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Abstract 

Today, organizations are fancying real challenge regarding to competitions, as they have to create 

innovative strategies and stimulate creativity. Work environment is one of most important factors 

that can influence creativity and innovation. It affects the employee’s productivity, performance and 

creativity. This study aims to determine the effect of work factors on the creativity level of the 

employees of Movenpick City Star Hotel in Jeddah.  In addition, the study reveals which factor can 

positively or negatively affect creativity to find the most influential elements. The regression analysis 

for the data collected from 93 employees, using ten environmental factors related to creativity, was 

performed.  Among the factors, work pressure is found to have a significant negative effect on the 

creativity level of the employees and a negative predictor of creativity. However, the other nine 

factors including autonomy, clarity, managerial control, co-worker cohesion, innovation, 

involvement, task orientation, physical comfort and supervisor support are found to have a positive 

influence of the creativity level of the employees. Moreover, three work environment factors; 

autonomy, managerial control and supervisor support are found to be a significant predictor of 

employees’ creativity.  In conclusion, these findings are providing insights to organizations that aims 

to have creativity within the organization.  
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Introduction 

Creativity is the process of producing novel ideas for solving problems and developing 

innovative products and services (3). The creativity research has been started since 1950s and until 

today, where it becomes a growing recognition for the companies and organizations. It revealed its 

importance as a source of competitive strength and success since it turns ordinary companies into 

market leaders (33, 52, 55, ,68, 78). Therefore, it becomes a major concern for organizations that are 

facing the global economic competition today (68).  

Work environment has a crucial impact on the employee’s performance and therefore in 

achieving the organization goals (64). It is a combination of factors that influence their work 

performance and level of motivation in terms of job satisfaction and intention to leave or turnover 

intentions (38, 69, 77). Effective work environment will increase the output and improve the 

employees’ productivity which entitles an attractive, creative, comfortable, motivating, and 

satisfactory environment for the employees (19, 84).  

Creativity is important for organizations to reach high level of performance, which requires 

supportive work environment (90). The latter is able to stimulate creativity by providing physical and 

social stimuli that give rise to creative performance of the employees (78). Several components and 

external conditions in the work environment can inhibit or facilitate creativity (56). Therefore, 

exploring what factors influence the level of creativity of the individuals or groups is important, as 

they can contribute significantly in ideas generation, organizational success, and long- 
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term survival (78, 45, 35, 75, 2). For example, Gu and his group found a positive influence of leader’s 

moral stance on the creativity of the team (39).  

Study problem 

Most of previous studies have examined the relationship between some environmental 

factors on the creativity of employees rather than the work environment factor (85). Work 

environment has several elements that can be investigated but there are insufficient studies 

regarding this matter. For this reason, this study intends to fill the research gaps by examining the 

effect of work environment on the creativity level of employees in Movenpick City Star Hotel in 

Jeddah and how the work environment must be designed in order to encourage creativity.  

Study objectives  

The main objective of the study is to determine the effects of the work environment factors 

on the creativity level of the employees of Movenpick City Star Hotel in Jeddah. Several sub objectives 

will be achieved to identify which factors are positively or negatively affect the employees’ creativity. 

Based on Work Environment Scale (WES), which was developed by Moos and Insel, there are three 

dimensions and ten subscales that measure the social environments of different work settings, which 

was used to form the following study objectives:  
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1. Identify the effect of autonomy on the employees’ creativity level  

2. Identify the effect of clarity on the employees’ creativity level 

3. Identify the effect of managerial control on the employees’ creativity level 

4. Identify the effect of co-worker cohesion on the employees’ creativity level  

5. Identify the effect of innovation on the employees’ creativity level 

6. Identify the effect of involvement on the employees’ creativity level 

7. Identify the effect of task orientation on the employees’ creativity level 

8. Identify the effect of physical comfort on the employees’ creativity level  

9. Identify the effect of supervisor support on the employees’ creativity level  

10. Identify the effect of work pressure on the employees’ creativity level 

Importance of the study 

Since there is insufficient research conducted in this field in Saudi context, the importance 

of this study appears in its findings as it will guide the Saudi Arabian managers in their organizational 

improvement. Also, it will direct the attention of the decision makers to deal with the concept of work 

environment and its impact on the creativity of their employees. In addition, it will help the designers 

who want to design work environments in such a way that encourage creativity in the employees’ 

performance.  
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Study question 

The research question of this study is: 

RQ: What is the effect of work environment factors on the creativity level of employees in Movenpick 

City Star Hotel?  

RQ1: What is the effect of autonomy on the employees’ creativity level? 

RQ2: What is the effect of clarity on the employees’ creativity level? 

RQ3: What is the effect of managerial control on the employees’ creativity level? 

RQ4: What is the effect of co-worker cohesion on the employees’ creativity level? 

RQ5: What is the effect of innovation on the employees’ creativity level? 

RQ6: What is the effect of involvement on the employees’ creativity level? 

RQ7: What is the effect of task orientation on the employees’ creativity level? 

RQ8: What is the effect of physical comfort on the employees’ creativity level? 

RQ9: What is the effect of supervisor support innovation on the employees’ creativity level? 

RQ10: What is the effect of work pressure on the employees’ creativity level? 

 

Study hypotheses  

The study’s intentions and the previous researches guide to indicate the hypotheses of this study. The 

following hypothesis will be tested:  

Hypothesis.1: At least one of the work environment factors has positive impact on the employees’ 

creativity level.  
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Then, in order to test which of the work environment factors has positive impact on the creativity 

level of employees, the following hypotheses are developed.  

Hypothesis.1a: There is a positive impact of autonomy on the employees’ creativity level 

Hypothesis.1b: There is a positive impact of clarity on the employees’ creativity level 

Hypothesis.1c: There is a positive impact of managerial control on the employees’ creativity level 

Hypothesis.1d: There is a positive impact of co-worker cohesion on the employees’ creativity level 

Hypothesis.1e: There is a positive impact of innovation on the employees’ creativity level 

Hypothesis.1f: There is a positive impact of involvement on the employees’ creativity level 

Hypothesis.1g: There is a positive impact of task orientation on the employees’ creativity level 

Hypothesis.1h: There is a positive impact of physical comfort on the employees’ creativity level 

Hypothesis.1i: There is a positive impact of supervisor support on the employees’ creativity level 

Hypothesis.1j: There is a positive impact of work pressure on the employees’ creativity level 

 

Literature review  

1. Creativity in organizations 

For more than years, creativity research has been tackled from several areas and aspects 

including psychology, cognitive science and management. It distinct into two types in which creative 

achievement requires: divergent thinking which means bringing creative ideas into existence or 

convergent thinking which deals with creative problem-solving (15). The latter plays a crucial role in 

maintaining the competitive advantage of an organization (5, 25, 71). Organizational creativity is the 
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cornerstone of organizational change and the foundation of innovation, which is a key to 

organizational effectiveness (37). Work creativity is the perspective of organizational products, 

services, processes, and procedures (28). For organizations that value creativity and seek to be 

creative they need to pay attention to work environment element according to the theory that 

suggest its effect on an individual’s creativity therefore the organizational creativity (85). There are 

five components for organizational creativity in which the link between them are individuals, group, 

and organizational characteristics that have an impact of creative process and resulting in creative 

output (86). Ford suggests that creativity is expected from individuals who are interested and 

motivated (34). Similar to Amabile’s model, Ford also suggests that there are three influences that 

shape a person’s capacity to provide creative actions and performance (5, 34). These are domain-

related knowledge, creative thinking abilities, behavior skills, and work environment (68, 34, 5).  

