. Indeed, leader’s likeability of 

a sub-ordinate is formed over a period of time on the basis of the outcomes of certain given 

assignments, however, it is equally important to realize that this cognitive differentiation under 

LMX relationship would certainly dampen the CP of full-time academicians especially those who 

are in ‘out-group’ zone. In short, LMX is found to be a very profound predictor of both IM and 

CP. 

5.5 Limitations and Directions for Future Studies 

The findings of this study should be viewed in light of the following limitations. Moreover, 

directions for future studies are also discussed which potentially emerge from these limitations. 

Besides, some additional suggestions for future studies in terms of exogenous variables, mediators 

and moderating variables are also discussed. 

First, the useable sample of this study accounted for a very limited number of senior professors of 

business administration i.e. 3.6% associate professors and only 0.7% full professors (Table 4.8). 
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This might be attributed to a context-specific fact that in both public and private universities, a 

lecturer with 18 years of education or equivalent may be promoted to the position of an assistant 

professor even without having a doctoral degree. Nevertheless, as per the recent eligibility criteria 

of HEC Pakistan, a very lesser number of assistant professors in universities actually qualify to be 

promoted as associate professors. Similarly, the promotional requirements are further intensified 

for associate professors to be promoted as full professors. Surprisingly, professors holding 

emeritus status are hardly observed in universities especially in business schools. Therefore, 

similar to the useable sample of Kim and Choi (2017) which comprised of 43% full professors, 

25% associate professors, 24% assistant professors, etc., future studies may seek to gather sample 

from different disciplines such as hard sciences in which there are comparatively a higher 

proportion of senior professors with doctoral qualification.  

Particularly with reference to teacher’s CP of universities especially the postgraduate researchers 

at high-profiled research institutes e.g. HEJ Research Institute of Chemistry of University of 

Karachi, has been actively involved in registering patents in Pakistan of international standards. 

Future studies may work on applying the conceptual framework of this study in those social 

contexts too. Since intellectual property rights e.g. patents, copyrights, trademarks etc. reflect the 

objective evidence of an individual’s creative prowess therefore, it is strongly believed that further 

examination of CP in said direction using experimental design would potentially contribute in our 

knowledge to further understand CP especially in largely-ignored fields in developing countries 

such as music, liberal arts, creative writing, entrepreneurship etc.   

Second, this study used a cross-sectional research design in which data were collected at one 

particular point in time. It limits this study in the sense that it derived only the causal relationships 

among study variables by condoning the dynamics of the variables (Zhao & Guo, 2019), unable 
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to measure expected versus experienced events (Hoorens, 2012) and do not examine a cause-and-

effect relationship (Tabachnick & Fidell, 2014). Therefore, future studies may seek to gather 

responses at two or three points in time using a longitudinal design (Singer & Willett, 2003) with 

the aim to observe discernible trends. Moreover, latent growth curve modeling (LGCM) may also 

be used to investigate the trends of behavior of one’s CP (such as before, during and after gaining 

a doctoral qualification) which tends to spread over at least more than three time points (Byrne, 

2016; Kline, 2016).  

Besides, multi-group analysis (MGA; Kock, 2014) may also be performed on the basis of say, 

designation. Both longitudinal studies and MGA would provide better understanding of CP over 

a period of multiple time points as well as across multiple categories of a demographic variable 

respectively. For example, future studies may find out whether CP of university academicians 

increases with the passage of time when a teacher gets a gradual promotion (i.e. from lecturer to 

full professor) in one’s academic or professional career in a specific social context. Finally, 

considering some noticeable criticisms against cross-sectional design, Spector (2019) not only 

provides excellent comparisons between cross-sectional and longitudinal designs, but also 

suggests very useful guidelines to researchers in order to improve the probability of getting their 

work published in impact factor journals even in the presence of cross-sectional design.   

