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Abstract 

The dynamic componential model of creativity and innovation in organizations is well researched in creativity 

research. This thesis proposed an integrative model based on the dynamic componential model; people's 

relations to their work and family-work enrichment theory were incorporated. The proposed integrative model 

was examined by collecting data from the EIAR in Ethiopia. Thus, this paper explores how various determinants 

influence employees’ creativity in the workplace. We conducted an explorative qualitative study using a 

deductive research design. The qualitative study design's sample comprised nine key decision-makers, who were 

interviewed about creativity, innovation, and factors influencing employees' creativity in the EIAR. The findings 

supported the applicability of the dynamic componential model of creativity and innovation in organizations 

and provided evidence that individual factors and work context factors enable employee creativity. Further, this 

paper provides exploratory insights into a so far neglected source of work orientations and family-work resource 

spillover influences on employees’ creativity. 

Keywords: Creativity, individual factors of creativity, work orientations, work environment, family-work 

resource spillover 

 

1. Introduction 

Creativity is often regarded as a vital source of competitive strength for organizations(Ferreira et al., 

2020)since it has become treasured across diverse tasks, professions, and industries(Kršlak & Ljevo, 2021; 
Lee et al., 2019; Shalley et al., 2004). In organizations that prioritize diversity, change, and adaptation, 
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creative employees are considered a valuable asset(Liu et al., 2017). In fact, many academics contend that 

organizations seeking to gain a competitive edge must prioritize boosting the creative performance of their 

workforce. Employee creativity contributes significantly to organizational innovation, effectiveness, and 

survival ( Ivcevic et al., 2021). Therefore, for organizations aiming to establish a strong foundation for 

organizational creativity and innovation, having creative employees is essential(Fuchs et al., 2021). 

To identify the determinants influencing individual and team creative behavior, various theories and 

models of creativity and innovation have been developed. These include the componential theory of creativity 

and innovation in the organizational settingby (Amabile, 1988), the interactionist theory proposed by 

Woodman (1993), and an organizational culture (OC) model designed to promote creativity and innovation 

developed byMartins & Martins (2002).     

These theories, however, only consider how individual and organizational context variables affect the 

creativity of employees. A substantial body of research has investigated the conditions necessary to foster 

employees' creativity, building on aspects of the aforementioned theories and models. The results indicate 

that creativity is affected by individual characteristics (Amabile, 1988; Amabile et al., 1996; Green et al., 2017) 

and organizational characteristics (Cummings & Oldham, 1997; Liu et al., 2017; Malek et al., 2020; Politis, 

2005; Zhou & George, 2003). Few studies have attempted to extend the early theories by examining factors 

outside the organizations that may influence employees’ creativity abilities. For example, other factors 

identified include family and friends (Madjar et al., 2002; McKersie et al., 2019; Tang et al., 2017), supportive 

family (Guo et al., 2021), and social capital dimensions and employee creativity (Oussi & Chtourou, 2020).  

Research suggests that employees’ creativity is influenced by many determinants, including 

motivation (Liu et al., 2016), personality and thinking styles (Wu et al., 2014), as well as creative personal and 

role identities (Fischer et al., 2019), work orientation (Liv et al., 2020), work contexts (Appu & Sia, 2017), and 

family-work resource spillover (Tang et al., 2017). Though there has been considerable research on 

employees’ creativity via psychological, organizational, and work factors in isolation (Amabile& Pratt, 2016), 

the question remains: how do these determinants work collectively to contribute to employees’ creativity? 

Despite evidence showing that these characteristics can all contribute to the creative process, the literature 

that focuses on these elements often does not take their overall influence into account. Indeed, in their review 

on creativity and innovation, Anderson et al. (2014) highlighted the need to further explore employees’ 
creativity and specifically how these determinants might work in combination to foster employees’ creativity. 

That is, by testing multiple determinants simultaneously.  

Employees with different characteristics and perspectives exhibit varying levels of sensitivity to 

creativity, and their performance in a given task can be influenced by contextual factors (Li et al., 2018). 

Creativity, as an interaction model, confirms that it is the result of human and contextual interaction. In 

recent years, researchers have advanced the idea of work orientation from the perspective of individual 

expectations for work and subjective evaluation, which stresses the person's subjective perspective and 

work's purpose (Fetzer & Pratt, 2020). However, despite some progress in the study of work orientation, 

there are still limitations to be addressed. The literature on employee creativity and work orientation 

remains relatively scarce (Li et al., 2018). Some assumptions about work orientations lack empirical support 

(Cai et al., 2018) and the field as a whole has been criticized for its theoretical nature and the need for a 

deeper understanding of the mechanisms through which work orientations operate (Amabile & Pratt, 2016; 

Lee et al., 2019; Pratt et al., 2013). Given the limitations of earlier research, the goal of this study is to examine 

the relationship between work orientations and employees' creativity.            

A gap was found in the research on "family-work resource spillover" as an antecedent of employees’ 
creativity. This study employed the modified Amabile (1988) componential theory of creativity and 

innovation in organizations. Amabile (1988) demonstrated that the theory incorporates individual and 

organizational factors that influence employees’ creativity at work and organizational innovation. However, 

Amabile & Pratt (2016) stated that one limitation of the componential theory of Amabile (1988), as 

implemented in the work context, is that it concentrates exclusively on internal features within the individual 



Innovations, Number 73 June 2023 

 

 

757 wwww.journal-innovations.com 

 

and the organization. It fails to contain external features outside the organization. Thus, Amabile & Pratt 

(2016) added external factors to the new model. In this regard, there is a lack of creativity literature that 

investigates factors external to organizations, such as family-work resource spillover (Hong et al., 2018; Tang 

et al., 2017).  Therefore, the primary objective of this study is to gain a comprehensive understanding of the 

various determinants that influence employees' creativity within agricultural research institutions, 

specifically the Ethiopian Institute of Agricultural Research (EIAR). The EIAR is responsible for conducting 

research aimed at developing agricultural technologies that are competitive in the market. 

 

2. Theoretical background 

2.1 The dynamic componential model of creativity and innovation  

Numerous empirical studies that highlight the significance of creativity and innovation can be found, 

and during the past 30 years, there has been a considerable increase in study efforts (Amabile & Pratt, 2016; 

Liu et al., 2017). However, the lines between the two ideas of creativity and innovation remain unclear in 

modern times (Anderson et al., 2014). Arguments are made that the lack of compelling theoretical 

advancements and reliable models hinders focused study and provides clear, practical instructions (Popescu, 

2022). In response to identifying this gap, Amabile & Pratt (2016) updated Amabile's well-known model of 

creativity and innovation in organizations to include the most recent theoretical advancements on 

motivational factors and their effects on individual and contextual multi-level approaches. 

