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Abstract: Drawing on leadership theory and social exchange theory, the study investigated the mediating role
of Intrinsic Motivation (IM) between the relationship Empowering Leadership (EL) and Employee Creativity
(EC) m the Abu Dhabi National O1l Company (ADNOC). The current study adopted SEM to test the study’s
hypothesis. A sample of 505 employees in the ADNOC was selected randomly. On this representative sample
a survey was carried out to find out the extent of EL and TM influence on EC. After testing the direct
relationships the researcher had conducted indirect relationships measurements such as the impact of EL on
EC via. IM. All the study’s hypothesis were supported. Fmally, theoretical and managerial inplications were

discussed.
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INTRODUCTION

Given increasingly turbulent environments,
heightened competition and unpredictable technological
change, more and more managers are coming to realize
that they should encourage their employees to be creative
(Abd-Elaziz et al., 2015, Abou-Shouk and Khalifa, 2017,
Khalefa, 2015; Shalley and Gilson, 2004). Considerable
evidence indicates that employee creativity can
fundamentally contribute to orgamizational innovatiorn,
effectiveness and survival (Amabile et al., 1996; Liu et al.,
2016, Mohamud et al, 2017, Shalley et «al., 2004).
Creativity refers to the production of novel and useful
ideas by an individual or by a group of mdividuals
working together (Amabile ef al., 1996, Khalifa and
Hewedi, 2016, Mohamed et al., 2018; Prather, 2010,
Shalley and Gilson, 2004, Shalley et al, 2004). For
creativity to occur in orgamzations, managers need to
support and promote it as they are the individuals who are
most knowledgeable about which employee research
outcomes should be creative and they have considerable
mfluence over the context within which creativity can
occur (Khalifa and Abou-Shouk, 2014; Mohamed et al.,
2018; Zopiatis and Theocharous, 2018).

Although, a number of studies have mvestigated
the impact of leaders on creativity these mvestigations
have largely focused on issues of leader support
(Amabile et al., 2004) and leader-member exchange
(Tiemey et al, 1999). More recently, researchers have

begun investigating broader theories of lead leadership
behavior such as transformational leadership theory with
mixed results. Noticeably missing from research attention
has been empowering leadership, despite suggestions by
creativity researchers that scholars focus greater effort on
leadership approaches that can address the elemental
underpinmings of creativity (Mumford ef af, 2002;
Alsaadi er af., 2019). Because empowering leadership
involves sharing power with a view toward enhancing
employee’s motivation and investment mn their work
(Chen et al, 2007; Dong et al., 2015; Hon, 2010;
Sharma and Kirkman, 2015; Srivastava et al., 2006,
Zhang and Bartol, 2010) there are major reasons (detailed
below) to expect empowering leadership to have a
positive impact on creativity (Amabile et af., 1996
Amabile et al., 2004; Badran and Khalifa, 2016). Therefore,
a major purpose of this study was to build and test theory
that addresses the connection between empowering
leadership and creativity including several mmportant
interverung variables.

The researcher, thus, explored the extent to which
empowering leadership works through empowerment to
ultimately mfluence employee mitrinsic motivation (Hon,
2010, Zhang and Bartol, 2010). Theoretical arguments
have suggested that empowerment in turn, makes a critical
contribution to employee creativity by positively affecting
an employee’s intrinsic motivation (Zhang and Bartol,
2010) but empirical evidence of such an effect has been
lacking (Shalley and Gilson, 2004; Shalley et al., 2004).

Corresponding Author: Gamal S.A. Khalifa Faculty of Tourism and Hotels, Fayoum University, Faiyam, Egypt

318



Int. Business Manage., 13 (8): 318-330, 2019

This connection is important because conceptually,
intrinsic motivation is considered to be a well-established
predictor of creativity (Liu et al, 2016, Shalley et al.,
2004). Intrinsic motivation is the extent to which an
individual is interested in a task and engages in it
for the sake of the task itself (Deci and Ryan, 1985;
Hon, 2010; Qoura and Khalifa, 2016; Yidong and
Xinxin, 2013; Zhao et al,, 2011). The researcher posits
intrinsic motivation as a mediating element linking
empowerment leadership and creativity (Javed et al,
2017, Morsy et al, 2016; Zhang and Bartol, 2010).
Hence, the main objective of the present study is to
extend this early and more recent research by examining
the role of empowerment leadership and intrinsic
motivation in the employee creativity. The contribution 1s
to further increase understanding of the complex
relationship between EL and employee creativity by
drawing on three major traditions in testing mediation in
leadershup research. Attention to the mediating
mechanisms in the EL follower creativity relationship also
highlights important practical benefits. For example if
research can specify the proximal processes through
which empowering leadership works to increase creativity
it could provide organizations with a framework to
enhance employee creativity through empowering
leadership traming. Finally, research on empowering
leadership has not been conducted in United Arab
Emirates. This study attempts to achieve the following
research objectives:
empowering leadership on employee creativity. To
examine the effect of IM on employee creativity. To
examine the mediating role of TM on the relationship
between empowering leadership and employee creativity.