Third, this study used a single-sourced data which may be affected by CMV bias (Podsakoff et 

al., 2003) because one respondent answered all of the items of both exogenous as well as 

endogenous latent variables. Although, this study incorporated both methodological and statistical 

procedures to mitigate and test the potential effect of the CMV bias respectively, future studies 

may seek to gather multi-sourced data. For example, CP may be rated by immediate supervisors 

and rests of the exogenous and mediating variables may be completed by the individual himself 
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(c.f. Aleksić et al., 2016). Future studies may use “temporal separation” method to account for 

momentary time factors (e.g. mood of the respondent) which may cause CMV bias (Spector, 

2019). Rather than cross-sectional data, a nested or hierarchical data would be emerged due to 

several matched cases i.e. one supervisor will be rating the CP of all of his subordinates. It leads 

future studies to use hierarchical linear modeling (HLM) or multilevel structural equation 

modeling (MLSEM) techniques to ascertain the effects of group-level variables (e.g. team 

heterogeneity, team dynamics) on individual-level variables (e.g. creative work behavior, 

intention to incubate new ventures). Besides, future studies may also concentrate on examining 

team creativity (Kurtzberg, 2005) and managerial creativity (Scratchley & Hakstian, 2001) using 

either LGCM or MLSEM. Furthermore, to address CMV bias issues methodologically, 

researchers may also add a marker variable (Podsakoff et al., 2003) in their conceptual framework 

and survey questionnaire. This unique type of variable is generally added with the sole purpose of 

accounting for CMV bias without having any theoretical relationship with any of the latent 

variables used in the research framework.  

Fourth, this study is delimited to the private business schools of Karachi encompassing over 96 

coverage of all private business schools of Sindh province – the second largest province of 

Pakistan. Future studies may seek to work on applying the conceptual framework of this study on 

other disciplines such as media sciences, liberal arts, fashion designing, entrepreneurship etc. 

Indeed, these disciplines are among the substantially-ignored areas in basic and applied research. 

It is believed that if quality of research is carried out in these disciplines, novel and useful ideas 

may be emerged which could not only attract potential venture capitalists to transform (or convert) 

the idea into a reality, but also young and fresh university graduates would get better employment 

opportunities in their home city. On a broader spectrum, it may also be expected that with the 
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tangible and intangible support from civil society and especially from the provincial government, 

unemployed university graduates will find lucrative opportunities to incubate new business 

ventures at small scale. In short, studying creativity in aforementioned disciplines would result in 

useful societal implications.      

Fifth, this study reported the adjusted R2 value of IM as 0.298. In its simplest terms, only 29.8% 

of the total variance was explained by the three exogenous latent variables named LCEs, CSE, and 

LMX in explaining the IM. Therefore, future studies may include other relevant predictors of IM 

such as creative personality (Kim & Choi, 2017), creative personal identity (Karwowski, 2016), 

worker creative environment perceptions (Mayfield & Mayfield, 2010), effectiveness of creativity 

training (Scott, Leritz, Mumford, 2004), extrinsic rewards (Chang & Shih, 2019), environmental 

factors (Ramos et al., 2018), proactive personality (Akgunduz, et al., 2018), habitual patterns of 

thought (Verhaeghen, Trani, & Aikman, 2017), intelligence (Ojha, Indurkhya, & Lee, 2017) etc. 

Sixth, this study only catered the CP of fulltime business school academicians, however, it is 

believed that adjunct or visiting faculty members may also serve a useful target population in 

future studies because visiting faculty members not only often teach multiple courses in a semester 

in different private business schools, but also hold industry experience. It leads them to better 

exercise novel and useful ideas in their classroom. Therefore, future studies may look into this 

direction, however, due to a frequent switch-over of adjunct faculty members from one school to 

another, there would be a substantial need to institutionalize a suitable ‘mechanism’ in terms of 

research methodology and data collection, in particular. Besides, a comparative study using 

comparable sample size from adjunct and fulltime faculty members may also give deeper insights 

of CP such as a) whether adjunct faculty members tend to exhibit better creativity than their 

counterpart; b) what are the exogenous variables which are relatively more important in predicting 
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the IM of an adjunct faculty members for creative performance than the fulltime academicians, 

etc. In short, it is argued that an adequate sample having high statistical power and effect size from 

adjunct faculty members may lead to further understanding of academician’s creativity in varied 

disciplines as highlighted earlier.  