The 2016 edition of the model includes new study findings on the following topics: the significance of 

work, work progress, affect, work orientations, external influences, and synergistic extrinsic motivation 

(Amabile & Pratt, 2016). It is frequently suggested that these elements have an impact on creativity within 

organizations (Baer, 2012; Davis, 2009; Füzi et al., 2022; Tanjung et al., 2022). Their dynamic componential 

model of creativity and innovation in organizations is a complex, multivariate theory (Amabile & Pratt, 2016). 

The model is broadly clustered into organizational innovation and individual creativity which are displayed 

as strongly interdependent (Amabile & Pratt, 2016). In order to create something new, both clusters are 

described using the same three fundamental multiplicative components: motivation, resources, and 

processes. Taking acts for satisfaction is one of the three elements of personal creativity (intrinsic 

motivation), individual skills and knowledge (skills), and thinking abilities and perceptual or cognitive styles 

(creativity-relevant processes). The three organizational innovativeness components include the openness to 

take new risks (motivationto innovate), the offering of funds, time, and labor (resources), in addition to 

relational and transactional incentives (HRM practices). 

The dynamic componential model of creativity and innovation brought in four new constructs. The 

first was the progress principle, which is described as "the central mechanism by which individuals and 

teams can maintain high levels of creative productivity over long periods of time, even in the face of 

extremely difficult innovation problems"(Amabile & Pratt, 2016).The meaningfulness of the workto people 

who perform it was the second new element. Meaningful work is defined as ‘work that is perceived as “positive” and “significant” in some way’ Pratt &Ashforth, 2003 cited in (Amabile & Pratt, 2016,p. 170). The 

reasoning on how meaningful employment influences the creative process in two different ways: through 

intrinsic motivation and reinforcing the feedback loop, which increases persistence in a creative pursuit.The 

third main change to (Amabile, 1988) model is the embodiment of affect. The authors expanded on an earlier 

theoretical concept and incorporated affect in the new model in two key ways. First, affect can come from 

both internal and external sources for the person producing the creative work. The second, and most 

hypothetical, revision of the affect model results from a potential reconciliation of the seemingly inconsistent 

findings involving creativity and affect. The fourth inclusion is synergistic extrinsic motivation.  This required 

changing a fundamental presumption of the (Amabile, 1988) paradigm, which held that employees' intrinsic 

motivation had the greatest influence on their creativity.  
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2.2 Work Orientation (People's relations to their work) 

The term "work orientation" was initially proposed by Bellah et al. (1985). They suggested a 

tripartite concept outlining the three different ways that a person might find fulfillment via their work: as a 

job, a career, and a calling. People who view their profession as a job often concentrate on the monetary 

rewards. People who view their jobs as career-oriented pursuits are driven by a desire for more power, social 

status, career development, and promotion. People who consider their jobs to be a vocation are primarily 

concerned with the social worth of their work; they desire to improve society and frequently think that their 

work does so. Wrzesniewski et al. (1997) used Bellah et al.'s (1985) conceptualization to develop a measure 

of work orientation.  

Cho & Jiang (2021) found that the three orientations were associated differently with individuals’ 
preference for challenging work: employees with a strong job orientation were more likely to avoid 

challenging work, whereas those with a strong calling orientation enjoyed it, and those with a career 

orientation had no preference in this area. Additionally, a calling orientation was positively related to placing 

value on benevolence, a career orientation was positively related to valuing power and accomplishment, and 

a job orientation was adversely related to achievement values (Murray et al., 2013). When discussing the 

choice of a job, the worker's beliefs and attitudes are referred to as their work value. These include their 

useful orientation, inner preferences, interpersonal harmony, innovation orientation, and long-term growth 

(Liv et al., 2020).   

 

2.3 Family-work enrichment theory and resource spillover   

An overview of empirical studies on the positive interconnectedness between the family and work 

roles of an employee,Greenhaus et al.(2006)proposed a process of family-work enrichment. The enrichment 

process represented“a transfer of positive experiences” from family to work (p. 73). Describing the process 

from the aspect of resources,Chan et al.(2020)stated that positive experiences first need to develop into the 

employee’spersonal resource, which then spill over across the family-work boundary. Personal resources, as 

opposed to contextual resources, are resources that are specific to an individual and can therefore cross the 

line between family and job(Hobfoll, 2002). These resources include physical as well as intangible ones like 

mental and emotional (Tang et al., 2017). In fact, the available indicators of family-work enrichment mostly 

capture the transfer of personal resources such as knowledge, happy feelings, and motivation(e.g., Carlson et 

al., 2019; Chan et al., 2020; Hanson et al., 2006; Lin et al., 2021). Additionally, prior research has shown that 

family activities, such as taking care of the home and getting enough sleep, enhance employees' personal 

resources, such as their capacity for problem-solving and energy, which they bring with them into their work 

lives(Hobfoll, 2002; Lin et al., 2021). 

In this study, we cast the spillover of psychological resources as the key predictorof employees’ 
workplace creativity. Following previous accounts of family-work positive spillover (e.g., Grzywacz & Marks, 

2000; Hanson et al., 2006; Kapadia & Melwani, 2021), we define family-work resource spillover as the 

experience of employees with the transfer of psychological resources produced at home to the workplace. 

Among the transferable resources, psychological resources are the internal resources that give individuals 

the vigor and zeal to tackle activities(Sonnentag et al., 2020), positive moods (Du et al., 2018) and 

motivations(Tang et al., 2017). 

 

3. Creativity in Agricultural Research Institutions 

For agricultural research to help the rural poor, it must coordinate with other initiatives that 

strengthen the regulatory environment, free up resources, and increase local capacity for reacting to evolving 

technical and economic possibilities and challenges (Hanikel et al., 2019). Worldwide agricultural research 

centers have collaborated with local, national, and international partners to promote agricultural innovation 

and expansion since the 1970s. The restricted opportunities that smallholder farmers have to market their 

goods have frequently reduced the benefits that these farmers can obtain. Since 2000, many groups have 
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experimented with methods for fostering creativity in an effort to increase the advantages of agricultural 

research and development for smallholders (Gil et al., 2017). 

It is commonly believed that advancing new technology will be crucial for small-scale farming 

systems in the global south to become more productive, sustainable, and resilient (Council, 2004; McIntyre, 

2009; Shively et al., 2018; Xinbo, 2018). Development-oriented agricultural research is centered on the 

creation, testing, and diffusion of technology (Kaufmann, 2007; Thornton et al., 2017; Waha et al., 2018). How 

should agricultural development experts think about technical change in the context of small-scale farming 

systems, and how can it be most effectively and meaningfully documented, analyzed, and evaluated? 

Individuals and organizations engaged in development-oriented agricultural research have first-order 

challenges in comprehending technological change processes and evaluating their effects(Hanikel et al., 

2019). 