2. Work environment 

Work environment is not only referred to physical environment but also includes the social 

environment (8). Physical environment relates to the work setting and where the employees perform 

their duties (89). On the other hand, social environment that deals with emotional aspects such as 

relationships with the supervisors and other staff, autonomy, equity, fairness, and task 

responsibilities (83). According to the model of Great Places to Work Institute, a research and 

management consultancy which have been evaluating employees and employers since 1980, 

employees prefer to work in well-structured and comfortable workplace in such a way that leads to 

better productivity (56). They also would like to work in a climate that is trustable and enjoyable (56). 

According to literature, work environment has been measured according to several dimensions, 
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which was used to create models that show the relationship between work environment factors and 

the  organizations’ employees or outcomes. According to Ekvall’s model, ten factors can affect the 

climate within the organization which are as follows; leadership behaviour, task requirements, 

resources and technology, organizational culture, management practices, structure and size, mission 

and strategy, individual skills and abilities, motives and styles, individual needs and organizational 

systems, procedures and policies (5, 53).  

Other dimensions were also proposed by Campbell et al. in 1970 includes the degrees of 

structure imposed on the position, reward orientation, and consideration, individual autonomy, 

support and warmth. Later in 1993, Ostroff has suggested twelve dimensions that are then grouped 

into three higher order dimensions: affective, cognitive, and instrumental (43). Another scale was 

developed by Moos’s Work Environment that focuses on the social climate of work environments, 

which represent a group of feelings, attitudes and behaviors that describe life in an organization (87). 

In addition, the Work Environment Scale (WES), which was developed by Moos and Insel, has three 

dimensions and ten subscales. All of them measure the social environments of different work 

settings. These dimensions include the personal growth, the system maintenance, and the 

relationship dimensions (15). The latter subscales include involvement, peer cohesion, supervisor 

support whereas the system maintenance dimension includes the following subscales; clarity, 

managerial control, innovation, and physical comfort. Lastly, the personal growth dimension relates 

to how to make employees take decisions, workload pressure, getting their job done, be efficient and 

make good planning. These subscales are autonomy, task orientation, and work pressure (87).  
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3. The Dimensions of the Work Environment  

3.1. Autonomy  

Autonomy of a person can be defined as the feeling of freedom with no pressure or control 

of any internal or external force (22, 59). It can be reached when the work environment is created to 

be supportive such as when managers offering more level of choice, encouraging self-initiation, and 

assumes the employees’ perspective (22). Increased autonomy increases the flexibility and the 

control of the employees in deciding how to perform the work (58). As autonomy can supports 

employees’ behavioral changes and increase job satisfaction as well as performance, it may support 

the creativity of the employees in the organization (22).  

3.2.  Clarity  

Clarity is when employees know about the company’s rules and policies and its 

communication to them. Also, know what expect in their daily work life and what is expected from 

them. In addition, their job duties as well as their importance are clearly defined to them (85). 

According to the previous research, task clarity has a positive relationship with job satisfaction and 

clarity of organizational goals can affect the employees’ performance in obtaining such goals (89). As 

a result, creative performance of employees may be also affected by the clarity of work environment.  

3.3. Managerial Control  

The work environment control is mainly relating to managers to keep employees under 

control. Managerial control is the degree of the rules and pressures that are used to keep that control 
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(85). The previous research revealed that management control affects several outcomes including 

employee’s performance, job satisfaction, motivation, stress, involvement, level of absenteeism and 

turnover (49). It is at some extent necessary to have a control mechanism for the selective control of 

employee behaviour. Another study has shown that negative effects of control on the performance 

of employees as well as intrinsic motivation which cannot be neglected (49).  

3.4. Co-worker Cohesion    

Co-worker Cohesion can be described as the social interaction with satisfaction and 

attraction among the members of the group (79). It represents their unity and attachment to meet 

their objectives as well as their social needs (79). According to Fertinger, the cohesion defines as “the 

total field of forces which act on members to remain in the group” (18). It can be distinct into two 

groups; group integration and attraction to group. The first concerns the group as totality whereas 

the second refers to the person as a member itself (21). The cohesion groups characteristics appears 

in supporting each other, having a good cooperation and communication, beside the strong morale 

and group spirit between them (82). From the above findings, co-worker cohesion can be an essential 

element that leads to creative employees in the organization.  

3.5. Innovation  

Innovation and creativity are mainly different concepts (61). While creativity deals with the 

production of new ideas, innovation deals with the adoption of these ideas and transfer them into a 

new product or service or system etc. (43). The latter represents the successful implementation of the 

creative ideas within an organization (9). Therefore, innovation is the result of creativity and no 
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innovation without the creative processes (13). As a result, innovation can be a muck land as a factor 

of work environment to enhance creativity of employees in the organizations (24, 58). 

3.6. Involvement  

Job involvement is defined as “psychological identification with one’s work” (54). It is about 

how the employees see their jobs and lives united together. It also refers to the commitment to their 

jobs. According to the approaches of involvement in the literature, job involvement has an influence 

on the person’s self-esteem and in finding person’s identity (42). It is important for the employees to 

have high level of job involvement in order to not make them feel separated between their lives and 

jobs (41). It also gives them high level of satisfaction when they accomplish their duties effectively 

(30). Brown revealed that people who committed to their work and organization and find their jobs 

challenging and motivating are less intention for turnover or leaving their jobs (42). Therefore, 

achieving high level of creativity of employees may depend on achieving the highest level of job 

involvement in the organization (30). 

3.7. Task Orientation  

Task orientation is described as performing a task in an excellent quality by sharing the 

concern, vision, and outcomes, which would include evaluations and modifications (40, 74). In 

another word, the team members share a common concern to ensure a good performance outcome 

(66). This dimension requires an environment that supports the adoption of improvement of 

methods, policies and procedures (12). When the excellent performance is achieved, it would be a 
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supportive work environment for the other factors including enhancing the employees’ creativity in 

the organization. 

3.8. Physical Comfort  

Physical workplace is the second most important reason for turnover of the employees in 

the organizations according to a study done by American Society of Interior Designers (50). It 

revealed that there is a strong relationship between the employees’ psychology and their work 

environment (50). The working climate and conditions such as rest time, ventilation, safety, cleaning 

voice level and good physical setting have shown a great effect on the employees’ performance (3). 