Similar to a number of previous studies, meta-analyses and componential theory of creativity, this 

study also endorsed that IM alone accounted for over 50.8 of the total variance in predicting CP 

(adjusted R2 was 0.508). Nevertheless, future studies may consider other mediating variables such 

as organizational politics (Ozturk & Karatepe, 2019). Besides, future studies may also consider 

moderating variables for the relationship between IM and (individual or team) CP e.g. climate for 

creativity (Hunter et al., 2007), metacognition (Puryear, 2015), creativity-related cognitive process 

(Miller, 2014), climate of informality (Morand, 1998), and goal or career orientation (of 

academicians and students (Gong et al., 2009; Pachler et al., 2019). Similarly, organizational 

identification may also moderate the relationship between IM and employee creativity. So far, this 

important variable has been used as an independent variable to predict different organizational 

outcomes, however, a very little is known about its moderating impact between IM and CP. 

Furthermore, future studies may contribute in the body of knowledge of creativity literature by 

connecting dynamic componential theory of creativity (Amabile & Pratt, 2016) with other theories 

such as theory of belongingness (Baumeister & Leary, 1995). Indeed, it is strongly believed that 

although, higher IM results in higher CP, however, this positive relationship could diminish when 

employees experience several instances of workplace mistreatment such as ostracism i.e. 

employee exclusion or shunning in workplace. Theory of belongingness maintains that people 

prefer to belong to other people in the social circle hence, dislike to be excluded in the workplace. 

In short, some useful insights can be foreseen in terms of empirical evidence of the moderating 
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role of workplace ostracism between IM and CP. Similarly, other newly-developed theories such 

as leadership-motivated excellence theory (LMX-T; Graen & Schiemann, 2013) and 

ambidexterity theory of leadership for innovation (Zacher et al., 2014) may be connected with 

dynamic componential theory of creativity with review to strengthen our deeper understanding of 

creative performance. 

Besides, following the suggestion of Puente-Díaz (2016), future studies may also test 

Karwowski’s short scale of creative self-concept (SSCS; Karwowski, 2016) as an alternative to 

Carmeli and Schaubroeck’s (2007) eight-item CSE scale. Both scales have reported good 

psychometric properties. Besides, future studies should also include a moderating variable 

between LCEs and IM because this study found a significant, but negative relationship between 

the two latent constructs (Table 4.15). In particular, it is anticipated that the effect of this inverse 

correlation may be dampened if joint moderators are introduced between LCEs and IM such as 

extrinsic rewards, recognition of efforts, teacher’s career orientation, proactive personality, 

psychological empowerment etc. The idea is that an appropriate (joint) moderating variable may 

possibly strengthen the IM of academicians for CP.  

Recently, Mainemelis, Kark, and Epitropaki (2015) conceptualized creative leadership in the form 

of three different contexts based on the axes of leader’s and followers’ creative contributions. It 

includes: a) facilitating; b) directing; and c) integrating. In fact, these three courses of action 

represent the specific styles of a creative leadership. For instance, Mainemelis et al. (2015) argued 

that a creative leader ‘facilitates’ the creativity process when there is a high followers’ creative 

contributions with very low leader’s creative contributions. In contrast, ‘integrating’ style of 

creative leadership is adopted when the creative contributions from both the leader and the 

followers are high18. Future studies may develop their research framework by integrating the 
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construct of creative leadership with the conceptual framework of the present study. For instance, 

it could be hypothesized that creative leadership may have a positive effect on LMX quality of 

relationship between leader and follower to intrinsically motivate the follower for exhibiting 

creativity in workplace. Besides, it could also be empirically examined which one of the three 

forms of creative leadership (facilitating, directing or integrating) tends to reveal a substantial 

practical significance (i.e. effect size) in predicting (nor merely explaining) the IM for CP. In short, 

future studies may manifest various research streams through this unprecedented research domain 

also.     

Lastly, to date authors have emphasized LMX relationship as a predictor of various follower’s 

outcomes such as motivation and performance. Very recently, one of the LMX authorities -Robert 

C. Liden with his colleagues (i.e. Xu, Lio, Cai, Liden, 2019) found that when a follower takes a 

charge of an assignment by assuming more occupational responsibilities with personal interests, 

it positively builds the leader’s perception which is ultimately translated into their higher LMX 

relationship. Therefore, future studies may direct their research framework from the viewpoint of 

a ‘reverse’ lens suggesting that follower’s attributes can revitalize the quality of LMX relationship. 

Besides, future studies may also investigate the effect of dialectical leadership on CP especially in 

an Eastern context as per the recent research call of Han and Bai (2020).   

