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mediating effect of intrinsic motivation on the relationship between bridging ties 

and creative behavior was supported. Table 6 presents and summarizes the results 

of all the hypotheses and relationships tested. Highlighted relationships represent 

the supported relationships. Figure 4 show significant relationships.  
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TABLE 5 
 

Results of Regression Analysis 
 
Predictors Standardized 

Regression Coefficients 
Creative Behavior  

Step 1 Step 2 

Controls   

     Gender -.17* -.16 

     Age   -.07 -.08 

     Education .01 .02 

     Tenure -.03 -.02 

Resources   

     Creative self-efficacy .47*** .47*** 

     Resilience .00 -.00 

     Bonding ties -.11 -.12 

     Bridging ties .21* .16 

     POS for creativity .06 -.03 

Intrinsic motivation   .20* 

Overall R2 .34 .37 

Adjusted R2 .28 .31 

Overall F 6.34*** 6.33*** 

df (119) (119) 

 
Notes: *p  < .05 **p  < .01 ***p  < .001 
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Table 6  
 Hypotheses Tested 

 
 Hypotheses Results 

Resources and Intrinsic 
Motivation  

H1: Creative self-efficacy is 
positively associated with 
intrinsic motivation. 

Not supported  

 H2: Resilience is positively 
associated with intrinsic 
motivation 

Not supported 

 H3: Bonding ties are 
positively associated with 
intrinsic motivation 

Not supported 

 H4: Bridging ties are 
positively associated with 
intrinsic motivation. 
 

Supported 

 H5: Perceived 
organizational support 
(POS) for creativity is 
positively associated with 
intrinsic motivation.  
 

Supported 

Role Overload As 
Moderator 

H6: Personal resources, in 
the form of (a) creative 
self-efficacy and (b) 
resilience, will be more 
positively related to 
intrinsic motivation under 
conditions of low work role 
overload than high work 
overload.  
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 H7: Relational resources, in 
the form of (a) bonding 
and (b) bridging ties, will 
be more positively related 
to intrinsic motivation 
under conditions of low 
work role overload than 
high work overload.  
 

Not Supported. 

 H8: Organizational 
resource, in the form of 
perceived organizational 
support for creativity, will 
be more positively related 
to intrinsic motivation 
under conditions of low 
work role overload than 
high work overload. 
 

Not supported 

Intrinsic Motivation and 
Creative Behavior  

H9: Intrinsic motivation is 
positively associated with 
creative behavior. 

Supported  

Intrinsic Motivation as 
Mediator 

H10: Intrinsic motivation 
will mediate the 
relationship between 
creative self-efficacy and 
creative behavior. 

Not supported  

 H11: Intrinsic motivation 
will mediate the 
relationship between 
resilience and creative 
behavior.  
 

Not supported 

 H12: Intrinsic motivation 
will mediate the 
relationship between 
bonding ties and creative 
behavior. 

Not supported  
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 H13: Intrinsic motivation 
will mediate the 
relationship between 
bridging ties and creative 
behavior. 

Supported 

 H14: Intrinsic motivation 
will mediate the 
relationship between 
perceived organizational 
support for creativity and 
creative behavior.  

Not supported  
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Figure 4 
 

Significant Relationships in the Model 
 
  

Creative 
Self-Efficacy  

Resilience  

Bonding Ties  

Bridging 
Ties  

POS for  
Creativity   

Intrinsic 
Motivation   

Creative 
Behavior  

Role 
Overload  

Direct relationship  

Interactive relationship  
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CHAPTER 6: DISCUSSION AND CONCLUSION 
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In this chapter, I discuss the results of my data analysis. In addition, I discuss 

theoretical and practical implications along with limitations and suggestions for 

future research.  

Discussion 
 

The dissertation attempts to answer the overarching question: How different 

resources influence creative behavior through intrinsic motivation? To address this, 

I developed 14 hypotheses. Four hypotheses were supported. A discussion of the 

findings for each section follows. 

