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Abstract

Creative ideas are valued increasingly in all kiaflerganisations. Searching to facilitate
creative processes, organisations recognise teaahrce of new ideas and information lies
in the interaction between different functional dgments, as well as in the cooperation with
external actors. For this reason organisationsgmgecollaborative innovation projects.
These inter-organisational or networked employnsémictures provide a setting in which
employees interact with a multitude of entitiestHis context, employees can be expected to
develop commitment to multiple foci, such as thgaoiisation, the profession and the client.
Employee attitudes, especially their level of cotnmeint, are likely to be central to their

willingness to engage in activities which are vitathe creative process.

Employing a field theoretic lens, this thesis seekexamine employees’ affective
commitment to seven foci: the project, the orgaiosathe profession, the client, the lead
project manager, the career and the job. The engples on the examination of the
interactions between these foci of commitment eirtmfluence on employees’ creative
work behaviour. The thesis offers the integratibprevious research into a new concept
central to the management of creativity in the vptake. Creative Work Behaviour (CWB) is
conceptualised on the basis of four phases ofréegtiee process (1) problem identification,
(2) information search, (3) idea generation, anddda evaluation. In addition, in this thesis
two types of creative work behaviour are recognigssttemental and radical, which are
contrasted with routine in-role behaviour. Therehy, concept of creative work behaviour is
advanced, both theoretically as well as empiricdllythe test of the survey measure of the
concept showing reliability and validity across @evvariety of participants in innovation

projects.

This thesis relies on individual data from 450 fnteganisational Innovation Projects (11Ps)
funded by the UK government. The data is analys#étguboth variable centred and person-
centred types of analysis. Fitting the data insees of latent regression, structural equation,
and latent mixture models, the analyses provideptehensive insight into the interactions
between the multiple foci of commitment in theifeet on creative work behaviour.
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Analysis of the data showed employees to distifghetween the seven foci of commitment
in the IIP context. The results showed the effe€tsommitment to differ in strength between
the types as well as the phases of CWB. Directtffeere strongest for commitment to the
project on routine behaviour, commitment to thegolthe generation of incremental creative
ideas, and commitment to the profession on theuatiah of radical creative ideas.
Commitment to the leader had a weak effect on eyegldehaviour, specifically for radical
CWB. Commitment to the profession had an overating} effect, except for information
searching and encoding. Commitment to the projest found to be the key mediator in the
effect between multiple foci of commitment on botlitine and incremental CWB. For
incremental CWB the mediation model was a poonaragentation of the variance in the
data; moreover the models must allow direct effeEtommitment to the job on the
generation of incremental creative ideas. For ediceative behaviour commitment to the
job was found to be the best fitting mediator be&mveommitment, representing the variance
in the data equally as well as the full direct effemodel. Latent Profile / Mixture Analysis
enables additional insight into the combinationgoof of commitment (commitment

profiles) and their relations to creative work babar, as well as underlying motivation and

experienced creative support.

This thesis is the first to propose and empiricatgmine the relations between commitment
and creativity using a multiple foci approach. Toeacepts of commitment and creativity are
embedded in two different fields of research ahdrdfore, have rarely been studied together.
The results demonstrate multiple foci of commitnteribe fundamental to employees in the
context of inter-organisational innovation projeatgeracting strongly in affecting employee

behaviour.

The specific context of inter-organisational inntiea projects increasingly represents the
emergent workplace setting in the current knowleglge Understanding of the interplay
between commitment to multiple targets in interasigation innovation projects provides a
basis of the management of employee commitmends,thereby managing employees’
creative behaviour. Creative work behaviours areeah behavioural outcome in innovation

projects, increasingly valued in all kinds of orggations.

Xii



Chapter 1

Introduction

This chapter provides a background, an introdudibotine approach and a short overview of
the research conducted in this thesis. First, ¢hsan, relevance and purpose of the research
are outlined. Second, the objective, approach amdribution of this study are presented.
Finally, an outline of the chapters in this thasiprovided

1.1 Research motivation
In the aftermath of the deep economic recessiomeuis desperately seeking sustainable
economic growth and the creation of new jobs. ThésErowth strategy ‘Europe 2020’ has
been set out to help Europe deliver higher levélgroployment, productivity and social
cohesion. A flagship initiative of Europe 2020 fetcreation of ‘the Innovation Union’,
which aims to improve the conditions for Reseanott Bevelopment (R&D) and innovation.
Through European Innovation Partnerships businedsuaiversity partners are provided a
space to benefit from interaction between orgamisatin the innovation process.

Europe’s interest in creativity and the measureneérihis construct is driven by the
Centre for Research on Lifelong Learning (CRELL).2009 they identified a tremendous
potential for exchanging of ideas and enhancingipdgies for creative accomplishments.

The president of the European Commission, Jose #Maarroso, stated:
"Creativity is the core of any innovation. But ctigdy is a complex construct and

requires to be studied properly if we want to depednd implement effective policies.”

Similarly, national government are searching foysveo stimulate innovation and initiatives
are plentiful. It is estimated the UK governmens liavested a total sum of £2.5 billion in
collaborative innovation and R&D over the past figrs. Given the significant investment
in such projects, surprisingly we know only litheout the creative and innovative processes
taking place in these projects. Moreover, ther@aslequate insight into what makes people

engage in creative behaviours, which kick starowation.

!Technology Strategy Board, ‘The facts, a pocketiglisecond edition, December 2012
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Governments as well as organisations have stastegtbgnise that the source of new
ideas and information lies in the interaction betweifferent functional departments, as well
as in the cooperation between a wide range of maitexctors and sources (Dyer and Singh,
1998; HsuWang, and Tzeng, 2007; Laursen and Salter, 200Bere employees from
different departments or different organisationmeaogether, this is more likely to lead to
the exchange of ideas leading to the developmenéwfideas, creativity and innovation. For
this reason, organisations are found to increagiimgéract closely with groups both within
and across organisational boundaries (Swart andi&«i2012).

Collaborative innovative projects, where employgem different organisations come
together, represent networked employment structufesconsequence of these work
structures is that the role of the organisatiosuipassed by the employees’ interaction with
several parties in this networked context. This ingslications for how employees interact
with the organisation and the other entities withimd around the organisation. Only very
recently have management studies begun to recotr@seplications of these type of cross-
boundary employment context for management theory.

One such strand is found in commitment literatwjch recognises that multiple
parties in the network compete for the employeemmitment (McLean Parks, Kidder and
Gallagher, 1998; Meyer, Becker and VandenbergheQ4;20Reichers, 1985, 1986;
Stinglhamber and Vandenberghe, 2003). Commitmedeéfmed as a bond or psychological
attachment to an organisation following O’Reillyda@€hatman’s early definition (1986).
Consequently, Becker (2009) has stressed the ianpe®tof distinguishing between a target
and a type of bond. The recognised types of bomdsa#ective (“want to” or desire),
normative (“ought to” or obligation), and continean(“have to” or costs) (Klein, Molloy, &
Brinsfield, 2012).

Regarding commitment targets, various internal extérnal targets (expressed here as
foci) of commitment have emerged as employees wuatkin and across organisational
boundaries, such as teams, supervisors, the jobwanki in general; with fewer studies
evaluating the commitment to top management antbess (Becker, 1992; Bentein et al.,
2002; Klein et al., 2009; McLean Parks et al., 1988dman and Snape, 2005; Reichers,
1985; Stinglhamber et al., 2002; Stinglhamber, &fathdenberghe, 2003; Swailes, 2004;
Vandenberghe, 2009). Working in inter-organisatiop@jects means interacting closely
with groups both within and across organisatior@lrgaries (Swart and Kinnie, 2012). In
particular relevant to collaborative innovation jeats are the targets of commitment crossing

the boundaries of the organisation, i.e. exterradi fof commitment, which include
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commitment to the client or client organisatiompfpssion and occupation, career, and, intra-
organisational teams (McElroy, Morrow, and Laczni2B01).

Following attitude — behaviour linkages (Fishbdif75), employee commitment to the
organisation has always been a good predictor glarae behaviour (Mowday, Porter, and
Steers, 1982; Shore and Wayne, 1993). However,rev@rly starting to gain insight into
how multiple targets of commitment influence em@ey’ behaviour. Specifically, we know
little about how multiple targets of commitmentlugnce employees’ engagement in creative
types of behaviour. This specific type of emplopebdaviour is important because creativity
has been found to be one of the key drivers ofuation, growth, performance, effectiveness
and survival (Amabile, 1996; Woodman, Sawyer anidiGr1993).

With creativity being described as the fuel for amation, creative behaviour is
essential for the success of innovation projectsvéver, research into the management of
creativity is highly fragmented. Creativity in orgsations is often assessed by the creative
output: a rating of creativity of a product, a seey or a change in how to deliver the product
or service. Only a few studies have focused onirthbet of the creative process. This is
remarkable since the majority of studies do recegtine individual motivation to engage in
creative activities to be an essential elemenhe dreative process (Amabile, 1988, 1997,
Carmeli and Schaubroeck, 2007).