5.6 Conclusion 

 

Individual creative performance is recognized as the top-most leadership prowess in the 21st 

century which tends to put a greater emphasis on enhancing and enriching the creative 

performance. The hyper-competition in today’s turbulent era (especially in the post COVID-19 

pandemic situation) not only intensifies the management’s thrust to optimize creative performance 



257 
 

of academicians, but also catapults substantial amount of pressure upon them for generating novel 

and useful ideas to solve academic and administrative problems. Thus, academicians’ creative 

performance in the higher education sector sets a greater demand in revitalizing both course 

contents and pedagogical instruments and mechanisms by introducing creative ideas in their 

respective educational establishments. All of these management demands are less likely to observe 

in practice until academicians are not intrinsically motivated enough to perform creatively.  

This study makes a small attempt to present a new conceptual framework for measuring creative 

performance by combining two-factor theory, componential theory of creativity and leader-

member exchange theory. It assumes that the same framework may be tested in other social 

contexts too. This study propels the fundamental underpinnings of the first two theories that 

intrinsic motivation for creative performance may be predicted by leader creativity expectations, 

creative self-efficacy of the individual and the leader-member exchange quality of relationship 

between the individual and his/her superiors. This conceptual framework demonstrated acceptable 

predictive validity. Results are thoroughly discussed in light of practical implication. Moreover, 

methodological contribution and contribution in the academic literature are also described. It 

finally follows limitations and directions for future studies. 
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Effects of Leader Creativity Expectations, Creative Self-Efficacy, and 

Leader-Member Exchange on Creative Performance:  

A Mediating Role of Intrinsic Motivation 

Dear respondent: 

 

As a partial fulfilment of the requirement for PhD (Human Resource Management), this 

questionnaire is intended to collect data about the impact of leader creativity expectations, creative 

self-efficacy, and leader-member exchange on teacher’s creative performance. In addition, it also 

attempts to investigate whether intrinsic motivation mediates the relationship between leader 

creativity expectations, creative self-efficacy and leader-member exchange, and teacher’s creative 

performance. Please note that, unlike the ‘objective’ measurement of teacher’s creativity i.e. total 

number of research publications produced in given years, this study concentrates on the 

‘subjective’ self-report perception of creative performance. Typically, the ideal respondent will be 

the full-time faculty working in HEC-recognized private business schools of Karachi, Pakistan. 

Since this questionnaire involves both time and resource implications, you are kindly requested to 

accurately provide your responses to all of the items. Besides, there is no preferred or correct 

answer, so an honest appraisal of all of the items is requested. The identity of respondents and 

information provided by them shall remain confidential and will be used for academic purpose 

only. 

 

Thank you very much for your participation. 

 

Sincerely, 

Muhammad Shahnawaz Adil 

PhD (HRM) Candidate, 

School of Business Management, College of Business,  

University Utara Malaysia, Kedah, Malaysia 

 

Email:  adil.s@iuk.edu.pk  

Cell:  0322 274 8998 

mailto:adil.s@iuk.edu.pk
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Impact of Leader Creativity Expectations, Creative Self-Efficacy and 

Leader-Member Exchange on Creative Performance:  

Mediating Role of Intrinsic Motivation 
 

Section ‘A’ 

Demographic Information 

Please use a tick mark or circle the most appropriate answer that applies to you. 

 

Gender:  ____ Male ____ Female 

 

 

Age (years):  ____ Between 25 and 30 ____ Between 31 and 35  

 

____ Between 36 and 40 ____ Between 41 and 45 

 

____ Between 46 and 50 ____ Above 50 Years 

 

 

Education: ____ MPhil / MS only ____ Enrolled in a PhD program 

 

____ PhD / DBA  ____ Post Doctorate  

 

 

Designation: ____ Lecturer   ____ Assistant Professor  

 

____ Associate Professor ____ Professor 

 

 

Administrative Responsibility: 

 

  ____ None   ____ Head of Department   

 

____ Dean/Associate Dean ____ Chairman/Chairperson  

 

____ Director (Research & Publications) 

 

____ Director Academics ____ Manager (e.g. Evening MBA Program) 

 

  ____ Others (Please specify) _________________________________________ 

 

 

How long have you been working with your current supervisor/immediate boss? 