to examine the effect of in

Literature review
Empowering leadership and creativity: In view of
evidence that leaders can affect employee creativity,
several creativity scholars have argued for a closer
look at leadership behaviors or styles that might
fundamentally address the nature of creative work
(Mumford et al., 2002). Such research tends to involve
complicated, ill-defined problems for which novel and
useful solutions are far from obvious (Mumford ef al.,
2002; Reiter-Palmon and Tllies, 2004). As aresult, leaders
cannot rely on predefined structures that spell out means
or even precise ends. Instead they must encourage
employee motivation to solve these problems and yet
enable considerable employee latitude. The researcher
proposes that one approach to doing, so is empowering
leadership (Dong et al., 2015; Hon, 2010; Srivastava ef al.,
2006; Zhang and Bartol, 2010).

According to Ahearme et al. (2005) conceptualization,
highlighting  the

empowering  leadership mvolves
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significance of the research, providing participation in
decision making, conveying confidence that performance
will be high and removing bureaucratic constramnts. These
behaviors are conceptually highly relevant to creativity.
For instance, it is clear from the creativity literature that
participation in decision making and perceptions of
autonomy are vital preconditions for creative outcomes
(Amabile et al., 1996, Amabile et al., 2004). Inherent in the
combination of empowering leadership behaviors is
delegating authority to an employee, so as to enable the
employee to make decisions and implement actions
without direct supervision or intervention (Bass, 1985;
Boyatzis et al., 1995, Iung et al., 2003). Given the nature
of creativity such delegation helps establish a research
context wherein an employee encouraged and
empowered to explore diverse creative alternatives before
(perhaps) settling on a viable creative solution
(Amabile et al., 1996). Zhang and Bartol (2010) defined
empowering leadership as the process of implementing
conditions that enable sharing power with an employee
by delineating the significance of the employee’s job,

1s

providing greater decision-making autonomy, expressing
confidence m the employee’s capabilities and removing
hindrances to performance (Ahearnen et al., 2005;
Chen et al, 2007, Sharma and Kirkman, 2015). Finally,
Zhang and Bartol (2010) provided empirical study which
revealed that empowering leadership influences positively
on employee creativity. Accordingly, the researcher
would suggest that:

H; empowering leadershup positively unpacts
employee creativity

o1

Empowering leadership and intrinsic motivation: Intrinsic
motivation refers to the extent to which an individual is
imer-directed 1s interested m or fascmated with a task and
engages 1n it for the sake of the task itself (Hon, 2010,
Utman, 1997; Yidong and Xinxin, 2013; Zhang and Bartol,
2010). In tum, empowering leadership 1s defined as the
extent to which supervisors express confidence in their
employee’s abilities, emphasize the significance of their
employee’s work, involve their employees in decision
making and reduce or remove bureaucratic constraints on
their employees (Zhang and Zhou, 2014) can foster
employee intrinsic motivation (Zhang and Bartol, 2010).
Given that mtrinsic motivation require for meamngfulness
and autonomy and competence (Amabile, 1993;
Zhao et al., 2011). Furthermore, intrinsically motivated
employee’s tend to be cogmtively more flexible and
persevering (McGraw and Fiala, 1982; Nunnally and
Bernstein, 1994; Wiersma, 1992). According to mntrinsic
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motivation theory, situational factors such as empowering
leadership, exert mfluence on creativity via. influencing
intringic motivation (Baer et «f, 2003; Hackman and
Oldham, 1975; Oldham and Cummings, 1996). The
proponents of self-determination theory, Deci and Ryan
(1985) suggested that people’s intrinsic motivation
depends on three factors: capacity and autonomy, most
relevant to express confidence and autonomy dimensions
of empowering leadership (Ahearnen ef af., 2005). Thus,
the researcher suggests that:

H,: empowering leadership positively impacts on
employee mtrinsic motivation
H, mtrinsic motivation mediates the relationship