Human wellbeing has significantly improved during the past 25 years. There was a 42 percent 

decrease in the number of undernourished people in developing regions between 1990–1992 and 2012–2014 

(Pocketbook, 2015). There are significant regional variances in the amount of progress made against poverty 

and hunger during that time, though: in South Asia, it has been slow, while in sub-Saharan Africa, it has gotten 

worse (Pocketbook, 2015). In the years 2012–2014, there were still 805 million individuals who were 

chronically undernourished (Pocketbook, 2015), practically all of them in underdeveloped nations. It is 

obvious that significant work has to be done to meet the targets for 2030 set forth in the Sustainable 

Development Goals (UNECA, 2015; World Bank, 2015), particularly Goal 2, which focuses on developing 

sustainable agriculture, attaining food security, improving nutrition, and ending hunger. It will take focused 

efforts to achieve the goal of making 70% more food available to meet the rapidly expanding demand, with an 

additional 2–3 billion people to feed over the next 40 years (Alexandratos & Bruinsma, 2012). The 

consequences of climate change on agriculture are already evident in many developing nations, and they will 

get worse in the future (Thornton et al., 2014).   

Agriculture development is one of the methods being tried in developing nations to combat poverty. 

Enhancing agriculture is frequently viewed as a fundamental entry point in developing successful strategies 

for decreasing poverty. The significance of agriculture in doing so has been relatively well explored (Alston, 

2010; Christiaensen et al., 2006; Kann et al., 2018), the key mechanism being agricultural research for 

development (AR4D).Research investment has been significantly and favorably impacted by the adoption of 

improved agricultural practices, technology, and policies, such as high-yielding wheat and rice varieties, 

fertilizers, pesticides, irrigation, and enabling legislation (Renkow & Byerlee, 2010). 

Ideas are merely the starting point for innovation and change, according to creativity researchers; 

they cannot, by themselves, ensure transformation (Renkow & Byerlee, 2010). Although having creative 

qualities, using creative processes, and having creative insight may be necessary for positive change to 

happen, they are probably insufficient for bringing about systematic change because they do not address the 

difficulties involved in turning novel frameworks and models into actual innovations. While it is critical to 

recognize that organizational learning is required for creativity to flourish (Lozano, 2014), "discerning and 

inquisitive learning can help to institutionalize and consolidate new, more sustainable mental models" (p. 

214). Numerous creativity theories provide insight into the causes, drivers, and barriers of creative activity 

that could motivate people and groups to produce more successful organizations (Cucuzzella, 2016; Family, 

2003; Lozano, 2014; Mitchell & Walinga, 2017).  

 

4. Current study 

The theoretical base for this study is Amabile & Pratt(2016)dynamic componential theory of 

creativity and innovation in organizations. Thus, the model shows a direct relationship between the 

individual creativity component (skills in the task domain, creativity-relevant processes, and intrinsic task 

motivation). Therefore, we plan to explore the following propositions: 
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Proposition 1.Individual creativity factors—(a) skills in the task domain, (b) creativity-relevant processes, 

and (c) intrinsic task motivation—areinfluences employees’ creativity. 

When discussing the choice of a job, the worker's beliefs and attitudes are referred to as their work 

value. These include their useful orientation, inner preferences, interpersonal harmony, innovation 

orientation, and long-term growth (Liv et al., 2020). Amabile & Pratt (2016) argue that progress in creative 

work will be more meaningful, and thus more motivating, to some workers than others. For this reason, it is 

important to explore employees’ work orientations and their creativity.   

Proposition 2: Work orientations—(a) job, (b) career, and (c) calling—are positively related to employees’ 
creativity.   

Another important area of consideration for the present study is whetherdeterminants of work 

environmentinfluenceemployees’ creativity.Houghton & Dawley (2015) in order to sustain employee 

creativity and foster organizational innovation, it has been asserted that firms should work to improve the 

stimulants and remove the barriers. Employees’ creativity is influenced by a number of factors. For example, 

Suifan et al.(2018) illustrated that work resources can boost creativity. Similarly, (Amabile et al., 1996) stated 

that human’s creativity may be psychologically affected by perceptions of the availability of appropriate 

resources by encouraging attitudes toward the intrinsic worth of the work that has been done. Managerial 

encouragement is also considered a factor that encourages employees’ creativity. Koseoglu et al.(2017) 

argued that effective leadership requires managers to be creative, and their creativity can influence their 

team members' self-perception and creativity. According to Shalley et al. (2004) leadership must actively 

encourage, promote, and support creativity in order to make it possible.We expect determinants of work 

environment influences employees creativity. Thus, we propose the following: 

Proposition3. Determinants of work environment—a) sufficient resources, b) realisticwork load pressure, c) 

freedom, d) challenging work, e) work group support, f)managerial encouragement, g) 

organizationalencouragementand h) lack of organizational impediment—are influences employees’ 
creativity. 

We are also interested in expanding theory through qualitative methods to determine whether 

concepts offamily-work resource spillover from home to work, which are external variables of the 

organizational setting, affect employees' creativity. This study will fill a theoretical gap by exploring the 

impact of family-work resource spillover on workers' creativity in developing countries.  

Proposition 4.Family-work resource spillover has an impact on employees’ creativity. 

 

5. Method 

5.1. Study participants 

The researchers interviewed nine senior key decision-makers from one Deputy Director General for 

Administration and Capacity Building, two Research Directorates, four Research Center Directors, and two 

Support Directorates of the EIAR (see Table 1). There are two reasons for choosing key informants. First, it 

can be expected that the directors and directorates have a thorough understanding of the workplace and the 

creativity of the employees. Second, how employees are creative in the setting of the institute is directly 

influenced by the directors and directorates. The gender and educational level of the respondents' personal 

profiles are displayed. In terms of gender, all respondents were men; nevertheless, only two respondents had 

a master's degree, while the majority had a PhD.  

 

 

 

 

 

 



Innovations, Number 73 June 2023 

 

 

761 wwww.journal-innovations.com 

 

Table 1 Personal Profiles of Qualitative Interview Participants 

Participants 

Centers Fictitious 

Names Gender 

Level of 

Education 

 Participant 1 A Male  PhD 

Participant 2 B Male MBA 

Participant 3 C Male MSC 

Participant 4 D Male PhD 

Participant 5 E Male PhD 

Participant 6 F Male PhD 

Participant 7 G Male PhD 

Participant 8 H Male PhD 

Participant 9 I Male PhD 

 

5.2. Interview process 

The interviews took place at the workplaces of the participants. Before completing the interviews, 

letters outlining the study and its objective were sent to the EIAR's respective human resources department, 

as required by the UoG Business and Economics research ethics policy. They were asked to send this letter to 

a list of key decision-makers. Arifin (2018) stated that all potential participants should receive adequate 

information for the completion of the necessary informed consent forms.  

Semi-structured interviews, in addition to probe questions, were conducted in Amharic with nine key 

decision-makers in the EIAR. An interview protocol was used to structure the interview to ensure that the 

aims of the research were upheld. As a result, nine one-to-one interviews were conducted with each 

participant. All of the interviews were conducted in the same way. Each interview began with the researcher 

introducing himself, stating the topic and interview goals, and highlighting the participant information sheet 

and consent form. All interviewees were requested to sign a consent form, which they did. In around five 

minutes, the researcher delivered the above facts. The interviews lasted about an hour on average. According 

to the UOG Business and Economics research ethics guidelines, all interviews were audiotaped and 

transcribed.  