In this thesis the relations between commitment arehtivity follows attitude —
behaviour linkages (Fishbein, 1975) and field tgefdtewin, 1943, 1953). Therefore
creativity is viewed as a type of work behaviouhjet has been a rare approach in creativity
studies. One of the few existing concepts allovilng behavioural view towards creativity is
creative process engagement, which is defined hees étmployee involvement in creativity-
relevant methods or processes, including (1) probtentification, (2) information searching
and encoding, and (3) idea and alternative gemera{zhang and Bartol, 2010a; 2010b).
The engagement of the employee in creative ads/its expected to promote employee
creativity in such a way that, when employees shaher levels of this type of behaviour,
this increases the chance of the development ¢f botel and useful solutions (Zhang and
Bartol, 2010a). Conversely, minimal engagemenh@dreative process is expected to lead to
elementary and straightforward solutions.

Only when employees engage in creative work bel@sido they generate new and
useful ideas, which result in new knowledge and peaducts and services (Kamoche and
Cunha, 2001; Kazanjian, Drazin and Glynn, 2000;lI8fand Gilson, 2004). Creative ideas

enable organisations to respond to opportunitigariovate, to adapt, to change, to compete
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and to grow (Anderson, De Dreu, and Nijstad, 2084disheger, Anderson, and Salgado,
2009). A substantial volume of studies confirms kEyge creativity to positively affect
organisational innovation, effectiveness and suaivi(Amabile, 1996; Mumford and
Gustafson, 1988; Shalley, Zhou and Oldham, 2004).

Creativity has been generally studied as a broadusitary construct (Shalley, Zhou
and Oldham, 2004; Unsworth, 2001). However, resardies have found two distinct forms:
radical and incremental creativity (Gilson and MadP011). Radical creativity was found to
result from intrinsic motivation, driven by problementification and abstract theory.
Incremental creativity was associated with idead #re solution-driven and developed on
the basis of concrete practices.

This thesis will provide insight into how the mplg foci of commitment affect
Creative Work Behaviour (CWB) i.e., routine, incremal and radical CWB, in inter-
organisational innovation projects. These comphdations will be assessed by juxtaposing
results of two distinct analytical approaches. €bgrthis research will provide insight into
(1) the multiple ways employees interact with npl#i parties in inter-organisational
innovation projects, and (2) how commitment towardsltiple foci has an effect on

employees’ creative work behaviour.

1.2 Research objective, framework and contribution
Only few scholars have studied commitment in refato creativity, and the results of these
few studies are inconclusive. The research objeativthe current study is to review the
existing literature and to unpack the relationdepveen commitment and creativity building
a theoretical framework based on attitude — behawielations, field theory and insight from
creativity literature. This is followed by multiplempirical tests of the interaction between
multiple foci of commitment in its complex relatsimp with the various types of creative
work behaviour. In the analysis both variable-cetitand person-centred types of analysis
are applied and results are juxtaposed. In this wWeeythesis aims to provide a profound and
complete understanding of the complex relationslipsveen commitment attitudes and
creative work behaviours.
This leads to the research question of the thesis:

What is the effect of multiple foci of commitmemtcoeative work behaviour in inter-

organisational innovation projects?



In answering this research question a field théotens will be used as it allows us to
understand the impact of multiple parties (in nudifields) on an individual's behaviour.
Field theory allows multiple fields to exist andaraction with multiple parties (in multiple
fields) (Lewin, 1943, 1953). When an employee fegteximal to multiple fields, and
develops commitment to multiple foci, these counsticies together influence the employee’s
motivation to go the extra (creative) mile in th&mork. The research question will be
deconstructed into a series of hypotheses in chapbe

This study aims to contribute to both commitmend aneativity literatures. Firstly,
management studies have neglected to recognise ogeasl working in networked
employment settings, which has resulted in a lichitaderstanding of employee behaviour in
these settings. By examining inter-organisationaljgets we are able to develop current
theory on how multiple foci of commitment will impiacreative behaviour.

Secondly, commitment literature has distinguishedtwben multiple foci of
commitment in the work context. However, this stuslyhe first to assess multiple foci of
commitment in inter-organisational projects. In iéidd, though the effect of multiple foci of
commitment on employee behaviour has been assispeglious research, creative types of
employee behaviour have been neglected in thisseesphis study will compare models
predicting routine behaviour with predicting creattypes of behaviour, thereby contributing
to the commitment literature.

Thirdly, our current understanding of creativity hampered by the fact that studies
predominantly focus on creative outcomes, inswdfidy addressing the importance of
employees’ creative work behaviour. In additiorthat, the creativity literature is fragmented
and lacks a unifying theoretical framework. Concatiig on the front-end of the creative
process, we study the engagement of the employeeative work behaviours. Only two
studies (Zhang and Bartol, 2010a; 2010b) have erafly assessed this concept. Extending,
enhancing and testing this concept into Creativek/Bzhaviour and relating this concept to
attitudinal antecedents will contribute to our gidiinto this valuable type of behaviour. The
concept of creative work behaviour is advancedhaydevelopment of a survey measure of
incremental and radical types of creative work beha. Therewith, this study is the first to
empirically assess creative work behaviour, andpjoroach creativity as a particular type of
behaviour in relation to multiple foci of commitnten

In an analysis of current research practices infifld of education and psychology,
Marsh and Hau (2007) noted an increasing level is€ahnection between theoretical

developments and new methodological developmentiiig them to underline the need for
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substantive-methodological synergies to reconnelcesd two areas. Substantive-
methodological synergies occur when studies exansnobstantively and practically
interesting and important issues in new and creatigys through the use and improvement
of state-of-the art methodological and statisticalls. Complex questions require complex
methodologies and often lead to the development asfthement of cutting-edge
methodologies, leading in turn to new and valuab$ght. This thesis is anchored in this
perspective.

A fourth contribution of this thesis lies in thexjaposition of the person-centred and
variable-centred approaches, which is the mostogpjate research methodology in answer
to the research question (Klein, Becker and Mef609; Meyer, Stanley and Vandenberg,
2013). In order to cross-sectionally analyse th@a,da series of latent models will be used.
For the variable-centred approach, direct and niedi&ffects between the variables will be
tested using Structural Equation Models. For thesgecentred analyses, latent subtypes of
employees will be identified using Latent Profilealysis and Factor Mixture Analysis,
presenting qualitatively and quantitatively distinbaracteristics.

Juxtaposing results from multiple types of analyseriable- and person-centred) will
contribute to the current limited insight into tbemplex interaction between multiple foci of
commitment and creative work behaviour. In encomgghe exploration of the person-
centred type of analysis, emerging mixture modglhmethodologies (latent profile analysis,
factor mixture analyses) are turning into highlpmrsing advanced statistical methods for
clustering cross-sectional data (Klein, Becker Bteyer, 2009). In addition to Morin et al.’s
(2011a) study of commitment profiles, research areth in the person-centred approach
using mixture modelling techniques has yieldedreggng insights beyond the results from
more classical variable-centred analyses (Marst. e2009; Morin et al., 2011b, 2012). The
identification of profiles of employees based oneeging mixture modelling methods has
also been recently recognised as an important wapnent in the field of Human Resource
management and Organisation Psychology.

In order to empirically assess the relationshipatadwere obtained from 450
participants in inter-organisational innovation jpats. A fifth contribution is the insight from
this particular research arena which contributesnew insights into work in inter-
organisational collaborations, which is suggesteld representative of the work settings of
the 21st century (Swart and Kinnie, 2012).

The sixth contribution of this project comes to thee at multiple levels: ranging from

contribution to the scientific management field amd$earch excellence of the European
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Research Area, to direct practical relevance wetliard to the challenges Europe currently
faces. The practical relevance of this thesis éative processes lies in the knowledge about
the relations between commitment and creativity,ictvhwill provide insight into the
management of innovation projects and the suppbitlwmay be provided in optimizing
creative processes. Very few studies have relamdnitment to creative behaviour;
additionally these studies have neglected theaotem between employees and their cross-
boundary network setting.

Combining insights from 21st century work settiraggl creative processes, with the
very latest developments in data analysis techsigties thesis has advanced our current
understanding of the management of employee cigatiThis thesis is timely and relevant
since both national (UK) and European (EU) levstitntions have demonstrated to focus on
both the capitalization of creative potential am# tenhancement of employability. We
recognise that work settings are changing, and geasare in need of insight into how these
changes influence employee behaviour. More spadlificthis thesis provides practical
insight into the management of creativity in innbea projects, such as the pilot European
Collaborative Innovation projects which are parthed Innovation Union.