between empowering leadership and employee
creativity

Intrinsic motivation and creativity: Amabile (1993)
suggested that an mdividual’s intrinsic task motivation
plays an important role in determining behaviors that may
result in creative outcomes. This is because intrinsic
motivation “makes the difference between what an
mndividual can do and what an mdividual will do”
(Amabile et al., 1996, Amabile, 1988). As the researcher
indicated earlier, the degree of engagement in the creative
process varies. If an mdividual pays little attention to a
problem and chooses to mimmally engage m its
resolution, solutions may not be creative and useful
(Zhang and Bartol, 2010; Zhao et al., 2011). On the other
hand, creative solutions may be generated when an
individual devotes substantial attention to a problem and
chooses to fully engage in the creative process that is he
or she fully identifies the problem from various
perspectives gathers diverse but relevant, information and
creates a variety of alternatives (Deci and Ryan, 1985,
Yidong and Xinxin, 2013). Simon (1967 ) indicated that the
primary function of intrinsic motivation is the control of
attention (Wiersma, 1992, Yidong and Xinxin, 2013).
When individuals are intrinsically involved m their
research they are more likely to devote all of their
attention to the problems they encounter. Such attention
directs people to engage in a creative process through
self-regulation (Chen et al., 2007). Consequently, intrinsic
motivation influences the extent to which an individual
will persist in carrying out the creative process (Liu et al.,
2016; Shalley and Gilson, 2004; Shalley et al., 2004).
Intrinsic motivation 1s the extent to which an
employee is excited about a work activity and is motivated
to engage in it for the sake of the activity itself
(Baer et al., 2003; Oldham and Cummings, 1996). To be
creative, employees need to be sufficiently mterested in
a certain problem and/or outcome and in finding ways to
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solve or achieve it. Consequently, motivation serves to
control the attention employees devote to the heuristic
issues of creative tasks (Cai ef al., 2018, Woodman et al.,
1993).

Intrinsically motivated employees are thus more likely
to explore new pathways and to take greater risks
(Amabile et al, 1996). Consequently, mtrinsically
motivated employees will be more excited about their
research and this increases their creativity (Coelho et al.,
2011; Liu et al., 2016; Zhang and Bartol, 2010). Intrinsic
motivation has been widely considered in the creativity
literature but few studies have empirically tested it and
those that have done, so, produced mixed results
(Coelho et al, 2011; Shalley et al, 2004; Zhang and
Bartol, 2010). The researcher proposes the following:

H; intrinsic motivation positively relates to employee
creativity

MATERIALS AND METHODS

Research method

Overview of the proposed research model: For this study,
the hypothesized varables and their relationships m the
model have been derived from the available literature of
the models and theories that have been prescribed in the
literature mentioned above. The proposed model can be
seen n Fig. 1. While examimng the proposed model it can
be seen that EL. and TM predicts employees creativity.
These relationships are derived from (Ahearnen et al.,
2005) for EL (Tiemney et al., 1999) for IM and (Dong et al.,
2017, Zhang and Bartol, 2010) for EC. The proposed
extended model examines the relationship between EL,
dimension as antecedent variables that explain employee
creativity as an output variable among employees in
ADNOC 1 the United Arab Emirates. The proposed
model has four hypothesis to test.

Development of instrument: A 22-item questionnaire was
developed for this study. Because the respondents were
Arab-speaking it was imperative that it be accurately
translated from English to Arabic. Back translation was
used in this study a procedure commonly used in
cross-cultural swrveys to test the accuracy of the
translation (Brislin, 1970). This study applied multi-item
Likert scales which have been widely used m the
questionnaire-based perception studies (Lee et af., 2009).
Unlike actual usage which 13 measured using a 7-poimt
ranking scale other variables are subjectively measured
using the 7-point Likert scale with 7 being “Strongly
Agree” and 1 being “Strongly disagree”. For this study,
a pre-testing was conducted with 50 employees from
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Empowering Leadershi
(EL)

Fig. 1: Proposed research model

ADNOC, UAE to resolve any ambiguity associated with
wording or measurement. Then the items were pilot-tested
to examine their internal consistency. Out of 630 swrveys
administered to ADNOC employees, 505 were returned
with complete and valid data. In the
questiormaire all items had acceptable reliability as the
individual Cronbach’s alpha coefficients of the constructs
which ranged from 0.710-0.837 were all greater than the
recommended value of 0.7 (Nunnally and Bernstein, 1994).

final

Data collection: Data collection was conducted using a
self-administered study questionnaire which was
delivered “in-person” from March 2018 wntil August 2018
to ADNOC employees and therr immediate supervisors.
The employees were approached while in main facilities at
ADNOC. A total of 630 questionnaires were distributed
with 533 sets returned of which 505 responses were useful
for the analysis. The final sample size was considered as
adequate (Krejcie and Morgan, 1970; Tabachnick and
Fidell, 2012). The 79.7% response rate 1s considered very
good (Cable amd DeRue, 2002) and above average
(Baruch and Holtom, 2008) by comparison with other
studies found in the relevant literature. A total of 28
questionnaires were deleted of which 23 cases were
removed due to missing data for more than 15% of the
questions and 5 cases mvolving straight limng.