 

5.3. Data analysis process 

Qualitative data analysis involves deriving meaning from a dataset (Lester et al., 2020). It can 

encompass a wide range of materials, including conversational data, images, observations, and various types 

of interviews (e.g., unstructured, semi-structured, or structured). The specific approach to qualitative data 

analysis can vary depending on the theoretical perspective, methodology, research tradition, and field of 

study (Lochmiller & Lester, 2015). The following sections will discuss the processes of transcription, 

translation, coding, and qualitative data analysis methods employed in this study. 

One of the more time-consuming but crucial components of the in-depth qualitative research process 

is the recording and verbatim transcription of interviews. According to Oltmann(2016), recording technology 

was used to achieve the highest possible accuracy of the scenario, which resulted in data collection for 

research purposes. The EIAR Human Resource Management and Development Directorate had requested that 

the interviews be audiotaped. As a result, all interviews were audio recorded to help with transcription. 

The process of translating qualitative data is not simple; the difficulties relating to translation from 

one language to another are more complicated than those relating to transcription (Oluwafemi et al., 2021; 

Schleiermacher & Bernofsky, 2021). Researchers must address the embeddedness of the language's meaning 

in the culture, positionality and its impact on data generation, and linguistic disparities when translating 

qualitative research.Amharic is the official language of Ethiopia, although English is used widely in 
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universities and research institutions. Despite this, the researchers determined that the interview language 

should be Amharic to avoid potential bias. Therefore, semi-structured interviews were conducted in Amharic. 

After the interviews, the researchers translated the Amharic into English. To ensure the validity of the 

translation, a back translation was conducted by an independent expert. 

Deductive coding was used in this study based on emerging theories of creativity (e.g., Amabile, 

1988; Amabile et al., 1996; Amabile & Pratt, 2016; Martins & Martins, 2002; O’Shea & Buckley, 2007b; 

Woodman, 1993). Generally, in deductive coding, the codes are theoretical concepts or topics resulting from 

existing literature. If distinctions occur within a given code or if new and interesting things emerge that are 

not captured by the existing codes, the coding frame can be modified during the coding process (Skjott 

Linneberg & Korsgaard, 2019).  

The qualitative analysis procedure began once the interviews with nine key decision-makers were 

completed. The data was coded using a thematic analysis based on the literature with the purpose of studying 

employees' creativity in the EIAR. This underlined the importance of using pre-determined themes in the 

interview as prompts to elicit additional information: determinants that influence employees' creativity in the 

EIAR. To undertake a fine-grained analysis of the qualitative data, a maximum of three layers of nodeswere 

used in coding  

To have more control over the data, the researchers manually conducted the analysis based on the 

interview schedule's questions, utilizing different tabular Microsoft Word and Excel files. As a result, manual 

coding was significantly simpler and provided greater data management. The qualitative data were manually 

processed in order to examine the quantitative findings of the study and validate that the data analysis met 

the research questions. According to Kiger & Varpio (2020), manually performing the analysis might enable a 

better contextual comprehension of the ideas or patterns that arise from the data analysis. 

 

6. Results and Discussion 

6.1. Individual creativity factors 

All respondents said that individual factors have an impact on employees’ creativity. Therefore, 

interviewees’ responses led to further categorization of the different areas of focus, which are skills in the 

task domain, creativity-relevant skills, and intrinsic task motivation.  

a) Skills in the task domain  

Directors respond to the importance of skills in the task domain such as knowledge and creativity in 

organizations. Following are some examples of responses: 

Creativity is greatly influenced by a person's familiarity with the work at hand and their capacity to 

carry it out (Respondent 4). 

Knowledge, intelligence, and technical skills are significant and valuable to organizations because 

they are usually targeted skills learned from researchers. When a specialist has creative-self efficacy 

and can translate that knowledge into creative ideas, it can transform innovation and ensure it is 

specialized for a particular field, making it extraordinarily valuable for end-users (Respondent 7).  

Respondents' opinions on the link between personal factors and creativity agreed with Amabile's 

(1997) there are three key components of individual creativity: Creative-self efficaccy, creativity-relevant 

skills, and intrinsic task motivation (Emami et al., 2022). The findings are consistent with Amabile et al.'s 

(1996) componential theory of individual creativity, which includes skills in the task domain as a component. 

The secret to coming up with a solution that is appropriate is having knowledge in the relevant field (Duarte 

Alonso et al., 2018). For example, Emami et al. (2022) explain that domain-relevant abilities serve as the 

foundation for any performance and are hence necessary. What this component does is combine factual 

knowledge with technical proficiency and special abilities that pertain to a certain domain.  
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b) Creativity-relevant processes   

Respondents emphasized the fact that creativity-relevant skills are applicable to personality traits, 

paving the way for independence, taking risks, having a disciplined work style, and having the ability to come 

up with ideas. The interviewees took note of this when responders 2 and 5 mentioned that: 

Creativity-relevant processes will bring an extra flavor to creative performance (Respondent 2). 

Creativity-relevant processes are the ability to produce original ideas in order to identify, research, 

and creatively solve problems (Respondent 5).  

Previous studies indicates that employees with creative cognitive styles have greater tendencies to 

be creative at work(Nightingale et al., 2018). Birdi et al.(2016)observed the importance of creativity-relevant 

processes.Amabile(2011) stated that conducting playful activities orengaging in fantasies can positively affect 

the engagement of creativity-relevant processes. More inventive and creative thinkers enjoy addressing their 

work in novel, creative, and efficient ways(Binyamin & Carmeli, 2017; Karami & Henshon, 2023). To come up 

with original and perhaps useful ideas, both sets of skills are necessary. As demonstrated by Birdi et al. and 

others (Birdi et al., 2016; Duarte Alonso et al., 2018; Emami et al., 2022), creative problem-solving training 

can help people develop their creative thinking abilities. 

 

c) Intrinsic task motivation 

During the interview with directors, several factors were mentioned that directly motivate 

employees to stay committed to their work and indicated that intrinsic task motivation is a basic determinant 

of employees’ creativity. Following are some examples of responses:  

When compared to unmotivated employees, motivated individuals are frequently much more 

creative and productive. They frequently look for more efficient ways to carry out their tasks and are 

quality-conscious (Respondent 1). 

When workers feel motivated, they tend to be more inventive, search for more efficient ways to 

complete tasks, and focus more on the overall quality of their work (Respondent 8).  