1.3 Structure of the Thesis

This thesis has been organised into seven chapéies. the introduction chapter, in the
second chapter the research gap is identified.chiapter provides an outline of field theory,
and a more extended review of the literature ontipialfoci of commitment and creative
work behaviour. On the basis of field theory ansights from creativity research hypotheses
are developed. From previous research on multip2 6f commitment three ways of
assessing the effects of multiple foci of committn@m creative work behaviour relations are
selected. These include (1) the direct effects aftiple foci of commitment on creative
behaviour, (2) mediation effects between multipdei fof commitment in their effect on
creative behaviour, and (3) the effect of committrgnfiles on creative behaviour.

The third chapter consists of two parts. In thatfpart the research philosophy is
outlined, including the epistemology, the methodgl@and design. In the second part the
research arena is presented, the sample procesddescéribed and demographics of the data
are presented. This chapter concludes with an @ref the ethical considerations. The
methodology outlined in chapter three leads intofturth chapter in which the methods and
tools for measuring the constructs are developdtk Measures for commitment and

creativity are developed, explored on validity &ested on reliability. This chapter concludes
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with multiple tests for common method bias and aeraew of the effects of control
variables.

The results and findings of this thesis are preskmt two chapters following two
general approaches towards analysis; the var@biged and the person-centred approach.
In chapter five the results of the variable-ceranalysis are presented. In the first section
hypotheses one, two are three are testing thetdaféects between the multiple foci of
commitment and creative work behaviour. The digdfgcts of the seven foci of commitment
are compared for their effect on routine behaviaocremental and radical creative work
behaviour. In the second section of chapter foypotheses four, five and six are tested
including the mediation effects of the multiple ifmf commitment in predicting the three
types of work behaviour. In chapter six the relagidoetween commitment and creativity are
tested following a person-centred approach. Thea dat explored on representative
commitment profiles using Latent Profile Analysiproviding more insight into the
interaction and coexistence of commitments. Thee nprofiles found are related to
demographics, routine behaviour, incremental creatvork behaviour and radical creative
work behaviour using Latent Mixture Modelling teddunes.

In the final chapter six the results of the theses discussed and the contributions of the
thesis are outlined. In this chapter provides agraew of the contributions made to field
theory, to the measurement of commitment and sfiggtand to the insight into attitude and
behaviour in inter-organisational innovation prégedhe contributions are followed by
limitations and a conclusion of the study. The ihesncludes with suggestions for future

research.



Chapter 2

Literature review

This chapter provides a review of the literatureadvancement of the research concepts and
development of theory, from which the hypothesdkbei derived. The first part of this
chapter explicates the research gap, includesraatitine of the research context of inter-
organisational innovation projects, and providestiackground of field theory. The second
part of this chapter includes the literature revathe two core concepts of this thesis:
commitment and creativity. On the basis of thisriture, multiple foci of commitment and
creative work behaviour are conceptualised. Lasttythe basis of field theory a conceptual
framework of the relations between these two céntmacepts is delineated. Hypotheses are
developed on the basis of field theory and insighrh creativity research.

2.1Research gap

Traditionally, creative behaviour is expected tocbacentrated in specialised Research and
Development (R&D) teams, which are separate frome tlest of the organisation.
Organisations have started to recognise that thecemf new ideas and information is the
interaction between different functional departrsergs well as the result of cooperation
between organisations (Dyer and Singh, 1998; HsanyVand Tzeng, 2007). Therefore,
innovation increasingly takes place in projectsdmelthe boundaries of the organisation, in
inter-organisational project teams, in open innvatteams and innovation clusters
(Calamel, Defélix, Picq and Retour, 2012).

Inter-organisational collaborations enable emplsy&® share knowledge and learn
beyond the boundaries of the organisation (Powébput and Smith-Doerr, 1996).
Knowledge management studies suggest that intemdgtional collaborations enhance
corporate innovative capability by facilitating thew of knowledge across companies (Ding
and Peters, 2000). Review of the literature ingisahe outcomes of inter-organisational
relationships to include the increase in stabilisynilarity, knowledge and innovation
(Powell, et al., 1996). An example of Inter-organiisnal Innovation Projects (IPPs) are the
European Innovation Partnerships funded by the fi|gao Commission.

This thesis will assess attitudes and behaviotihenparticular context of IPPs. In this
specific setting, where employees are found toraateclosely with groups both within and



across organisational boundaries (Swart and Kir204,2) the role of the organisation has
become less important. This can be seen as repatiserof 2£' century work settings, in
which the employee interacts continuously with igartsuch as professionals from other

organisations, client organisations, and intra-oiggtional teams.

2.1.1 Employee attitudes and discretionary behavioa

Scholarly interest in attitude-behaviour linkagas be traced back to the Hawthorne studies
conducted in the early 1930s (Dickson and Roetéigtr, 1939). Ever since, influencing and
predicting employee behaviour at work is an on-goaiallenge in the management of
employees. The question of which attitudes drivekpiace behaviour has received interest
from a wide variety of disciplines, such as indastorganisational psychology, work
psychology, business and management. Attitudesbahdviour linkages in the workplace
include (1) attitudes such as job satisfaction,niifieation, affect, job involvement,
commitment, Organisation-Based Self Esteem (OB$#)(2) behaviour such as, intention
to quit, absenteeism, in-role and extra-role behayiOrganisation Citizenship Behaviour
(OCB), pro-active behaviour, and job performance.

Fishbein and Ajzen (1975) laid the foundations abattitudes-behaviour relations.
They propose that employees’ behavioural intentmars be predicted by the combination of
attitudes toward the behaviour and a subjectivennoonnected with the behaviour. The
underlying assumption is that attitudes relatd&intention to behave in accordance with the
attitude, and subsequently, the behavioural inbestiare expected to have a direct relation
with the actual corresponding behaviour (Fishbeid Ajzen, 1975). What follows is that
behaviours are assumed to follow attitudes, ratian the other way around. This
assumption on the causal order of this effect neagdmtested

Researchers have questioned the attitude-behavetation after finding weak and
non-significant effects (Ajzen and Fishbein, 197Zpnsistently, not all employee attitudes
are found to (directly) affect employee behaviderftein, Stinglhamber, and Vandenberghe,
2002). On the other hand commitment, which is oftefinied and conceptualised as an
attitude (e.g., Solinger et al., 2008), is foundaftect employee behaviour, rooted in the
concept of commitment being a ‘stabilizing or obig force’ ‘that gives direction to
behaviour’ (Meyer and Herscovitch, 2001). Commitimsrshown to be different from more
general motivational states such as motivation emghgement, as it has been related to a
persistence in a course of action, even in the ddamnflicting motives or attitudes (Meyer
and Herscovitch, 2001).
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Employee commitment to the organisation is repdatéalind to be a predictor of
employee behaviour related to the organisation {tdad Morgan, 1994). Grounded in social
exchange theory, previous research has found conenttto have strong negative effects on
withdrawal behaviours (Mathieu and Zajac, 1990)chswas absenteeism and turnover
(Mowday et al., 1982). Also, strong connections farend between commitment and lower
turnover rates and lower turnover intentions (Mowdgal., 1982). The least strong, but still
significant, effects were found between commitmaamd Organisation Citizenship Behaviour
(OCB) (Lavelle, Rupp and Brockner, 2007) prosodiahaviour (O'Reilly and Chatman,
1986), job performance (Somers & Birnbaum, 1998y mnovation-related behaviours (Ng,
Feldman, and Lam, 2010).

Commitment studies distinguish between (1) tyesor components of commitment
and (2) thefoci or targets of commitment. The types of commitmarg described in the
three-component conceptualization by Meyer andmA({E991, 1997; 1990) which refers to
the affective (emotional), normative (obligationdamoral) and continuance (cost-based)
types of commitment. In a meta review comparinge@t of affective, normative and
continuance commitment, Meyer et al. (2002) corelwaffective commitment has the
strongest and most favourable effects on orgaoisaglevant employee behaviour
(attendance, performance, and OCB). This is in Vuid the multicomponent structure of
attitudes, to consist of affective, cognitive arehévioural components (Bagozzi, 1978). In
this study we focus on affective commitment sinces ithe most widely studied, the most
generalizable across targets, and the most preeliofi employee behaviour (e.g., Morin et
al., 2011; Solinger, van Olffen and Roe 2008; S@n2010).

The targets or foci of commitment are describedhes particular entities, such as
individuals and groups, to whom an employee fedtached (Reichers, 1985, 1986).
Similarly, Morrow's (1983) theoretical work indied that employees may become
committed to several work-related domains. Recéudiss have identified and examined
various internal and external foci of commitmentichthemerge as employees work within
and across organisational boundaries (Baruch amké&nann—Gleed, 2002; Becker, 1992;
McLean Parks, Kidder, and Gallagher, 1998; Redmiath Snape, 2005; Stinglhamber,
Bentein and Vandenberghe, 2002; Vandenberghe antkiBe2009). Research into internal
foci of commitment usually involves examining coniment to teams, supervisors, the job
and work in general, with fewer studies evaluatimg commitment to top management and

customers (Klein, et al., 2009; Swailes, 2004). Bxéernal foci of commitment include
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commitment to client organisations, profession ocupation, career, intra-organisational
teams and unions (Vandenberghe and Bentein, 2009).