Therefore, most of the employers aim to afford the good workplace environment to increase the 

productivity level of their employees (3). Based on these findings, workplace can be also an effective 

factor that support creativity of the employees in their organizations.  

3.9. Supervisor Support 

Supervisor’s support refers to the helping and assisting behaviour that can be provided by 

the direct supervisor to the employees (27, 14). It also can be shown by the organization when they 

value their contribution and care about their welfare to satisfy socioemotional needs (72). This 

support will increase the employee’s incorporation and involvement in the organization (72). 

Therefore, support from the supervisors and the positive interaction between them can encourage 

the employees’ creativity and hence reaching organizational creativity (29).  
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3.10. Work Pressure  

Work pressure is the over expectation achievement from the employees in an organization. 

Workload pressure means extra work that distracts the main project work (51). Usually, it affects the 

time line or the time period set for finishing the project work (85). It may result in work stress 

especially if the employee fails to meet the work deadlines and make his or her depressed and 

exhausted and sometimes be ill (17). Therefore, the work environment of organizations better to not 

have that pressure when it seeks a creative employee.  

4. The relationship between creativity and work environment 

Creativity is multifaced which can be affected by several individual-level and environmental 

variables (67). Creativity of employees also depends on several factors in which some are relate to 

individuals such as relevant knowledge whereas others relate to the work environment (26). A study 

was done by Politis has shown that employee’s creativity is influenced by the work environment (67). 

Since that several studies were conducted to find out the relationship between work environmental 

factors and the creativity of the organizations’ employees (65). It was found that work environment 

includes several factors that contributes to the productivity of the employees (31). Also, it has been 

realized that social environment can influence the creative behaviour of the employees at some 

degrees (65). In addition, a study has shown the relation between physical work environment and 

creativity of employees (26). Another research also found that moral stance of the leaders has a 

positive effect on the employees’ creativity (39). Moreover, Muñoz- Pascual and Galende concluded 

that managers should encourage intrinsic motivation for their employees to improve their creativity 
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level (62). Furthermore, Jyoti and Dev revealed that transformational leadership would increase the 

creativity of the employees (48). In another project, it was concluded that the climate of the 

organization has a moderate effect of emotional intelligence on the creativity of employees (46). In 

line with these findings, Jiang et al. suggested that employees who face bullying by their leaders affect 

their creative performance (47). Nevertheless, a study was done by Rodríguez-Sánchez et al. 

observed that group engagement plays a curial role between work group cohesion in relation with 

their creativity (73). The existence of music sounds or silence or fresh air in a work environment can 

also stimulate the creativity of the employees (81).  

During that period of discoveries, a quantitative research instrument called KEYS was 

developed by Amabile et al. to assess the work environment factors that are necessary to foster 

creativity in organizations (9, 11). The instrument represents a componential model of creativity that 

describes the psychological and social components necessary for an individual to be creative (4, 9, 

6). The instrument includes eight environmental scales, in which six were identified as “stimulant 

scales” that encourage creativity and two were identified as “obstacle scales” as they are negatively 

related to creativity (9, 7). The six scales are organizational encouragement, supervisory 

encouragement, work group supports, freedom, sufficient resources, challenge (9). On the other 

hand, the two scales are organizational impediments and workload pressure (7).  

Further research was conducted in Turkey has shown that the ability of problem solving and 

adaptation factors at individual level were found to have positive relationship with creativity (20). 

Also, group diversity and commitment were found to have positive relationship with creativity at the 

group level (20).  In addition, another study has revealed a strong positive association between 
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creative work environment and affective employee attitudes (32). Eren and Gündüz (2002) have also 

examined how the characteristics of the work environment affect creativity at work (32). Several 

factors were examined and revealed their positive effect on creativity except communication factor 

which was found to have negative effect on creativity (32). The sum of the studies findings show that 

creativity depends not only on individual factors but also on several work environment factors that 

can impact the creativity of employees (70). Therefore, organizations should build an attractive work 

environment so that the employees are able to be creative (1, 76, 88). 

Methodology  

1. Participants  

The study targeted the employees of Movenpick City Star Hotel in Jeddah, Saudi Arabia. The 

data were collected from 93 employees working in different departments and divisions in the hotel. 

The departments were as follows; front office, sales and marketing, engineering, human recourses, 

finance, kitchen, housekeeping, reservation, security, food and beverage, information technology, 

and steward. The employees were randomly selected from the departments (cluster random 

sampling). The study was focused on several factors of the work environments. The questionnaire 

was distributed to all the volunteered workers and eliminated to the workers who did not give a 

complete response. The total questionnaires were analyzed using specific tools.  
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2. Instrument or study tools  

The quantitative research instrument in this study was a questionnaire to obtain the 

information and data necessary for the study. The reason for the choice of questionnaire as the 

method because experimentation and observation are not always possible to do. Also, the 

questionnaires cost low and reduce the biases that may be caused by the characteristics and the skills 

of the interviewers (63). In addition, it gives them time to think about their environment and don’t 

have pressure to give the answers in a limited time (63).  The questionnaire items were adopted from 

two scales, WES and KEYS, that covered the following work environment dimensions: autonomy, 

clarity, managerial control, co-worker cohesion, innovation, involvement, task orientation, physical 

comfort, supervisor support, work pressure, and creativity. All items are rated on a likert scale, 5-point 

scale ranging from “I totally disagree” to “I totally agree”.  

The work environment scale is a very well-known validated measure that focused on social 

climate of work environments, measures employee preferences for the mentioned dimensions (60). 

It measures how people perceive the environment and how it influences their behavior. It entailed 

ten subscales comprises nine items in each. On the other hand, to measure employees’ creativity 

level, ten-item scale from KEYS research instrument that was developed by Amabile et al., to assess 

employees’ collective perception of their company’s climate in terms of creativity, was used in the 

questionnaire (9). (see Appendix for details of corresponding items in each dimension).  
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3. Procedure 

For the purpose of data collection, the relevant administrative staff, including the general 

manager and human resources manager, were contacted. A written email was sent describing the 

purpose of the study and its objectives and outcomes. An electronic questionnaire was fulfilled by 

the participants. Before the questionnaire was administered, an electronic informed consent form 

was received and agreed by each participant who decided to take part in the study. They were also 

assured about the confidentiality of the data and information they provided. The criterion of selection 

of respondents was that only those who answered all the questionnaire items.  

4. Statistical methods 

Frequency distribution of answers and percentages was generated and linear regression 

analysis. SPSS statistical program was also used to generate the descriptive analysis including mean, 

median and standard deviations. In addition, the correlation coefficient Pearson was used to get the 

results as accurate as possible. The reliability coefficient of Cronbach’s Alpha of the factors was 

calculated in order to test the availability of the consistency and internal consistency between the 

answers to the questions. Knowing that the statistically acceptable value of the Cronbach’s Alpha 

coefficient was 60%. 

