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among individuals. The organizational environment, specifically culture, has an impact on
individual employee perceptions, such as climate. However, the individual employee factors
(e.g.. personality) will also have an impact on how the objective reality 1s perceived, resulting in
potentially different climate perceptions across employees of objective orgamizational reality,
and thus, different behavioral and attitudinal reactions within the same environment. In other
words, while culture of creativity is expected to influence employee outcomes, such as creativity,
innowvation, skills: the perceptions of the culture, that 1s, climate, in relation to creativity is also
important to consider. Scholars emphasize that for enhancing this skill, there 1s a need fora
creativity culture and climate in the organization (Tesluk et al., 1997).

Indeed, research has found that in order to enhance creativity. it 1s essential that
employees perceive an environment as conducive to display those sklls or develop them (Elkwvall,
1999); and that creativity climate plays an important role in promoting and supporting creativity
(Andnopoulos, 2001 ; Khalili, 2016; Nemamich & Keller, 2007; P. Wang et al., 2013). Thus. this
study examined the perceived creativity chimate by emplovees. Specifically, given that climate
for creativity 1s an important facilitating factor to employee creativity, it was important to
identify the factors that impact the perceptions of creativity climate for employees.

Preliminary research shows that psychological climate, as discussed above, can be
affected by the organizational culture, systems, and structures, as well as leadership (Schulte et
al . 2006). According to Richards and Engle (1986). “Leadership 1s about articulating visions,
embodying values, and creating the environment within which things can be accomplished™ (p.
206). Research shows that clear commumication of employee goals and procedures for
developing new products. promotion of cross-functional teams, rewards and recognition, traiming

and support, humor, prestige-free discussions lead to a higher possibility of enhancing creativity
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The Relationship Between Employvee Perceptions of Transformational Leadership
Behaviors in their Supervisors and Creativity Climate
Chapter I: Introduction

The current decade has been considered by many. including scholars. as a world of
mnnovation and development (Dutta et al., 2017). There have been numerous improvements in the
software development tools to support business management applications, content management
systems, customer service and feedback. and many other organizational functions (Srivastava et
al., 2021). These advancements have sigmficantly impacted how businesses started operating and
maintaming themselves in the market over the past decade (Sharman, 2018). For example, the
company’ s demand for growth and development is increasing as they undergo structural changes
(Fabiano. 2019). In addition. with globalization and technological advancements, orgamzations
operate in a competitive business environment. and global competition forces compamies to seek
ways to improve their products and services to survive and thrive (Kaweske, 2021).

Indeed. researchers and practitioners, including a meta-analysis of 62 studies over 20
years, have linked innovation and orgamizational performance (Rousseau et al., 2016).
Innovation has been considered the main strength for organizational success (Kane et al., 2019).
For example, innovation has been linked to improved employee-manager relations and customer
service (BDC, 2022). Lack of innovation shows a strong relation to financial and share losses,
increased turnover, reduced margins and profits. decreased productivity and efficiency. and other
negatrve outcomes (European Central Bank. 2021).

Given the importance of innovation in an organization s success, researchers and
practitioners have been exploring factors to foster 1t. Some of the factors that facilitate workplace

innovation are support and a cross-functional environment for teams. less hierarchical systems of
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Generally. the climate is defined as individuals” perceptions of organizational policies. practices. functioning, a learming culture, and providing consistent feedback and development (Kane et al..

and structures (WL G. Patterson et al.. 2004) which affect their behavior. attitudes, and feelings.

thus formmulating life in an organization (Ekvall. 1996). While creativity climate has been
referred to as an organization’s socio-environmental context like employee care. supervisory
support on emotional and functional grounds, employees” willingness to take responsibility.
share 1deas and take initiatives, and the openness of communication. These factors help
formulate a climate for supporting creativity (Ghosh. 2015).

The climate in organizations can be conceptualized at different levels. A group-level

climate 1s defined as a measure of shared or aggregated understanding of beliefs and focus.

which establishes the mner environment of the organization (Zohar & Luria. 2005). While at the

individual level (as discussed above), 1t encompasses the psychological climate measured by
mndividual-level perceptions of the orgamzational environment which helps employees relate
themselves to 1t (Baltes, 2001: S. P. Brown & Leigh. 1996). This study was concerned with
individual-level climate of creativity.

In order to enhance creativity. it is essential that employees are provided with an
environment that supports those skills and helps develop them (Ekwvall, 1999). Research has
found that creativity climate plays an important role in promoting and supporting creativity
(Andnopoulos. 2001 Khalili. 2016; Nemanmich & Keller, 2007; P. Wang et al.. 2013). In Ius
seminal work. Lewin highlighted that the behavior of an individual 1s a function of their
objective environment. that is. the physical and social surroundings. and their subjective
perception of that environment (Lewin. 1936). In the case of creativity. the concepts specified
above m Four Ps model, and explained by Lewin’s (1936) assertion, showcase an interplay of

organizational enviromment playing an essential role i developing and encouraging creativity

2019). Employee creativity has also been identified as one of the essential contributors to
mnnovation: it 1s specified as the first and the most necessary prelude towards the production of
novel ideas leading to the possibility of innovation to take place. In other words, creativity is the
first step of 1dea generation that creates the possibility for innovation, that 1s. an act of putting
those 1deas mto application (Hulpke, 2019; Peek, 2021). As such, researchers and practitioners
have begun to study and apply creativity in organizations at different levels.

According to the World Economic Forum, creativity has been ranked in the top 10 sklls
of 2020 at the third position as the essential skill for future jobs. The source states that 1t related
to nine out of the top 10 skills that had been listed (Gray, 2016). Researchers have also found
that orgamizations that promote creativity have an increase in employee efficiency, motivation,
job satisfaction, teamwork, and heightened strategic thinking tactics along with the creation of
new products and methods (Isaksen et al., 1993; Tavares, 2016). Creative employees are more
adaptable to change as they tend to play an important role in the identification and
implementation of the same. They are encouraged to participate in critical thinking, thus
producing ways to improve and find solutions for the problems being faced (Isaksen et al., 1993).
Research has further shown that creative work can increase meamingfulness. job satisfaction, and
engagement while improving employee performance and retention (Jaussi et al.. 2007).

The traditional conceptualization of creativity has investigated the Four Ps—the creative
person, product, process, and place (environment; Rhodes, 1961). Here the person refers to the
creative individual or group. process refers to the mental mechamsm of being engaged in a
creative activity, the product 1s the result, and the place refers to the setting or the climate

which the creative person resides (Bereczla & Karpati, 2018). At the individual level, creativity
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