Commitment has been linked with the intention tgage in a variety of behaviours
(Becker, Randall and Riegel, 1995; Mowday, et #82), with some employee behaviours
to be more desirable and valuable in the workpthem others. By active participation in
creative behaviour employees are more likely toegatie new and useful ideas, which result
in new knowledge and new products and services (i€¢am and Cunha, 2001; Kazanijian,
Drazin and Glynn, 2000; Shalley and Gilson, 20@¥eative ideas enable organisations to
respond to opportunities to innovate, to adapthtnge, to compete and to grow (Anderson,
De Dreu and Nijstad, 2004; Hulsheger, Anderson Salgado, 2009). A substantial volume
of studies confirms employee creativity to posiyeaffect organisational innovation,
effectiveness and survival (Amabile, 1996; Mumfardl Gustafson, 1988; Shalley, Zhou and
Oldham, 2004).

The individual employee plays an essential rolethe creative process, which
facilitates organisational innovation (Amabile, 89&8/oodman, Sawyer and Griffin, 1993).
It is not surprising that a large number of empiristudies have focused on the factors that
enhance or inhibit creativity (Amabile, Schatzelpéta and Kramer, 2004; Shalley, Zhou
and Oldham, 2004). However, research into the nwmagt of creativity is highly
fragmented and focuses on the outcomes of creatiggnnovative processes, rather than the
motivation of individual employees to become andthae creatively engaged at work
(Amabile, 1998; Carmeli, Cohen-Meitar and Elizud0Z; Janssen, 2005; Scott, 1995).

Several concepts are found to be stimulating or ratated to creativity, such as
intellectual and cognitive abilities (Ford, 1996uilEord, 1950), personality (Barron, 1955;
Feist, 1999), leadership (Tierney, Farmer and Gra®09), and affective states and traits
(Amabile, 1996; Amabile, Barsade, Mueller and St@&@05; Madjar, Oldham and Pratt,
2002). Intrinsic motivation is found to be an aitie which affects creativity (Amabile,
1996), however it is unclear which field of intetian is affecting employees in developing
intrinsic motivation.

This thesis is the first to address and empiricakamine the relations between
commitment attitudes and creative behaviour incthrext of inter-organisational innovation
projects. Studies on the multiple foci of commitrinkave been concentrating on a multitude
of foci towards which employees develop attitudeaftective commitment. These multiple

foci of commitment have been related to employebab®ur, however, creative work
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behaviours have not been taken into account. Siyilereativity studies have neglected to

include employee commitment attitudes as driversedtive behaviours.

2.1.2 Afield theoretic lens
In order to build a conceptual framework and hypsike the relations between commitment
and creativity to address the research gap, fiekbry is found to be the appropriate
theoretical lens to study attitudes and behaviaui$P context. Field theory acknowledges
behaviour to be influenced by a multitude of effeftbm the field in which the individual
behaviour takes place. Central to field theonhis ¢ognitive distance between the individual
and its field. Particular fields can be experienasdnore proximal whilst other may remain
distal. Proximal fields are fields which the indluial expriences as closest and most attached.
Field theory, which originates in physics, is a gsyogical theoretical framework
developed by Kurt Lewin (1943, 1952). Field themgognises the individual’'s surroundings
(‘situational units’) to be a totality of coexistjrand interdependent factors, which together
have causal effects on human behaviour. The pte@pthe theory is that any expressed
behavior in a psychological field is the result af multitude of factors within the
psychological field at that time (Lewin, 1943). Hoyees develop commitment to multiple
foci on the basis of how proximal various targedel fto them (Mathieu and Hamel, 1989).
When these are positive, employees experienceiyms&motions which may cause these
parties to become ‘objects of affective attachm@vitieller and Lawler, 1999: 326).

In the study of multiple foci of commitment fieldeory is used to explain how close
or distant employee feels to the various partiethenwork environment. Fields becoming
more proximal evoking affectionate attitudes toveatide field by becoming more intimate.
Fields becoming more distal evoke less affectioa#titudes and become less relevant. The
closer the employee feels to these parties, the praminent its influence on the employee’s
behaviour. The difference lies in the distal parti@ith whom the employee is unlikely to
experience an exchange relationship.

In the organisational context, commitment attituded their effect on behaviour are
often grounded in social exchange theory (e.g.uBl®89, Mowday et al., 1982, Lavelle,
Rupp and Brockner, 2007). Social exchange theosjtpthat employees would feel a moral
obligation to reciprocate when support or benedits received from any party in the work
environment. On the other hand, field theory positgployees’ behaviour will be affected
only, and most strongly, by the fields towards \hibe employee feels most proximal.

Employees are not expected to reciprocate to fitlds are experienced as distal. This is

13



particularly applicable in 1IPs, which represertamtext including a large number of foci of
commitment.

Alligned with field theory, attitudes are likely tioe strongly related to behaviour if
there is a correspondence between the target andction elements of the attitudinal and
behavioural entities (Ajzen and Fishbein, 1977)mitirly, recently Lavelle et al. (2009;
2007) suggest that attitudes influence behaviourenadequately when they refer to similar
contexts, actions, timelines, and targets. Aligning target attitude (commitment) with the
action element (creative behaviour) in assessing tlommitment-creativity relation,
commitment towards the project is ‘in correspond@emdgth’ behaviour working on the
project.

In assessing the relation between commitment agatieity it is assumed commitment
attitudes to affect creative behaviour, and not abieer way around. Following previous
research on attitudes in the work context to relateork behaviour, affective commitment
attitudes towards particular groups in IIPs areeflgved and affect (creative) behaviours
related to those groups. Alternatively, it is recisgd reverse causal effects may occur in this
particular context, in such that having the chaoicexpressing creativity, and acting in this
way, may influence affective commitment towards gharticular environment. However, the
underlying assumption is that when an employeesfhel or she can express creativity in a
particular environment, this will first affect legeof affective commitment towards this
environment and these attitudes, then, will affectual expression of creative behaviour.
Accordingly, the theoretical framework will be déweed further into this direction,
expecting effects of multiple foci of commitment oreative work behaviour.

This section has introduced the theoretical framewof field theory in how
commitment to multiple foci is expected to influenigehaviour in 1IPs. In the next section,
the literature review of commitment and creativityl be presented, and the concepts will be
developed in two separate sections. In the findl gfethis chapter the conceptual model and

hypotheses of the relationships between commit@eaicreativity will be developed.
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2.2 Extended review and conceptualization of the twmain concepts

The second section of chapter two consists of tantsp(1) a review of the literature on the
multiple foci of commitment, and (2) a review ofetHiterature on creativity and the
development of the concept of Creative Work Behawid he review of the multiple foci of
commitment literature starts with an overview of #marly approaches towards the concept.
Second, an exploration of the potential foci of catment in inter-organisational innovation
projects is provided. This is followed by a thirekcBon on the selection and more detailed
description of the seven foci relevant to the Ithtext. This is the first step in the thesis’
contribution to the development and extension efriultiple foci of commitment construct
in the 1IP context.

In the review of the creativity literature first amstorical overview will provide insight
in the development of creativity as an academiccepth The second part of the review
focusses on creativity as a specific type of woehdviour. This includes a review and
integration of the behavioural approaches towardativity, and development of the concept

of creative work behaviour.

2.2.1 Multiple foci of commitment

The current section will review the literature ammanitment, focussing on how employees
may develop commitment to various parties in thekwenvironment. This is particularly
relevant to the IIP context, in which employeeseiiatt with multiple entities beyond the
organisational boundaries. First this section gtesgia basis on the concept of commitment to
multiple foci of commitment by introducing some lgaapproaches, assumptions and
definitions. This is followed by the exploration thie various entities which can be identified
to be a potential target for employees to devetoproitment towards. The section concludes
with the selection and more detailed descriptiotheffoci of commitment relevant to the 1P

context.

2.2.1.1 Early approaches, underlying assumptions drdefinition

Besides the early ideas of Gouldner (1958), mostthef studies on multiple foci of
commitment seems to be based on two basic workishvare Morrow (1983) and Reichers
(1985, 1986). These two major contributions to litezature also represent two approaches
to the study of multiple foci of commitment. Bothudies are referred to as seminal

contributions, and have been the starting pointdsearch in the field.
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The first basic theoretical work by Morrow (1983)dicates that employees may
become committed to several work-related domainfackt design is applied to review the
literature, to examine the work commitment concepsed in organisational research
literature from 1969 to 1980. The study finds tbkoiwving five forms of work commitment
(1) Protestant work ethic endorsement, (2) carazree, (3) job involvement, (4) work as a
central life interest, (5) organisational commitmesnd (5) union commitment. Job focus
commitment (job involvement and work as a centrdd Interest) are recognised and
evaluated separately because of they are veryeliff@nd independent historical evolutions.