Resources 

The first of part of the model suggested that resources would influence 

intrinsic motivation. Personal resources such as creative self-efficacy and resilience 

did not significantly relate to intrinsic motivation. Even though creative self-efficacy 

did not relate to intrinsic motivation, as part of the mediation test, I found evidence 

that creative self efficacy has a significant and positive association with creative 

behavior. Therefore, creative self-efficacy is an important concept in understanding 

employee creativity even though its effects are not mediated by intrinsic motivation. 

Creative self-efficacy, for example, may influence creative behavior via another 

mediator such as creative engagement. Resilience, on the other hand, had no 

significant relationship with intrinsic motivation or creative behavior. A possible 

explanation for this may be the scale used in this study.  It is also possible that a 

similar construct such as perseverance may be more suitable to understand the role 

of personal resources. 
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Relational resources such as bonding ties and bridging ties indicate a varying 

relationship with intrinsic motivation. Bonding ties didn’t have a significant impact 

on intrinsic motivation; however, bridging ties had a positive and significant 

association with creative behavior. This study demonstrates that bridging ties may 

prompt the intrinsic motivation process for employees. Bridging relationships, 

which represent an employee’s diverse and weak relationships (Granovetter, 1973), 

give access to novel and unusual information. Employees who possess bridging ties 

are more likely to be motivated because they perceive that they have resources 

through which they can reach to dissimilar and unique information. On the other 

hand, employees with high levels of bonding relationships may not perceive these 

relationships as conducive to being motivated, because it is a constant in their 

environment. It’ possible that work bonding ties and non-work bonding ties may 

play a different role in initiating a motivational process.  

Perceived organizational support (POS) for creativity as a representative of 

organizational resources showed a significant and positive relationship with 

intrinsic motivation. This finding supports that extrinsic rewards and goals can 

initiate an intrinsic motivational process (Liu et al., 2011). When employees 

perceive support from their organization to be creative, they are more likely to 

internalize this external goal, making it their own, therefore influencing their 

motivation.  

Role Overload As Moderator 

I have chosen role overload as a mitigator for the relationship between the 

resources and intrinsic motivation. The results show that only bonding ties interacts 
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with role overload. Even though bonding ties didn’t have a significant association 

with intrinsic motivation, when it interacts with role overload, the relationship 

between bonding ties and intrinsic motivation showed a significant and negative 

relationship; that is when individuals with bonding ties experience role overload, 

their intrinsic motivation significantly declines, such that the interaction between 

role overload and bonding ties causes a decline in intrinsic motivation. This suggests 

that individuals who have more bonding ties would have less time available for their 

bonding ties due to role overload, and this would result in diminished intrinsic 

motivation for their work related activities. Bonding relationships represent those 

ties that require strong and reciprocal relations (Lin, 2001); naturally, bonding ties 

require greater time and effort to maintain compared with weak ties (Hansen, 

Podolny, & Pfeffer, 2001).  Having less time due to role overload, individuals with 

more bonding ties would feel the intensity for lack of time more strongly. Therefore, 

they may be more likely to withdraw their efforts and engagement from their work 

related goals and activities.  Conservation of resources (COR) theory (Hobfoll, 1988; 

Hobfoll, 1989) may shed light on this relationship. COR theory is centered upon the 

idea that individuals attempt to acquire, build, and protect what they value; many 

things can be considered as resources, but COR theory particularly emphasizes 

those resources that are key to survival and well-being such as attachment to 

significant others (bonding relationships). COR theory, which is the foundation of 

JD-R model, proposes that depletion of resources lead to energy loss (Gorgievski & 

Hobfoll, 2008). Based on this perspective, it is clear that individuals with bonding 

ties suffer most when there is an interaction with role overload as these employees 
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may feel that time is limited to tend to their bonding relationships because of role 

overload, and perceive that they are loosing the resources that are provided by the 

bonding ties, which can manifests itself as withdrawal of engagement and energy 

towards work goals resulting in deteriorated intrinsic motivation.  

