
i

MAKERERE UNIVERSITY

MAKERERE UNIVERSITY BUSINESS SCHOOL

CREATIVE CLIMATE, EMPLOYEE ENGAGEMENT AND INNOVATIVE WORK

BEHAVIOR AMONG EMPLOYEES AT HUMANITY AND INCLUSION IN

UGANDA

BY

MWESIGWA DERRICK
2021/HD10/22766U

A DISSERTATION SUBMITTED TOMAKERERE UNIVERSITY BUSINESS
SCHOOL (FACULTY OF GRADUATE STUDIES AND RESEARCH) IN PARTIAL

FULFILMENT OF THE REQUIREMENTS FOR THE AWARD OF
THE DEGREE OFMASTER OF BUSINESS ADMINISTRATION

OF MAKERERE UNIVERSITY

PLAN A

NOVEMBER, 2023



i



ii



iii

DEDICATION

I dedicate this dissertation first to God the Mighty for the gift of life, love, knowledge and

protection. Secondly, I dedicate this dissertation to my beloved father Mr. Moses Kwikiriza

Bituli, my mother Ms. Bulage Harriet, my girlfriend Ms. Nannungi Gladys, my brother Mr.

Tenywa Emmanuel, my Sister Ms. Namulondo Lilian, my uncle Mr. Mwanga Stephen and

my current Line manager at work Ms. Nabirye Bridget for encouraging and supporting me to

ensure that I attain my second degree. Thirdly, I dedicate this dissertation to my friends and

classmates including; Nimusiima Lydia, Awachorac Daisy, Agatha Ujeo, Nyara Emmanuel,

Pachoto Julius, Nimungu Stephen, Bako Joyce, Ayiko Fogo Denis, Alyek Rakel, Anguyo

Derrick, Amile Mariam, Angualia Christopher, Cynthia Comfort, Nyeko Andrew, Maka

Scholastica, Bunia Grace, Tukei Ferdinand, Kalulu Nathan, Munezero Denis, Mugisha

Ronald, Mbowa Joshua, Karungi Scovia, Senkubuge Godfrey, Wegulo Shamila, Aryemo

Gloria, Sarah Namara, Gillian Owakubariho, Charity Nuwagaba whose unconditional love,

trust and social support has inspired me to work hard and achieve this objective. I lastly

dedicate this dissertation to my teachers, lecturers and professors at all levels of my education

career.



iv

ACKNOWLEDGEMENT

First and foremost, I want to thank the Almighty God who has been the source of wisdom,

guidance and finances to enable me complete this course.

Special thanks to my supervisors Dr. Obedgiu Vincent and Ms. Angundaru Gladies for their

professional guidance, commitment and encouragement they extended to me to ensure that I

accomplish this work. You were inspirational to me as you shared and passed on wisdom and

knowledge to me in the highest delivery standards.

My heartfelt gratitude to my friends and classmates whose support and encouragement has

enabled me to complete this programme.

My sincere and heartfelt thanks go to my father Mr. Kwikiriza Bituli Moses, my mother Ms.

Bulage Harriet, my brother Mr. Tenywa Emmanuel, my Sister Ms. Namulondo Lilian, my

Uncle Mr. Mwanga Stephen and my current Line Manager at work Ms. Nabirye Bridget for

having been supportive and patient throughout the course of my studies.

Lastly but not least, I want to thank whoever participated in the study for sparing time to

answer the questionnaires.

May the almighty God reward you all.



v

TABLE OF CONTENT
DECLARATION............................................................................Error! Bookmark not defined.

APPROVAL................................................................................... Error! Bookmark not defined.

DEDICATION......................................................................................................................... iii

ACKNOWLEDGEMENT........................................................................................................iv

TABLE OF CONTENT.............................................................................................................v

ABSTRACT............................................................................................................................. ix

CHAPTER ONE........................................................................................................................1

INTRODUCTION..................................................................................................................... 1

1.0 Background of the study ......................................................................................................1

1.1 Statement of the Problem ...............................................................................................3

1.2 Purpose of the Study ......................................................................................................4

1.3 Study Objectives ............................................................................................................4

1.4 Research Questions ........................................................................................................5

1.5 Scope of the Study ......................................................................................................... 5

1.5.1 Subject scope .................................................................................................................... 5

1.5.2 Geographical Scope .......................................................................................................... 5

1.5.3 Time Scope ....................................................................................................................... 6

1.6 Significance of the study ............................................................................................... 6

1.7 Conceptual Framework ..................................................................................................7

CHAPTER TWO....................................................................................................................... 8

LITERATURE REVIEW.......................................................................................................... 8

2.0 Introduction ..........................................................................................................................8

2.1 Theoretical Framework ........................................................................................................8

2.1.1 The Goal Theory ............................................................................................................8

2.1.2 The Social Exchange Theory (SET) ................................................................................. 9

2.2 Conceptual Review ......................................................................................................11



vi

2.2.1 Innovative Work Behaviour ....................................................................................... 11

2.2.2 Creative Climate .......................................................................................................... 13

2.2.3 Employee Engagement ................................................................................................... 13

2.3 Explanation of the relationship between variables ............................................................ 16

2.3.1 Creative Climate and Innovative Work Behavior .......................................................... 16

2.3.2 Creative Climate and Employee engagement .................................................................17

2.3.3 Employee engagement and Innovative work Behavior .................................................. 18

2.3.4 Mediating effect of employee engagement on the relationship between creative climate
and innovative work behaviour ............................................................................................... 19

2.4 Conclusion ................................................................................................................... 20

CHAPTER THREE................................................................................................................. 21

RESEARCH METHODOLOGY............................................................................................ 21

3.0 Introduction ..................................................................................................................21

3.1 Research Design ................................................................................................................ 21

3.2 Study Population ................................................................................................................21

3.3 Sample Size Determination ............................................................................................... 21

3.4 Sampling Method ...............................................................................................................22

3.5 Unit of analysis and inquiry ...............................................................................................22

3.6 Measurement of Variables .................................................................................................22

3.7 Reliability and Validity ......................................................................................................23

3.7.1 Reliability ....................................................................................................................... 23

3.7.2 Validity ........................................................................................................................... 24

3.8 Data Collection and Management ..................................................................................... 25

3.8.1 Data Sources ................................................................................................................... 25

3.8.2 Data Collection Procedure ..............................................................................................25

3.8.3 Data Analysis and Presentation ...................................................................................... 25

3.9 Ethical considerations ........................................................................................................26



vii

CHAPTER FOUR................................................................................................................... 27

PRESENTATION, ANALYSIS AND INTERPRETATION ................................................. 27

4.0 Introduction ........................................................................................................................27

4.1 Response rate ..................................................................................................................... 27

4.2 Characteristics of respondents ........................................................................................... 27

4.3 Pearson’s Correlation Results ......................................................................................30

4.3.1 Creative Climate and Innovative Work Behaviour ..................................................... 32

4.3.2 Creative Climate and Employee Engagement ............................................................. 32

4.3.3 Employee Engagement and Innovative Work Behaviour ........................................... 32

4.5 Multiple Regression Analysis ......................................................................................33

4.5 Mediation Analysis ......................................................................................................35

4.5.1 The mediating effect of employee engagement in the relationship between creative
climate and innovative work behavior among employees at Humanity and Inclusion in
Uganda. ....................................................................................................................................36

CHAPTER FIVE ..................................................................................................................... 38

DISCUSSION, CONCLUSION AND RECOMMENDATIONS...........................................38

5.0 Introduction ..................................................................................................................38

5.1 Discussion of the Findings ...........................................................................................38

5.2.1 Creative Climate and Innovative Work Behavior ....................................................... 38

5.2.2 Creative Climate and Employee Engagement ............................................................. 39

5.2.3 Employee Engagement and Innovative Work Behaviour ........................................... 41

5.2.4 The mediating effect of employee engagement in the relationship between creative
climate and innovative work behavior among employees at Humanity and Inclusion in
Uganda .....................................................................................................................................42

5.3 Conclusions ..................................................................................................................43

5.4 Recommendations ........................................................................................................45

5.4.1 Creative Climate and Innovative Work Behavior ....................................................... 45

5.4.2 Creative Climate and Employee Engagement ............................................................. 45



viii

5.4.3 Employee Engagement and Innovative Work Behaviour ........................................... 46

5.5 Limitations to the Study ...............................................................................................46

5.6 Areas for Further Study ............................................................................................... 47

REFERENCES........................................................................................................................ 48

APENDIX I: Questionnaire .....................................................................................................58

APENDIX II: SAMPLE SIZE DETERMINATION TABLE BY (KREJCIE AND MORGAN,
1970) ........................................................................................................................................ 63



ix

ABSTRACT

The purpose of the study was to examine the relationship between creative climate, employee

engagement and innovative work behavior among employees at Humanity and Inclusion in

Uganda. Employees of Humanity and Inclusion reported that they cannot solve problems

beyond their normal duties, there was little or no endeavour to focus on idea generation,

promotion, realization and opportunity exploration affecting their ability to deliver quality

services to the beneficiaries. It has also been reported that employees use ordinary work

methods and they do not introduce new ideas on board hence limiting innovative work

behaviour in the Organisation. Hence the research objectives were: to examine the

relationship between creative climate and innovative work behaviour among employees at

Humanity and Inclusion in Uganda, to examine the relationship between creative climate and

employee engagement among employees at Humanity and Inclusion in Uganda, to examine

the relationship between employee engagement and innovative work behaviour among

employees at Humanity and Inclusion in Uganda and to examine the mediating effect of

employee engagement in the relationship between creative climate and innovative work

behavior among employees at Humanity and Inclusion in Uganda.