For intrinsic task motivation, Malik et al. (2019) made the case that people who are genuinely 

motivated work hard because they are interested, curious, or eager to learn. It is believed that intrinsic task 

motivation boosts positive affect, cognitive flexibility, risk-taking, and perseverance, which in turn increases 

creativity. These psychological states accompanying intrinsic task motivation are likely targeted at creative 

engagements (Fischer et al., 2019; Ghosh et al., 2020). Employees may evaluate different work parameters on 

the spur of the moment when in these psychological states, and they may also further investigate innovative 

and even risky ways to address the core issue through sustained and in-depth cognitive engagements (Siyal et 

al., 2021; Zhang et al., 2023). As a result, the opinions of the respondents were in line with those of other 

scientific investigations that found a link to be positive between domain-relevant skills, creativity-relevant 

processes, intrinsic task motivation, and individual creativity  (e.g., Alonso et al., 2018; Birdi et al., 2016; 

Emami et al., 2022; Siyal et al., 2021). 

 

6.2 Work orientation 

The interview question seeks a deeper understanding of work orientations as an assortment of 

creative variables in order to investigate how they affect employees' creativity. The next paragraphs go into 

greater detail regarding each respondent's opinions and thoughts on each unique work orientation, as well as 

establishing three sub-themes that serve as the foundation for the development of a theory: work as a job, as 

a career, and as a calling.    

 

a) Job  

The comments from only two respondents indicate a relationship between employee job orientation 

and creativity. For instance, respondent 3 made it clear that a positive, indirect association exists between job 

orientation and employee creativity.   
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By encouraging an employee's inspiration to create new ideas, and by giving them the required 

motivation to do so, thinking of a job as a source of income helps to foster employee creativity 

indirectly (Respondent 3). 

Another example of how job orientation affects developing creative ideas was provided by 

respondent 7:  

In our country's context, simply encouraging employees to come up with creative ideas, providing 

them with more opportunities for action, and providing them with the opportunity to learn about the 

task and acquire task-related knowledge, along with income expectations and the belief that work is 

expected to be economically beneficial, have a direct impact on employees' creativity. 

The interview findings suggested that, more or less, job orientation is a person's perception that their 

association with work is one of exchange of goods and services and that the fundamental drive of labor comes 

from its capacity to provide the appropriate tangible benefits and financial gain. These results contrast with 

what was found in the literature review (Kolodinsky et al., 2018; Wang et al., 2022), who argue that there is 

no evidence to support the claim that employees' job orientation directly affects their creativity (Amabile & 

Pratt, 2016; Fetzer & Pratt, 2020). 

 

b) Career 

The majority of those who responded thought that the desire for greater social status, power, 

promotion, and progress at work were the primary drivers of career-oriented behavior and that this behavior 

was a key factor to employees' creativity. For example, two respondents discussed the positive effects of work 

being career-oriented on employees’ creativity: 

Work, or having a job that supports learning and development, gives you autonomy, and enables you 

to use your abilities, is what a career is all about. The inherent motive to foster employees' creativity 

is at its core(Respondent 2).  

The following statements represent respondents 7 answers that support this opinion: 

The relationships between expectations for career advancement, career persistence, and career 

motivation were that employees who were respected by their coworkers were more motivated to 

succeed and were also more creative. These workers saw their work as opportunities to fulfill 

societal obligations, showcase their individual talents, and be self-taught rather than just as a means 

of making money (respondent 7). 

Respondents' opinions on the relationship between career orientation and creativity were consistent 

with some literature review discussed by Mao & Shen (2020), career orientation takes place when an 

individual transfers to a job with a higher salary, level, and responsibilities. It is a means of encouraging 

employees (Haryono et al., 2020). A key component of an organization's success is its culture, which consists 

of distinct emotions, ideas, and past experiences. It can also be seen as a personal call to action for each 

person to do something because they want to (Parker-Bell & Osborn, 2023). When people are motivated to 

work, they will use their creativity to accomplish goals since doing so will satisfy their needs (Khorakian et al., 

2021). Scandura (2017) argues that the desire for affiliation, the need for strength, and the need for 

achievement comprise what drives people to work. The research results of Haryono et al. (2020) highlighted 

how work motivation is substantially impacted by career orientation.    

 

c) Calling  

Employees are encouraged to put forth significant effort in learning new things and gaining advanced 

abilities, which will allow them to deal with difficulties more effectively and enhance their creativity. In light 

of this, the following are some examples of how calling might encourage employee creativity: 

Employees who have a calling orientation are encouraged to consider issues from the perspectives of 

others and to seek knowledge. As a result, when evaluating solutions, they will filter out useless 
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information and come up with unique ideas that are not only novel but also acceptable for addressing 

the needs of others (Respondent 5).  

Calling is crucial for encouraging the creative thinking of workers (Respondent 6). 

The desire to help others or make an effort out of compassion for others is known as "calling 

orientation." It enables workers to see beyond the confines of their own viewpoints, increase their 

sensitivity to the needs and views of others, and complete tasks as effectively as possible, all of which 

are essential for inspiring creativity (Respondent 8). 

In terms of calling orientation, Lv et al. (2021) argued that calling-oriented employees are more 

involved in creative work and often devote more time, effort, and resources to their profession in order to 

learn and master domain and creative abilities and create more adaptable thought processes and in-depth 

solutions to difficult challenges, which fosters creativity. Employees with a sense of calling are also better able 

to understand the worth of their work for others or for the business because they care about other people's 

well-being (Tian et al., 2021). This improves their sense of purpose and self-identity and increases their 

propensity to look for various solutions to difficulties (Duan et al., 2020; Karatepe & Kim, 2023), 

demonstrating more tenacity and persistence when trying to solve a problem. Contrarily, Amabile & Pratt 

(2016) noted that there was no empirical research on the link between calling and creativity that had been 

reported in the literature. Lv et al. (2021) however, suggest that workers who exhibit calling, meaningful 

work, and pro social orientation in the workplace are likely to become relatively creative.    

 

6.3 Work environment 

Finding out how the institute encourages employees to develop their creativity was the goal of the 

interview question. Further categorization of the many areas of attention is made possible as a result of the 

interview question and the interviewees' responses, which mentioned sufficient resources, realistic workload 

pressure, freedom, challenging work, work group support, managerial encouragement, organizational 

encouragement, and a lack of organizational impediments. Every participant in the interview agreed that a 

convenient work environment had a positive impact on employees' creativity. The data show that numerous 

determinants are among the substantial benefits:     

 

a) Sufficient resources   

All responders made it clear that the institute provides specific resources, including funds, materials, 

facilities, time, and information. They thought that having access to these resources influence the employees' 

creative thinking. The following are a few examples of responses:  

The availability of information sources in the workplace, especially current technologies and the 

internet, may stimulate creativity (Respondent 8). 

By equitably allocating resources, our institute's leaders encourage employee creativity. Time, 

money, materials, facilities, and information are a few of the most important resources that leaders 

should appropriately distribute to encourage their employees' creativity (Respondent 1).  

The impact of resources on employees' creativity has been the subject of numerous studies (e.g., 

Balková et al., 2022; Moussa & El Arbi, 2020; Ramos et al., 2018). According to Balková et al. (2022), an 

individual can be creative and provide unique ideas on their own at work, but the execution of ideas typically 

depends on the support, resources, and encouragement of others. In their 2018 study, Ramos et al. found a 

strong relationship between perceived work resources and creativity in the workplace (Ramos et al., 2018). 