RESULTS AND DISCUSSION

Data analysis and results

Descriptive analysis: The researcher distributed 630
questioners to the ADNOC’s employees, the valid
questiormaires were received by the researcher are 505
questionnaires by responding rate 1s 80%. The
responding sample (n = 505) consisted of 61.0% male and
39.0% female employees. The majority of the participants
of public employees range from 25-35 years old. As
Table 1 presents that 53.86% of the respondents were
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Table 1: Summary of demographic profile of respondents

Variables Frequency Valid (%0)
Gender

Male 308 61.00
Female 179 39.00
Age

<25 41 08.12
25-35 272 53.86
36-45 159 31.49
Over than 45 33 06.53
Education

High school 11 02.18
Diploma 27 03535
Bachelor 287 55.05
Post graduation 180 35.6
Tenure

<1 year 36 07.13
1-5 133 26.34
6-10 197 39.00
11-15 99 19.60
More than 15 40 07.92

aged 25-30 years, 31.49% from 36-35 years. The employees
educational level is limited by bachelor and Post
Graduation (More than 55 and 36% had Bachelor and Post
Graduation, respectively) and high school (a mere 9%).
Surprisingly, the highest job tenure for those employee’s
1s ranging from 6-years (more that 39%). On the other
hand, the second highest tenure is ranging from 1-5 years
almost 27%.

Measurement model assessment: This study employed
Structural Equation Modeling-Variance Based (SEM-VB)
through Partial Least Squares (PLS) method to analyze the
research model using the software of SmartPLS 3.0
(Ringle et al., 2014). After the descriptive analysis, this
study follows the two-stage analytical technique
recommended by Anderson and Gerbing (1988) and
Hair et al. (2017), starts with the measurement model
assessment (validity and reliability), followed by the
structural model assessment (testing the hypothesized
relationships). Schumacker and TLomax (2004) and
Hair et al. (2010) indicate that the two steps assessment
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procedure which includes measurement model and
structural model has an advantage over the one step
assessment procedure. According to Hair ef @l (2017)
measurement model specifies how each construct 1s
measured while structural model specifies how the
variables are related to each other in the structural model.
The main reasons for choosing PLS as a statistical method
for this study that for both measurement and structural
model PLS offer simultaneous analysis which leads to
more accurate estimates (Barclay et al., 1995).

The assessment of measurement model was done
through construct rehability as well as validity
(including convergent and discriminant validity). For
Construct reliability, this study tested the individual
Cronbach’s alpha coefficients to measure the reliability of
each of the core variables in the measurement model. The
results indicate that all the individual Cronbach’s alpha
coefficients ranging from 0.710-0.837 were higher than the
suggested value of 0.7 (Kamnana and Tan, 2005
Nunnally and Bernstein, 1994). Additionally for testing
construct reliability all the Composite Reliability (CR)
values ranging from 0.816-0.882 were higher than 0.7
(Werts et al., 1974; Klhine, 2010, Gefen et al., 2000) which
adequately mdicates that construct reliability 1s fulfilled as
shown in Table 2. Therefore, the achieved Cronbach’s
alpha and CR for all constructs were considered to be
sufficiently error-free.

Factor loading was used to test indicator reliability.
High loadings on a construct indicate that the associated
indicators seem to have much m common which is

Table 2: Mean, standard deviation, loading, Cronbach’s alpha, CR and AVE

captured by the construct (Hair et al, 2017). Factor
loadings >0.50 were considered to be very significant
(Hair et al., 2010). The loadings for all items exceeded the
recommended value of 0.5 as shown in Table 2. The
loading for all items in the model has therefore, fulfilled all
the requirements.

For testing convergent validity (the extent to which a
measure correlates positively with alternative measures of
the same construct) this study used the Average Variance
Extracted (AVE) and it indicated that all AVE values were
higher than the suggested value of 0.50 (Hair et al., 2010)
ranging from 0.554-0.715. The convergent validity for all
constructs has been successfully fulfilled and adequate
convergent validity exhibited as Table 2 shows.

The diseriminant validity (the degree to which items
differentiate among constructs or measure distinet
concepts) of the measurement model was checked using
3 criteria, namely cross-loadings. Fornell-Larcker and the
HeteroTrait-MonoTrait ratioc (HTMT). According to
Hair et al. (2017), the cross-loadings are typically the first
approach to assess discriminant validity of the indicators.
As shown in Table 3 the cross loading criterion fulfills the
requirements because the indicators outer loadings on a
construct were higher than all its cross-loadings with
other constructs (bold values).