This study employed a cross sectional design. The population of the study constituted 230

employees of Humanity and Inclusion and from this a sample of 144 was identified through

simple random sampling. A questionnaire was used to collect data. Findings show that there

is a significant positive relationship between creative climate and innovative work behaviour

among employees at Humanity and Inclusion in Uganda, there is a significant positive

relationship between creative climate and employee engagement among employees at

Humanity and Inclusion in Uganda, there is a significant positive relationship between

employee engagement and innovative work behaviour among employees at Humanity and

Inclusion in Uganda and that the two independent variables in combination predict 69 percent

of the variance in innovative work behavior. It was also found that employee engagement

significantly partially mediates the relationship between creative climate and innovative work

behavior among employees at Humanity and Inclusion in Uganda. Hence it was

recommended that Humanity and Inclusion Uganda should focus on strategies that foster a

creative climate, invest in training and development programs that promote creativity,

innovation and incorporate employee feedback into their strategic planning and decision-

making processes.
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CHAPTER ONE

INTRODUCTION

1.0 Background of the study

Globalization and budding technologies have made both profit and non-profit organisations

undergo dynamic transformation in order to survive by adapting to the ever-changing

consumer demand and patterns (van Riel et al., 2021). Innovative Work Behavior (IWB)

generally refers to how individuals facilitate the achievement of initiation and intentional

introduction of new and useful ideas, processes, products or procedures (Leong & Rasli,

2014). Agarwal et al., (2012) indicate that Innovative Work Behavior depends on several

factors such as organizational climate, employee engagement or totality of employees in the

workplace. However, discourse on how these factors affect Innovative Work Behaviour in

international NGOs is still lacking (Saguna, 2013; Clement & Eketu, 2019).

Innovative Work Behavior contributes to innovation and organizational effectiveness,

especially in the current Industry 4.0 era (Duradoni & Fabio, 2019). Ekvall (1996) in his

pioneering studies on the concept defined creative climate as “an attribute of the organization,

a conglomerate of attitudes, feelings, and behaviors which characterize the organizational

life”. Creative climate has an important role in managing an organization because it is a

common and complete perception of the essential meaning of life together in the organization

(Asbari, Santoso & Purwanto, 2019) and employees who perceive their work climate as

creative, get a higher work motivation which in turn positively affects their innovative work

behaviors (Lin & Liu, 2012). Even so, there is limited research conducted on creative climate

in international Non-governmental organisations, yet creative climate is recognised as one of

the vital determinants of innovation in all organisations (Saguna, 2013; Mehta, 2021).
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Employee engagement is defined as the degree of commitment and involvement of

employees towards their organisation and its principles (Bhattacharya & Mukherjee, 2009).

Lopez (2009) simply defined employee engagement (EE) as the level of enthusiasm and

dedication a worker feels towards their job. Employee engagement is important to

organizations given that engaged employees are more job oriented and dedicated to their

organization (Faeq, 2022). According to Schaufeli, Bakker & Salanova (2006), the

dimensions of employee engagement mainly include vigour, dedication, and absorption.

Nonetheless, there is limited research linking employee engagement and innovative work

behavior (Vithayaporn, 2020), thus there is need to study how employee engagement can

influence innovative work behaviour in international NGOs.

Literature suggests a relationship between creative climate, employee engagement and

innovative work behavior. For instance, creative climate is associated with Innovative Work

Behaviour as it involves opportunity exploration and idea generation and therefore both

concepts contribute to employee innovation (Taştan & Davoud, 2015; Peng & Chen, 2022).

Taghipour & Dezfuli (2013) support this by arguing that an organization requires a creative

climate to foster creativity and innovative work behavior among employees. The focus of

employee engagement as a mediation is limited in existing studies (Nurjaman et al., 2021;

Zhao et al., 2022). Additionally, there is limited evidence available on the concepts as applied

in Non-governmental organisations. Yet, low Innovative Work Behaviour in international

NGOs has become a prevalent issue in recent years such as is the case at Humanity &

Inclusion Uganda (Humanity & Inclusion's Annual Report, 2020).

Humanity & Inclusion's team is expected to work innovatively in order to handle the specific

needs of the community. However, there has been difficulty for employees to exhibit

Innovative Work Behaviour much as it is emphasized by management. Online engagement
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survey on HI systems’ 2022 showed that staff had still failed to embrace new technology say,

the logistics system that is supposed to be followed online to reduce on the logistical issues

and the HI people, a Human Resource Digital System that was designed to digitalise the

entire process of Human Resource Management (HI Uganda Annual report, 2022). This

therefore limits the employee’s abilities to innovate new ways of executing their duties. It has

been reported that majority of the staff are reluctant in putting new ideas on board. There is

limited idea generation in the region as most employees use ordinary work methods hence

limiting innovative work behaviours in the region. It has also been found that most staff

cannot put in any extra effort to solve company related problems beyond their normal duties

(HI Uganda Annual Report, 2022). Thus, limited innovative work behaviour at Humanity and

Inclusion Uganda. low level of creative climate and low employee engagement in the

organization could be the cause of the soaring problems of innovative work behaviours

among employees at Humanity and Inclusion. Therefore, against this background, the

researcher was motivated to examine the extent to which creative climate and employee

engagement contribute to innovative work behavior among employees at Humanity and

Inclusion in Uganda.

1.1 Statement of the Problem

Innovative work behaviours are essential for non-profit sector to improve the quality of care

(Carlucci et al, 2020). If NGO workers are elevated to innovative work behaviour, they will

identify and solve workplace problems efficiently and effectively and enhance quality of care.

Humanity and Inclusion has drawn attention to being an innovative fundraising organisation,

responding to the funding opportunities available to meet the needs of the programmes (HI

Annual Report, 2020). Despite this, Humanity and Inclusion employees report that they

cannot solve problems beyond their normal duties, there is little or no endeavour to focus on

idea generation, promotion, realization and opportunity exploration affecting their ability to
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deliver quality services to the beneficiaries. It has also been reported that employees use

ordinary work methods and they do not introduce new ideas on board hence limiting

innovative work behaviour in the Organisation (HI Uganda Annual report, 2022).

Furthermore, a human resource survey shows that there is still declining innovative work

behaviour and the underlying causes are not clear, but this could be due to low creative

climate and low levels of employee engagement (HI Uganda Annual report, 2022) given the

evidence that links these variables. It is upon this background that the study sought to

examine the relationship between creative climate, employee engagement and innovative

work behaviour among employees of Humanity and Inclusion in Uganda.

1.2 Purpose of the Study

The purpose of the study was to examine the relationship between creative climate, employee

engagement and innovative work behavior among employees at Humanity and Inclusion in

Uganda.

1.3 Study Objectives

i. To examine the relationship between creative climate and innovative work behaviour

among employees at Humanity and Inclusion in Uganda.

ii. To examine the relationship between creative climate and employee engagement

among employees at Humanity and Inclusion in Uganda.

iii. To examine the relationship between employee engagement and innovative work

behaviour among employees at Humanity and Inclusion in Uganda.

iv. To examine the mediating effect of employee engagement in the relationship between

creative climate and innovative work behavior among employees at Humanity and

Inclusion in Uganda.
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1.4 Research Questions

i. What is the relationship between creative climate and innovative work behaviour

among employees at Humanity and Inclusion in Uganda?

ii. What is the relationship between creative climate and employee engagement among

employees at Humanity and Inclusion in Uganda?

iii. What is the relationship between employee engagement and innovative work behavior

among employees at Humanity and Inclusion in Uganda?

iv. What is the mediating effect of employee engagement in the relationship between

creative climate and innovative work behavior among employees at Humanity and

Inclusion in Uganda?

1.5 Scope of the Study

1.5.1 Subject scope

The subject scope of the study focused on the relationship between creative climate,

employee engagement, and innovative work behavior.

1.5.2 Geographical Scope

The study covered employees of Humanity and Inclusion in Mbale, Arua, Terego, Kampala,

Hoima, Kisoro, Isingiro, Kyegegwa, Kikube and Fort Portal districts. This is because

Humanity and Inclusion Uganda operates in various parts of the country and these districts

could ably represent all the 4 regions of Uganda in regard to the NGO sector.
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1.5.3 Time Scope

The study was conducted between January and August, 2023. Additionally, literature to

facilitate the study was provided. In organizational context, relevant documents for the past

five years from 2018 to 2023 was reviewed.

1.6 Significance of the study

i. The study findings may add on the existing literature in the field of creative climate,

employee engagement and Innovative work behavior.

ii. The study findings may support Humanity and Inclusion Uganda and other

International Non-governmental organisations to determine factors that promote

innovative work behavior among employees.

iii. The study findings could provide policy makers with information needed to develop

Non-Profit sector related policies especially on employees work innovativeness and

how these policies can be implemented.
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1.7 Conceptual Framework

Source: Adopted and modified from the literature, Hartog, 2010; Jassen, 2000; Isaken &

Ekvall, 2007 (Innovative work behavior); Schaufeli, 2013, Bakker & Salanova, 2006

(Employee engagement); Ekvall, 1996, Bavec, 2009 (creative climate).

Innovative Work

Behavior

 Idea Generation

 Opportunity

Exploration

 Idea promotion

 Idea realization

Employee Engagement

 Vigour

 Dedication.

 Absorption

Creative Climate

 Trust and openness.

 Challenge.

 Freedom.

Independent variable Mediating Variable Dependent variable
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CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter discusses the literature review of the study. It gives both international and local

sources of literature mostly from journal articles and reports to address the topic under study.

The main sections under this are the theoretical review, overview of each variable,

relationships between the variables as conceptualized followed by the conclusion and

research gap.

2.1 Theoretical Framework

The theoretical framework provides theories driven approach to the relationship between

creative climate, employee engagement and Innovative work behaviour, well defined and

proven basis of argument was provided and a detailed explanation of the study's significance

and validity. It also shows where the researcher intended to fill in gaps of knowledge and

practice. The Goal Theory (GT) and Social Exchange Theory (SET) were applied as a

theoretical basis for examining the relationship between the study variables.

