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Chapter I'V: Results

The reliability of the scales was assessed at the dimensional and overall level before any
other analysis was done to ensure the quality for further assessment. Management Practices and
Resources had unacceptable reliability (lower than 7). .55 and .37, respectively; thus, these two
dimensions were not considered for further analysis. Organizational motivation had reliability of
843, and outcomes of 936, which indicates excellent reliability. As the reliability scores of
management practices and resources were low, they were not considered for further analysis.
Only two dimensions—organizational motivation and outcomes—were studied when assessing
creativity climate at a dimensional level The overall reliabality of the Creativity Climate scale
and GTL scale were also calculated. Both the scales had excellent reliability scores of 887 and
915, respectively.

The means, standard deviation, correlations 1 =en the vanabl est, and
bootstrap are presented i Table 2. The z scores were calculated and compared to a enitical value
of z==2 38 to assess the normality level of the data at p-value of .001. The GTL scores visually
appeared negatively skewed (M = 4.189), with most scores clustering at the higher end of the
distribution. with one outlier and a z-score of 4.18. The Creativity Climate scores almost
resembled a normal distmbution (M= 3.12). with a no z-scores surpassing the outlier cniterion.
At the dimensional level. the orgamizational motivation dimension was positively skewed (M =
2.83) with one outlier and z-score = 2.76. while the outcomes dimension was visually negatively
skewed (M = 3.43) but had no z-scores surpassing the outlier criteria.

Given the small sample size and slight skew in some variables, bootstrapping estimates
for confidence intervals for the correlation coefficients were also obtained. Per central limit

theorem. bootstrapping enables the sample to approach normal distribution due to multiple
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Summary of Results

In thas study, valid and reliable GTL (Global Transformational Leadership) and KEYS
(KEYS: Assessing the Climate for Creativity) scales were used to test the proposed hypothesis.
The KEYS scale assessed the percerved orgamizational work enviromments and comprised four
dimensions (Amabile et al.. 2010). Out of four dimensions. two dimensions, namely
organizational motivations and outcomes, demonstrated acceptable reliability and thus were
utilized for this study. Organizational motivation focused on the orgamization’s motivation to
support creativity and mnovation (Amabile, 1988). Outcomes described the perception of the
work being done in the orgamzation in terms of the creativity level and productivity within the
organmization. The GTL captured the employee perceptions of their leader’s charactenistics of a
transformational leader. supporting staff growth and encouraging development. giving
recogmition, fostering trust and involvement, and encouraging new ways of thinking (Carless et
al.. 2000).

A positive sigmificant correlation 1s observed between orgamzational motivation to
mnovate (KEYS dimension) and GTL. This KEY S dimension comprises two work environment
dimensions—organizational encouragement and lack of orgamzational impediments. The above
result highlights that when employees perceive their leaders as supportive, encouragimmg, and
mvolved. employees tend to perceive their environment as encouraging creativity through fair
construction of ideas. rewards and recogmition for sharing ideas. supporting active idea
generation, and vision creation (Amabale et al . 2010). A healthy environment 1s perceived
through a lack of impediments within the organization. thus reducing internal politics, harsh
feedback, unhealthy competition, or overemphasizing the status quo (Amabile et al | 2010).

Research has shown that transformational leadership comprises four main components: idealized
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Chapter V: Discussion

The current study examined the relationship between transformational leadership style
and creativity climate emplovee perceptions. There has been plenty of research on studving the
factors facilitating workplace creativity, such as creativity climate, workplace motivation, and
mnnovation (Ghosh, 2015; Hassi, 2019; Isaksen & Akkermans, 2011; Lin & L, 2012), and the
benefits of creative individuals within an organization like higher teamwork, more strategic
thinking (Basadur, 1993). However, creativity climate has been studied predomunantly at the
aggregate levels and less so at the individual level A very limited number of research studies the
relationship between transformanional leadership style and creativaty climate (Aboramadan.
2021; Ekvall, 1987; Jaiswal & Dhar, 2015; Yildiz et al | 2014). Given the importance of
individual perceptions of the environment to employee reactions and behaviors (e g, Baltes,
2001: Lewin. 1936). examiming creativity climate at the individual level can provide important
nsights mto managing creativity in the workplace. Some of the orgamizational outcomes of a
creativity climate include increased problem-solving skills. commmunication skills. commitment.
and coordmation among employees (Ku Saud, 2017). lugher overall orgamizational performance
{(Carmeli et al.. 2006; Schilling, 2008) along with higher job satisfaction and decreased
absenteeism (Mavfield et al.. 2020). However, to the researcher s knowledge. no research has
examined the relationship between individual-level creativity climate as perceived by employees
and their perception of their leaders as transformational. Thus. the purpose of this study was to
examine whether emplovees who perceived their leaders as transformational also perceived a
climate within the organization as creative. The results and their implications are discussed in the

following sections.
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