 

____ Less than a year  ____ 1 to 3 years ____ 4 to 6 Years   

 

____ 7 to 9 years  ____ 10 years or more  
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Total No. of Research Publications (in the last 5 years): 

  

  ____ Between 1 and 5  ____ Between 6 and 10  

  

  ____ Between 11 and 15 ____ More than 15 Publications 

 

 

Total University Teaching Experience: 

 

____ 1 to 5 years ____ 6 to 10 Years  ____ 11 to 15 years   

 

____ 16 to 20 years ____ Above 20 years 

 

 

Total Industry Work Experience: 

 

____ None   ____ Less than or equal to 5 years  

 

____ More than 5 years 

 

 

Post-PhD Teaching Experience: 

 

____ None/Not applicable ____ Less than a year ____ 1 to 5 years  

 

____ 6 to 10 Years   ____ 11 to 15 years ____ More than 15 years 

 

 

Marital Status: 

____ Single   ____ Married    

 

 

 

 

Section ‘B’ 

 

There is no right or wrong answer to the following questions; therefore, you are humbly requested 

to provide your honest and thoughtful response to each item. All responses shall remain 

confidential and will be used for academic purpose only.  
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Leader Creativity Expectations 
 

 Not 

at all 

(1) 

To little 

extent 

(2) 

To some 

extent 

(3) 

To a large 

extent  

(4) 

To a very 

large extent 

(5) 

1. It is my perception that my supervisor 

thinks of me as a creative teacher.  

     

2. It is my perception that my supervisor 

thinks that creativity is important for 

me as a teacher. 

     

3. My supervisor expects me to be 

creative. 

     

4. My supervisor would probably be 

disappointed in me if I was not 

creative. 

     

 

Creative Self-Efficacy 

 
 Strongly 

Disagree 

(1) 

Disagree 

(2) 

Undecided 

(3) 

Agree 

(4) 

Strongly 

Agree 

(5) 

5. I will be able to achieve most of the goals 

that I have set for myself in a creative 

way. 

     

6. When facing difficult tasks, I am certain 

that I will accomplish them creatively. 

     

7. In general, I think that I can obtain 

outcomes that are important to me in a 

creative way. 

     

8. I believe I can succeed at most creative 

endeavour to which I set my mind. 

     

9. I will be able to overcome many 

challenges creatively. 

     

10. I am confident that I can perform 

creatively on many different tasks. 

     

11. I can do most tasks very creatively.      

12. Even when things are tough, I can 

perform quite creatively. 
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Leader-Member Exchange 

Note: This variable attempts to measure the quality of relationship between you and your 

immediate supervisor. Please use a tick mark or circle your responses. 

13. Do you know where you stand with your leader… do you usually know how satisfied 

your leader is with what you do?  

 

Rarely      Occasionally       Sometimes       Fairly Often       Very Often 

 

14. How well does your leader understand your job problems and needs?  

 

Not a bit     A Little       A Fair Amount       Quite a Bit      A Great Deal 

 

15. How well does your leader recognize your potential? 

 

Not at All       A Little        Moderately        Mostly        Fully 

 

16. Regardless of how much formal authority he/she has built into his/ her position, what are 

the chances that your leader would use his/ her power to help you solve problems in your 

work? 

 

None         Small          Moderate           High         Very High 

 

17. Again, regardless of the amount of formal authority your leader has, what are the chances 

that he/ she would “bail you out,” at his/ her expense? 

 

Note: ‘Bail you out’ means: ‘rescue you from a difficulty’ 

 

None         Small          Moderate           High         Very High 

 

18. I have enough confidence in my leader that he/she would defend and justify my decision 

if I were not present to do so? 

 

Strongly Disagree           Disagree              Neutral           Agree         Strongly Agree 

 

19. How would you characterize your working relationship with your leader? 

 

Extremely Ineffective               Worse Than Average                   Average 

 

                         Better Than Average                      Extremely Effective 
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Intrinsic Motivation 

 

Please indicate the extent to which you agree or disagree that each statement currently describes 

your self-orientation: 

 
 Strongly 

Disagree 

(1) 

Disagree 

(2) 

Undecided 

(3) 

Agree 

(4) 

Strongly 

Agree 

(5) 

20. I enjoy finding solutions to complex 

problems. 

     

21. I enjoy coming up with new ideas to 

improve students’ learning. 

     

22. I enjoy engaging in analytical 

thinking. 

     

23. I enjoy creating new procedures to 

impart up-to-date knowledge among 

students. 

     

24. I enjoy improving existing processes 

to optimize students’ academic 

performance. 