2.1.1 The Goal Theory

The goal theory is a key to organizational survival in the process of creative destruction

where an organization needs to weed out old competences and consistently improve new ones

(Scott & Bruce, 2017; Cortez & Johnston, 2020). The Goal theory suggests that individuals’

innovative work behavior at the workplace is among the essentials of any high performance

for an organization. Innovative work behaviors have been studied in terms of personality

characteristics, outputs, and behaviors for instance, Richter, (2018), emphasized general

intent to change as a personality-based aspect of individual innovation. Smith, (2018)
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Measure of role innovation captures how many changes an individual has initiated in his or

her job in comparison to the last role. Unsworth, (2017) argues that measure assess

individuals' self-ratings of their suggestions and realized innovations. In terms of cognitive

constructs, why cognitive biases are known now, structures, and processes impact innovation,

Ehigie & Akpan, (2017). The theory further suggests that innovation entails traits such as

intelligence and intelligent thinking, creative self-efficacy, Mumford, (2017) Unconscious

thought processes and openness to experience Richter, (2018), all of which support the

potential for innovative work behavior at the workplace. In terms of affect, researchers have

found discrepant results in that both positive ways Amabile & Mueller, (2018) and negative

ways affect contribute to innovation, indicating the importance of intervening factors. Finally,

there are numerous researches detailing how and why work environments, Pelz & Andrews,

(2016) and especially leadership are correlated with innovation. It was found that, when

people experience positive emotions like vitality, they broaden their thought-action repertoire,

Pelz & Andrews, (2016). Innovative work behavior is a multi-stage process of problem

recognition, a generation of ideas or solutions, the building of support for ideas, and the idea

of the implementation of new procedures (Kanter, 2018).

2.1.2 The Social Exchange Theory (SET)

Social exchange theory has been in existence for some time and organisational researchers

have been using it and the norm of reciprocity to describe motivations behind employee

behaviours and attitudes (Wikhamm & Hall, 2012). According to the social exchange theory,

employees engage in innovative work behaviors when the organization provides a supportive

and rewarding environment. (Coyle-Shapiro & Shore, 2007; Johnston, 2020).

The Social Exchange Theory suggests that organizations are based around and operate by

entering into transactions with other parties. For instance, the social exchange between
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supervisors and their subordinates (Colquitt, 2001; Cortez & Johnston, 2020), and an

interaction (exchange) between employees themselves within an organization. An example of

a transaction between the organization and the employee would be the work that the

employee performs for monetary gain. Additionally, employees form their own perceptions

about the fairness of the organizational and social exchanges. Perceptions of fairness affect an

employee’s attitude and behavior and in-turn can impact upon work behaviors (Konovsky &

Pugh, 1994; Hoang, 2022). An employee evaluates fairness/organizational justice on three

distinct experiences: the result they receive from their exchange with the organization

(distributive justice), formal policies and procedures (procedural justice), and the

relationships and exchanges they have with colleagues and supervisors (interactional justice)

(Aryee, et al., 2002 & Colquitt, 2001). A social exchange relationship between an employee

and the organization that employs them is referred to as Perceived Organizational Support

(POS). POS refers to an employee's collective attitude pertaining to the extent their

employing organization values their contributions and is concerned with their overall well-

being (Eisen berger, et al., 1986). In addition, Perceived Organisational Support impacts

upon an employee’s morale and mood, which impacts on attitudes and behaviors that are

associated with innovation.

According to the Social Exchange Theory, employees tend to act in ways that reflect their

organizations or managers’ treatment (Agyemang, 2013; Hoang, 2022). Employees are

motivated to compensate beneficial treatment from the employer by acting in ways valued by

the organization for example generating and implementing new ideas (Agyemang, 2013;

Eisenberger, Armeli, Rexwinkel, Lynch & Rhoades, 2001; Vatankhah, 2021). Therefore, to

support and facilitate the development of innovative work behaviors, amongest other things,

employees must perceive their workplace interactions to be fair and that their organization is

supportive of innovative work behaviors (Coakes, & Smith, 2007; Jahan, 2020). An
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assumption underling the social exchange theory is the idea of reciprocity where both parties

adopt a contingent approach; one party gives benefit based on previous contribution by the

other party therefore adhering to the norm of reciprocity and reciprocation of benefit (Coyle-

Shapiro & Shore, 2007; Stafford & Kuiper, 2021).

2.2 Conceptual Review

2.2.1 Innovative Work Behaviour

Today, innovation is an indispensable factor in enabling organizations to adapt to rapid

economic changes and gain a competitive advantage in their respective sectors. Research has

shown that innovation is beneficial for the organizations (Damanpour, 1991; Purwanto, 2022)

because organizations can then respond to challenges faster and are better at exploiting new

products and market opportunities. To achieve this task effectively, organizations these days

depend increasingly on their employee’s ability to innovate (Luksyte, Unsworth, & Avery,

2018). By engaging in innovative work behavior, workers respond to and adjust thoughts that

would have not been produced (Afsar, Cheema, & Bin Saeed, 2018; Vermeulen, Krejins &

Evers, 2022).

According to Agarwal (2014), for organizations to gain competitive advantage, they should

encourage their employees to portray innovative work behaviors since they are in frequent

contact with processes and products and can detect potential improvements and opportunities

for new developments. Earlier research by Van de Ven (1986) revealed that individuals with

innovative characters develop, enable, respond and adjust ideas, which are the fundamental

requirements for business growth and development. Employee innovative work behavior

goes beyond individual creativity as it concerns the extent to which employees implement

and sustain innovations in organizations. However, much as the innovative work behavior

concept has attracted attention, it is often mixed with employee creativity, yet the two
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concepts are different (de jong & den Hartong, 2007; Franco & Landini, 2022). Anderson and

colleagues (2004) stressed the importance of defining innovative work behavior and how it

differs from individual creativity. They opine that innovation behavior differs from creativity

in that it involves idea generation and application while creativity can refer to idea generation

alone. They also highlighted the fact that innovation must present intended benefit while this

is not a must in the case of creativity (Vermeulen et al., 2022; Sari & Ali, 2022).

However, Amabile (1988) stated that innovative behavior is creativity and therefore

employees create new and useful ideas concerning products, services, processes and

procedures. This mix up stimulates a concern of how best the concept can be fully defined

and conceptualized. In this regard, various scholars have come up to define innovative work

behavior for instance; Janssen (2000) defines innovative work behavior as “intentional

generation, promotion and realization of new ideas that are useful for the organizational

survival”. Innovative work behavior is, therefore, a comprehensive set of behaviors

associated with idea generation, idea support within organization and enabling the

implementation of those ideas (Scott & Bruce, 1994; Janssen, 2000). Innovative Work

Behavior includes idea generation, efforts to promote ideas (idea promotion), search for novel

ideas and methods (opportunity exploration) and implementing new ideas (idea realization)

(Hartog, 2010). Innovative work behavior is one of the most important factors in addressing

emerging issues and sustaining competitive advantage. Consistent with this, there is a

growing body of management literature on the determinants and key influences of innovative

work behavior (Scott & Bruce, 1994; Fernandez & Pitts, 2011; Xerri & Brunetto, 2013;

Abstein & Spieth, 2014; Purwanto, 2022).
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2.2.2 Creative Climate

Creative Climate refers to the organizational culture and environment that promotes and

supports creativity, innovation, and sustainability (Bakker, 2017). This includes encouraging

employees to think creatively about how to reduce the organization's environmental footprint,

as well as fostering a culture of innovation that encourages the development of new products,

services, and business models that promote sustainability (Sonnentag, 2016; deJager &

deVilliers, 2022). Creative Climate within an organization, leaders can encourage employees

to think creatively and innovatively about how to promote sustainability and reduce the

organization's environmental impact (Ronald, 2017). This can help to promote a culture of

sustainability and create a more resilient and environmentally responsible organization and

this can be done through encouraging collaboration and knowledge-sharing across different

teams and departments within the organization. This can help to spark new ideas and promote

cross-functional innovation (Robinson, 2019). This can include funding for research and

development, access to specialized equipment, and training opportunities. Encourage

employees to experiment and take risks, without fear of failure. This can help to promote a

culture of innovation and creativity, where employees are encouraged to think outside the box

and develop new solutions to complex problems and celebrate success and share stories of

employees who have made significant contributions to promoting sustainability and reducing

the organization's environmental footprint. This can help to create a sense of pride and

ownership among employees, and promote a culture of continuous improvement, (Robinson,

2019; Peng & Chen, 2022).

2.2.3 Employee Engagement

Employee engagement is at the heart of every employment relationship between the employer

and the employees. According to Agyemang and Ofei (2013), employee engagement has
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emerged as one of the key strategies in contributing to the enhancement of organizational

performance and attainment of competitive advantage in the current work environment. A

survey by Gallup (2015) highlighted that employee engagement is most likely to contribute to

innovations, and thus, organizations seeking to be innovative now understand that employee

characteristics and behaviors trigger and enhance innovative work behavior.

Employee engagement has been conceptualized in different ways, for example, according to

Men (2015), it is the positive attitude held by the employees toward the organization and its

values; he added that engagement is characterized by energy, absorption, involvement,

efficacy, vigor, dedication, enthusiasm and a positive state which are described as catalysts

for employee performance. Saks (2006) referred employee engagement to “the extent to

which an individual is attentive and absorbed in the performance of his/her roles”. Moreover,

employee engagement is regarded as a type of positive and satisfying work-related attitude

that is characterized by three dimensions, namely vigor, absorption, and dedication (Schaufeli

& Bakker, 2004; Haralayya, 2022). Employee engagement makes individuals feel these

characteristics emotionally, physically, and cognitively (Khan, 1990). Despite these

definitions, the most prevalent definition used by the research community is that of employee

engagement as “a positive, fulfilling, work related state of mind” (Schaufeli, Gonzalez Roma

& Bakker, 2002; Mulang, 2022). This perspective views engagement as a positive

psychological experience when carrying out work and refers to feelings of vigor (e.g. energy),

dedication (e.g. enthusiasm), and absorption (e.g. feeling immersed).