Additionally, the findings of Richards & Duif (2018) argue that having access to plenty of resources is 

essential for creativity, and they define resources as whatever an organization can use to foster creativity in a 

particular domain.   
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b) Realistic workload pressure 

From the respondents' perceptions of the realistic workload pressure to complete job tasks and its 

effect on employees' creativity, a number of positive stories emerged. Here are a few examples of responses:  

We don’t need to exert extra pressure on aspiring innovators to come up with game-changing ideas. 

They need time to think, organize, invent, and learn. Additionally, adequate time must be set aside to 

collaborate with others on idea analysis and testing (Respondent 4).   

Employees in charge of creativity activities may experience stress and overwhelm when they must 

balance their daily tasks with other creative responsibilities, and that can prevent them from becoming 

creative. In support of this opinion, the following statements were made by respondents: 

For thought, investigation, and idea testing, people require time—sometimes a lot of it. Allow 

workers some reflective time as a reward. When you give workers the opportunity to develop 

creative solutions, they also need to be trained and given the necessary resources (Respondent 9). 

Give creativity the time it needs since it is a vital force for innovation (Respondent 8). 

The respondents perceived that realistic workload pressure in the institute leads to a higher level of 

employees’ creativity, which is also consistent with the literature review discussed (Aleksić et al., 2017; 
Boënne, 2014; Ramos et al., 2018). ElMelegy et al. (2016) argued that due to the lack of time for innovation, 

task pressures that are too high have a detrimental impact. Employees that are under a lot of workload 

pressure are more likely to choose straightforward, ineffective, and unoriginal methods. Challenges, on the 

other hand, should have a positive impact on creativity since they force workers to think creatively and 

inspire those with creative capacity to do so (Byron et al., 2010; Conradty & Bogner, 2018; Zhou et al., 2023).   

 

c) Freedom 

Respondents frequently discuss the need to provide employees with more autonomy and freedom. It 

is true that flexibility and empowerment have positive effects on employees’ creativity. Similar to this, 

allowing employees creative freedom has some interesting ramifications. The interviewees took note of this 

when responses 4, 5, and 9 indicated that: 

Every organization strives to have a workforce that is highly capable of solving problems. But what 

characteristics help a worker solve problems effectively? Simple: in order to find solutions to 

unprecedented problems, creativity and innovation are required. Your employees will feel more 

confident if you allow them to express their creativity (Respondent 4). 

By allowing employees creative freedom, you are demonstrating your confidence in their skills. 

Additionally, it shows that you are empowering your employees to act differently (Respondent 5).  

These results line up with our literature review as well,have shown thatfreedom is among the work 

context factors that foster employees’ creativity (e.g., Amabile et al., 1996; Javed et al., 2021; Ramos et al., 

2018; Tantawy et al., 2021; Tierney & Farmer, 2011). According to Tantawy et al. (2021), having a strong 

sense of autonomy and self-efficacy among employees encourages more active efforts and creative output. 

Siregar et al. (2021) stated that autonomy enables employees to try out alternative work techniques and 

methodologies. Additionally, it enables them to implement new ideas on a modest scale, which helps them 

uncover new ones and refine them further. Therefore, management should reduce restrictions, criticism, and 

direction at the workplace in order to give people complete independence. Management should also promote 

self-determination and encourage employees to come up with new concepts (Kwon & Kim, 2020).   

 

d) Challenging work 

During the interview with the directors, it became clear how crucial it is to create environments that 

are demanding for employees to work in by establishing goals for their creativity, using developmental 

feedback, and using creative evaluation methods. According to respondents, the challenging work enhances 

employees’ creativity:  
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I'll say this now: An active coping style and positive feelings are produced through challenging work. 

Positive effects were observed on institutional outcomes like employee creativity, productivity, and 

efficiency (Respondent 4).   

By coming up with, encouraging, and advancing ideas for changing themselves or the workplace, 

innovative behaviors might enable workers to improve their capability while facing high working 

demands (Respondent 6).  

The literature has supported the idea that a demanding job satisfies a person’s intrinsic needs. A 

challenging job should motivate people to put in more effort in order to properly handle the demands of the 

position (Antwi et al., 2019). Kwon & Kim (2020) explained that workers who view their jobs as challenging 

react with novel ideas and a desire to meet the complex requirements of their jobs, or, in other words, they 

expend more effort. Siregar et al. (2021) emphasized that employees are more likely to devote more of their 

cognitive and emotional resources to their work in a tough environment, which typically yields stronger, 

more fulfilling working experiences. Similar findings were made by ElMelegy et al. (2016), who reported that 

providing employees with challenging work and supportive guidance has been shown to increase their 

intrinsic motivation, which results in more productive and creative results.  

 

e) Work group support  

According to the respondents, encouragement, support, open communication, and informational 

feedback from coworkers can have an impact on an employee's creativity. The following statements were 

made by respondents in support of this opinion:  

Our daily lives are deeply influenced by our particular work environment, our team, and what we do 

there. Therefore, how satisfied employees are with their jobs depends on productivity, the work 

culture of the team, and how simple it is for them to collaborate and communicate with one another 

(Respondent 4). 

When work groups are supportive of one another and have a variety of backgrounds and viewpoints, 

they are more likely to be creative (Respondent 9).  

Prior studies have agreed that coworkers' support and encouragement can drive employees to be 

creative. Gu et al. (2018) explained that mutual openness to ideas has been shown to have a prominent 

impact on creative thinking and may work on creativity by exposing people to a wider range of unique ideas. 

On the other hand, Kenworthy et al. (2020) argued that social information provided by coworkers is likely to 

have a significant impact on individual creativity since they are often more akin to the focal person than are 

the supervisors. In addition, several academics have found that employees' perceptions of their creative roles 

may be influenced by their coworkers as a salient referent for creativity expectations (Mutonyi et al., 2020). 

Employees may perceive themselves as creative in this situation and be more willing to take chances, openly 

explore, and experiment with ideas and techniques if they believe that their coworkers expect them to do so 

(Wu et al., 2023).  

 

f) Managerial encouragement  

The directors' comments highlighted the value of managerial encouragement as a strategic 

instrument for fostering employee creativity at work, which is also consistent with our review of the relevant 

literature. All respondents agreed that managerial encouragement is important in the workplace.  

As you can see, our institute has an "open door" policy. Because of how our office is set up, we are all 

encouraged to communicate with one another. With pertinent justifications, decisions made at the 

top are discussed right away. We invite any ideas that the employees may have. All employees are 

gathered for a meeting where their ideas are discussed (Respondent 1). 