The results of discriminant validity by using the
Fomell-Larcker criterion 1s shown m Table 4 where the
square root of the AVEs on the diagonals as represented
by the bolded values are higher than the correlations
between constructs (corresponding row and column
values). This indicates that the constructs are strongly

Constructs/itern Loading ¢>0.5) M SD Alpha =0.7) CR (>0.7) AVE (>0.5)
Employee Creativity (EC)

EC1 0.927 4.34 1.377 0.837 0.877 0.554
EC2 0.578

EC3 0.614

EC4 0.936

ECs 0.593

ECs 0.726

Expressing Confidence in high Performance (ECP)

ECP1 0.869 4.15 1.499 0.764 0.858 0.670
ECP2 0.763

ECP3 0.819

Enhancing the Meaningfulness of Work (EMW)

EMW1 0.891 4.04 1.707 0.803 0.882 0.715
EMW?2 0.871

EMW3 0.771

Fostering Participation in Decision making (FPD)

FFD1 0.902 4.08 1.606 0.760 0.857 0.672
FFD2 0.894

FFPD3 0.634

Providing Autonomy from Bureaucratic constraints (PAB)

PABI1 0.885 4.11 1.661 0.795 0.867 0.684
PAB2 0.807

PAB3 0.786

Intrinsic Motivation (IM)

M1 0.645 4.36 1.594 0.710 0.816 0.602
M2 0.727

M3 0.928

M = Mean; SD = Standard Deviation, Alpha = Cronbach’s alpha; CR = Composite Reliability, AVE = Average Variance Extracted; The measurement used
is seven-point scale ranging from 1 (strongly disagree) to 7 (strongly agree); All the factor loadings of the individual items are statistically significant (p<.0.01)
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Table 3: Results of discriminant validity by the cross loading

Table 5: Results of discriminant validity by HTMT

Variables EC EL IM Variables EC ECP EMW FPD M PAB
EC1 0.927 0.689 0.655 EC

EC2 0.578 0314 0.237 ECP 0.466

EC3 0.614 0323 0.335 EMW 0.786 0.391

EC4 0.936 0.713 0.684 FPD 0.644 0.331 0.630

ECS 0.593 0273 0.304 M 0.651 0.495 0.518 0.573

EC6 0.726 0.404 0.523 PAB 0396 0354 0310 0285 0375

ECP1 0.475 0.869 0.43¢ Key: EC: Employee Creativity, ECP: Expressing Confidence in high
ECP2 0.250 0.763 0.225 . .

ECP3 0,200 0.819 0.280 Performance, EMW: Enhancing the Meaningfulness of Work, FBD:
EMWI 0.760 0.891 0' 601 Fostering participation in Decision making, PAB: Providing Autonomy
EMW2 0.608 0871 0.445 from Bureaucratic constraints, IM: Intrinsic Motivation

EMW3 0.444 0.771 0.242

FPD1 0.632 0.502 0.573 Structural model assessment: Hair et ol (2017)
FPD2 0.489 0.894 0411 d . th 1 del by looki

FPD3 0.220 0.634 0.246 suggested assessing the structural model by locking at
PAB1 0.566 0.885 0.517 the beta (B), R? and the corresponding t-values via. a
PAB2 0.173 0.807 0.109 : :

PARS 0108 0.786 0150 bootstrapping procedure with a.resample of .5, 000.
ML 0.236 0.250 0.645 Moreover, they recommend reporting the effect sizes ()
%ﬁg 8-322 8-233 8-;3; as well as the predictive relevance (Q?). As (Sullivan and
EC: Employee Creativiy, ECP: Fpressing Confidence in high Feirm, 2012) argue that the p-value determine whether the

Performance, EMW: Enhancing the Meaningfulness of Work, FBD:
Fostering participation in Decision making, PAR: Providing Autonomy
from Bureaucratic constraints, EL: Empowering Leadership, TM: Intrinsic
Motivation

Table 4: Results of discriminant validity by Fornell-Larcker criterion

Variables EC ECP EMW FPD M PAB
EC 0.745

ECP 0.409 0.818

EMW 0.733 0.359 0.846

FFD 0.590 0.316 0.551 0.820

IM 0.666 0.408 0.532 0.529 0.776

PAB 0.423 0.321 0.342 0.327 0.387 0.827

Diagonals represent the square root of the average variance extracted while
the other entries represent the correlations; EC: Employee Creativity, ECP:
Expressing Confidence in high Performance, EMW: Enhancing the
Meaningfulness of Work, FBD: Fostering participation in Decision making,
PAB: Providing Autonomy from Bureaucratic constraints, ThM: Intrinsic
Motivation

related to their respective indicators compared to other
constructs of the model (Fomell and Larcker, 1981; Chin,
1998), thus, suggesting a good discrimmant validity
(Hair et al., 2017). In addition, the correlation between
exogenous constructs 1s <0.85 (Awang, 2014). Hence, the
discriminant validity of all constructs 1s fulfilled.