Morrow (1983) makes a start with evaluating to Whidegree the forms of work
commitment share unique or redundant components.cdmmmitment and career salience
show some conceptual overlap, in such that carekense can be elevated through
professionalization and occupation socializatiohisTseems to be in line with later studies,
which capture this commitment in multiple separatencepts; career commitment,
commitment to the occupation and/or profession, ancthmitment to the job or job
involvement.

By focussing on exploring all possible forms of wa@ommitment, or the constellation
of various commitment constructs, critique on therknof Morrow is that it makes an unclear
distinction between commitments to agents, to camemt parties and to commitment
targets (McElroy et al, 2001). This causes sompetaeive her work to be ‘over inclusive’
and, therefore, at some points conceptually amhigy&hadish, Cook, & Campbell, 2002).
Without an explicit description of what constitugg$oci of commitment, it remains unclear
what is focussed on, and what could become aryafttommitment.

A second fundamental contribution to the literatore multiple foci of commitment
was made by Reichers (1985, 1986). These studies duntributed to Morrow’s (1983) by
providing, next to a review, also a theoretical acaptualization of the multiple foci of
commitment construct and the relations betweerethployee and the multiple groups in its
work environment. Because of Reichers’ additionaotet of theories to the traditional
organisation-commitment literature, this articleviswed as a major early contribution to this
stream of literature (Meyer and Allen, 1997).

Grounded in group theory, role theory, and macroceptions of organisations as
political entities, Reichers (1985) recognises dhnganisation to be coalitional entities that
compete for the individual's energies, identificat and commitments. Following a
constituency approach, Reichers identified the viddial's commitment to specific

constituencies within the organisation (McElroyakt 2001). The foci of commitment are
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described as the particular entities, such as il and groups, to whom an employee is
attached (Reichers, 1985).

In Reichers’ (1985) theoretical framework, the argation is viewed as a political
ground for the lobby of subgroups for the orgamiges attention. The macro approaches are
based in political economy and the resource coribebry of organisational effectiveness
(Whetten, 1978). Following this, organisations esgnt an environment of multiple interest
groups, which place conflicting pressures on tlgaoisation (Wamsley and Zald, 1973).

Reichers (1986) makes an important contribution tie® micro approaches, in
recognition of environments in which conflictingenests and goals exist, within and beyond
the boundaries of the organisation. The contributdd this work is that organisational
commitment is only accurately understood when viwethe context of the various groups
of which an organisation exists. The organisatisrfar many employees an abstraction,
represented by groups of people composing an agtom (Reichers, 1985). These
organisationally-relevant groups may be (top) mamsgco-workers, customers and unions
(Reichers, 1985) however, this may be dependetti@specific organisation.

Following Reichers (1986) approach this thesisofedi that individuals are aware of,
and are able to, identity the multiple constituescthat denote organisationally relevant
groups. Employees’ capacity to form commitmentsnidtiple foci seems unlimited (Klein,
et al.,, 2013a), as employees are found to have Ibigdls of commitment to a large set of
workplace targets (e.g., Becker et al., 1993; 1986rin et al., 2011). Therefore we follow
the “target-free” conceptualization of commitmemhich permits the assessment of interplay
between multiple, simultaneously held commitmerdaed assumes commitment to be
consistently applicable across workplace targettei(Ket al., 2013b). Following this,
commitment is defined as a volitional psychologiedtitude that links an individual to a
focus or target, reflecting dedication to and resaility for that particular focus (Klein et
al., 2012, Solinger et al., 2008, Allen & Meyer909J.

Following previous literature in this thesis it iscognised that a.) multiple groups
within and beyond the boundary of the organisatxmst which may compete for the
commitment of the employee, b.) employees are anfaneultiple constituencies in the work
environment, c.) multiple foci of commitment plageessures on employees which interact
and may be conflicting, and d.) employees develgmmitments with multiple
constituencies within and beyond the boundarieghef organisation which are distinct

attitudes rather than together representing a gerglobal commitment construct (e.g.,
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Becker, 1992; Stinglhamber, Bentein and Vandenleergb002; Redman and Snape, 2005,
Vandenberghe and Bentein, 2009).

2.2.1.2 Exploration of possible foci of commitment

Traditionally, employees developed a relationshifhwne organisational context, and this
organisation was the single entity motivating ergpks’ behaviour. However, there is now a
substantial body of research which considers thm®ws foci to which employees might be

committed (Becker, 2009; Klein, Becker, & Meyer, 090 Vandenberghe, 2009), and

examines a wide variety of internal and externai fof commitment that emerge as

employees work within and across organisationalnbdaties (Baruch and Winkelmann—

Gleed, 2002; Becker, 1992; McLean Parks, Kidded, @allagher, 1998; Redman and Snape,
2005; Stinglhamber, Bentein and Vandenberghe, 2@88denberghe and Bentein, 2009).

Reichers (1986) viewed the concept of the multfple of commitment as targets of
commitment within the organisation. However, arréasing group of studies recognises that
some constituencies an employee may identify amon@o to, may exist beyond the border
of the organisation (Becker, 2009) such as supgtigstomer, client or partner organisations
(McElroy et al., 2001). Futhermore, Klein, BeckerdaMeyer (2009: 420) indicate that
employees may have a multitude of work related caments, such as ‘other organisations
(e.g., union, professional associations, clientoiggtions), individuals within or outside the
organisation (e.g., co-workers, supervisors, sepglicustomers), groups (e.g., work group,
team), and various ideas and initiatives (e.g.ues| goals, decisions, policies, change
programs)’.

It is recognised that the focus on various intrgaoisational commitments may not
represent the general changes in the managem@eipfe (Boltanski and Chiapello, 2005)
and employment structures (Cappelli, 2008). McLBarks et al. (1998) have indicated that
the contacts internal and external to the orgaoisahay lead to multiple foci of commitment
within and beyond the organisational boundariegs T$ supported by a study particularly
focussing on these external organisational commmtsjevhich indicates that opportunities
for upward mobility and dependence of the individboa an external organisation may
increase commitment to external organisationatiest{McElroy et al, 2001).

In making decisions on which foci of commitmenirolude in a study, possibilities of
a variety of foci of commitment should be explor&dio different approaches are evident in
the literature, and are outlined by Morrow (198Q)r the focus on a single major focus of

commitment mostly compared to commitment to theaoigation, and (2) the exploration of
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a combination of multiple foci of commitment. Thigesis focusses on the specific context on
[IPs, which is a context likely to consist of a gue combination and interplay between
multiple foci of commitment, therefore the secopgm@ach is deemed to be most suitable.

Following this approach, a systematic review of litexature conducted for this thesis
found a total of one-hundred fifty-one studies be tnultiple foci of commitment. Out of
these, one-hundred twenty studies include empiasaéssment of a minimum of one foci of
commitment, with the majority focussing on commitm# the organisation. Most empirical
work concentrated around comparing commitment wighorganisation with the profession,
and commitment to the organisation with the comraiitrto the union.

Targets of commitment that are studied in ordenost frequently empirically assessed
are: the organisation, the leader, the union, todepsion, the team or work group, the
occupation, the client or customers, co-workerq toanagement, work (content and
involvement), (protestant) work ethic, the cardbg department, the task, the project, the

broader work field, funding agencies, the domgstient and a foreign partner.

2.2.1.3Selection and description of relevant foci of comrinent

From the foci of commitment previously studied aditwill be applicable to the setting of
IPPs. First, individuals working in IPPs will be rpeipating in the inter-organisational
innovation project, therefore the project will beetfirst foci or target towards which
employees may develop of commitment. The leadénefproject will be the second foci of
commitment. Third, individuals will be employed byganisations while participating in the
project. The union, a frequent research focus ofradment, is unlikely to be of any affect in
lIPs since this employment setting is unlikely eodifected by unions. Similarly, the projects
are unlikely to consist of sub-teams, however, fheject will have similarities with
commitment to teams in specific to the literatunecommitment to temporary teams.

Fourth, since these are inter-organisational ptsjgxluding strong interaction across
the boundaries of the organisation, external comerits are likely to occur, in particular
commitment to the occupation, the profession, #ireer and the job. The commitment to co-
workers is captured in commitment to the projekewise commitment to top-management
in 1IPs seems less relevant in this context. Fidthinal external foci of commitment which
may be involved to some extend in the project & ¢hent or customer of the product or
service developed in the IIP. Expectations of thd-eesult by clients and the level of

commitment towards the client(s) may influence llkbaviour of employees in the IIPs. The
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literature on the total of seven foci of commitmevili be reviewed, the concepts will be

defined and discussed in the following section.