     

 

Creative Performance 

 
 Never 

(1) 

Rarely 

(2) 

Sometimes 

(3) 

Often 

(4) 

Always 

(5) 

25. I suggest new ways to achieve goals 

or objectives. 

     

26. I come up with new and practical 

ideas to improve performance. 

     

27. I suggest new ways to increase 

quality. 

     

28. I am a good source of creative ideas.      

29. I am not afraid to take risks in 

exercising useful techniques for 

improving students’ learning. 

     

30. I exhibit creativity on the job when 

given the opportunity to. 

     

31. I often have new and innovative 

ideas. 

     

32. I come up with creative solutions to 

problems. 

     

33. I often have a fresh approach to 

problems. 
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34. I suggest new ways of performing 

work tasks. 

     

35. I search out new technologies, 

processes, techniques to better perform 

my academic responsibilities. 

     

36. I promote and champion ideas to 

others. 

     

37. I develop adequate plans and 

schedules for the implementation of new 

ideas. 

     

 

Thank you very much for your participation. The identity of respondents and information 

provided by them shall remain confidential and will be used for academic purpose only. 
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APPENDIX – B 

CREATIVITY PRODUCTION INDEX 2014:  

POSITION OF PAKISTAN OUT OF 24 ECONOMIES 
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APPENDIX – C 

FULL-TIME ACADEMICIANS IN ALL PRIVATE BUSINESS SCHOOLS  

OF KARACHI 

 

S. No. University Name Total 

1 Bahria University 34 

2 Barret Hodgson University 8 

3 Commecs Institute of Business & Emerging Sciences  12 

4 DHA Suffa University 19 

5 Dadabhoy Institute of Higher Education  24 

6 Greenwich University 12 

7 Hamdard University 15 

8 ILMA University 29 

9 Indus University 20 

10 Institute of Business Management  92 

11 Iqra University 79 

12 Jinnah University for Women  30 

13 KASB Institute of Technology 22 

14 Karachi Institute of Economics & Technology 18 

15 Karachi School for Business & Leadership  28 

16 Muhammad Ali Jinnah University 48 

17 Nazeer Hussain University 28 

18 Newport Institute of Communications & Economics 10 

19 Preston University 20 

20 Shaheed Benazir Bhutto City University 20 

21 Shaheed Benazir Bhutto Dewan University 24 

22 Shaheed Zulfikar Ali Bhutto Institute of Science & Technology  49 

23 Sindh Institute of Management & Technology (SIMT)  18 

24 Textile Institute of Pakistan  17 

  Total 676 

 

 

http://hec.gov.pk/english/universities/Pages/Sindh/Barrett%20Hodgson%20University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Commecs-Institute-of-Business--Emerging-Sciences.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/DHA-Suffa-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Dadabhoy-Institute-of-Higher-Education.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Greenwich-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Hamdard-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Indus%C2%A0University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Institute-of-Business-Management.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Iqra-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Jinnah-University-for-Women.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/KASB-Institute-of-Technology.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Karachi-Institute-of-Economics--Technology.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Karachi-School-for-Business--Leadership.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Muhammad-Ali-Jinnah-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/The-Nazeer-Hussain-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Preston-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Shaheed-Benazir-Bhutto-City-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Shaheed-Benazir-Bhutto-Dewan-University.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Shaheed-Zulfikar-Ali-Bhutto-Institute-of-Science--Technology-(SZABIST).aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Sindh-Institute-of-Management-and-Technology.aspx
http://hec.gov.pk/english/universities/Pages/Sindh/Textile-Institute-of-Pakistan.aspx
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APPENDIX – D 

INTER-RATER RELIABILITY USING FLEISS KAPPA STATISTICS 
Note: The Pi, Pj, P bar, Pe, and Fleiss Kappa statistics were calculated by statistical equations 

as given in Fleiss (1971). 
 