Results 

In light of the goal of the study in assessing the effect of various factors of work environment 

on creativity and according to the study design, 93 workers in Movenpick City Star hotel in Jeddah 
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were enrolled in the study. They were asked to fill down a predesigned valid questionnaire assessing 

work environment and creativity. The results' section is formed of two main compartments; the first 

one provides descriptive statistics of the study group and their responses to the items of work 

environment and creativity. The second one displays bivariate analysis answering the research 

questions. Items 34, 51, and 63 were excluded from the analysis as there were missing data.  

1. Descriptive analyses of the study group: 

Table 1 shows the characteristics of the respondents. The great majority of the participants 

(84.9%) are males, and most of them aged 40 years or younger (79.6%). More than one half of the 

participants (57%) had university qualifications in addition to 4.3% who had postgraduate degree. 

Most of the participants had experience in the current hotel for <3 years (41.9%) they were working 

mainly in housekeeping (24.7%), food and beverage (15.1%), front office (13%), and engineering 

(10%). 

Table  16 : Characteristics of the study group (n=93). 

Characteristics No. Percentage 

 Gender:   

Male 79 84.9 

Female 14 15.1 

Age categories:   

<30 years 42 45.2 

30-40 years 32 34.4 

41-50 years 12 12.9 

>50 years 7 7.5 

Education level:   

High school 36 38.7 
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University 53 57.0 

Postgraduate degree 4 4.3 

Years of experience in current hotel:   

<3 years 39 41.9 

3-7 years 34 36.6 

8-11 years 14 15.1 

≥12 years 6 6.5 

Work in administrative job:   

Housekeeping 23 24.7 

Food & Beverage 14 15.1 

Front office 13 14.0 

Engineering 10 10.8 

Finance 7 7.5 

Human resources 7 7.5 

Security 7 7.5 

Kitchen 5 5.4 

Sales & Marketing 3 3.2 

Reservation 2 2.2 

Information Technology 1 1.1 

Steward 1 1.1 

 
 

2. Analysis of Data 

The tools of the study (the work environment and creativity assessment questionnaires) 

were tested for internal consistency and its applicability in the current setting. The Cronbach’s alpha 

for work environment scale is 0.955 and for creativity scale is 0.920; which denotes high reliability.   

 



Midocean University  

College of Management 

Department of Management 

 

24 
 

3. Response of the participants to the items of the work environment scale: 

The average score for the items describing the work environment was calculated with a score 

ranging from 1 for strongly disagree to 5 strongly for strongly agree with a maximum of “5”, Table 2 

shows the agreement average scores for “autonomy” domain, the highest score was recorded for 

“Employees are encouraged to learn things even if they are not directly related to the job” with 

average score (mean±SD, 3.74±0.92), while the lowest score was recorded for “Employees generally 

do not try to be unique and different” (mean±SD, 2.96±1.05). 

Table  17 : Average scores for the items describing the domain “Autonomy”.   

 Dimensions and items Mean SD Median 

Autonomy    

Q1: Employees are encouraged to make their own decisions 3.56 1.06 4 

Q11: Employees have a great deal of freedom to do as they like 3.38 1.04 4 

Q21: Employees function fairly independently of supervisors 3.34 0.90 4 

Q31: People can use their own initiative to do things 3.52 0.79 4 

Q41: Supervisors encourage employees to rely on themselves when a 

problem arises 
3.53 0.95 4 

Q61: Employees generally do not try to be unique and different 2.96 1.05 3 

Q71: Employees are encouraged to learn things even if they are not 

directly related to the job 
3.74 0.92 4 

Q81: Supervisors meet with employees regularly to discuss their future 

work goals 
3.71 1.02 4 

 

Table 3 shows the response on the item “Clarity”, it reveals that the highest agreement score was 

given for the item “Supervisors encourage employees to be neat and orderly” (mean±SD, 3.84±0.96), 
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while the lowest score was recorded for “Rules and regulations will be somewhat vague and 

ambiguous” (mean±SD, 2.86±1.05). 

 

Table  18 : Average scores for the items describing the domain “Clarity”.   

 Dimensions and items Mean SD Median 

Clarity    

Q2: The responsibilities of supervisors are clearly defined 3.82 0.92 4 

Q12: The details of assigned jobs are generally explained to employees 3.77 0.78 4 

Q22: Things are sometimes pretty disorganized 2.99 1.06 3 

Q32: Fringe benefits are fully explained to employees 3.73 0.94 4 

Q42: Activities are well planned 3.55 0.98 4 

Q52: Employees are often confused about exactly what they are 

supposed to be 

3.27 0.91 
4 

Q62: Rules and regulations will be somewhat vague and ambiguous 2.86 1.05 3 

Q72: Rules and polices are constantly changing 3.34 0.87 4 

Q82: Supervisors encourage employees to be neat and orderly 3.84 0.86 4 

 

Table 4 illustrates that the highest score for the domain “Managerial control” was reported for the 

item “Supervisors are always checking on employees and supervise them very closely” (mean±SD, 

3.91±0.78) and the lowest score was recorded for the item “People can wear wild looking clothing 

while on the job if they want” (mean±SD, 2.59±1.26). 
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Table  19: Average scores for the items describing the domain “Managerial control”.   

 Dimensions and items Mean SD Median 

Managerial control    

Q3: Supervisors are always checking on employees and supervise them 

very closely 

3.91 0.78 
4 

Q13: Supervisors keep a rather close watch on employees 3.66 0.93 4 

Q23: Employees are expected to conform rather strictly to the rules and 

customs 

3.78 0.82 
4 

Q33: Rules and regulations are pretty well enforced 3.76 0.93 4 

Q43: People are expected to follow set rules in doing their work 3.77 0.75 4 

Q53: People can wear wild looking clothing while on the job if they 

want 

2.59 1.26 
3 

Q73: There’s a strict emphasis on following policies and regulations 3.40 1.00 4 

Q83: If employee comes in late, he or she can make it up by staying late 3.16 1.04 4 

Regarding the domain “co-worker cohesion”, Table 5 shows that the highest agreement score 

(mean±SD, 3.70±1.00) was recorded for the item “People go out their way to help a new employee 

feel comfortable”, while the lowest score (mean±SD, 2.99±0.96) was found the item “Employees who 

differ greatly form the others in the organization don’t get on well”. 

Table  20 : Average scores for the items describing the domain “Co-worker cohesion”.   