Intrinsic Motivation and its Role as The Mediator 

During the second section of the model, I first examined the relationship 

between intrinsic motivation and creative behavior. As expected, intrinsic 

motivation had a positive and significant relationship with creative behavior. 

Therefore, the critical role of intrinsic motivation in creativity research is supported. 

Employees with higher levels of intrinsic motivation tend to be more creative 

because intrinsic motivation increases employees’ tendency to be more curious and 

cognitively more flexible (Zhou & Shalley, 2003).  For the mediation, I examined the 

direct relationships between the resources and the creative behavior; two resources 

surfaced as having positive and significant relationships with creative behavior: 

creative self-efficacy and bridging ties. Creative self-efficacy’s positive association 

with creative behavior indicates an important relationship between the two 

concepts. However, the lack of association between creative self-efficacy and 

intrinsic motivation suggests that creative self-efficacy may operate through 

another motivational process than intrinsic motivation. It is possible that creative 

effort or creative engagement may be the mediators for the relationship between 

creative self-efficacy and creative behavior. Another explanation may be that 

creative self-efficacy just has a direct relationship with creative behavior. It is 

possible that creative self-efficacy may be the mediator between some contextual 
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factors and creative behavior.  Resilience failed to have a significant relationship 

with both intrinsic motivation and creative behavior. As mentioned earlier, 

resilience scale was not as robust as expected. In the future, more robust scales 

should to be developed.  

Bonding ties does not have a direct effect with intrinsic motivation nor 

creative behavior.  Bonding ties refer to people who know each other well; as a 

consequence the perspectives held by these binding relations may become more 

redundant (Coleman, 1988). Therefore, employees may not feel motivated to engage 

in creative behavior since they believe they already possess these resources. 

Bridging ties’ relationship with creative behavior is mediated by intrinsic 

motivation. This finding suggests that individuals who have more bridging ties may 

perceive themselves to have more resources to undertake creative endeavors 

because they believe they have access to dissimilar and novel information.   

Perceived organizational support (POS) for creativity did not have a 

significant relationship with creative behavior, even though it prompted intrinsic 

motivation. This suggests that there may be other influences on the relationship 

between POS for creativity and creative behavior. Previous studies have found that 

POS and other organizational outcomes such as organizational commitment and 

performance have been moderated by such factors as locus of control and work 

autonomy (e.g., Aube, Rousseau, & Morin, 2007).  

Theoretical Implications And Directions For Future Research 
 

The findings present several potential avenues for future research. First, this 

dissertation demonstrates that JD-R is a useful lens to explore the path to creative 
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behavior. Even though, personal resources did not have a relationship with intrinsic 

motivation, future research could consider other motivational mediators such as 

creative effort or creative engagement. In addition, other personal resources such as 

perseverance and empathy, and other organizational resources such as job 

meaningfulness could be explored to study their influence on motivational 

processes leading to creative behavior. Furthermore, the finding that POS for 

creativity has a positive association with intrinsic motivation supports the view that 

external elements can promote intrinsic motivation; this is an important 

contribution of JD-R to the long standing dispute between scholars who disagree 

about whether intrinsic motivation can be influenced by external factors or not.  

Moreover, bridging ties influence on creative behavior via intrinsic motivation is 

demonstrated in this model lending support that JD-R model can benefit from 

including relational resources in its framework.  

Second, role overload did not moderate the relationships between the 

various resources and intrinsic motivation with the exception of bonding ties. It is 

possible that employees are used to being overloaded in the contemporary work 

setting, in particular in this organization. Therefore, other role concepts such as role 

ambiguity or role conflict may be better at understanding the influence of role stress 

related influences on resources and motivational processes. Furthermore, the 

moderating influence of role overload on the relationship between bonding ties and 

intrinsic motivation is far more complex. Future studies would benefit from further 

exploring these relationships.  
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Third, intrinsic motivation was measured in this study for employee’s job 

intrinsic motivation. It may be necessary to contextualize the intrinsic motivation 

and have a creative intrinsic motivation to study the influence of resources on 

employee creative behavior.  