In contrast, further review of literature found that most definitions being used in practice

would consider employee engagement as a general positive attitude towards the organization,

rather than a positive experience related to work activities or the job role. For example,

Kenexa (2008) defines employee engagement as the extent to which employees are motivated
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to contribute to organizational success and are willing to apply discretionary effort to

accomplishing tasks important to the achievement of organizational goals. This views

engagement as a deep connection that employees have with all aspects of their work life:

their job, people they interact with at work, and the organization that they work for (Yadav,

Pandita & Singh, 2022).

Subsequently, Schaufeli and Bakker (2004) described engaged employees as individuals who

are highly energized and resilient in performing their job; put their heart into their jobs with

persistence and willingness to invest effort; exhibit strong work involvement along with

experiencing feelings of significance, enthusiasm, passion, inspiration, pride, excitement, and

challenge from their work; and fully concentrate and immerse themselves in their work

without noticing that time passes. Whereas according to Shantz, Alfes, Truss and Soane

(2013), employee engagement makes employees have a positive attitude and work-related

state of mind characterized by vigor, dedication, and absorption and these make the

employees psychologically present at work, which minimizes their possibility to do work

related mistakes and errors. Employee engagement also makes individuals aware of business

context and works with colleagues to improve performance within the job for the benefit of

the organization (Ologbo & Sofian, 2013; Saks, 2022). It is therefore the state associated with

the work of positive, complete, mind-related work, indicates strength, break, and absorption.
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2.3 Explanation of the relationship between variables

2.3.1 Creative Climate and Innovative Work Behavior

Creative climate has been shown to have a relation to innovative behavior. In a study of idea

generation among middle management, Shah and Ali (2011) stated that “the organizational

climate dimensions play a decisive role in motivating the workforce to think creatively and

augment organizational performance by having radical product innovations” (Shah & Ali,

2011). The creative climate is important for promoting innovative work behaviors in an

organization, as argued by Lin and Liu (2012) who found that employees who perceive their

work climate as creative, get a higher work motivation, which in turn positively affects

innovative work behaviors. Organizational climate is regarded as an attribute of the

organization, a conglomerate of attitudes, feelings and behaviors which characterize life in

organizations and exists independently of the perceptions and understandings of the members

of the organizations (Ekvall, 1996). It is conceived as an organizational reality in ‘objective’

sense. Creativity on the other hand, is a thinking process which helps generate ideas (Majaro,

1992; Vermeulen et al., 2022; Peng & Chen, 2022).

Perceptions towards factors of work environment may affect the innovativeness of employees.

In order to boost the innovative work behavior of employees, organization should always

create a climate with supportive characteristics and a reward system for employees who

demonstrate these behaviors (Chuang & Bennington, 2011). It is therefore necessary for

organizational climate to encourage and reward employees to show Innovative work behavior.

Crespell (2007) concluded that innovativeness can be fostered by managers through

establishing a climate supporting innovative work behavior at the workplace. In order to

foster innovation through climate, organizational climate should have some characteristics
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such as freedom, trust and openness, challenge and conflicts. (Bavec, 2009; deJager &

deVilliers, 2022; Purwanto, 2022).

2.3.2 Creative Climate and Employee engagement

Bakker, Albrecht and Leiter (2011), explained that an employee’s positive perception of a

supportive, involving and challenging organizational climate accommodates their

psychological needs. As a result, employees become more engaged in their job roles by

investing time and energy into it. Gorgievski and Hobfoll (2008) noted that an organization

not only provides the demands that lead to energy depletion, but also provide resources.

Schaufeli and Bakker (2004) found that such resources are strong predictors of employee

engagement. employees who perceive their environments as providing climates of freedom

and trust as well as openness will be equipped with resources to counteract the demands of

their working environment and will enhance their engagement in their work role (Ekvall,

1996; deJager & deVilliers, 2022).

Contrally, Bakker, Albrecht and Leiter (2011) stated that job engagement levels amongest

employees are enhanced when they experience trust, respect and mutual benefit. This is

because such perceptions create the belief amongest employees that there is potential for

fairness, equity, growth and opportunity within the organization. Similarly, Albrecht (2010)

found that employees, who feel they can trust and rely on others within the organization, feel

more confident about taking risks and achieving their goals. Consequently, they are likely to

give greater cognitive and emotional investment into their job roles, thereby experiencing

increased job engagement. Furthermore, Organizational climate is considered a job resource

in the Job demands-resources model, and job resources have been shown to be good predictor

of work engagement (Bakker, 2011; Bakker & Demerouti, 2014; Peng & Chen, 2022;

deJager & deVilliers, 2022). A study by Bakker, Hakanen, Demerouti, and Xanthopoulou
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(2007) revealed that organizational climate could be significantly related to work engagement.

This study therefore indicates that there might be a reason to believe that organizational

climate could strengthen work engagement.

2.3.3 Employee engagement and Innovative work Behavior

Employee engagement is said to have a close relationship with innovative behavior.

According to an empirical demonstration based on the observation of job autonomy,

implementation of strategy and perceived role benefit. It is suggested that a positive

emotional state implicit in employee engagement has two effects that encourage the

innovative behavior: an attitude more positive facing job opportunities, that lead to the

vocation of service, and positive emotions associated with creativity. Thus, the employee will

have the ability to be creative in the service delivery and, likewise, the employee will reveal

his/her engagement into the job performance (Slatten & Mehmetoglu, 2011, Franco &

Landini, 2022). Additionally, a study by Pedraza, Mesa and Gaviria (2016) also revealed that

employee engagement has a key role in the business operation, especially in design tasks,

elaboration and implementation service. Therefore, innovative work behavior is influenced

by employee engagement, and in this case was characterized by feelings of obligation and

independence and feelings of belonging. According to Vazirani (2007), Engaged Employees

perform at consistently high levels, they use their talent and strengths at work every day, they

work with passion and they drive creativity and innovation and move their organization

forward.

According to a survey by Gallup (2015), employees are most likely to contribute to

innovations, and thus, organizations seeking to be innovative now understand that employee

characteristics and behaviors trigger and enhance innovative work behavior. Deeper insights

from Gallup research revealed that there is a close relationship between employee
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engagement and innovation among employees. Employee engagement and innovation

reinforces each other, engaged employees are more likely to be innovative and an innovative

organization is more likely to motivate and engage its employees (Birkinshaw, 1997; Sari &

Ali, 2022).

Although there is a growing body of literature investigating employee engagement (Alban-

Metcalfe & Alimo-Metcalfe, 2008; Saks, 2022) and innovative work behavior (Jassen, 2009;

Isaken & Ekvall, 2007; Khan & Abbas, 2022), there is no notable study that directly link

employee engagement to innovative work behavior. Even studies by shin and Zhou (2003);

Ryan and Deci (2000) did not explore the relationship between the two variables.

Furthermore, research studies about innovative behaviors and employee engagement have

been conducted in other sectors rather than the Non-governmental organisations for example;

in the hospitality firms focused in the specific role of front line employees (Slatten &

Mehmetoglu, 2011; Franco & Landini, 2022). There is need to investigate the direct

relationship between employee engagement and innovative work behavior among employees

in the Non-Profit sector.

2.3.4 Mediating effect of employee engagement on the relationship between creative

climate and innovative work behaviour

Baumann (2011) suggested that employee engagement can play a mediating role in the

relationship between creative climate and innovative work behavior (IWB). When employees

are engaged in their work, they are more likely to exhibit Innovative work behaviour.

Additionally, a creative climate can lead to increased employee engagement, which in turn

can lead to increased innovative work behaviour (Berry, 2019). Bos-Nehles (2017) further

argued that employee engagement can play a mediating role in the relationship between

creative climate and innovative work behaviour by creating a more dynamic and engaging
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work environment that fosters creativity and innovation. When employees are engaged in

their work and motivated to generate new ideas, they are more likely to exhibit innovative

work behaviour, leading to better outcomes for both employees and the organization, Chen,

2017; Franco & Landini, 2022; Nehra, 2023).

2.4 Conclusion

In conclusion, the relationship between creative climate, employee engagement, and

innovative work behavior (IWB) is a complex and multifaceted one. A creative climate

fosters an environment that supports and encourages Innovative Work Behaviour by

providing employees with psychological safety, support for creativity, resources and

autonomy, collaboration, and learning and development opportunities. Employee engagement

plays a mediating role in this relationship, as it creates a more dynamic and engaging work

environment that motivates employees to generate new ideas and exhibit innovative work

behaviour, Organizations that prioritize the development of a creative climate and employee

engagement are more likely to reap the benefits of Innovative Work Behaviour, including

increased innovation, productivity, and competitiveness. As such, it is important for

organizations to foster a culture of creativity and innovation by providing employees with the

necessary resources and support, creating a safe and collaborative work environment, and

promoting learning and development opportunities. By doing so, organizations can not only

improve their performance and outcomes but also create a more fulfilling and engaging work

environment for their employees.
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CHAPTER THREE

RESEARCHMETHODOLOGY

3.0 Introduction

This chapter is about how the research was undertaken. It details the research design, study

population, sample size and sampling techniques and procedure, data collection methods and

instruments, the validity and reliability of data collection instruments, data analysis and

measurement of variables and ethical considerations.

3.1 Research Design

According to Parahoo (2006), a design to be used for research needs to be suitable, if the

research questions are to be appropriately addressed. This study employed a cross sectional

design with the researcher collecting data once without repeating it in subsequent times. The

study also used quantitative approach with the aim of offering statistical analysis of variables.

3.2 Study Population

The population of the study constituted 230 employees of Humanity and Inclusion, located in

the districts of Mbale, Arua, Terego, Kampala, Hoima, Kisoro, Isingiro, Kyegegwa, Kikube

and Fort Portal expected to participate in the study (HI Uganda Annual Report, 2022).