Commitment to the organisation

In studies on employee commitment, the organisatidhe most often studied target or focus
of commitment (Meyer and Allen, 1997; Morin, Madohorizot, Boudrias, and Tremblay,
2009; Morrow, 1993). Reflected in a common defimt of commitment is “the
psychological bond that ties the employee to trgawisation” (Becker, 1992; Meyer and
Allen, 1997). The study of commitment as an atgtuand not as a behaviour, has typically
involved the measurement of commitment togethehn wiher variables to be antecedents or
behavioural consequences of a commitment attitMg/€r and Allen, 1997).

Many conceptualizations of organisation commitnieate been developed (Morrow,
1983; Mowday, Steers and Porter, 1979), the ingnindeveloped by Allen and Meyer
(1990; 1991) has been most frequently used in teesearch (Ellemers, de Gilder and van
den Heuvel, 1998). The three component concepaializ by Meyer and Allen (1990;
Meyer and Allen, 1991) refers to the affective,igdion and moral, and cost based elements
of commitment. Affective commitment refers to thmational attachment to, identification
with and involvement in the organisation (Meyer #&iién, 1997). Continuance commitment
is based on the costs or perceived sacrifice as®gacvith leaving the organisation, as well
as the level of alternative employment opportusiifgEllemers, et al., 1998; Stinglhamber,
Bentein and Vandenberghe, 2002). Normative comnmtnrefers to the experience of
responsibility and obligation to continue employimanthe organisation (Meyer and Allen,
1997).

To reduce the complexity of the thesis our foces bn the inclusion of a set of foci
representing all entities in the environment of IR rather than representing all types of
commitment. The affective commitment dimensioneykt and Allen, 1997) are found to
have the largest impact on job satisfaction, ogmional citizenship behaviour, employee
turnover and absenteeism (Klein et al., 2009). bditeon, creativity studies have
demonstrated intrinsic motivation and positive etffeo be main predictors of creativity
(Amabile, Barsade, Mueller and Staw, 2005). Theefdhe thesis focuses on affective
commitment towards seven foci of commitment in lIPs

Organisational commitment is argued to be a crysgthological factor in the
prediction of the behaviour of individual workersarganisations (Ellemers, et al., 1998).

Organisational commitment has been related to agaanal behaviour and job satisfaction
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(Tam, Korczynski and Frenkel, 2002). Many studiesvéeh investigated the effect of
organisational commitment on work effort and jobissaction (Becker, Billings, Eveleth and
Gilbert, 1996; Meyer and Allen, 1997; Mowday, Pored Steers, 1982; Wallace, 1995). A
general conclusion from these studies is that asgéional commitment reduces turnover and

absenteeism, and has a positive effect on extesbethaviour and job satisfaction.

Commitment to the occupation, the profession, #neer and the job

Gouldner (1957, 1958) was the first to distinguigtween commitment to the organisation
and commitment to a higher professional entity. Mekes this distinction between
‘cosmopolitans’ and ‘locals’. In his description @ismopolitans, elements of commitment to
the profession but also of commitment to the octtapaand commitment to the career can be
found. From previous studies can be found that citmemt to the profession, the occupation
and the career, are strongly related conceptstamd sonceptual overlap.

A number of terms are used to refer to professioocammitment, including
occupational commitment, career commitment, aneerasalience (Wallace, 1993), and
commitment to the job. Commitment to the professeems to be the most identified and
studied foci of commitment besides organisation miment. An early description of
professional commitment is provided by Thornton7(@9 as an employee may become a
local, he accepts and commits to the organisattwna cosmopolitan and maintain his
professional allegiance. Professional commitmentiefined as “the relative strength of
identification with and involvement in one’s progesn” (Morrow and Wirth, 1989: 41).

It is important to make a distinction in definitiomthis study between professional and
occupational commitment opposed to career-orientechmitment or career salience,
following Morin et al. (2009). Reicher’s (1986) fia commitment to individual career goals
to be distinct from commitment to the occupatiompmfessionThis is in line with findings
from previous studies (Ellemers, et al., 1998; Marrand McElroy, 1993) which indicate
career commitment to refer to the attachment tqtgression of personal careers, whereas
professional commitment refers to the attachmettiégrofession or occupation.

Morrow's (1993) model of five universal forms of slkocommitment includes a
separate focus of commitment to the job. The disaant validity of this foci was tested and
confirmed in later studies by Cohen (1999). CoHE399) did find a mediation effect of job
involvement in the relation between protestant wathic and commitment to the

organisation and the career.
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Commitment to the project

In inter-organisational innovation projects the jpob is expected to be the focal entity of
interaction for the time the project is running.eTroject takes place outside the boundaries
of the organisation, nevertheless the project stmsif a team working towards a project aim,
therefore it shares characteristics with intra-orgational teams.

Commitments to the micro entities or intra orgatisel foci include work units,
divisions, departments, and work teams. These maraevithin organisation commitments,
are viewed as interpersonal commitments which anguah commitments between
individuals (Meyer and Allen, 1997). The most sadltype of micro foci is the team or work
group, defined as “the feeling to belong and emmaticattachment to the work group”
(Stinglhamber et al., 2002: 127). This is the flachment and the attributed importance
targeted to this entity nested in the organisatonn the case with IPPs, felt attachment with

the individuals in the inter-organisational projesam.

Commitment to the leader

Commitment to the leader or supervisor of a teamaager unit has received scholarly
attention in the academic field of leadership, eddeel in the concept of leader member
exchange (LMX). However, commitment to the supemwiglso been recognised as an
internal organisational focus of commitment, nexcommitment to the leadership team or
top management team. In predicting discretionabbiglurs such as creative behaviours, the
supervisor may play a central role. Supervisoigaders are indicated to be the agents of the
organisation, or in the context of inter-organisadil innovation projects, the agents of the
project team (Eisenbergme Huntington, HutchisonSodta, 1986).

In the case of creativity, the leader of the projedl be involved in decisions
regarding the acceptation and support for novedsda the project team, therefore affecting
employee behaviour. This has been recognised inctiativity literature, in which the
leadership of creativity has receive an extraomyirmagh level of scholarly attention lately.
The work of Mumford has provided significant ingiginto the leadership of creativity
(Mumford and Licuanan, 2004; Mumford, Scott, Gadaind Strange, 2002), as well as the
work by Shin and Zhou (2003) linking transformatbteadership to the highest levels of
creativity.

There are indications that commitment to the leamlesupervisor to be a better
predictor organisational citizenship behaviourdhi@atthan commitment to the organisation
(Cheng, Tsui and Farh, 2002). Vandenberghe andeBer{f2009) found an interaction
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between affective commitment to the supervisor @ifective commitment to organisation in
their effect on intention to stay with the orgatima. They found a moderation effect of
commitment to the organisation, in such that thiatien between commitment to the
supervisor and intention to stay was stronger untther condition of low levels of

organisational commitment (Vandenberghe and Ben2€i09).

Commitment to the client

Although the commitment to the client organisatisdescribed as one of the lesser studied
macro-foci of commitment (Vandenberghe, 2009),ntieand customers are recognised to
represent potential targets of employee commitn@négersen, 1993; Stinglhamber, et al.,
2002). This focus of commitment and the impactneémse client relations on employees is
also recognised by George and Chattopadhyay (20D&gir study contributes to the
exploration of the social identification of contraeorkers with both the employer and client
organisation.

Coyle-Shapiro et al (2006) identified the importancf commitment to both the
organisation and the client. They studied the &itffeccommitment to employing and client
organisation among low term contracted employeemparing the most well-established
construct in the literature (organisational comneitrt) with the newest foci of commitment
representing new emerging employer- employee ogighips (Connelly, 2007). The two foci
of commitment are found to be independent constraist! positively related to each other.
Perceived client organisational support and aitraecess of the client organisation related
positively to employees’ affective commitment te ttlient organisation. On the other hand,
affective organisation commitment was positiveliated to psychological contract fulfilment
and perceived working relationship.

Swart and Kinnie (2012, in press) have recentyuithed this focus of commitment in
their empirical study of commitment in professiorsdrvice firms. They indicate that
commitment foci both internal and external to thegamisation are recognised and,
specifically, play a significant role in knowledgharing. Furthermore, the organisation-
client and profession-client interactions are sgggpkto be prone to tension, and this creates
ambiguity for employees on their commitment to bdwiei. It is argued that not only
contingency employees face ‘commitment dilemmasid ahe commitment to client
organisations is linked to literature on boundgrgrser positions (Olsen, 2007).