There has been some criticism  of  the
Fornell-Larcker et al. (2015) mentioned that it does not
accurately reveal the lack of discriminant validity in
common research situations. They have proposed an
alternative technique which is the HeteroTrait-MonoTrait
ratio (HTMT) of correlations based on the multitrait-
multimethod matrix. This study assesses discriminant
validity through HTMT. While the discriminant validity
has a problem when the HTMT value 18 >HTMT ,, value
of 0.90 (Gold et al., 2001) or the HTMT,,, value of 0.85
(Kline, 2010) all values as Table 5 shows were lower than
the of 0.85 indicating that
discrimimant validity has been ascertained.

recommended  value
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effect exists but it does not reveal the size of the effect.

Hypothesis tests: The structural model assessment as
shown in Fig. 2 and Table 6 provides the mdication of the
hypothesis tests with 3 out of the 3 hypothesis are
supported. EL and TM significantly predict employee
Creativity. Hence, H, ; are accepted with (b = 0.600,
t=25.985, p<0.001), (b = 0. 640, t=37.762, p<0.001) and
(b=0.284, t=10.129, p<0.001) respectively. Note that the
standardized path coefficient indicates the strengths of
the relationship between exogenous and endogenous
constructs, so, the direct effects of EL on IM are much
stronger than the influence of other variables. EL. and TM
are explaining 65.9% of the variance in EC. The R? values
achieved an acceptable level of explanatory power as
recommended by Cohen (1988) and Chin (1998) indicating
a substantial model. This study also assessed effect sizes
(f?). Effect size f* determines whether an exogenous latent
construct has a substantial, moderate or weak impact on
an endogenous latent construct (Gefen and Rigdon, 2011).
Hair et ad. (2017) recommend to test the change in the R?
value. Cohen (1988) suggested a guideline measure the
magnitude of the  which 15 0.35 (large effects), 0.15
(medium effects) and 0.02 (small effects). The result of £
as Table 6 shows that three relationship with medium
effect sizes. Further by using the blindfolding procedure
this study examined the power of research proposed
model regarding the predictive relevance. As
recommended by Hair et al. (2017) the blindfolding
procedure should use only on the endogenous constructs
with a reflective measurement. If the value of 15 greater
than O then the predictive relevance of the proposed
model exists for a certain endogenous construct
(Fornell et al., 2017). As Table 6 shows that all the values
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Fig. 2: PLS algorithm results; EC: Employee Creativity; ECP: Expressing Confidence in high Performance; EMW:
Enhancing the Meanmngfulness of work; FBD: Fostering participation in Decision making; PAB: Providing
Autonomy from Bureaucratic constramts, EL: Empowering Leadership; IM: Intrinsic Motivation

Table 6: Structural path analysis result

Hypothesis Relationship SD - SE t-values p-values Decision IS £ Q2 VIF
o, EL -=EC 0.600 0.601 25.985 0.000 Supported 0.659 0.319 0.782 1.695
H; EL -=IM 0.640 0.641 37.762 0.000 Supported 0.410 0.203 0.284 1.000
H IM ->EC 0.284 0.283 10.129 0.000 Supported 0.319 1.695
EC: Employee Creativity, EL: Empowering Leadership, IM : Tntrinsic Motivation
of * greater than zero indicate that there is an adequate ~ Lable 7: Bootstrapping the indirect effect of IM _
predictive relevance for the proposed model. For the Q? H  Constructs B-value SE  t-valies p values Decision
H,, EL-*IM-*EC 0.182 0.181 11.008  0.000 Supported

values, Hair et al. (2017) suggested values of 0.35 (large),
0.15 (medium) and 0.02 (small) as a relative measure of
predictive relevance and the result of this study shows
that the exogenous have one large predictive relevance
and one with medium predictive relevance.

An 1ssue of the multicollinearity could exist n any
study which 13 not desirable, it means that the variance
exogenous constructs  explain  in  the endogenous
construct are overlapping with each other and thus not
each explaining unique variance in the endogenous
variable (O’brien, 2007). To measure and assess the
degree of multicollinearity, Variance Inflation Factor (VIF)
widely used (O brien, 2007). There is cause for concern
when the largest VIF 1s greater than 10 (Bowerman and
O’Connell, 1990, Myers, 1990). And according to
Hair et al. (2017) a multicollinearity issue exists when the
largest VIF is greater than 5. Table 5 shows
multicollinearity diagnostic through VIF which indicates
that there 1s no evidence of significant multicollinearity
among the study exogenous constructs because all VIF
values are <5 ranging from 1.00-1.695. Tt means that the
in the
endogenous construct are not overlappmng with each
other.

variance of exogenous constructs explains

Indirect hypothesis testing: According to the boot
strapping’s analysis there 1s a sigmficant mdirect impact
in the relationship between EL and EC via. IMwitha
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(Preacher and Hayes, 2008); EC: Employee Creativity; EL: Empowering
Leadership, TM: Tntrinsic Motivation

Table 8: TPMA for Ermployee Creativity (EC)

Total effect of the construct Tndex values
Latent constructs _organizational productivity (Importance)  (Perfommance)
EL 0.953 67.211
IM 0.266 71.053

EL: Empowering Leadership; IM: Intrinsic Motivation

t-value of 11.008 and p-vaue<0.001 as indicated by
Preacher and Hayes (2008) that the mediation effect exist
when the indirect impact of EL. and EC via. IM with boot
93% C1: [LL = 0.130, UL = 0.213], dos’t straddle a zero in
between. Hence, H,a was supported (Table 7).