3.3 Sample Size Determination

The sample size was determined using the Krejcie and Morgan (1970) sampling table. From

the population of 230 staff of Humanity and Inclusion in Uganda, the sample size of 144 staff

was adequate for the study.
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3.4 Sampling Method

The study research employed simple random sampling technique to select the respondents.

This sampling technique ensured a fair representativeness of employees since it presents no

selection bias (Creswell, 2009). In applying this technique, Employees were clustered

according to work units and these include the support services department and programs

department, thereafter a list of staff across the country where Humanity and Inclusion

operates. A list of staff was obtained from Human Resource Department to ensure

identification of employees for purposes of data collection a list of respondents from the

Department of Human Resources was accessed from which their names were drawn at

random until the desired sample size is attained. The list consolidated the names of staff in

the specified districts only and sampling was done from this list.

To identify specific staff, a lottery approach was used in this case where small pieces of paper

on which a number is written from 1-144 was put in a box, which was shuffled and 144

pieces were picked without replacing them. The number corresponded to a staff who was

selected for the sample. Simple random sampling is easy to apply, and minimizes possible

bias in selecting the sample.

3.5 Unit of analysis and inquiry

The unit of analysis and inquiry for the study were the employees in Humanity and Inclusion

in Uganda.

3.6 Measurement of Variables

Creative Climate was measured using Freedom, Trust and openness and challenge (Ekvall,

1996). Creative climate was anchored on using a 5-point Likert scale ranging from strongly

disagree (1) to strongly agree (5).
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Employee engagement was measured using a scale developed by Schaufeli (2013), the scale

comprised of three dimensions: Absorption, Vigor and Dedication. It was anchored on a 5-

point Likert scale ranging from strongly disagree (1) to strongly agree (5).

Innovative behavior was measured by four dimensions developed by Hartog (2010) which

included; Idea generation, idea promotion, opportunity exploration and idea realisation. A 5-

point Likert scale ranging from strongly disagree (1) to strongly agree (5) was used as the

anchor.

3.7 Reliability and Validity

3.7.1 Reliability

Reliability describes the consistency and stability of the test results. This implies that if

various respondents answer the same question many times with consistency, then the

reliability of the questionnaire is high. The reliability of the questionnaire was ensured

through testing for the Cronbach Alpha coefficient (Cronbach, 1950). All Cronbach Alpha

coefficients of 0.7 and above was considered to indicate the reliability of the instrument.

Table 1:Reliability results

Reliability Results

Variable No of Items Cronbach’s Alpha

Creative Climate 16 .896

Employee Engagement 17 .893

Innovative Work Behavior 20 .924

Source: primary data
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3.7.2 Validity

Validity is the ability to produce findings that agree with theoretical or conceptual values in

other words, to produce accurate results and to measure what is supposed to be measured. A

research instrument is said to be valid if it measures what it is supposed to (Almanasreh,

Moles & Chen, 2019). In order to avoid ambiguities and some confusing, missing,

inappropriate, redundant, inadequate or unanswerable questions, the investigator undertook a

pretest questionnaire and remove such questions. All the instruments were subjected to close

comments of the supervisor and colleagues knowledgeable in human resource practices to

assess. In order to ensure that the research instruments collect valid data for this study,

Content Validity was used. Content Validity is concerned with the extent to which item of the

instrument is appropriate for measuring the attributes being measured (Yusoff, 2019).

The drafted questionnaire was given to experts such as the supervisor and colleagues for

critical assessment of each item. They were requested to state the relevance or non-relevance

(NR) of each item. They were also asked to check for language and clarity of the questions.

The Content Validity Index (CVI) was computed using standardized measures and

appropriate adjustment was generated from the formula:

CVI = Item related relevant /Total number of items on the instrument

According to Almanasreh et al (2019) coefficient is acceptable if it is within the statistical

range of 0.5 to 1. In addition, the researcher took full control of data collection and

documentation of sources. After data compilation of draft report, the key informants were

given the opportunity to read copies of report and verify whether the contents reflected the

empirical material given by them, without any misinterpretation and generalization. The

results for CVI are shown in table 2 below:
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Table 2: Content Validity Index (CVI Results)

Variables No. of Items CVI Score

Creative Climate 16 0.817

Employee Engagement 17 0.741

Innovative Work Behavior 20 0.850

Source: primary data

As seen in the table above, the results for CVI were above 0.7 which indicates validity of

items in the questionnaire (Chan & Idris, 2017).

3.8 Data Collection and Management

3.8.1 Data Sources

Data was primarily collected from the employees in Humanity and Inclusion in Uganda.

3.8.2 Data Collection Procedure

A structured questionnaire was used to collect data from the sampled respondents. The

questions were close ended covering all the variable of creative climate, employee

engagement and innovative work behavior. The questionnaires were distributed by the

researcher to the respondents. The researcher then collected the questionnaires 2 weeks after

distribution.

3.8.3 Data Analysis and Presentation

The data collected from respondents were edited, sorted, classified and tabulated using

statistical software called Statistical Package for Social Sciences (SPSS) version 26. The

analysis also considered descriptive statistics, Correlations and Regression analysis.

Correlations analysis was done to explain the relationship between study variables and

Regression analysis was done to determine the extent to which creative climate and employee
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engagement can predict innovative work behaviors among employees in Humanity and

Inclusion in Uganda.

In this study, the significance of the mediation (employee engagement) was tested with the

Sobel’s test and this was conducted using Jose’s Medigraph (Jose, 2013). All the variables

that showed P-value less than 0.05 was considered significant.

3.9 Ethical considerations

In order to uphold the ethical considerations during the study, the researcher got an

introduction letter from the Faculty of Graduate Studies and Research - MUBS.

The researcher sought permission from the school leadership and respondents before

conducting the study. Privacy and confidentiality were upheld and all respondents in the

study had a right to consent to the study and remain anonymous.
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CHAPTER FOUR

PRESENTATION, ANALYSIS AND INTERPRETATION

4.0 Introduction

This chapter covers presentation, analysis and interpretation of the data collected from the

respondents. The chapter entails the demographic information about respondents, correlation,

regression analysis, and mediation analysis. The presentation was guided by the study

objectives below;

i. To examine the relationship between creative climate and innovative work behaviour

among employees at Humanity and Inclusion in Uganda.

ii. To examine the relationship between creative climate and employee engagement

among employees at Humanity and Inclusion in Uganda.

iii. To examine the relationship between employee engagement and innovative work

behaviour among employees at Humanity and Inclusion in Uganda.

iv. To examine the mediating effect of employee engagement in the relationship between

creative climate and innovative work behavior among employees at Humanity and

Inclusion in Uganda.

4.1 Response rate

The study targeted 144 staff of Humanity and Inclusion in Uganda. However, only 127 of

them fully answered and returned the questionnaires, giving a response rate of 88.2%. A

response rate above 60% is considered sufficient and the results are representative of the

population being studied (Gordon, 2002), given that the average response rate in most such

studies is 60%.

4.2 Characteristics of respondents

The study sought information on the respondents regarding the gender, age marital status, the

education level and how long they have worked in the company. Results are in table 3 below:
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Table 3: Characteristics of respondents

Parameter Frequency %
Gender of the respondents
Male 67 52.8
Female 60 47.2
Total 127 100.0
Marital status
Single 52 40.9
Married 72 56.7
Divorced 3 2.4
Total 127 100.0
Age of the Respondents
20 years and below 8 6.3
21-30 years 32 25.2
31-40 years 55 43.3
41 years and above 32 25.2
Total 127 100.0
Department of Work
Support Services 39 30.7
Programs 88 69.3
Total 127 100.0
How long they have served
Less than a year 24 18.9
1-2 years 49 38.6
3-4 years 47 37.0
5 years and above 7 5.5
Total 127 100.0
Highest Level of Education
Certificate 1 .8
Diploma 11 8.7
Bachelor's degree 64 50.4
Postgraduate diploma 23 18.1
Any other (specify) 28 22.0
Total 127 100.0
Source: primary data

Gender of the respondents: The data set shows a balanced gender representation among the

respondents, with 52.8% being male and 47.2% being female. This shows that the

organization maintains a fairly balanced gender distribution in its workforce. This might

influence how the organization operates and the kinds of innovative work behaviors exhibited,

given that gender diversity in the workplace has been shown to encourage creativity and

innovation, according to the study conducted by Hewlett, Marshall, and Sherbin (2013).
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Marital Status: Majority of respondents (56.7%) are married, 40.9% are single, and a small

percentage (2.4%) are divorced. The preponderance of married employees could suggest a

mature, possibly older workforce, potentially affecting perspectives on employee engagement

and innovative work behaviors. Research by Boehm and Lyubomirsky (2008) suggests

married people tend to be happier, which may influence their level of engagement at work.

Age of the Respondents: Most of the respondents fall within the age range of 31-40 years

(43.3%), followed by those in the 21-30 years and 41 years and above range (each group

representing 25.2%), and the least is the 20 years and below category (6.3%). This indicates

that the organization has a fairly young workforce, which according to some research such as

Ng and Feldman (2010), may result in higher levels of innovation due to their adaptability

and willingness to embrace new technologies or procedures.

Department of Work: Majority of the employees (69.3%) are from the Programs department

while 30.7% are from Support Services. This may reflect the organization's main focus on

program implementation. Differences in innovative work behavior and employee engagement

might be observed between these two departments due to the differing nature of their work.

How long they have served: Majority of the respondents have served for 1-2 years (38.6%),

followed closely by those who've served 3-4 years (37.0%). Only a small fraction (5.5%) has

served for 5 years and above. This suggests a relatively high turn over rate, which may affect

organizational knowledge continuity and the overall creative climate, as per studies by Shaw

et al. (1998).

Highest Level of Education: Majority of respondents (50.4%) hold a Bachelor's degree,

while a small fraction (.8%) only holds a Certificate. The high level of education among

respondents is a potential indicator of a workforce that is equipped with the knowledge and
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skills necessary for creative problem-solving and innovation, as supported by the study by

Scott, Leritz and Mumford (2004).