Don't overprescribe remedies to those who are creative. State the problems clearly in a way that 

makes good strategic sense. Then go, defeat it... get out of the way and let them come up with the best 

solution (Respondent 7). 
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Amabile et al. (1996) assert that managerial encouragement is a key factor in determining 

employees’ creativity. To encourage employees' initiative, managers should impose teamwork and 

organizational maneuvering, identify new ways of working and improve their innovative performance, 

exploit challenges and risk-taking, encourage exploration of new ideas, recognize individual initiative, and 

provide constructive feedback (Sözbilir, 2018; Zhang et al., 2020). Furthermore, management encouragement 

entails establishing precise organizational goals for high levels of creativity within the organization (Lee, 

2018). This was supported by Hober et al. (2021), who found that when timely, precise, and effective goals 

were set, motivation improved.  

 

g) Organizational encouragement 

The interview findings suggested that organizational encouragement proved to be the primary factor 

affecting creativity in the institute. It's enthusiastic to recognize and comprehend this aspect in order to 

inform changes in management practices and regulatory frameworks for organizations. Because of the 

importance of organizational encouragement, it is a fundamental to develop rules that recognize and reward 

creative accomplishments as well as appreciate and respect individuals and groups.  

Respondents clarified that strategic direction contributes to employee creativity. For instance, 

respondent 4 claimed that strategic direction encourages employee creativity and innovation through the 

process of creating long-term goals and delivering deliberate action on how the goals would be attained.  

We work hard to spread the institution's vision to foster a work environment where everyone can 

actively engage and grow professionally and personally in the pursuit of a common goal.  

Responses from the interview indicated that leadership contributes to encouraging and increasing 

employee creativity and innovation: 

We welcome change and promote creativity among our staff members. Making mistakes was 

considered part of the learning process. We created and put into action a high-performance culture 

by defining the goals for success, tracking performance, and utilizing alternative work procedures, 

including job redesign and autonomous work teams (Respondent 5).  

I think that to attract and retain creative employees, a good compensation policy is decisive. 

Everyone is aware that we offer relatively higher pay for employees, and because we offer better 

benefits and compensation, more people want to work for our institute (Respondent 6).    

From the above key decision maker statements, it is clear that organizational support and 

encouragement result in creative outputs. Reward systems influence employee motivation and creativity 

within the institute, which findings are in line with the study's literature review (e.g., Ilha & Pina, 2021; 

Paulus & Nijstad, 2003; Ramos et al., 2018; Sözbilir, 2018). Employee creativity was found to be mostly 

influenced by organizational encouragement(Ramos et al., 2018). This conclusion supports the authors' 

claims that employees' creativity is influenced by the encouragement they get (Secundo et al., 2020). Given 

the significance of organizational encouragement, it is obvious that creating guidelines that value and reward 

creative results while placing a high degree of trust in both individuals and groups (Ilha & Pina, 2021).  

Organizational encouragement for innovation is created by the value that the organization accords to 

creativity and innovation (Mittal & Dhar, 2015). Organizational encouragement also relates to management's 

readiness to take a risk, enthusiasm for coming up with new concepts, and interest in providing constructive 

criticism on concepts.Organizations should encourage, reward, and recognize unique problem-solving 

approaches that foster creativity and innovation (Lee & Kim, 2021). Kim et al. (2019) found that 

organizational support and encouragement lead to the development of creative ideas. Liang et al. (2021) 

confirmed the same conclusions and said that organizational encouragement affects employees' intrinsic 

motivation, which increases their capacity for creativity.  
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h) Lack of organizational impediments 

The managerial view of the lack of organizational impediments and employee creativity was 

reflected in several positive examples. Respondent 4 discussed the various methods at work to promote the 

absence of organizational impediments. This can be achieved by setting up a weekly team outing. The group 

meets to discuss what has been accomplished and make plans for the tasks to be completed in the upcoming 

weeks. 

It's the kind of meeting where everyone on the team takes full responsibility for both the agenda and 

the results. It is the ideal time for the team to take a break and consider how they have been working. 

The results of the interview also showed that creativity is affected by organizational impediments 

such as internal political issues, harsh criticism, divisive internal competition, an aversion to risk, and an 

excessive emphasis on the status quo. Following are some examples of responses:  

All of us want success, yet we frequently disagree on what it entails or how to get there. Office 

politics develops when it becomes challenging to handle these personality and opinion conflicts 

(Respondent 5).  

Keep in mind that certain people will always be in positions of authority superior to others, whether 

due to a hierarchy or some other source. Although it's normal to desire to use or grow our power, we 

might do it in a way that deprives others of their strength (Respondent 8).  

ElMelegy et al. (2016) suggested that managers must eliminate organizational barriers and establish 

well-coordinated procedures to foster employees' creativity. Therefore, it is clear that managers must 

address the routines and tasks that make up the job in their organizations before looking for alternatives to 

develop challenging tasks that do not hinder employees' intrinsic motivation (Amabile & Pillemer, 2012). 

Creative team leaders are also necessary to promote creative solutions, effective teamwork, and problem-

solving skills (Reiter-Palmon, 2021). 

Consequently, some research revealed that uncertainty and ambiguity are hallmarks of a politically 

charged workplace, where favoritism and self-serving behavior are common (e.g., Ali et al., 2021; Liu et al., 

2018; Malik et al., 2019). For example, Malik et al. (2019) found that employees must be on the lookout for 

other people's actions in workplaces where these norms are prevalent if they want to maintain their 

reputations and status within the organization.This vigilance drains the employees' affective, cognitive, and 

physical resources, which results in unfavorable attitudes and behaviors. Consistent with this line of 

reasoning, Liu et al. (2018)found that perceptions of organizational politics was found to be inversely 

associated with creative performance.  

In addition, a significant body of extant research has found empowerment and autonomy in less rigid 

institutional structures as antecedents to regularly managing employee creativity (e.g., Cai et al., 2019; Yuan 

& Woodman, 2021). For example, Cirella (2021) demonstrated that the best course of action for managers is 

to reevaluate and confront deeply ingrained beliefs. Organizations can do this to liberate themselves from 

rigidity and stagnation while creating space for new knowledge. The potential for new ideas can then be used 

to develop new and valuable products, services, and business models (Yuan & Woodman, 2021). Learning and 

understanding enable firms to quickly adjust to market situations, consumer needs, and trends, especially 

when placed in a dynamic environment (Klammer et al., 2019).  

 

6.4 Family-work resource spillover 

Interviews with the key decision makers revealed that employees experience more positive feelings 

and are therefore more likely to engage in the creative process when they see that their family supports, 

encourages, and appreciates their creativity and positively influences their work. A number of positive 

instances were taken from the managerial perception of family-work resource spillover and workplace 

creativity. Following are some examples of responses:    
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Caring affection at home, along with supportive coworkers, formed the ideal environment for me to 

perform well at my job, which is characterized as coming up with new and helpful ideas at work 

(Respondent 4). 

It had a positive impact on my work performance when I took happiness from home and was 

supported by coworkers at work (Respondent 6).  