Coyle-Shapiro et al. (2006) have tested some idtieraeffects and found that affective

organisational commitment mediates the effectssgtpological contract fulfilment on client
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affective commitment, is a positive interactioneetf They explain this relation by studying
the relation between client commitment and orgadisisacommitment, and indicate that the
most important issue is found to be the perceivteal ftongruence of values between the two
organisations (Coyle-Shapiro, and Morrow, 2006).
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2.2.2 Creativity

Despite over 60 years of scholarly interest, saisof@ve yet to reach an agreement on the
assessment of creativity. This may be caused bygttie of the field, as will be described in
the following section, in which researchers have heen able to identify objective
characteristics of creativity, apart from the cloéedstics of ‘useful’ and ‘novel’. Next to
that, creativity is studied in four detached apph®s, focussing on the creative person, the
creative product, the creative process and thespfawhich creativity takes place.

Additionally, creativity literature is fragmenteden more, as it is studied in a variety
of scholarly disciplines, such as psychology, slogy, education, art, management and
science (Runco, 2003). This all stands in the why ainified and joined development
towards a solution to the ‘criterion problem’, wihiés to reach a unified definition, and
measurement of the distinctional facets of cregtiassessment. A result of the problem
described is that some creativity studies are cctedueven in the absence of a clear
operational definition (Amabile, 1996).

This section provides an overview of literaturecoeativity. First a historical overview
of the field is provided, including cognitive, befaural and system views that are often
distinguished in the field. This section concludegh an indication of the gap in the
creativity literature, which this thesis aims tib. fThe second part of this section concentrates
on the development of the concept of creative vibmtkaviour based on existing concepts and
elements of field theory. The contribution of theegis to the creativity literature become
clear by presenting the underlying rational, comcdpvelopment and potential of the

developed way of approaching creativity.

2.2.2.1 Historical overview creativity literature
In an early behaviouristic view Wallas (1926) deyeld a model of the creative process,
based on testimonial accounts from scientists Hemhaidwig Ferdinand von Helmholz and
Jules Henri Poincaré. In his work on creativityfbeussed on the ‘incubation’ of a creative
problem in the subconscious awareness as an ‘flatoin’ or ‘insight’. In his view, any
outcome from a creative process is viewed as diceea

Other early developments are described as shdnsgdther ‘mystical’ approach to the
study of creativity (Sternberg, 2006). For exantpke psychodynamic approach to creativity,
which is based on the Freudian believe that crisatilevelops from the tension between the
conscious reality and the unconscious drives. Agrotixample is seen in the developments in

creativity studies in Gestalt psychology focusedtlom idea of insight. Wertheimer (1945)
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described the creative process as a course ohaatiwhich insight and productive thinking
takes place when the individual sees the essda#iires of a problem, and their relationship
to a final solution. The insight approach by Gegtal/chologists stood in total contrast to the
research paradigm of the fifties to use controleegerimental methods. The almost spiritual
character of creativity studies in the early depatents caused the study of creativity to
become an unconventional research topic in psyghydi®ternberg, 2006).

An important turning point in this dominant ‘mystlt approach is Guilford’s 1948
address to the APA, which is marked as the stapgogt of the revival of initiatives to study
creativity. Guilford (1950) expressed his critiqoe previous work, referring to its reliance
on case studies and prominent creative persortssIaiew, the selection and interpretation
of creative cases has limited the development oeige theoretical constructs of creativity.
In contrast to earlier developments, Guildford rledl it was possible to be ‘scientific’ about
creativity.

Guilford suggested the APA to approach creativisy @ more logical systematic
process, and a construct with underlying observahlé measureable conditions (Torrance,
1995). This resulted in a series of studies to $omu the search for (1) underlying cognitive
abilities of creativity, (2) measurement of credyivcomparable to 1Q tests, and (3) the basis
on which qualified observers describe somebodyaomnething as ‘creative’. As a result,
creativity became a mainstream research topicyohmogy.

Guilford proposed to study creativity in the sanmteucural way the concept of
intelligence was studied. This changed underlyisgueptions on the nature of creativity. In
the vein of intelligence, creativity became seeraantinuum. This meant that creativity
was no longer a unique talent, reserved for a 8peacietal group. Assuming creativity was
the result of logical basic steps in the creatikapss, every individual may be creative if he
or she wants.

The cognitive approach to the study of creativiggynbe seen as an approach following
Guilford’s ideas and proposed changes to the wawtity was studied. This stream of
research analyses the mental (cognitive) repres@msaand processes underlying creative
thought. Other examples of contributions in thiprapch are the Piagetian transformations
which are based in developmental psychology. Heeatwity is viewed as a ‘bi-sociative
process’ the connection of two previously unreldtedtrices of thought’ to produce a new
insight or invention (proposed by Arthur Koestleda=rank Wicker, in (Runco and Pritzker,
1999).
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Like previous studies on intelligence, creativitydies also aimed to find a universal
and objective set of conditions predicting credyiviTaking a psychometric approach, a
group of studies was conducted to indicate persooghitive abilities underlying creativity.
Using personality and biographical inventories dwhavioural tests, these studies have
resulted in creativity tests, such as, the Torrdrests of Creative Thinking (Torrance, 1995).
Creativity is associated with intelligence, althbuthis relation is only modest (r = .20).
Several concepts are found to be stimulating orgleded to creativity, such as intellectual
and cognitive abilities (Ford, 1996; Guilford, 1950 The cognitive abilities related to
creativity in previous studies are intelligence/eiigent thinking, associational and analogical
abilities, divergent thinking, and the ability teeu metaphors or imagery (overviews by
Barron and Harrington, 1981; Mumford and Gustafsi88). Since the death of Ellis Paul
Torrance in 2003, considered by many "the fathemoflern creativity”, only few studies

follow his stance in the psychometric approachuraging creativity.

Behavioural approach: objective and subjectiveerré

A series of studies have been conducted on thectdlgecriteria of creativity in products,
aiming to find generalized systematic basis charatics, on which observers may describe
somebody or something as ‘creative’. These havedoonly two conditions which are
argued to be the underlying aspects of creativelymts, these are novelty (originality,
unexpectedness and newness) and usefulness (apepess, or adaptive concerning task
constraints) (Amabile, 1996). These two conditidosm the basis of the most used
conceptual definition of creativity, which is: ndtyeand usefulness are required but not
sufficient conditions for creativity (Amabile, 1996&eorge and Zhou, 2002; Oldham and
Cummings, 1996; Sullivan and Ford, 2010).

It is debated whether these two conditions repiteaesingle concept. It may well be
that novelty and usefulness refer to a diverseo$ainderlying aspects of creativity, and
novelty and usefulness may serve two distinct gdals also questioned whether the two
criteria are sufficient to represent creativitypcg® some ideas may be novel and useful, but
still not be recognised as creative. Some arguerabpects or characteristics need to be
developed to be able to distinguish between crigéatwmd non-creativity.

In reaction to the limited progress in the seamhdbjective measures of creativity in
individual cognitive abilities and product charawdtcs, another group of researchers began
to focus on more subjective measures of creati@neativity in a product is difficult to

characterize in terms of specific features, newtess, people are able to recognise creativity
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when they see it (Cropley, 1999). Also, people vane familiar with the domain tend to
agree on what is creative and what is less crediv@kszentmihalyi, 1990). In the
development of subjective judgments, an importaohtribution has been made by
Csikzsentmihalyi (1988), recognised by Peterso®%2Qhat creativity is not a component of
the idea, the person, the innovation, or the prothet is said to be creative. Rather, the
acceptance or rejection of the creative idea, aed éhe recognition of the idea to be creative
in the first place, are all dependent on the relewthers and the system(s) involved
(Peterson, 2005). This follows the idea that thalwation of creative ideas is based largely
on social consensus (Sternberg and Lubart, 1988)agoroduct is seen to be creative when
appropriate judges collectively agree that it isngbile, 1982).

In creativity studies today, and in the applicatadrereativity measures in management
studies, subjective measures are used most frdgu€neativity may be measured using the
consensual assessment technique. Examples aret exppeinations, teacher nominations,
peer nominations and supervisor ratings. In managérand organisation studies, a large
number of studies focused on factors that stimw@ateenhance creativity (Shalley, Zhou and
Oldham, 2004). In order to do so, creative ratiags viewed as the dependent variable
(George, 2007) and, therefore, measured by theynigon of a creative final product. For
example, creativity is measured by the creativaelpets rated by costumers, or in the study
of employee creativity, the final creative ideastloe individual employee is rated on its
creativeness by supervisors. As a result, bothooucfocused and subjective measures are

dominant in creativity studies.