Fourth, resilience construct I used in this dissertation did not have a 

relationship with intrinsic motivation or creative behavior. Based on theory, this is a 

surprising finding. As mentioned earlier, the scale used in this study was not found 

to be very robust. Future research should continue to explore either similar 

constructs such as perseverance and persistence, or use a different resilience 

construct.  

Fifth, this model’s focus on the mediating role of intrinsic motivation 

between resources and creative behavior answers recent calls to examine its role. 

This research should encourage future researchers to identify other resources and 

demands to further understand their influence on intrinsic motivation, and in turn 

creative behavior.  Furthermore, future studies should examine other mediating 

mechanism such as creative engagement and creative effort in applying the JD-R 

perspective to creative behavior as an organizational outcome. It is possible that 

resources promote engagement, which in turn result in creative behavior. This 

study supports the componential model of creativity as it demonstrates that 

intrinsic motivation is positively associated with creative behavior. Furthermore, 

this research complements the domain related skills and creativity skills by 

identifying the importance of bridging ties on intrinsic motivation and creative 

behavior. 
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Last but not least, future research should continue to obtain matched data 

from employee-supervisor dyads.  Even though it is a difficult process, researchers 

should continue to find avenues where they can obtain the matched data sets to 

increase the reliability of the findings.  

Managerial Implications 
 

There are practical implications for managers in terms of understanding 

motivation and creative behavior.  

For intrinsic motivation, since perceptions of organizational support for 

creativity influences intrinsic motivation, organizations should create an 

environment where employees feel safe to take risks and fail if necessary. In 

addition, bridging ties is instrumental to employee’s experiencing of intrinsic 

motivation; creating a work environment where different departments and different 

positions find space to meet and talk can be very important for employees to 

develop bridging ties within the work context. Moreover, managers should be aware 

that high role overload robs employees from the positives of bonding ties by 

actually rendering them less motivated at their work. 

For creative behavior, given that creative self-efficacy is critical for employee 

creative behavior, organizations should invest in creativity training and exercises. 

Creativity can be improved, and creating an environment where employees can 

learn skills may influence their belief in their own creative abilities. Furthermore, 

bridging ties influence creative behavior as well; therefore, the recommendation to 

have a work environment, which is conducive to different departmental employees 

to meet and interact, is highly recommended.   
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In addition, managers should seek to promote creativity by creating 

conditions that are conducive to intrinsic motivation as the direct relationship is 

supported. This study identifies bridging ties and POS for creativity as promoters of 

intrinsic motivation.  

Limitations   
 

As it is the case with many research studies, this study has limitations that 

need to be discussed.  First, this study had a cross-sectional, self-report data. Even 

though, the study attempted to collect data from employee-supervisor dyads, due to 

the low response rate, data on all constructs were collected with self-reports from 

employees, which raises the same-source bias. Many of these constructs such as 

creative self-efficacy, POS for creativity, and intrinsic motivation represent the 

internal states and perceptions of the employee; therefore it is logical to collect the 

data from employees themselves.  

Second, all data were collected within a single organization, which decreases 

the external validity. Although collecting data from a single organization has 

advantages in terms of controlling for organizational level confounding variables, 

generalizability of the study is limited. Future research in multiple organizations 

may increase the generalizability of the findings to other types of employees and 

organizations.  In addition, the organization is in a particular industry (producing 

parts for automotive efficiency). Furthermore, the department represented in this 

study was the Information Technology (IT) department. Future studies should 

investigate various industries and departments.   
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Third, the model was tested in a Western setting. Future work in other 

cultures can help with the generalizability of the findings across cultures. 