 Dimensions and items Mean SD Median 

Co-worker cohesion    

Q4: Employees often eat lunch together 3.45 1.16 4 

Q14: People take a personal interest in each other 3.39 1.03 4 

Q24: Employees often talk to each other about their personal problems 3.25 1.01 4 

Q44: Employees rarely do things together after work 3.31 1.10 4 
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Q54: People go out their way to help a new employee feel comfortable 3.70 1.00 4 

Q64: The atmosphere is somewhat impersonal 3.06 0.97  

Q74: People are generally frank about how they feel 3.45 0.75 4 

Q84: Employees who differ greatly form the others in the organization 

don’t get on well 

2.99 0.96 
3 

For the domain “Innovation”, the highest score (mean±SD, 3.74±0.94) was found in the item “New 

and different ideas are always being tried out”, while the lowest score (mean±SD, 2.91±1.00) was 

found in the item “Variety and change are not particularly important” (Table 6). 

Table  21 : Average scores for the items describing the domain “Innovation”. 

 Dimensions and items Mean SD Median 

Innovation    

Q5: New and different ideas are always being tried out 3.74 0.94 4 

Q15: This place would be one of the first to try out a new idea 3.65 0.96 4 

Q25: New approaches to things are rarely tried 3.28 0.97 4 

Q35: There is fresh, novel atmosphere about the place 3.53 0.86 4 

Q45: Doing things in a different way is valued 3.58 0.86 4 

Q55: The same methods have been used for quite a long time 3.38 0.86 4 

Q65: Things always seem to be changing  3.37 0.73 4 

Q75: Variety and change are not particularly important 2.91 1.00 3 

Q85: Things tend to stay just about the same 3.15 0.90 4 

Table 7 shows that, under the domain “Involvement”, the highest agreement score (mean±SD, 

3.81±0.97) was given to the item “People will seem to take pride in the organization”, while the 

lowest score (mean±SD, 2.71±1.15) was given to the item “There’s not much group spirit”. 
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Table  22 : Average scores for the items describing the domain “Involvement”.   

 Dimensions and items Mean SD Median 

Involvement    

Q6: It is hard to get people to do any extra work 2.96 0.98 3 

Q16: The work is usually very interesting 3.76 0.89 4 

Q26: People put quite a lot of effort into what they do 3.80 0.89 4 

Q36: Few people ever volunteer 3.10 0.91 4 

Q46: People will seem to take pride in the organization 3.81 0.97 4 

Q56: The work is really challenging 2.99 0.99 3 

Q66: There’s not much group spirit 2.71 1.15 3 

Q76: A lot of people seem to be just putting in time 3.12 0.94 4 

Q86: It is quite a lively place 3.41 1.13 4 

For the domain “task orientation”, Table 8 shows that the highest score (mean±SD, 3.88±1.02) was 

recorded for the item “Employees work very hard”, while the lowest score (mean±SD, 2.77±1.12) 

was recorded for the item “There’s a tendency for people to come to work late”. 

Table  23: Average scores for the items describing the domain “Task orientation”. 

 Dimensions and items Mean SD Median 

Task orientation    

Q7: People pay a lot of attention to getting work done 3.71 0.95 4 

Q17: This is highly efficient, work-oriented place 3.74 0.93 4 

Q27: There is an emphasis on “work before play” 3.71 1.06 4 

Q37: Things will rarely get “put off till tomorrow 3.28 1.04 4 

Q47: There’s a tendency for people to come to work late 2.77 1.12 3 

Q57: There’s lot of time wasted because of inefficiencies 2.91 1.07 3 

Q67: Getting a lot of work done is important to people 3.86 0.80 4 
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Q77: Employees work very hard. 3.88 1.02 4 

Q87: People seem to be quite inefficient 3.71 0.95 4 

 

Table 9 shows that, regarding the domain “physical comfort”, the highest score (mean±SD, 

3.87±0.74) was recorded for the item “The lighting is extremely good”, and the lowest score 

(mean±SD, 2.88±1.13) was recorded for the item “Work space is awfully crowded”. 

Table  24 : Average scores for the items describing the domain “Physical comfort”.  

 Dimensions and items Mean SD Median 

Physical comfort    

Q8: The colors and decorations make the place warm and cheerful to 

work in 

3.84 1.01 
4 

Q18: The lighting is extremely good 3.87 0.74 4 

Q28: The furniture is usually well arranged 3.75 0.95 4 

Q38: The rooms are well ventilated 3.49 1.05 4 

Q48: Work space is awfully crowded 2.88 1.13 3 

Q58: It sometimes gets too hot 3.18 0.97 4 

Q68: The place could stand some new interior decorations 3.57 0.87 4 

Q78: The place has a stylish and modern appearance 3.67 1.03 4 

Q88: It is rather drafty (disorganized) at times 2.94 1.02 3 

 

Table 10 demonstrates that the highest score under the domain “Supervisor support” was recorded 

for the item “Supervisors usually compliment an employee who does something well” (mean±SD, 

3.67±0.92), while the lowest scores (mean±SD, 2.92±1.04) were given for the item “Supervisors 

often criticize employees over minor things”. 
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Table  25 : Average scores for the items describing the domain “Supervisor support”. 

 Dimensions and items Mean SD Median 

Supervisor support    

Q9: Supervisors tend to talk down to employees 3.62 1.01 4 

Q19: Supervisors really stand up for their people 3.66 0.97 4 

Q29: Supervisors often criticize employees over minor things 2.92 1.04 3 

Q39: Employees discuss their personal problems with supervisors 3.27 1.07 4 

Q49: Supervisors tend to discourage criticisms from employees 2.94 1.03 3 

Q59: Supervisors usually compliment an employee who does something 

well 

3.67 0.92 
4 

Q69: Supervisors will usually give full credit to ideas contributed by 

employees 

3.39 0.93 
4 

Q79: Supervisors expects far too much from employees 3.54 0.89 4 

Q89: Employees will generally feel free to ask for a raise 3.40 1.05 4 

 

Regarding the domain “Work pressure”, it was found that the highest average agreement score 

(mean±SD, 3.73±0.96) was recorded for the item “There are always deadlines to be met”, while the 

lowest agreement scores (mean±SD, 2,53±1.24) were given to the item “Nobody works too hard” 

(Table 11). 

Table  26 : Average scores for the items describing the domain “Work pressure”. 

 Dimensions and items Mean SD Median 

Work pressure    

Q10: There are always deadlines to be met 3.73 0.96 4 

Q20: There is constant pressure to keep working 3.46 0.90 4 

Q30: It is very hard to keep up with your work load 2.90 1.02 3 

Q40: People often have to work overtime to get their work done 3.38 1.02 4 
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Q50: There always seems to be an urgency about everything 3.42 0.90 4 

Q60: There is no time pressure 3.05 1.00 4 

Q70: People could not afford to relax 2.83 0.92 3 

Q80: Nobody works too hard 2.53 1.24 3 

Q90: You can take it easy and still get your work done 3.65 0.99 4 

 

4. Response of the participants to the items of the creativity scale: 

The items in Table 12 describes the creativity climate, it was evident that all the items 

exceeded the mid-point “neutral” which corresponds to score “3”, which denotes agreement; the 

highest agreement scores (mean±SD, 3.78±0.99) were given to the item “Ambition/self-esteem”, 

while the lowest scores (mean±SD, 3.27±0.95) were recorded in the item “Organizational incentives 

to take risks”. 