  
Categories (k) Proportionate of agreement 

of each indicator (Pi) Sr. No. Indicators SD D N/U A SA 

1 LCE1 0 0 4 1 0 0.600 

2 LCE2 0 0 4 1 0 0.600 

3 LCE3 0 0 0 5 0 1.000 

4 LCE4 0 0 0 5 0 1.000 

5 CSE1 0 0 0 5 0 1.000 

6 CSE2 0 0 0 5 0 1.000 

7 CSE3 0 0 0 5 0 1.000 

8 CSE4 0 0 0 5 0 1.000 

9 CSE5 0 0 0 5 0 1.000 

10 CSE6 0 0 0 5 0 1.000 

11 CSE7 0 0 4 1 0 0.600 

12 CSE8 0 0 0 5 0 1.000 

13 LMX1 0 0 0 0 5 1.000 

14 LMX2 0 0 0 0 5 1.000 

15 LMX3 0 0 0 0 5 1.000 

16 LMX4 0 0 0 0 5 1.000 

17 LMX5 0 0 0 0 5 1.000 

18 LMX6 0 0 0 0 5 1.000 

19 LMX7 0 0 0 0 5 1.000 

20 IM1 0 0 0 5 0 1.000 

21 IM2 0 0 5 0 0 1.000 

22 IM3 0 0 0 5 0 1.000 

23 IM4 0 0 5 0 0 1.000 

24 IM5 0 0 5 0 0 1.000 

25 CP1 0 0 0 0 5 1.000 
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26 CP2 0 0 0 0 5 1.000 

27 CP3 0 0 0 0 5 1.000 

28 CP4 0 0 0 0 5 1.000 

29 CP5 0 2 3 0 0 0.400 

30 CP6 0 0 0 5 0 1.000 

31 CP7 0 0 0 0 5 1.000 

32 CP8 0 0 0 0 5 1.000 

33 CP9 0 0 0 0 5 1.000 

34 CP10 0 0 0 0 5 1.000 

35 CP11 0 0 4 1 0 0.600 

36 CP12 0 0 2 3 0 0.400 

37 CP13 0 0 0 5 0 1.000 
 

Total = 0 2 36 72 75 
 

Agreement of each 

category (Pj): 

0.000 0.011 0.195 0.389 0.405 
 

Notes: Total number of raters (n) = 5; LCE = Leader Creativity Expectations; CSE = Creative 

Self-Efficacy; LMX = Leader-Member Exchange; IM = Intrinsic Motivation; CP = Creative 

Performance; 

SD = Strongly Disagree; D = Disagree; N/U = Neutral/Undecided; A = Agree; SA = Strongly 

Agree. 

  

 

 

 

 

 

 

𝑃 = 0.924 𝑃𝑒 = 0.354                   Fleiss Kappa = 0.88 
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APPENDIX – E 

FORMULAE, CALCULATIONS AND PROCEDURES 

 

Note: Formulae, calculations, and procedures are tabulated below according to the sequence they 

appeared in the thesis. 

Formula 1: P-value = 1 – CDF.CHISQ (Mahalanobis chi-square distance value, degree of 

freedom) 

Where, degree of freedom denotes the total number of indicators. 

  

Formula 2: 

 
Note: S1 and S2 are the standard deviation of early and late responses 

respectively. 

  

Calculation 1: 

 
  

Calculation 2: Now putting the value of pooled standard deviation into the Cohen’s d formula: 
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Procedure 1: • In SPSS, factor scores were saved by performing a simple factor analysis 

with principal axis method of factoring and varimax orthogonal rotation.  

• Except the first factor score (renamed as ‘unmeasured marker variable’, 

UMV, in short), rests of the factor score columns were deleted. This was an 

attempt to assess whether the first factor (which accounted for majority of 

the variance) actually direct the CMV bias.  

• In SmartPLS, firstly the measurement model was executed using PLS 

algorithm and R2 values for both IM and CP were recorded (Table 4.7). 

• Then a separate unmeasured marker variable for each of the endogenous 

latent variable was introduced in the model with UMV as its only indicator 

item as shown in Figure 4.2. Then PLS algorithm was executed once again 

and R2 values for both intrinsic motivation and creative performance were 

recorded in Table 4.7. 