Conclusion 
 

Individual creative behavior is an antecedent to organizational innovation 

and employees’ creativity builds competitive advantages for today’s organizations 

that operate in hypercompetitive environments. Extending JD-R model, this 

dissertation examines the personal, relational, and organizational resources to 

examine their influences on creative behavior via intrinsic motivation, while 

considering the mitigating influence of role overload on the relationship between 

the resources and intrinsic motivation.  

I found that bridging ties has a positive relationship with intrinsic motivation 

and creative behavior. This contributes to the creativity literature by unlocking the 

mechanism through which bridging ties influences creative behavior. Moreover, it 

contributes to JD-R model by supporting that relational resources are as important 

as personal and organizational resources for organizational outcomes.  

In addition, I found that perceived organizational support for creativity has a 

positive relationship with intrinsic motivation. This important finding suggests that 

external factors such as organizational resources can indeed influence intrinsic 

motivation of individuals.  This finding contributes to a central discussion in 

creativity literature in regards to whether external factors can influence internal 

elements such as intrinsic motivation. 

I, also, found that creative self-efficacy has an important role for employee 

creativity, albeit this relationship is not mediated by intrinsic motivation. Finally, 
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employees with more bonding relations suffer most from high role overload 

resulting in decreased intrinsic motivation. This interesting finding contributes to 

motivation literature by identifying role overload as a significant moderator. 

In summary, my dissertation answers some key questions while unearthing 

more questions about creative behavior in organizations. I hope my research can 

provide help and guidance to researchers who are as passionate as I am about 

creativity.  
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Appendix A 
 

The following are the constructs that will be used in the surveys 
administered to respondents. Creative behavior construct will be given to the 
supervisors identified by the respondents.  
 
Creative Behavior (George & Zhou, 2001; α = .96) 
 
Please rate each question for the employee you are reviewing on a scale 1 
(Strongly Disagree) to 7 (Strongly Agree). 
 
1. Suggests new ways to achieve goals or objectives. 
2. Comes up with new and practical ideas to improve performance. 
3. Searches out new technologies, processes, techniques, and/or product 

ideas. 
4. Suggests new ways to increase quality.  
5. Is a good source of creative ideas. 
6. Is not afraid to take risks. 
7. Promotes and champions ideas to others. 
8. Exhibits creativity on the job when given the opportunity to. 
9. Develops adequate plans and schedules for the implementation of new 

ideas. 
10. Often has new and innovative ideas. 
11. Comes up with creative solutions to problems. 
12. Often has a fresh approach to problems. 
13. Suggests new ways of performing work tasks. 
 
Relational Resources (Williams, 2006; bonding α = .75, bridging α = .86) 
 
Please answer the following questions as they apply to you on a scale 1 
(Strongly Disagree) to 7 (Strongly Agree). 
  
Bonding:  
 
1. There are several people I trust to help solve my problems. 
2. I do not know people well enough to get them to do anything important. 

(R) 
3. The people I interact with would be good job references for me. 
4. There is someone I can turn for advice about making very important 

decisions. 
5. If I needed a very large emergency loan, I know someone I can turn to. 
 
Bridging: 
 
6. Interacting with people makes me want to try new things. 
7. I interact with people who are members of a religion different than mine. 
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8. I interact with people from different racial or ethnic backgrounds. 
9. Interacting with people makes me interested in things that happen 

outside of my town. 
10. I am willing to spend time to support general community activities. 
11. Interacting with people makes me feel like part of a larger community. 
12. Interacting with people makes me interested in what people unlike me 

are thinking. 
13. Based on the people I interact with, it is easy for me to hear about new job 

opportunities. 
14. Interacting with people reminds that everyone in the world is connected. 
15. I come in contact with new people all the time. 

Personal Resources 
 
Please answer the following questions as they apply to you on a scale 1 
(Strongly Disagree) to 7 (Strongly Agree). 
 
Creative Self-Efficacy: (Tierney and Farmer, 2002; α = .76) 
 
1. I have confidence in my ability to solve problems creatively. 
2. I feel I am good at generating novel ideas. 
3. I have a knack for further developing the ideas of others. 
 