Table  27 : Average scores for the items describing “Creativity”. 

 Dimensions and items Mean SD Median 

Creativity    

Q91: Suggests new ways to achieve goals and objectives 3.57 1.05 4 

Q92: Suggests new ways of performing work tasks 3.76 0.85 4 

Q93: Exhibits creativity on the job when given the opportunity to do 3.54 1.12  

Q94: Encouraged to solve problems creatively in the organization 3.66 0.93 4 

Q95: Generally, I can get the resources I need for my work 3.68 0.93 4 

Q96: I have the freedom to decide how I am going to carry out my 

projects 3.65 0.87 
4 

Q97: My area of this organization is effective 3.69 0.99 4 
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Q98: Organizational incentives to take risks 3.27 0.95 4 

Q99: Rewards and bonuses 3.48 1.12 4 

Q100: Ambition/self-esteem 3.78 0.99 4 

The overall creativity mean score accounted for (mean±SD, 3.61±0.75), Table 13 illustrates the 

differences in creativity scores according to the characteristics of the study group. It shows that the 

creativity scores were significantly higher among middle aged workers (mean±SD, 3.83±0.61) if 

compared to older or younger workers p<0.05. On the other hand, it was found that the creativity 

score was higher among males (mean±SD, 3.61±0.79), workers who had postgraduate degree 

(mean±SD, 3.82±0.96), and those who had work experience for 3-7 years (mean±SD, 3.76±0.60), 

however these differences are not statistically significant p>0.05. 

Table 28: Comparing creativity score among participants according to their characteristics. 

Characteristics Creativity scores p 

mean±SD 

 Gender:   

Male 3.61±0.79 0.907 

Female 3.59±0.48  

Age categories:   

<30 years 3.57±0.72 0.045** 

30-40 years 3.83±0.61  

41-50 years 3.13±1.10  

>50 years 3.61±0.37  

Education level:   

High school 3.61±0.81 0.097 

University 3.66±0.67  

Postgraduate degree 2.82±0.96  

Years of experience in current hotel:   

<3 years 3.52±0.84 0.181 
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3-7 years 3.76±0.60  

8-11 years 3.70±0.70  

≥12 years 3.10±0.91  

**Statistically significant 

Table 14 displays the correlation matrix for the association of the creativity with different domains 

describing the work environment. It was evident that there is significant positive correlation, that was 

strong for all domains including autonomy, clarity, managerial control, co-worker cohesion, 

innovation, involvement, task orientation, physical comfort, supervisor support except for the work 

pressure domain which showed weak positive correlation (r=0.382). The strongest correlation was 

observed for autonomy (r=0.799), managerial control (r=0.785) and supervisor support (r=0.770). 

Table 29: Correlation between creativity and domains describing the work environment. 

Domains of the work environment Creativity scores p 

Pearson correlation 

coefficient 

Domains:   

Autonomy .799** <0.001 

Clarity .606** <0.001 

Managerial_control .785** <0.001 

Co-worker cohesion .623** <0.001 

Innovation .615** <0.001 

Involvement .750** <0.001 

Task orientation .646** <0.001 

Physical_comfort .633** <0.001 

Supervisor_support .770** <0.001 

Work pressure .382** <0.001 
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**Statistically significant at p<0.001 

In order to test whether the work environment factors significantly explain the differences in 

creativity level of employees, linear regression analyses were conducted. The results of the regression 

analysis displayed in Table 15 showed that out of the domains describing the work environment, 

only four domains were found to be significant predictor for creativity, of these domains, three 

domains (autonomy, managerial control and supervisor support) were found to be strong positive 

predictors, while one domain (work pressure) as a significant negative predictor for creativity p<0.05. 

The results showed also that R2= .795 which indicates that 79.5% of the changes in the creativity can 

be explained or attributed to the variation in these domains. 

Table  30 :  Regression analysis for the items of work environment predicting creativity. 

 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

(Constant) -.785 .318  -2.470 .016 

Autonomy .531 .136 .372 3.903 .000** 

Clarity -.100 .165 -.061 -.607 .545 

Managerial control .365 .130 .267 2.798 .006** 

Co-worker cohesion -.032 .134 -.022 -.236 .814 

Innovation -.064 .161 -.040 -.399 .691 

Involvement .199 .190 .124 1.048 .298 

Task orientation .142 .128 .092 1.108 .271 

Physical comfort .008 .147 .006 .055 .956 

Supervisor support .549 .135 .398 4.052 .000** 

Work pressure -.345 .099 -.261 -3.477 .001** 

R= .891, R2= .795, F=31.741, P= 0.000 

** Statistically significant
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Discussion 

The current study attempts to examine work environment factors which have an impact and fostering 

the creativity of the employees of Movenpick City Star Hotel in Jeddah. On the base of that, all the work factors 

were assessed for their contribution to creativity. One of the important contributions of this study is that there 

are few studies conducted regarding the relation between employee creativity and the factors of the Work 

Environment Scale (WES). This study may serve as a guideline for managers in terms of work environment and 

creativity to improve their organizations. 

Based on the scores obtained from the results of work environment scale (Tables 2- 11), it is found that 

most of the items of the work environment factors; autonomy, clarity, managerial control, co-worker cohesion, 

innovation, involvement, task orientation, physical comfort, supervisor support and work pressure have 

exceeded the mid-point score “neutral”. This means that most of the items were an average or high agreement 

from the employees. Also, the results of creativity scale items showed a high agreement from the employees, 

as it scored above the neutral (Table 12). These findings have given an overview about which items has been 

satisfactory achieved by the organization and which items need to be supported to foster productivity and 

creativity, so they can consider in their future strategies.  

The study findings also show that creativity score was various according to the characteristics of the 

study group (Table 13). Although it is not the central concern of our study, the results showed no significant 

difference found between the males and females. The latter was consistent with a study that revealed no 

significant difference was found between both genders in terms of creativity (80). Also, our findings showed 

that educational level is not an indicator of an individual’s creativity, however, a study by Simonton has  
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revealed a curvilinear (u- shaped) relations between education and creative performance (80). Among the less 

educated workers, an increase in education results in increase in the creative performance whereas among the 

more educated workers, an increase in education results in decrease in their creative performance (80).  In 

addition to that, no significant difference was found between workers who have work experience 3-7 years 

and the other workers with no experience. However, the results revealed that middle-aged employees were 

significantly higher in their creativity score compared to the other age groups. This indicates that employees 

between 30-40 years old will be more creative.  