4.3 Pearson’s Correlation Results

The objectives of the study concerned relationships between the variables as well as their

indicators. To achieve this, the Pearson (r) correlation coefficient was computed given the

interval nature of the data and the need to test the direction and strength of this relationship.

The Table 4 below shows the Pearson Correlation Coefficients for the variables under study.
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Table 4: Correlation Results
Variable/Construct 1 2 3 4 5 6 7 8 9 10 11 12 13

1. Trust and Openness 1

2. Challenge .432** 1

3. Freedom .730** .388** 1

4. Creative Climate .886** .725** .858** 1

5. Vigor .585** .167 .479** .506** 1

6. Dedication .689** .420** .785** .769** .493** 1

7. Absorption .525** .545** .445** .613** .420** .461** 1

8. Employee Engagement .755** .442** .706** .775** .847** .795** .746** 1

9. Idea Generation .699** .419** .587** .696** .512** .650** .435** .667** 1

10. Opportunity Exploration .671** .355** .685** .698** .541** .728** .508** .737** .622** 1

11. Idea Promotion .587** .437** .674** .689** .490** .670** .551** .704** .580** .735** 1

12. Idea Realization .559** .178* .510** .513** .558** .541** .446** .652** .510** .621** .653** 1

13. Innovative Work Behavior .756** .402** .726** .770** .628** .758** .569** .815** .806** .871** .856** .845** 1

**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

Source: primary data
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4.3.1 Creative Climate and Innovative Work Behaviour

The results in table 4 show that there is a significant positive relationship between creative

climate and innovative work behaviour among employees at Humanity and Inclusion in

Uganda (r =.770, p<.01). These results imply that a change in creative climate is associated

with a change in innovative work behavior. For instance, when there are improvements in

creative climate, innovative work behaviour will also increase. The results therefore implied

that when a staff perceives that s/he is trusted at work, employees are challenges in

performance of their roles and there is freedom at workplace, then they will generate and

explore more opportunities and promote as well as realize more ideas at Humanity and

Inclusion.

4.3.2 Creative Climate and Employee Engagement

The results in table 4 show that there is a significant positive relationship between creative

climate and employee engagement among employees at Humanity and Inclusion in Uganda (r

=.775, p<.01). These results imply that a change in creative climate is associated with a

change in levels of engagement among the employees. For instance, when there are

improvements in creative climate, employee engagement will also increase. The results

implied that when there is an increase in trust, more challenges are availed to staff and

freedom is abundant to them at the workplace, the employee will become absorbed, dedicated

and energetic in performance of his/her job at Humanity and Inclusion.

4.3.3 Employee Engagement and Innovative Work Behaviour

The results in table 4 show that there is a significant positive relationship between employee

engagement and innovative work behaviour among employees at Humanity and Inclusion in

Uganda (r =.815, p<.01). These results imply that a change in employee engagement is

associated with a change in innovative work behavior. For instance, when there are

improvements in employee engagement, innovative work behavior will also increase. The
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results therefore implied that when a staff is attentive and absorbed in the performance of

his/her roles, he/she will be motivated to perform more than their duties by generating and

implementing new ideas at Humanity and Inclusion.

4.5 Multiple Regression Analysis

In order to ascertain the predictive power and combined effect of the independent variables

on the dependent variable, a multiple regression was run using SPSS version 26. The results

are below.

Table 5: Regression Results

Model

Unstandardized
Coefficients

Standardized
Coefficients t Sig.

B Std. Error Beta
1 (Constant) -.025 .236 -.108 .914

Creative Climate .433 .089 .383 4.869 .000
Employee
Engagement

.600 .094 .502 6.375 .000

Dependent Variable: Innovative Work Behavior

R=.834, R Square=.695, Adjusted R Square=.690, Std. Error of the Estimate=.43801,
F=137.767, Sig.=.000

Source: primary data

As seen in table 5, the two independent variables in combination predict 69 percent of the

variance in innovative work behavior (Adjusted R Square = 690). This implies that the

remaining 31 percent is explained by factors other than the independent variables. The table

also shows that the relationship between the dependent variable and the model is statistically

significant.

More to that, the results in table 5 show that both creative climate and employee engagement

are significant predictors of innovative work behavior. This is shown by the significance of

creative climate (beta=.383, p<.01), and of employee engagement (beta=.502, p<.01).
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Here is a more detailed interpretation: The intercept of the model is statistically insignificant

with a value of -0.025 and a p-value of 0.914, suggesting that when the independent variables

are at zero, the baseline level of Innovative Work Behavior does not differ significantly from

zero. However, the independent variables themselves present notable effects. The coefficient

for Creative Climate is 0.433, with a very low p-value, indicating a significant positive

impact on Innovative Work Behavior—each unit increase in Creative Climate, holding

Employee Engagement constant, is associated with an increase of 0.433 units in the

dependent variable. Furthermore, Employee Engagement has an even larger coefficient of

0.600, which also significantly predicts Innovative Work Behavior, suggesting that

enhancing Employee Engagement could have a more substantial impact on Innovative Work

Behavior than changes in the Creative Climate.

The standardized coefficients or Beta values provide a comparison of the relative strength of

the impact of each independent variable on the dependent variable when the variables are

measured on the same scale. Here, Employee Engagement, with a Beta of 0.502, appears to

have a more substantial standardized impact on Innovative Work Behavior compared to

Creative Climate, which has a Beta of 0.383.

In terms of model fit, the R value of 0.834 indicates a strong positive linear relationship

between the combined independent variables and Innovative Work Behavior. The R Square

indicates that 69.5% of the variability in Innovative Work Behavior is explained by the

model, which is quite high, denoting a strong effect size. The Adjusted R Square value, a

slight modification of R Square that accounts for the number of predictors in the model, still

suggests strong explanatory power at 0.690. The Standard Error of the Estimate at 0.43801

reflects the average distance that the observed values fall from the regression line; the smaller

this value, the closer the fit of the regression line to the observed data. Finally, the F statistic
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is significant at 137.767 with a p-value of .000, indicating that the regression model

significantly fits the data better than a model without the independent variables.

Overall, the results strongly suggest that both Creative Climate and Employee Engagement

are significant predictors of Innovative Work Behavior, with Employee Engagement having a

slightly stronger standardized effect than Creative Climate. The high R Square value also

indicates that the model is a good fit for the data, explaining a significant proportion of the

variance in Innovative Work Behavior.

4.5 Mediation Analysis

The Mediation analysis was conducted using techniques based on regression analysis as

stated by Kumari & Yadav, (2018). The mediator is considered an intervening variable which

explains the relationship between a predictor variable and a criterion variable. The following

conditions must be met to support mediation:

(i) The independent variable is shown to significantly influence the dependent

variable in the first regression equation.

(ii) Independent variable is shown to significantly influence the mediator in the

second regression equation.

(iii) Mediator must significantly influence the dependent variable in third equation.

Here, the independent variable and mediator are entered as predictors.

Full mediation is present when the independent variable no longer influences the dependent

variable after the mediator has been controlled and all of the above conditions are met. Partial

mediation occurs when the independent variable’s influence on the dependent variable is

reduced after the mediator is controlled and the relationship remains significant. There are no

results to show whether there is full or partial mediation.
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4.5.1 The mediating effect of employee engagement in the relationship between

creative climate and innovative work behavior among employees at Humanity and

Inclusion in Uganda.

Testing for mediation was also done using the on-line programme to graphically depict

mediation among three variables by (Jose, 2013). This programme is designed to allow a user

to quickly and easily input statistical information about covariance relationships among three

variables, and then obtain rapid feedback about whether a proposed mediation process has

occurred or not.

Figure 2: Medgraph illustrating the mediating effect of employee engagement in the

relationship between creative climate and innovative work behavior among employees

at Humanity and Inclusion in Uganda.
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The results in figure 2 show that the p-value is less than 0.01. The results therefore indicate

that employee engagement significantly though partially mediates in the relationship between

creative climate and innovative work behavior among employees at Humanity and Inclusion

in Uganda.



38

CHAPTER FIVE

DISCUSSION, CONCLUSION AND RECOMMENDATIONS

5.0 Introduction

This chapter is organized in five sections. They include discussions in relation to the research

objectives. The second section focuses on conclusions while the third section presents

recommendations. After this are the proposed areas for further research and finally there are

the limitations encountered in carrying out this study.

5.1 Discussion of the Findings

5.2.1 Creative Climate and Innovative Work Behavior

The field findings from this study align with the established scholarly opinions concerning

the relationship between a creative climate and innovative work behavior. The observed

significant positive relationship between a creative climate and innovative work behavior

among employees at Humanity and Inclusion in Uganda corroborates the findings of Shah

and Ali (2011), who posited that organizational climate plays a decisive role in stimulating

the workforce to think creatively and improve organizational performance. This research also

reinforces the idea posited by Lin and Liu (2012) that a creative climate positively affects

innovative work behavior, as employees who perceive their work environment as creative

tend to have higher work motivation.

The field finding that an increase in creative climate leads to better innovative work behavior

corresponds well with the arguments made by Chuang and Bennington (2011). They stressed

the importance of creating a supportive organizational climate with a reward system to

encourage innovative behavior among employees. Similarly, Crespell (2007) argued that

creative climate supporting innovative work behavior could enhance the organization's

overall innovativeness.
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Moreover, this study's regression results signify that creative climate is a significant predictor

of innovative work behavior, agreeing with the theoretical underpinning by Ekvall (1996),

who regarded organizational climate as an attribute of the organization, influencing attitudes,

feelings, and behaviors. This suggests that creative climate isn't just a contributing factor but

a driving force for innovative work behavior.