  

Formula 3: f2 Effect Size = 
𝑅2 𝑖𝑛𝑐𝑙𝑢𝑑𝑒𝑑−𝑅2 𝑒𝑥𝑐𝑙𝑢𝑑𝑒𝑑

1−𝑅2 𝑖𝑛𝑐𝑙𝑢𝑑𝑒𝑑
 … Cohen (1988) 

 

  

Formula 4: Adjusted R2 = 
(𝑁−1)𝑅2−(𝑀−1)

𝑁−𝑀
  … Wherry (1931) 

  

Formula 5: Adjusted R2 = 1- (1 - R2) (
𝑁−1

𝑁−𝐾−1
) … Tabachnick and Fidell (2014)  

and Hair et al. (2017b) 

  

Formula 6: Adjusted R2 = 1 - [
(𝑁−1)

(𝑁−𝐾−1)
(

𝑁−2

𝑁−𝐾−2
) (

𝑁+1

𝑁
) (1 − R2) ]… Stein (1960) 

 

where, N = Sample Size;  

             R2 = Squared Multiple Correlation (SMC); and  

             K = No. of predictors in the model  

  

Formula 7: Adjusted Q2 = 1 − (1 − Q2) ∗
Useable Sample Size − 1

Useable Sample Size − No.  of Exogenous Variables − 1 
       

…Sarstedt et al. (2013) 

  

Calculation 3: Adjusted Q2 
Intrinsic Motivation = 1 − (1 − 0.169) ∗

281 − 1

281 − 3 − 1 
      

      

       = 0.160 (refer Table 4.17) 

  

Formula 8: q2 Effect Size = 
𝑄2 𝑖𝑛𝑐𝑙𝑢𝑑𝑒𝑑−𝑄2 𝑒𝑥𝑐𝑙𝑢𝑑𝑒𝑑

1−𝑄2 𝑖𝑛𝑐𝑙𝑢𝑑𝑒𝑑
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Calculation 4: q2 effect size (LCE) = 
0.169−0.159

1−0.169
  = 0.012 (refer Table 4.17) 

  

Formula 9: Global GOF = √𝐶𝑜𝑚𝑚𝑢𝑛𝑎𝑙𝑖𝑡𝑦                    𝑥 𝑅 𝑠𝑞𝑢𝑎𝑟𝑒              … (Tenenhaus et al., 2005) 

 

  

Formula 10: Global GOF = √𝐴𝑉𝐸       𝑥 𝑅 𝑠𝑞𝑢𝑎𝑟𝑒              … (Wetzels et al., 2009) 
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Endnotes 

1 For further details, please refer Figure 13 of GCR (2017, p. 18). 

2 Please refer to Section 2.7.1 for the reasons how leader creativity expectations and leader-

member exchange serve as hygiene factors, and creative self-efficacy as an essential (intrinsic) 

motivator for creative performance. 

3 Please refer to Amabile and Pratt (2016, p. 169) for a list of creativity obstacles (or inhibitors). 

4 Please refer to the discussion of CPI and GCR reports in background of the study. 

5 For further detail, please refer to the comprehensive meta-analysis of Cameron and Pierce (1994) 

for the negative effects of extrinsic rewards on intrinsic motivation. Also see Section 2.4.2. 

6 The reader may please refer to Jussim and Harber (2005) for a detailed review of these 

methodological criticisms. 

7 Please refer to Nakagawa (2004) for the problems associated with Bonferroni adjustments. 

8 The response rate of Ahmad et al. (2015) was 60.4 percent. 

9 39.1% were the doctoral faculty in the useable sample. 

10 The reader may please refer to Chin (2010a, pp. 656-669) for the detailed description of these 

11 issues. 

11 For instance, Hair et al. (2017c, Table 1 on p. 5), Hair et al. (2011, Table 2 on p. 144), Lowry 

and Gaskin (2014, Table 1 on p. 133) etc. Notably, Chin and Newsted (1998, p. 314) and later 

on, Hulland, Ryan, and Rayner (2010, p. 309) compared PLS-SEM and CB-SEM techniques. 

12 Please refer https://cdn-images-1.medium.com/max/1600/1*0_EW4xt4le_SIrmO7z9FPA.png  

13 Please refer to Thompson (2002) for a detailed discussion of statistical, practical, and clinical 

significance. 

14 Please refer to Herzberg (1967) for a comprehensive comparative analysis of different formulae 

of calculating adjusted R2. 

15 Fourteen different methods of mediation analysis were compared in terms of statistical power 

and Type-I error rate, in particular. 

16 Please refer to Table 2 of Rungtusanatham et al. (2014, p. 102) for advantages and disadvantages 

of different methods of testing mediation analysis. 

17 Page number of the quotation may not be added due to the EPUB file format of the book. 

18 For further details, please refer to Figure 1 of Mainemelis et al. (2015, p. 401). 
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