Family and friend support positively affects my behavior in the workplace, particularly my creativity 

(Respondent 9). 

On the other hand, respondents also expressed family-to-work conflict and its negative impact on the 

employees’ achievement at work. In support of these opinions, key decision-maker responses were captured 

in the following statements: 

Bad feelings at home can have a negative impact on my creativity, and when I feel excluded from and 

ignored by my family, I am more affected (Respondent 5). 

Family may not always positively influence creativity... feeling excluded by family causes stress, 

which an employee then takes to work. Because of this, the creative process is less engaged, which 

ultimately hinders employee creativity (Respondent 7).  

Research on the relationship between family and work has long argued that employees' social and 

family lives outside of work can either improve or worsen their work performance and creativity (Powell et 

al., 2019). Work and personal life are becoming increasingly intertwined and influencing one another 

(Madjar, 2021). Additionally, there is some evidence that creative ideas often do not stay in the workplace, 

and studies show that family can offer the resources, support, and motivation needed to be creative at work 

(Tang et al., 2017). Previous psychological studies have identified the family as one of the most important 

factors in transforming the ability to be creative into an actual skill and competence (Greenhaus et al., 2006), 

and that family relationships may help individuals acquire specific personal characteristics, such as a creative 

nature or an openness to new things, that may enhance their creativity at work (Lee et al., 2023).  

On the other hand, a lot of studies have been focused on the effects of family-to-work conflict on 

employees' performance at work (e.g., Greenhaus et al., 2006; Madjar, 2021), suggesting that family may not 

always positively influence creativity. When people perceive that their home situation negatively impacts 

their ability to work, they attempt to deal with these distressing feelings (Mehta & Dahl, 2019; Powell et al., 

2019), and this exertion exhausts their psychological strength(Rothbard, 2001), which could hinder the 

completion of tasks, especially creative activities.  

 

7. Conclusion 

The details of the qualitative findings obtained from key decision-makers in the EIAR were described. 

There were nine key informants from directors, directorates, research center directors, and the support 

directorate. The main theme concerning creativity in the EIAR was the focus. The semi-structured interview 

questions were divided into various major key themes of determinants that influence employees' creativity in 

the EIAR. Interviews with decision-makers have provided the objectives of the qualitative study design. 

Because there has been little research on creativity in the EIAR, the findings of the semi-structured interview 

provided a more detailed description of creativity in the EIAR. The main contribution of this study is 

considered to be the following important conclusions: 

First, the previous studies conducted in the organizational context focused mainly on work context 

factors that influenced employees’ creativity (Binyamin & Carmeli, 2017; El-Kassar et al., 2022; Yoo et al., 

2019) and individual-related variables (Emami et al., 2022; Mack & Landau, 2015). The findings of this 

research support the applicability of Amabile & Pratt's (2016) dynamic componential model of creativity and 

innovation in organizations: individual components and work environment determinants affect employees’ 
creativity.  

Second, the contribution of the interviews was that determinants of work orientation, such as job, 

career and calling, influence employees’ creativity which is also consistent with the literature review 
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discussed (Haryono et al., 2020; Khorakian et al., 2021; Lv et al., 2021). As a result, this must be explained 

further in the EIAR. This contribution overcomes the arguments of Amabile & Pratt (2016) that there is no 

evidence to support that employees' work orientation directly affects their creativity.   

Third, the interviews' contribution included a dimension outside of the organizations, such as family-

work resource spillover, which also influences employees’ creativity. Consequently, more explanation of this 

is required in the EIAR. This contribution overcomes the limitation of Amabile's (1988) theory, which does 

not consider the influence of determinants outside the organization on employees’ creativity. However, a few 

external determinants were different: sets of values and norms (the culture and tolerance of the community), 

institutional support (the educational system and public investment in education and research), and 

government regulation and incentives. In this research, the external determinant was family-work resource 

spillover.  

 

Appendix A. Interview protocol 

No. Question Source 

1 What about your resume?  

(The respondents' background, demographics,  

and position in the organization). 

2 In the context of your organization, what is “creativity?” Martins and Terblanche (2003), Paulus 

and Dzindolet (2008) 

3 In the context of your organization, is creativity important 

and why?   

(Serrat, 2017a)  

4 In the context of your organization, what do you mean by 

"innovation"? 

Martins and Terblanche (2003), Paulus 

and Dzindolet (2008) 

5 In your opinion, what is the relationship between creativity 

and innovation? 

Alves et al. (2007); Çokpekin and 

Knudsen (2012), Zhou and Hoever 

(2014) 

6 Are individual creative traits more favorable to the act and 

result of creativity? 

Amabile et al., 2005, Csikszentmihalyi, 

2011,  

Sternberg and Lubart, 1995). 

7 In your opinion, what is the relationship between work 

orientation and employees, creativity?    

Willner et al. (2020) 

8 What type of support is made available to the employees’ to 

enhance their creativity? (Probe: How do supervisory 

support, peer support, and work conditions influence 

employees' creativity?)   

Siegel and Kaemmerer (1978), Amabile 

et al. (1996), Isaksen et al. (2000–
2001), Martins and Terblanche (2003), 

Zdunczyk and Blenkinsopp (2007) 

9 Is there a resource spillover between family and work that 

boosts employees' creativity at work?  

Tang et al. (2017) 

10 Are there any barriers to creativity at work? If so, what are 

they? How are you addressing these challenges? 

Amabile et al. (1996), Isaksen et 

al.(2001), Sadi and Al-Dubaisi (2008), 

Ohly and Fritz (2010), Walter (2012) 

11 Are there any relevant factors you would like to add  

that we might not have covered? 
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Appendix B: A deductive thematic analysis 

Key Themes Organizing Themes Codes 

 

Sub-Theme Sub-Sub Theme 

Determinants that 

InfluenceEmployees' 

Creativity in the EIAR 

Individual 

components creative-self efficacy Knowledge, skill, talent 

 

Creativity-relevant skills    Cognitive style, thinking skill 

  

Intrinsic task motivation 

Interest, satisfaction, enjoy-

ability   

 

Work 

orientation Job Financial compensation  

  

Career Power, promotion  

  

Calling  Helping the society 

 

Work context  Sufficient resources  Fund, materials, information 

  

Realistic work load 

pressure Time pressure  

  

Freedom  Autonomy, freedom, flexibility 

  

Challenging work  

Environments that are 

demanding for employees to 

work 

  

Work group support 

Encouragement, support, open 

communication, and 

informational feedback from 

coworkers 

  

Managerial 

encouragement  

Encourage exploration of new 

ideas, recognize individual 

initiative, and provide 

constructive feedback 

  

Organizational 

encouragement 

Policies that acknowledge and 

reward creative results, 

appreciating and respecting 

individuals and groups 

  

Absence of 

organizational 

impediment  

Eliminate organizational barriers 

and establish well-coordinated 

procedures 

Social Factors  

Family-work 

resource 

spillover --- 

Family supports, encourages, and 

appreciation  
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