However, one potential discrepancy between field findings and existing literature lies in the

objective perception of creativity and climate. While creativity is viewed as a thinking

process that generates ideas (Majaro, 1992; Vermeulen et al., 2022; Peng & Chen, 2022), the

field results seem to suggest a more dynamic interaction between the creative climate and

innovative work behavior, where the former actively influences the latter. The present study

affirmed that freedom, challenges, trust and openness from colleagues and supervisors

promotes innovative work behaviors among employees in Humanity and Inclusion. Therefore,

in order to boost the innovative work behavior of employees, Humanity and inclusion should

always create a climate with supportive characteristics so that employees can demonstrate

these behaviors.

5.2.2 Creative Climate and Employee Engagement

The field findings from this study lend empirical support to the scholarly assertion that a

positive and creative climate within an organization contributes to increased levels of

employee engagement. The data demonstrated a significant positive relationship between

creative climate and employee engagement among the workforce at Humanity and Inclusion

in Uganda, suggesting that enhanced creative climate tend to elevate levels of employee

engagement.

This aligns with the view points expressed by Bakker, Albrecht, and Leiter (2011), who

articulated that a supportive and challenging organizational climate caters to employees'
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psychological needs and consequently leads to increased engagement. Similarly, the study's

field results substantiate the arguments made by Gorgievski and Hobfoll (2008) and Schaufeli

and Bakker (2004), asserting that organizational resources, facilitated by a positive climate,

are strong predictors of employee engagement.

Moreover, the results are congruent with the argument by Bakker, Albrecht, and Leiter

(2011), highlighting that trust, respect, and mutual benefit within an organization enhance

employees' engagement levels, as well as Albrecht's (2010) findings that trustful and reliable

organizational environments spur greater employee commitment and engagement. The study

outcomes are in alignment with the Job demands-resources model, treating the organizational

climate as a job resource, which has been shown to be a solid predictor of employee

engagement (Bakker, 2011; Bakker & Demerouti, 2014; Peng & Chen, 2022; deJager &

deVilliers, 2022).

Additionally, the positive relationship between creative climate and employee engagement

resonates with the findings of Bakker, Hakanen, Demerouti, and Xanthopoulou (2007) who

suggested a significant link between organizational climate and work engagement.

Consequently, the field findings bolster the proposition that a creative climate could bolster

employee engagement. These findings highlight the many complex influences impacting a

person’s perceptions of their experiences in the workplace and as a result, their level of

engagement. This implies that employees that perceive their supervisors as being trustful and

open will be dedicated and absorbed in their respective jobs.

Therefore, Humanity and Inclusion should always focus on providing an environment where

employees feel trusted, challenged and involved which will in turn help them become more

engaged in their job roles by investing time and energy into it. This will make employees to

concentrate at work, go an extra mile to produce and be emotionally engrossed in their work.
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5.2.3 Employee Engagement and Innovative Work Behaviour

The findings from this study are largely in agreement with prior literature, establishing a

significant and positive relationship between employee engagement and innovative work

behavior among employees at Humanity and Inclusion in Uganda. This resonates with studies

conducted by Slatten & Mehmetoglu (2011), and Franco & Landini (2022), which posited

that a positive emotional state implicit in employee engagement encourages innovative work

behavior. Consequently, engaged employees are not only able to be creative in-service

delivery but also reveal their engagement through high job performance.

The fact that higher employee engagement leads to better innovative work behavior, as

revealed by the field findings, is an affirmation of Vazirani’s (2007) view that engaged

employees perform at consistently high levels, driving creativity and innovation in their

organizations. The Gallup survey's insights (2015) that employee engagement and innovation

reinforce each other also find validation in the field results.

However, while the literature presents a strong relationship between the two variables, the

study's field results uniquely extend this by establishing employee engagement as a

significant predictor of innovative work behavior, which has not been directly explored in

previous literature (Shin and Zhou, 2003; Ryan and Deci, 2000). This study, therefore, fills a

gap in the existing body of knowledge by providing empirical evidence of the direct

relationship between employee engagement and innovative work behavior, particularly in the

context of non-profit organizations.

Further supporting the field results, Schaufeli, Salanova, González-Romá, & Bakker (2002)

state that engagement, characterized by vigor, dedication, and absorption, can have a positive

influence on work performance. Specifically, employees who are more engaged are likely to
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be more absorbed in their work and, as a result, may come up with more innovative solutions.

Additionally, Kahn (1990) posits that employees who are personally engaged can harness

their full selves in terms of physical, cognitive, and emotional energies to their work roles,

thereby bringing about high levels of creativity and innovation. Therefore, the field results

indicating that employee engagement is a significant predictor of innovative work behavior

align well with the scholarly opinions in the literature review. This implies that when

employees are engrossed into their job roles, they will be motivated to engage in extra role

behaviors by generating and implementing new ideas at their respective workplace.

5.2.4 The mediating effect of employee engagement in the relationship between

creative climate and innovative work behavior among employees at Humanity and

Inclusion in Uganda

The findings from the field strongly suggest that employee engagement plays a significant,

though partial, mediating role in the relationship between creative climate and innovative

work behavior among employees at Humanity and Inclusion in Uganda. This observation

aligns with the arguments put forth by various researchers, such as Baumann (2011), Berry

(2019), Bos-Nehles (2017), and Chen (2017), who emphasized the role of employee

engagement as a key mediator that bridges the gap between a creative climate and innovative

work behavior.

When employees are fully engaged in their work, they are more likely to actively contribute

to idea generation and problem solving, thereby exhibiting more innovative work behavior.

This engagement is often nurtured by a creative climate, which promotes freedom of thought

and encourages employees to explore new ideas. However, while employee engagement can

heighten the impact of a creative climate on innovative work behavior, it doesn't solely define

this relationship. There may be other intervening factors at play, which is likely why the

mediation was found to be only partial in this case.
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The inference that can be drawn here is that, while a creative climate and employee

engagement independently foster innovative work behavior, there's a dynamic interplay

between these variables. In essence, a creative climate not only directly influences innovative

work behavior but also indirectly drives it by fostering higher levels of employee engagement.

Thus, this mediating effect of employee engagement serves as a significant pathway through

which creative climate influences innovative work behavior.

5.3 Conclusions

The study's findings offer robust evidence in favor of the relationship between a creative

climate and innovative work behavior among employees at Humanity and Inclusion in

Uganda. It has been established that there is a positive relationship and, given the fact that

creative climate significantly predicts innovative work behavior, this reinforces the scholarly

consensus around the central role a creative climate plays in fostering innovative work

behavior in organizational settings. These results reiterate the critical importance of

promoting a creative climate within organizations, as it serves not merely as a contributing

factor, but indeed as a driving force for innovative work behavior. Moreover, it calls for

further investigations to explore the dynamic interaction between the creative climate and

innovative work behavior.

The field findings from this research significantly substantiate the academic stance that a

creative and positive creative climate positively influences employee engagement. The

significant positive relationship observed between a creative climate and employee

engagement at Humanity and Inclusion in Uganda underpins the theoretical premise that

resources provided in a conducive environment can bolster engagement among employees. It

further bolsters the argument that trust, respect, and freedom experienced within a creative

environment enhance employee engagement levels. This study hence serves as a strong
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reminder for organizations to foster a creative climate, not just for enhancing innovation but

also for driving employee engagement.

The findings of this study affirm the significant positive relationship between employee

engagement and innovative work behavior among employees at Humanity and Inclusion

Uganda. These findings expand on the existing body of literature by not only supporting the

relationship between the two variables but also establishing employee engagement as a

significant predictor of innovative work behavior. This crucial linkage holds profound

implications for the non-profit sector, demonstrating that fostering employee engagement can

directly spur innovative work behavior, thereby driving the efficacy and impact of such

organizations.

The findings demonstrate that a creative climate can indeed foster innovative work behavior,

and this effect is partially mediated by the level of employee engagement. This signifies that

while a creative climate stimulates innovative work behavior directly, it also indirectly

promotes innovation by enhancing employee engagement. the concept of partial mediation

holds substantial importance both in the theoretical modeling of relationships between

variables and in the practical management of organizational processes. It acknowledges the

complexity of interactions and relationships, prompts further investigation, and guides more

nuanced and effective practice. Understanding partial mediation can lead to more precise

interventions, better strategy design, and a more complex and thorough comprehension of the

phenomena being studied. Therefore, to optimize innovative work behavior, organizations

should focus on not only cultivating a creative climate but also on increasing employee

engagement. As this interplay provides a more comprehensive approach to enhancing

innovation within the workplace, it's crucial for future research and organizational practices.
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5.4 Recommendations

From the study findings, discussions and conclusions of the study, the following

recommendations are made:

5.4.1 Creative Climate and Innovative Work Behavior

It is recommended that organizations like Humanity and Inclusion Uganda focus on

strategies that foster a creative climate. These could include practices like promoting open

communication, encouraging risk-taking, celebrating creative failures as learning

opportunities, and giving employees autonomy in their work processes. Such strategies can

help stimulate creativity and, consequently, enhance innovative work behavior.

5.4.2 Creative Climate and Employee Engagement

Considering the significant link between creative climate and employee engagement, it is

recommended that HIU invest in training and development programs that promote creativity

and innovation. This can be achieved by cultivating problem-solving skills, critical thinking,

and openness to new ideas among employees. Such programs can create a more engaging

work environment, which in turn can foster higher levels of engagement among employees.

In the quest to foster a creative climate and enhance employee engagement, it's

recommended that HIU incorporates employee feedback into their strategic planning and

decision-making processes. This approach can ensure that employees feel heard and valued,

which can boost their engagement levels. Furthermore, by integrating employees' unique

perspectives and ideas, organizations can enrich their creative climate and fuel innovation.

To further boost innovative work behavior, Humanity and Inclusion Uganda should develop

and implement recognition and reward systems that appreciate and honor creative and

innovative contributions from employees. This could further strengthen the relationship
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between creative climate and innovative work behavior, as employees would feel more

motivated and valued for their creative inputs.