Resilience: (Luthans, Youssef, & Avolio, 2007; α = .93) 
 
1. When I have a setback, I have trouble recovering from it, moving on. (R) 
2. I usually manage difficulties one way or another.   
3. I can be “on my own,” so to speak, if I have to. 
4. I usually take stressful events in stride. 
5. I can get through difficult times because I’ve experienced difficulty before. 
6. I feel I can handle many things at a time. 

 
Role Overload (Brown et al., 2005; α = .85) 
 
How often do you experience each of the feelings? 
(1 = Never – 5= Always) 
 
1. The amount of work I do interferes with how well the work gets done. 
2. I do not have enough help and resources to get the job done well. 
3. I do not have enough time to get the job well done. 
4. I have to try to satisfy too many different people. 
5. I know exactly what is expected of me. 
6. Explanation is clear of what has to be done. 
 
 
Intrinsic Motivation (Grant, 2008; α = .71) 
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Why are you motivated to do your work? 
1 (Disagree strongly) to 7 (Agree strongly) 
 
1. Because I enjoy the work itself. 
2. Because it’s fun. 
3. Because I find the work engaging. 
4. Because I enjoy it. 
 
Perceived Organizational Support For Creativity (Zhou & George, 2001; α = 
.84) 
 
Please answer the following questions as they apply to your organization on 
a scale 1 (Strongly Disagree) to 7 (Strongly Agree). 
 
1. Creativity is encouraged at my company. 
2. Our ability to function creatively is respected by the leadership. 
3. The reward system here encourages innovation. 
4. My company publicly recognizes those who are innovative. 
 

Control Variables 
 

Education: 
 
1. The highest education you have obtained. 

(Education will be measured on 11-point scale (0=no college degree; 1-10 
= number of college years completed) 

 
Experience: 
 
1. How long have you worked at your current organization? 
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Appendix B 
 
Most used creativity scales 
 
George & Zhou, 2001 (α = .96) 
 

1. Suggests new ways to achieve goals or objectives 
2. Comes up with new and practical ideas to improve performance 
3. Searches out new technologies, processes, techniques, and/or product 

ideas 
4. Suggests new ways to increase quality  
5. Is a good source of creative ideas 
6. Is not afraid to take risks 
7. Promotes and champions ideas to others 
8. Exhibits creativity on the job when given the opportunity to 
9. Develops adequate plans and schedules for the implementation of new 

ideas 
10. Often has new and innovative ideas 
11. Comes up with creative solutions to problems 
12. Often has a fresh approach to problems 
13. Suggests new ways of performing work tasks 

 
Oldham & Cummings, 1996 (α = .90) 
 

1. How original and practical is this person’s work? Original and practical 
work refers to developing ideas, methods, or products that are both 
totally unique and especially useful to the organization.  

2. How adaptive and practical is this person’s work? Adaptive and practical 
work refers to using existing information or materials to develop ideas, 
methods, or products that are useful to the organization. 

3. How creative is this person’s work? Creativity refers to the extent to 
which the employee develops ideas, methods, or products that are both 
original and useful to the organization.  

 
Tierney, Farmer, & Graen, 1999 (α = .95) 
 

1. Demonstrated originality in his/her work. 
2. Took risks in terms of producing new ideas in doing job. 
3. Found new uses for existing methods or equipments.  
4. Solved problems that had caused others difficulty. 
5. Tried out new ideas and approached to problems.  
6. Identified opportunities for new products/processes. 
7. Generated novel, but operable work-related ideas. 
8. Served as a good role model for creativity. 
9. Generated ideas revolutionary to our field. 
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Scott & Bruce, 1994 (α = .89) 
 

1. Searches out new technologies, processes, techniques, and/or product 
ideas. 

2. Generates creative ideas. 
3. Promotes and champions ideas to others. 
4. Investigates and secures funds needed to implement new ideas. 
5. Develops adequate plans and schedules for the implementation of new 

ideas. 
6. Is innovative. 
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Appendix C 
Construct Definitions 
 
Creative Behavior: Is the generation of novel and useful ideas, processes and/or 
solutions (Amabile, 1983).  
 