According to the results of creativity scores showed in Table 14, there is a strong positive correlation 

found between all the work environments factors including autonomy, clarity, managerial control, co-worker 

cohesion, innovation, involvement, task orientation, physical comfort, supervisor support, and creativity which 

means that all the factors have a positive effect on the level of creativity of the employees. Thus, Hypothesis. 

1a, Hypothesis. 1b, Hypothesis. 1c, Hypothesis. 1d, Hypothesis. 1e, Hypothesis. 1f, Hypothesis. 1g, Hypothesis. 

1h, and Hypothesis. 1i are not rejected. However, work pressure factor was expected to positively influence 

creativity but turned out to be irrelevant. It showed weak positive correlation and a significant negative 

association with creativity, which means that Hypothesis. 1j is rejected. These findings were also supported 

with the statistical analysis of the multiple regression data showed in Table 15, four domains were found to be 

significant predictor for creativity. Three of these domains were found to be significantly positive predictors 

which are autonomy, supervisor support, and managerial control whereas work pressure showed significant 

negative predictor for creativity.  
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Although all the factors, except work pressure, are found to have positive impact on creativity, the 

effect is various between them. Autonomy, managerial control, and supervisor support were the most 

influential elements in relation to creativity. The factor autonomy is found to be the primary influential factor 

on creativity. It revealed a significant direct relationship with the creativity of employees. The result is in line 

with past study reporting that autonomy affects creativity in a positive manner (32). Moreover, it was approved 

that autonomy can increase intrinsic motivation, helping the workers to explore alternative pathways leading 

to novel and successful path (78). Thus, employees can be more creative when they have autonomy in 

achieving their goals. Managerial control and supervisor support elements were found to significantly support 

creativity in the second and third place, respectively. This was also proposed by other studies, as employees will 

be more creative if they have supervisor supporting them (10, 29). Therefore, if supervisors want creative 

employees, they should support their team work, appreciating their contribution, having good interaction with 

them and welling their new ideas (10). Moreover, co-worker cohesion factor is also found to be a positive 

increase of employees’ creativity. This result is supported by another study which found that employees are 

more creative when they have encouraging co-workers in their teams (9). Another research also demonstrated 

the positive effect of co-worker cohesion on creativity (57).  

It is assumed that better work place can increase and boost productivity and creativity. The present 

study revealed that physical environment is strongly related to the creativity level of employees. Similar to our 

findings, few studies have reported that physical environment is playing a major role in the employees’ 

productivity (19, 23). A proper work place environment can increase the employee’s performance as well as  
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decrease the number of absenteeism leading to more productivity (16). On the other hand, task orientation 

and involvement revealed very important elements regarding the creativity. Their importance is concluded in 

measuring the degree of emphasis on work efficiency and to extent to which employees are committed to their 

jobs. The latter factors are partly supported in the literature, however, a study reported that oriented and 

effective employees are a result of motivation management methods (36).   

Despite all the positive effect of work factors that has been discussed above, work pressure factor was 

the only negative factor that affects the employees’ creativity in a negative manner. This means that pressure 

and stress in the work can affect the employee’s activity, performance and it will not support and provide the 

required time for them to increase their creativity level. This finding was also supported by other studies which 

revealed that work stress may result in employees’ depression, illness and failure in meeting the projects 

deadlines, therefore, cannot reach any level of creativity (85, 17).   

The findings of this current study indicated that factors of work environment are contributing towards 

creativity. In other words, it can strongly affect creativity and companies can take advantage of these results in 

improving their workplace and environment to achieve high level of creative employees as well as creative 

environment. 

Conclusion 

As many organizations are in a competition nowadays, creativity is playing a major element in today’s 

business.  Studies are still in early stage of assessing the importance of work environment factors and their  
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relation to employees’ creativity. In this study, work environment dimensions were investigated for their impact 

on creativity. The findings of this study revealed that all the factors including autonomy, clarity, managerial 

control, co-worker cohesion, innovation, involvement, task orientation, physical comfort, and supervisor 

support are found to be positively affecting the employees’ creativity. However, work pressure instead shows 

a negative support for creativity compared to the other factors. Also, it was evident that autonomy, managerial 

control, and supervisor support have a direct strong relationship with creativity level of the employees in a 

greatest impact revealing that organization should pay attention to these important elements in their future 

plans. Lastly, from the above findings, it is essential to encourage the creativity and innovation of employees at 

different levels of management in the organizations which accordingly foster their job satisfaction and loyalty, 

respectively.  

 

Study field 

The field of this study was focusing on the work environment factors that are contributing to creativity 

in the organizations and how to direct the management administrations toward fostering this concept in their 

organizations.   

Recommendations 

The results obtained from this study can be a helpful guideline for the organizations and companies 

aiming to have creativity within the organization. It also recommends ways to improve the management of 
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work environment for creative organizations. According the discussion of the results, 

the researchers recommend the following points:  

1. Organizations should provide all the needs that enable the employees in various departments to carry 

their work in an efficient, effective and creative manner.  

2. Support the employees’ new ideas when they are brilliant and applicable. 

3. Supervisors must be supportive and listen to the employees’ needs and help them in accomplish their 

goals. 

4. Work pressure factor appeared very crucial element that affect creativity, therefore, it would be better 

to take it in consideration when creative performance is required.  

5. Paying attention to managerial control element in the companies, as it showed its importance for 

employees to increase their creativity level.  

Future research may study other dimensions and their impact on creativity. Also, a follow up study further 

analysis cultural aspect could shed new light to the results by extending the study sample to include all 

Movenpick hotels’ branches in Kingdom of Saudi Arabia.  

Research limits 

The limitation of this study relates to the difficulties in involving all of the employees of Movenpick hotels’ 

branches in KSA not only the employees in Movenpick City Star hotel in Jeddah. 
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Appendix  

 

Questionnaire 
 

Section A: Demographic Characteristics  

Please tick (Ö) to the appropriate choice 

1. Gender:     Male                         Female  

 

2. Age:  21-30 years old                   31-40 years old                   41-50 years old  

          51 years old & over 
 

3. Education: High school                         College                   University                

                   Master Degree or higher  

 

4. Current company experience:  Less than 3 years               4-7 years                 8-11 years  

12 -20 years                  21 years & above  

 

5. Department:  Executive office                 Finance               Human Resources               

                                 Sales & Marketing                  Engineering                 Reservation                

                                 Information Technology                 Security               Housekeeping 

                                Food & Beverage                Front office                 Kitchen                Steward               
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Section B: Questionnaire   

WORK ENVIRONENT FACTORS 
 

Item No. Factors / Dimensions 1 2 3 4 5 
Strongly 
disagree  

Disagree Natural Agree  Strongly 
agree 

 I.Autonomy 
 

     