Importance-Performance Map Analysis (IPMA): This
study ran an Importance-Performance Matrix Analysis
(IPMA) as a posthoc procedure m PLS using
organizational performance as the outcome construct. The
TPMA  estimates the total effects represented by the
importance of predecessor constructs m shaping the
target construct (orgamizational performance) while their
average latent variable scores represent their performance,
the computation of the index values (performance scores)
was accomplished by rescaling the latent constructs
scores to a range of 100 (highest performance) down to 0
(lowest performance) (Hair et al., 2017). According to
Ringle and Sarstedt (2016) TPMA enriches the PLS
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Fig. 3: IPMA (Prnionity Map) for Employee Creativity; EC:
Employee Creativity; EL: Empowering Leadership;
IM: Intrinsic Motivation

analysis results. Instead of only analyzing the path
coefficients (1Le., the importance dimension), it also takes
mto consideration the average value of the latent
constructs and their indicators (lLe., performance
dimension). Table 8 shows the findings of importance
(total effects) and performance (index values) used for the
TPMA.

As shown m Fig. 3 this study plotted the total effects
scores and mdex values in a prionty map. It can be
observed that EL 1s a very important factor in determiming
the EC due to its relatively higher unportance value
compared to other constructs in the proposed model.
Nevertheless, the performance of this significant factor
(EL) lagged behind the TM. According to Hair et al. (2017).
The goal of IPMA 1s to identify predecessors that have a
relatively lugh mmportance for the target construct (1.e.,
those that have a strong total effect) but also a relatively
low performance (i.e., low average latent variable scores),
the aspects underlying these constructs represent
potential areas of improvement that may receive high
attention. In sum in order to unprove the EC, the
managerial activities should focus on enhancing the
performance of EL.

The current study proposes that, empowering
leadership is significantly having direct and indirect effect
on hotel worker’s creativity. EL influences EC indirectly
through mediating variable of IM. EC correlates directly
with IM and indirectly correlates with EL. Hence, forth
mcreased EL will effect in improved IM which in tum
increase EC. The recognition of TM as mediator in the
causal relation between EL and EC help the ADNOC’s
management to create suitable strategies to enhance the
behaviour of EL inside the ADNOC. As per the study’s
proposed model, the cwrent study increaes our
knowledge of the sigmficant role of EL and IM to unprove
employee creativity behaviour at ADNOC, UUAE and
highlights relevant implications and suggestions for
management and policy makers. The study found that EL
positively affect EC among employees within the ADNOC
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in the United Arab Emirates this is supported by previous
studies (Dong et al., 2015; Hon, 2010; Mo and Yu, 2017;
Zhang et al., 2018, 7 hang and Bartol, 2010, Zhang and
Zhou, 2014). It 1s explained by the fact that the more the
leadership of the organization 1s committed to establishing
directions that will be aligned with all activities, teams and
units that will ultimately be at the best interests of
ADNOC service needs, besides encouraging cooperation,
team work and social responsibility commitment, the more
resource efficient the organization become and more likely
to achieve optimal quality besides meeting its benchmarks
on time to perform its duties. Additionally, ADNOC
management should good example the essential
organisational standards to support followers to learn and
disguise and to have the feeling of membership and
accomplishment. The role-modelling at the admmistration
level services to increase IM and esteem from the
subordinates. EL 1s a vital supervisor behaviour which
positively improves staff’s IM while increases EC
indirectly.

Along with concentrating on improving EL, ADNOC
administration would similarly give consideration to other
antecedents of high IM with the aim to increase EC. With
the aim to achieve better loyalty and involvement,
ADNOC supervisors should support staff to attach their
objectives to ADNOC objectives through implementing
the strategy of management by objectives. Likewise it was
found that EL positively affect IM among employees
within the ADNOC 1n the United Arab Emirates, this 1s
supported by previous studies (Hon, 2010, Zhang and
Bartol, 2010, Lim ef al., 2017) lughlighted the importance
of job engagement as a method to enhance favourable
feelings and inspirations to the employees. Leaders have
to obtain an appropriate jobsite for the staff members in
order to enhance a sense of purpose at workplace.