Intrinsic Motivation: Doing of an activity for its inherent satisfaction rather than 
for some separable consequence (Ryan & Deci, 2000).  
 
Personal Resources: 
Creative Self-Efficacy: The belief in one’s ability to produce creative outcomes 
(Tierney & Farmer, 2002). 
 
Resilience: An ability to bounce back in the face of conflict, failure, adversity, and 
uncertainty (Luthans, 2002).  
 
Relational Resources: 
Bridging Ties: Are weak relationships into different circles through which non-
redundant information is transmitted (Granovetter, 1973) 
 
Bonding Ties: Are strong relationships that provide respect, support and trust 
(Krackhardt, 1992) but transfer redundant information (Granovetter, 1973). 
 
Organizational Resources: 
Perceived Organizational Support for Creativity: The extent to which 
organizations are seen as encouraging, respecting, rewarding, and recognizing 
employees who exhibit creativity (Zhou & George, 2001) 
 
Role Overload: Having too many responsibilities and role demands in light of time 
and resources available to individuals, resulting in distraction and stress (Rizzo et 
al., 1970).  
 
Openness to Experience: Is the extent to which a person is imaginative, 
independent, and has a preference for variety (Costa & McCrae, 1992).  
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Appendix D 
 

 

Sheldon B. Lubar  
School of Business  
 

      

 

C r e  t i v i t y   P r o j e c t 

 

  Lubar Hall, Office S356 

P.O. Box 742 

Milwaukee, WI 53201 

www.uwm.edu 
dgyunlu@uwm.edu 

 November 27, 2012 

 
 

 

Dear Manager: 
 
Did you know that in a recent survey conducted by IBM, over 1,500 CEOs from 60 different 
countries agreed that the most essential skill for navigating an increasingly complex world is 
creativity?  As this survey indicates, organizational leaders are increasingly concerned with 
initiating and sustaining the drivers of creativity, especially during current tough economic 
conditions. To better understand how different factors promote individual creativity in 
organizations, I have designed the “Creativity Project.” I am inviting your organization to 
participate in this exciting project, which forms the basis of my dissertation. In the following 
sections, I describe the nature of this project, what it involves, and how it will benefit your 
organization. 
 
What is the Creativity Project? 
 
Recognizing that organizations thrive on creative solutions, each year, an increasing number 
of Fortune 500 organizations hire creativity consultants to boost their innovation.  However, 
despite the shift to an innovation-driven economy, very little is known about the different 
personal and organizational factors that facilitate or hinder creativity at work.  My study 
investigates these processes and asks the following questions: 
 

 Which personal factors are most potent in facilitating creative behavior at work? 
 How do work relationships promote creativity?  
 What is the role of organizational factors in initiating, sustaining, and/or hampering 

creative behavior at work? 
 What can organizations do to ignite and fan the flames of motivation among their 

employees so that they are more likely to engage in creative behavior? 
 
To find answers to the above questions, I will examine how different personal and 
organizational resources operate to motivate creative behavior.  
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What will participation entail? 
 
Participation in this research simply involves allowing us to survey your employees and their 
immediate supervisors. There will be no direct cost to your organization; all costs will be 
borne by the researcher. I have developed surveys for your employees and their supervisors 
to complete. These surveys can be distributed either electronically or in paper format. In 
either format, the completion of the surveys will take 15-20 minutes.  
 
How will this benefit your organization? 
 
In return for your cooperation, I will provide you with a detailed summary of results, which 
could be tailored to your needs and requirements. Within this report, all company names will 
be kept anonymous. Further, I am happy to offer a creativity seminar to a select group of your 
employees. By agreeing to participate in this research, your organization will have a better 
understanding of the current levels of creative behavior among your employees, and a 
roadmap for further promoting creativity. If you need more information, please contact me 
(dgyunlu@uwm.edu).  
 