BAI1 Q1: Employees are encouraged to make their own decisions       
BAI11 Q11: Employees have a great deal of freedom to do as they like       
BAI21 Q21: Em4ployees fu|[]’nction fairly independently of supervisors Q     
BAI31 Q31: People can use their own initiative to do things       
BAI41 Q41: Supervisors encourage employees to rely on themselves 

when a problem arises  
     

BAI51 Q51: Few employees have any important responsibilities       
BAI61 Q61: Employees generally do not try to be unique and different      
BAI71 Q71: Employees are encouraged to learn things even if they are 

not directly related to the job  
     

BAI81 Q81: Supervisors meet with employees regularly to discuss their 
future work goals 

     

 II. Clarity 

 

     

BCII2 Q2: The responsibilities of supervisors are clearly defined       
BCII12 Q12: The details of assigned jobs are generally explained to 

employees 
     

BCII22 Q22: Things are sometimes pretty disorganized      
BCII32 Q32: Fringe benefits are fully explained to employees      
BCII42 Q42: Activities are well planned      
BCII52 Q52: Employees are often confused about exactly what they are 

supposed to be  
     

BCII62 Q62: Rules and regulations will be somewhat vague and 
ambiguous 

     

BCII72 Q72: Rules and polices are constantly changing       
BCII82 Q82: Supervisors encourage employees to be neat and orderly       

 III. Managerial Control 

 

     

BMCIII3 Q3: Supervisors are always checking on employees and supervise 
them very closely 

     

BMCIII13 Q13: Supervisors keep a rather close watch on employees      
BMCIII23 Q23: Employees are expected to conform rather strictly to the rules 

and customs  
     

BMCIII33 Q33: Rules and regulations are pretty well enforced      
BMCIII43 Q43: People are expected to follow set rules in doing their work      
BMCIII53 Q53: People can wear wild looking clothing while on the job if 

they want  
     

BMCIII63 Q63: Supervisors do not often give in to employee pressure       
BMCIII73 Q73: There’s a strict emphasis on following policies and 

regulations  
     

BMIII83 Q83: If employee comes in late, he or she can make it up by 
staying late  

     

 IV. Coworker Cohesion 

 

     

BCCIV4 Q4: Employees often eat lunch together       
BCCIV14 Q14: People take a personal interest in each other      
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BCCIV24 Q24: Employees often talk to each other about their personal 

problems  

     

BCCIV34 Q34: Often people make trouble by talking behind others backs       

BCCIV44 Q44: Employees rarely do things together after work       

BCCIV54 Q54: People go out their way to help a new employee feel 

comfortable  

     

BCCIV64 Q64: The atmosphere is somewhat impersonal      

BCCIV74 Q74: People are generally frank about how they feel       

BCCIV84 Q84: Employees who differ greatly form the others in the 

organization don’t get on well  

     

 V. Innovation 

 

     

BIV5 Q5: New and different ideas are always being tried out       

BIV15 Q15: This place would be one of the first to try out a new idea       

BIV25 Q25: New approaches to things are rarely tried       

BIV35 Q35: There is fresh, novel atmosphere about the place       

BIV45 Q45: Doing things in a different way is valued       

BIV55 Q55: The same methods have been used for quite a long time       

BIV65 Q65: Things always seem to be changing       

BIV75 Q75: Variety and change are not particularly important      

BIV85 Q85: Things tend to stay just about the same       

 VI. Involvement 

 

     

BIVI6 Q6: It is hard to get people to do any extra work      

BIVI16 Q16: The work is usually very interesting       

BIVI26 Q26: People put quite a lot of effort into what they do      

BIVI36 Q36: Few people ever volunteer      

BIVI46 Q46: People will seem to take pride in the organization      

BIVI56 Q56: The work is really challenging      

BIVI66 Q66: There’s not much group spirit      

BIVI76 Q76: A lot of people seem to be just putting in time      

BIVI86 Q86: It is quite a lively place       

 VII. Task Orientation 

 

     

BTOVII7 Q7: People pay a lot of attention to getting work done      

BTOVII17 Q17: This is highly efficient, work-oriented place       

BTOVII27 Q27: There is an emphasis on “work before play”       

BTOVII37 Q37: Things will rarely get “put off till tomorrow      

BTOVII47 Q47: There’s a tendency for people to come to work late      

BTOVII57 Q57: There’s lot of time wasted because of inefficiencies      

BTOVII67 Q67: Getting a lot of work done is important to people      

BTOVII77 Q77: Employees work very hard.       

BTOVII87 Q87: People seem to be quite inefficient      

 VIII. Physical Comfort 

 

     

BPCVIII8 Q8: The colors and decorations make the place warm and cheerful 

to work in  

     

BPCVIII18 Q18: The lighting is extremely good      

BPCVIII28 Q28: The furniture is usually well arranged       

BPCVIII38 Q38: The rooms are well ventilated      

BPCVIII48 Q48: Work space is awfully crowded      

BPCVIII58 Q58: It sometimes gets too hot      

BPCVIII68 Q68: The place could stand some new interior decorations       

BPCVIII78 Q78: The place has a stylish and modern appearance      
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BPCVIII88 Q88: It is rather drafty (disorganized) at times       
 IX. Supervisor Support 

 

     

BSSIX9 Q9: Supervisors tend to talk down to employees       
BSSIX19 Q19: Supervisors really stand up for their people       
BSSIX29 Q29: Supervisors often criticize employees over minor things      
BSSIX39 Q39: Employees discuss their personal problems with supervisors      
BSSIX49 Q49: Supervisors tend to discourage criticisms from employees       
BSSIX59 Q59: Supervisors usually compliment an employee who does 

something well 
     

BSSIX69 Q69: Supervisors will usually give full credit to ideas contributed 
by employees 

     

BSSIX79 Q79: Supervisors expects far too much from employees       
BSSIX89 Q89: Employees will generally feel free to ask for a raise      

 X. Work Pressure 

 

     

BWPX10 Q10: There are always deadlines to be met       
BWPX20 Q20: There is constant pressure to keep working       
BWPX30 Q30: It is very hard to keep up with your work load       
BWPX40 Q40: People often have to work overtime to get their work done       
BWPX50 Q50: There always seems to be an urgency about everything       
BWPX60 Q60: There is no time pressure       
BWPX70 Q70: People could not afford to relax      
BWPX80 Q80: Nobody works too hard       
BWPX90 Q90: You can take it easy and still get your work done       

 XI. Creativity 

 

     

BCXI91 Q91: Suggests new ways to achieve goals and objectives      
BCXI92 Q92: Suggests new ways of performing work tasks      
BCXI93 Q93: Exhibits creativity on the job when given the opportunity to      
BCXI94 Q94: Encouraged to solve problems creatively in the organization      
BCXI95 Q95: Generally, I can get the resources I need for my work      
BCXI96 Q96: I have the freedom to decide how I am going to carry out my 

projects 
     

BCXI97 Q97: My area of this organization is effective      
BCXI98 Q98: Organizational incentives to take risks      
BCXI99 Q99: Rewards and bonuses      
BCXI100 Q100: Ambition/self-esteem      
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