5.4.3 Employee Engagement and Innovative Work Behaviour

Given the proven influence of employee engagement on innovative work behavior, HIU,

should prioritize fostering an environment that promotes engagement. This could be

achieved through strategies such as offering professional development opportunities,

establishing open communication channels, recognizing and rewarding effort, and ensuring

employees have the resources they need to perform their roles effectively. By boosting

employee engagement, organizations are likely to witness an increase in innovative work

behavior, enhancing their capacity to fulfill their mission and achieve their objectives.

5.5 Limitations to the Study

This study adopted a cross-sectional research design, which naturally comes with certain

limitations. The chief limitation is that this design captures a moment in time, therefore not

taking into account historical trends or possible future changes in creative climate, employee

engagement, and innovative work behavior among employees at Humanity and Inclusion in

Uganda. Future research could consider implementing a longitudinal design, which could

provide more thorough insights and deepen our comprehension of these relationships as they

evolve over time.

Moreover, this study was confined to a single organization. This limitation potentially impedes

the extrapolation of the findings to other organizations, sectors, or different regional contexts.

Lastly, the methodological focus of this study was largely quantitative, centering on

measurable data to investigate the relationships among the variables. As a result, this approach

might miss some qualitative aspects, such as employees' subjective perspectives regarding

innovation at work. These non-quantified factors could provide further insights into the
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relationship between creative climate, employee engagement, and innovative work behavior

among employees.

5.6 Areas for Further Study

 This research suggests that innovative work behavior is subject to a myriad of influences,

and the two independent variables analyzed here (creative climate and employee

engagement) may not provide a comprehensive explanation. As a result, it's

recommended that subsequent research delve into other potential factors that could

impact innovative work behavior, which weren't addressed in this study.

 Upcoming studies should contemplate the use of a longitudinal design to corroborate the

results, delivering a more fluid representation of how creative climate, employee

engagement, and innovative work behavior among employees change over time.

 Although this research chiefly utilized a quantitative methodology, the incorporation of

qualitative methods in future investigations would likely enhance the comprehension of

the interactions between the variables in focus. A mixed-methods approach could provide

a more detailed perspective on employee attitudes towards safety and proficiency by

supplementing quantitative data with individual experiences, motives, and perceptions.

 It could prove beneficial to repeat this study across varied sectors to enable comparison.

Determining if the findings fluctuate in different contexts could furnish meaningful

revelations. For instance, parallel research could be carried out in fields like construction,

hospitality, or education, which may have distinct organizational dynamics concerning

innovation at work.
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APENDIX I: Questionnaire

MAKERERE UNIVERSITY BUSINESS SCHOOL

P.O BOX 1337 KAMPALA

Master of Business Administration

Dear respondent,

As part of the requirements for the award of the degree of Master of Business Administration

of Makerere University, the researcher is conducting a survey to understand and establish the

innovative work behavior of employees in Humanity and Inclusion Uganda. You have been

identified as an important resource for this survey, I kindly request you to spare some time

and independently fill this questionnaire. There are no direct benefits for your participation,

but your responses will make a great contribution on my academic work and findings may be

used by your organization in promoting Innovative work behaviors and strengthening

management.

I would like to ask you some questions related to innovative work behavior. All the

information you give will be kept with utmost confidentiality and will be used to prepare a

general report, but will not include any specific names and so, there will be no way to

identify that you are the one who gave the information.

There is no wrong or correct answer but try to be very truthful and honest in all your

responses that you will give.

Thank you in advance

Derrick Mwesigwa

0786925010 / 0751200272

Researcher

SECTION A: PERSONAL DATA

Please tick (√) where appropriate

1. What is your gender?

a) Male b) Female
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2. What is your marital status?

a) Single b) Married c) Divorced

Others

3. In which age bracket do you fall?

a) 20 years and below b) 21 – 30 years c) 31 -40 years

d) Above 41 years

4. In which department do you belong?

Support Services Program

5. For how long have you served Humanity and Inclusion?

a) Less than 1year b) 1 – 2 years c) 3 – 4 years d) 5

years and Above

6. What is your highest level of education?

a) Certificate b) Diploma c) Degree

d) Post graduate Diploma e) Other (Specify)

SECTION B:

CREATIVE CLIMATE
The following statements are about the work environment of your Organisation. Please read each
statement carefully and decide if you ever feel this way about your job and Organisation. Use the
scale below to rate how you feel.

SCALE
5. Strongly Agree (SA); 4-Agree (A); 3-Not sure (NS); 2-Disagree (D); 1-Strongly Disagree (SD).

SN Rate the following statements on the scale above
Trust and openness

SD D NS A SA
TO 1 I am comfortable while sharing ideas 1 2 3 4 5
TO 2 The organisation encourages use of diverse skills 1 2 3 4 5
TO 3 There is supervisory transparency in our site 1 2 3 4 5
TO 4 I am involved in decision making 1 2 3 4 5

TO 5 We share information generally in the team rather than keeping 1 2 3 4 5
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it to ourselves

TO 6 I am identified with my work team 1 2 3 4 5

Challenge SD D NS A SA
CH 1 I am involved in daily operations of the organisation. 1 2 3 4 5
CH 2 I take part in long term goals and vision 1 2 3 4 5
CH 3 My place of work is pleasant 1 2 3 4 5
CH 4 I usually get credit from my colleagues for new ideas 1 2 3 4 5
CH 5 My organisation communicates its daily operations 1 2 3 4 5

Freedom SD D NS A SA
FR 1 This job allows me to make my own decisions about how to

schedule my work
1 2 3 4 5

FR 2 The job allows me to make decisions about what methods I use
to complete my work.

1 2 3 4 5

FR 3 The job gives me a chance to use my personal initiative or
judgment in carrying out the work

1 2 3 4 5

FR 4 In my daily work environment, I feel a sense of control over my
own work and my own ideas.

1 2 3 4 5

FR 5 The job allows me to decide on the order in which things are
done on the job

1 2 3 4 5

EMPLOYEE ENGAGEMENT
The following statements are about the extent to which you are motivated to contribute to the
Organisation's success and are willing to apply your efforts to accomplishing tasks important to the
achievement of the Organisational goals. Please read each statement carefully and decide if you
ever feel this way about your job and Organisation. Use the scale below to rate how you feel.

SCALE
5-Strongly Agree (SA); 4-Agree (A); 3-Not sure (NS); 2-Disagree (D); 1-Strongly Disagree (SD).

Vigor SD D NS A SA
VG 1 On my job, I feel that I am bursting with energy 1 2 3 4 5
VG 2 When I get up in the morning, I feel like going to work 1 2 3 4 5
VG 3 I can continue working for very long hours at a time 1 2 3 4 5
VG 4 At my job, I am very resilient mentally 1 2 3 4 5
VG 5 At my work, I always persevere, even when things do not go

well.
1 2 3 4 5

Dedication SD D NS A SA
DD 1 I am enthusiastic / excited about my job 1 2 3 4 5
DD 2 I really put my heart into this job 1 2 3 4 5
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DD 3 I find the work that I do full of meaning and purpose 1 2 3 4 5
DD 4 My job inspires me 1 2 3 4 5
DD 5 I am proud of the work that I do 1 2 3 4 5
DD 6 To me, my job is challenging 1 2 3 4 5

Absorption SD D NS A SA
AB 1 When I am working, I forget everything else around me 1 2 3 4 5
AB 2 Time runs very fast when I am working 1 2 3 4 5
AB 3 I feel happy when I am working intensely 1 2 3 4 5
AB 4 I am occupied in my work 1 2 3 4 5
AB 5 I get carried away by other things when I am working 1 2 3 4 5
AB 6 It is difficult to detach / separate myself from my job 1 2 3 4 5

INNOVATIVE WORK BEHAVIOR
The following statements are about how you generate and implement innovative and creative ideas
in your Organisation. Please read each statement carefully and decide if you ever feel this way
about your job and Organisation. Use the scale below to rate how you feel

SCALE
5-Strongly Agree (SA); 4-Agree (A); 3-Not sure (NS); 2-Disagree (D); 1-Strongly Disagree (SD).

Idea Generation SD D NS A SA
IG 1 I create new ideas for difficult issues 1 2 3 4 5
IG 2 I search out new working methods. 1 2 3 4 5
IG 3 I generate original solutions for problems 1 2 3 4 5
IG 4 I look for opportunities to improve things 1 2 3 4 5
IG 5 I consider innovative opportunities 1 2 3 4 5

Opportunity exploration SD D NS A SA
OE 1 I am always looking for possibilities to improve the existing

work process in my site.
1 2 3 4 5

OE 2 I always recognize opportunities to make a positive difference in
my site

1 2 3 4 5

OE 3 I always make up my mind to find original solutions to work
related problems

1 2 3 4 5

OE 4 I always look for new ways to improve my work or new ways to
perform tasks

1 2 3 4 5

OE 5 I always lookout for key figures or people who influence
innovation

1 2 3 4 5
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Idea promotion SD D NS A SA
IP 1 I mobilise support for innovative ideas 1 2 3 4 5
IP 2 I acquire approval for innovative ideas 1 2 3 4 5
IP 3 I make important site members enthusiastic for innovative ideas 1 2 3 4 5

IP 4 I organise meeting for innovative work behaviours 1 2 3 4 5

IP 5 I monitor the progress of innovative work behaviours 1 2 3 4 5

Idea realisation SD D NS A SA
IR 1 I transform innovative ideas into useful applications 1 2 3 4 5
IR 2 I introduce ideas into the work environment in a systematic way 1 2 3 4 5
IR 3 I contribute to the implementation of new ideas 1 2 3 4 5
IR 4 I evaluate the usefulness of innovative ideas 1 2 3 4 5
IR 5 I put effort in the development of new ideas 1 2 3 4 5
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APENDIX II: SAMPLE SIZE DETERMINATION TABLE BY (KREJCIE AND

MORGAN, 1970)
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