Best regards, 
 
 
Dilek G. Yunlu                           Mark Mone, Ph.D. 
Ph.D. Candidate              Professor of Management, & 
Sheldon B. Lubar School of Business           Associate Dean, Executive Education & 
UW – Milwaukee              Business Engagement 
PO Box 742               Sheldon B. Lubar School of Business 
Milwaukee, WI 53201             P.O. Box 742 
                                                      Milwaukee, WI 53201 
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Appendix E 
 
Dear Participants:  
 
We are partnering with researchers from the University of Wisconsin – Milwaukee 
to understand employees’ work attitudes and behaviors.  
 
Participation in this research includes taking an online survey about your 
perceptions relating to work attitudes and behaviors, which will take approximately 
15-20 minutes. If you agree to participate, you will find the URL at the end of this e-
mail where you can complete the survey.  
 
The survey includes a consent form, which includes the contact information relating 
to research questions and concerns. If you decide to participate in this survey, your 
decision to participate will serve as consent.  
 
Your participation is completely voluntary, and no one from the organization will 
receive any identified responses. Only reports of aggregated responses will be 
available to all participants and the organization.   
 
The data collected will be saved on a secure server housed in Lubar School of 
Management at the University of Wisconsin – Milwaukee.  All date will be analyzed 
in aggregate form.  
 
Best regards,  
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Appendix F 
 

a Means, Standard Deviations, Reliabilities, and Correlations with Supervisor Rated Creative Behavior 
 

Variables M SD 1 2 3 4 5 6 7 8 9 10 11  12 

1 Age 40.97 8.48              

2 Gender 1.20 .41 -.07             

3 Tenure  10.30         7.95 .51*** .12            

4 Education  4.25 .84 -.10 -.03 -.13           

5 Self-Efficacy  5.91 .69 .17 -.04 -.02 .06  (.76)         

6 Resilience 5.24 .67 .30** .14 .12 .11 .51***  (.65)        

7 Bonding Relations 5.08 .81 -.01 .09 .04 .07 .27**   .34** (.70)       

8 Bridging Relations  5.70 .65 -.04 .16 -.03 .07 .37***  .36*** .38*** (.83)      

9 POS for Creativity  4.91 1.20 -.12 .03 -.16 -.08 .13 .10 .16  .15 (.87)     

10 Role Overload 4.72 .84 .17 .13 .04 -.12 .19*   .09 .06  .28**  .10 (.90)    

11 Intrinsic 
Motivation  

5.24 .97 .03 .01 .01 -.03 .17   .20 .24**  .42*** .49*** .15 (.88)   

12 Creative Behavior  4.41 .55 .01   -.13 -.10 .09 .54*** .29** .14 .35***  .18 .08 .32** (.92)  

13 Supervisor 
Creative Behavior 

3.64 .74 -.38 .22 -.39 .58** .16 -.22 -.11 -.38 -.35 -.10 .08 .15 (.95) 

 
a Reliabilities (Cronbach’s alpha), when applicable, are indicated on the diagonal. 
 p < .05. ** p < .01 *** p < .0001 
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Results of Regression Analysis for Supervisor Rated 
Creative Behavior 

 
Predictors Standardized 

Regression Coefficients 
Supervisor Rated 
Creative Behavior 

Step 1 Step 2 

Controls   

     Gender .37* .30* 

     Age -.18 -.24 

     Education .77*** .88*** 

     Tenure .29 .23 

Resources   

     Creative self-efficacy .08 .00 

     Resilience .02 -.04 

     Bonding ties .34 .39* 

     Bridging ties -.30 -.33* 

     POS for creativity -.38* -.52 

Intrinsic motivation   .02* 

Overall R2 .80 .89 

Adjusted R2 .65 .80 

Overall F 5.39** 9.19*** 

df (21) (21) 

 
Notes: *p  < .05 **p  < .01 ***p  < .001 
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