Additionaly, it was found that TM positively affect EC
among workers within the ADNOC 1n the UAE, this 1s
supported by extant literature (Coelho et al., 2011; Hon,
2010; Zhang and Bartol, 2010). In order to face the fierce
competition within the hospitality mdustry, hotel
managers need to understand the worlk related behaviour
because it was recognized as less subject and more stable
to day-to-day fluctuation than job-satisfaction (Joo, 2010).
The more IM the employees becomes and more likely to
achieve optimal quality besides meeting its benchmarks
on time to perform their duties. Employee who is
affectively engaged to the job are less intention to leave
the job and more creative (Lim et al., 2017). The sessions
of mentoring and coaching will play a reole m enhancing
IM. Employee’s empowerment in objective setting and
decision-making helps to enhance worker’s satisfaction
and commitment. ADNOC leaders should implement 360°
feedback mechanizm to give staff with a voice in the
hotel.
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The associations among EI. and TM and EIB have
been investigated widely. This study’s results provide
extra support for these causal relationships, mamly in
ADNOC employee’s and propose that EL is additional
sigmficant factor that indirectly affects these significant
job outcomes. Similary, the results also revealed that EL
has an mdirect effect on EC via. IM, among employees
within ADNOC in the United Arab Emirates which
confirms the mediation role that IM has in this context.
This concept has sigmficant value for researchers
interested in employee creativity. Moreover, the variance
explained by the proposed model in the current study for
EC among employees within the ADNOC in the United
Arab Hmirates is 65.9%. Thus, ADNOC managers who
want to foster better IM among employees of the ADNOC
should take actions to confirm a more EL behaviour
(Schwepker, 2001).

CONCLUSION

Tt is explained by the fact that, EL not only has a
normative role by encouraging creativity behavior among
ADNOC staff (Brown and Trevino, 2006, 2014
Brown et al., 2005) it also has a positive influence on
in-role performance by

strengthening  subordinate’s

relationship with their supervisors and increasing
employee’s attachment to their orgamzations. The fact
that EL indirectly affects follower’s creativity behavior
makes the case that ADNOC should define empowerment

as a vital part of their leaders development strategies.
LIMITATIONS

Limitations and suggestions for future work: The first
limitation concerns the generalizability of the findings, the
targeted sampling of this study includes an employee
working in ADNOC in the United Arab Emirates only.
Another limitation is that data was
cross-sectional and 1s not longitudinal in nature. The
relationship between variables prescribed in the model of

gathered by

this study are lighly case-dependent and thus they vary
from organization to another, the model was implemented
for an example orgamzation which 13 ADNOC. As
described in the introduction study of tlus research.
Moreover, the exclusion of other organizational resources
for mstance, financial resources represents another
limitation of the model. Although, such resources are
necessary for orgamizations m the successful
implementation of their capability-building plans it was

decided that taking into account these organizational
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resources in the model will result in more unnecessary
complications to the model and reduce from the main
objectives of this research.

IMPLICATIONS

Implications for research: This research study has made
use of the available literature of the concept of EL and TM
by applying it to the context of an orgamzation i the
public sector in the United Arab Emirates to examine its
role as a source of competitive advantage and its effect on
the employee creativity. This research can be seen as an
attempt to contribute to the understanding of the
organizational performance that leads to a firm’s enhanced
productivity and thus enhanced competitive advantage
(Rao, 2016). This concept has significant value for
researchers interested m employee creativity. Moreover,
the variance explained by the proposed model in the
current study for employee creativity among workers
within the ADNOC in the United Arab Emirates is 65.9%.
The predictive power of the model i this study has
therefore, a higher ability to explain and predict employee
creativity than obtained from some of the previous
studies with different variances explained recorded for
employee creativity (Hon, 2010; Zhang and Bartol, 2010).
This research offers empirical support to the theoretical
relevance of EL and IM to predict the creativity of
organizations.

Implication for practice: The present research is of
significant for practitioners as it illustrates the importance
of TM and EL. Although, a link of causality between the
variables of this study carmot be clearly recogmized
because of the cross-sectional design, the results indicate
that EL and IM are vital to facilitate and enhance the
employee creativity. The order of this sequence should
encourage organizations to put more emphasis on
nurturing  leader’s empowering person dimension and
moral manager one. Moreover, the implications of the key
findings provide significant benefits not only for at
ADNOC but also to the UAE local govemment
authorities. Incorporating the findings, a number of
practical implications were found such as promoting
leaders empowering behavior as well as employee’s TM
which leads to improving employee creativity and quality
of work. Tt is expected that key findings, especially, the
proposed model will help m supporting the UAE
government policy initiatives, especially, to increase
creativity behavior as part of the job at all levels of
organizations. The evidence shows a link between EL and
better IM and creativity (Ahmad et al., 2016, Atmojo,
2015; Dhar, 2016; Karim and Noor, 201 7; Restubog et al.,
2010, Walumbwa et al., 2017).
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