The four Ps

Within creativity studies four different streams bifferature may be distinguished, as
suggested by (Rhodes, 1961). Runco (2004) hasidtadethis structure is probably the most
often-used structure for creative studies. Ratten four different and separate approaches, it
is an overarching format that groups creative s@idiand findings) into the following
categories: Product, Person, Process and Placprées). Often the person (and personal
characteristics) is seen as a predictor of cragtiproduct and the process are seen as criteria
of creativity, and the place is seen as a modeyatomtextual factor in the process as either
hindering or enhancing creativity (Mooney, 1963)thAugh studies have made progress in
developing theories and providing empirical evicdemathin their P-field, few studies have
aimed to combine understandings on creativity bgsrfertilizing theories from one

approach to another.
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PersonThe majority of creativity studies have focusedtlom individual characteristics
that are related to creativity (Livingstone, Nelsand Barr, 1997). Characteristics discussed
in the literature, include: self-confidence, autoryy self-efficacy for creativity, a broad
interest, perseverance, flexibility, risk-takingg energy, highly intuitive, a creative self-
image and attraction to complexity. The study & tmeative person has also given some
insight into the role inspiration plays in the drea process, as creative persons recall
inspiration through a muse or moments of ‘insigfdar example see Feldman, 1988). On the
other hand, perseverance is said to be the basiedfreative experience, as stated in self-
reports by Thomas Alva Edison, published in Harpé&fonthly in 1932 (in Cropley, 1999).
Edison views the creative process of his experiemzk his large staff of engineers as the
continuous improvement of existing knowledge, tedbgy and ideas. Perseverance and
knowledge are the basis of creative ideas, rathan tnspiration, luck, or insight. His
expression about his creative genius is that'it% inspiration and 99% perspiration’.

In relation to the above, it is not surprising itwdfthat studies argue that, in addition to
personality, motivational states and drive are atdated to creativity (Runco, 2004). When
employees follow intrinsic interests, and tasks @teinsically motivating, this tends to
positively influence creative behaviour (Amabil®9¥; Amabile, et al., 2005).

Product Studies focusing on the creative product aimedrid the more tangible and
observable concepts representing creativity inoglyet. The outcome of the creative process
is taken as the focal point in these studies, whsckhe evaluation of the final creative
product. Mostly an experimental paradigm is applfedusing on the general the conditions
under which creative products are produced aresssde In this way, creativity becomes a
more variable and situation dependent state, ass@opto a more stable personality trait
(Hennessey and Amabile, 2010).

This follows the attribution approach and places thmeative product in its social
context. In an interaction framework this has ledtudies in which the evaluation of creative
products is based largely on social consensusnl&tey and Lubart, 1996), something is
considered to be creative if and only if the creatiproduct’, or creative output of the
process, is identified as creative by its environimM@mabile, 1996). In the contemporary
literature, the assessment of creative produdissed on consensual assessment by experts
(Amabile, 1982; Hennessey and Amabile, 1992; Heseyeand Amabile, 2010).
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Procesd.imitations of studies focusing on the creativeduct are described by Runco
(2007). He argues that, although product-basedsasent is useful and creative artifacts are
easy to access, this type of assessment comhe abs$t of more process-oriented and in-
depth types of analysis. Additionally, the studypobducts may not reveal how creativity
develops.

Based on the identification of creative people aell-reports of important creative
experiences Wallas (1926) proposed a model of thatice process. This first model of the
creative process is adapted by later studies (Ratmd Parnes, 1935; Csikszentmihalyi,
1990). This model is considered the most widelyepted modern phase approach to the
creative process, suggesting seven stages: encoffinée identification of a problem or
challenge), preparation (information gathering)nantration (the effort to solve the
problem), incubation (ideas flow around and setti#dymination (a solution becomes
apparent), verification (the solution is evaluatea)d persuasion (the convincing of the
appropriateness of the idea or solution) (Cropl©&g9: 309).

Wallas’ model is considered as the basis for othedels of the creative process. These
models still refer to a stage of preparatory atési (such as information gathering and
problem identification), followed by the insight tie reception of the creative idea. The
initial creative idea needs to be developed andfiedy which refers to the usefulness
dimension of creativity.

Wallas’s model is usually reduced to four phasespgration, incubation, illumination
and verification. The process model of creativigveloped by Amabile (1988; 1996) is also
based on Wallas’ model, and includes (1) task ptesen or problem definition, (2)
preparation; information gathering and the consioltaof resources, (3) idea generation, (4)
idea validation; the checking of the developed idgainst the criteria set, and, (5) the
assessment of the outcome.

Two other models of the creative process are natéwoSternberg (1982, 1985) has
developed a process model of creative insightughiog three activities: selective encoding,
selective combination and selective comparison.s Tinibdel emphasizes the usefulness
dimension, underlining the importance of selectibthe elements with the most potential to
be combined in a novel way. Following the idea {ratblem finding is part of the creative
process, Runco (1991) and others developed a niasdEld on idea generation and idea
evaluation. This model considers ideation and atain to be equally important in problem

finding and, also states that they interact togethéhe creative process.
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Place Under the fourth P, place or press, the environalefdactors influencing
creativity have only received scholarly interestcei the mid-nineties. Mowday and Sutton
indicate a weakness of creativity studies to beldlok of interest in organisational context
(Mowday and Sutton, 1993). Some components of tharisational environment are studied
to potentially influence creativity, although resga is by far not as developed as the
individual differences and influences on creativityhe few studies including environmental
factors indicate the critical influence of supp@ot individual creative endeavours (West,
1989; West and Farr, 1989), and have acknowledfex! ihteractional framework for
organisational creativity, resulting in the studycoeativity as the interaction between the
personal behaviour and the organisational context éxample Woodman et al., 1993).
Another factor influencing creativity is a moreXiele organisational structure, because of its
association with autonomy (Kanter, 1988).

Systems view
Few researchers aimed to bring together cognithg socio-personality approaches in the
study of creativity as a more complex, but also encomplete construct. The need for the
integration of the various elements of the creapwvecess was already indicated by Stein
(1963), yet attempts were made to confluence thedn ‘system theories’ just in the late
eighties and nineties. Aiming to integrate the dtgm and the social-psychological
developments in creativity studies, the system si¢wy to capture the individual and the
influences of its environment in relation to crei.

It is argued that creativity studies progress ditig, without pursuing a select group of
‘big questions’. This is due to the scattered fielsth the most apparent split in creativity
studies being the development in the cognitive @ggn, led by active studies by Guilford
and Torrance, versus the socio-personality appesackwhich more and more applied
subjective measures of creativity. Additionallye ttiving in the field according to the four
P’s, caused findings from one type of creativitydstto be neglected in others. Driven by the
acknowledgement that creativity studies were grgvapart in different streams, because of
different research fields and approaches, sevdtalies applied systems views in the
development of creativity models.

Through the years that creativity has been studesdativity literature seems to
increase the levels at which creativity forces apger(Amabile, 1996). Since the time
Guilford addressed the APA in the fifties, credtistudies have focused on the neurological

and cognitive creative processes. With persontdiis and creativity tests, creativity became
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recognised to be influenced by affect, cognitionl araining. Approaching creativity as a
subjective and perhaps socially constructed conaegearchers became interested in the
study of creativity at the group level dependenitsrsocial environment (Csikszentmihalyi,
1990).

Several creativity theories are developed in thetesy view. Gruber (1988) developed
a developmental evolving-systems model of cregtilaased on creativity in education. His
model of purpose, knowledge and affect includes lmdé¢ments of the cognitive and socio-
personality approaches in studying creativity ia arning process.

The system model of creativity by Csikzsentmihglysits that the evaluation of a work
product as both novel and appropriate arises frioenimteraction of a person, a field of
gatekeepers, and a domain of symbolic knowledg881Lsikzsentmihalyi (1988) initiated
his system view of creativity, identifying three imaystems involved in the creative process,
embedded in each other. The first system, the gmersefers to the individual processes. The
second system is the ‘domain’, which is the grofipeople who are acquainted with the
specific notation system and are able to make igeeabntributions. The field is the third
system involved, and refers to the broader intetesociety, all who can ‘affect the structure
of the domain’, and consists of ‘a network of ifdeking roles’ (Csikzsentmihalyi, 1988:
330).

The most developed and cited system view is deeeldyy Amabile (Amabile, 1983,
1988; Amabile, 1996). Her model consists of taskivation, domain relevant knowledge
and creativity-relevant skills as the main predistof creativity and the creative product. A
combination of these factors play together, asetli®m@n interaction between the individual
creativity and the context influencing the creatkevelopment. The social psychological
model of creativity (Amabile, 1983; 1988) is a caondtion of dispositional, cognitive, and
social factors influencing creativity (Livingstoeéal., 1997).

The latest development into the direct of a systgre® of creativity is grounded in
investment theory, which is Sternberg’s propulsiondel. This model is based on the
assumption that the creative process is embeddadystem, consisting of ‘social networks,
problem domains, and a field of enterprise’ (19880). The model hypothesizes that
multiple components must converge for creativitptour (Sternberg and Lubart, 1996). The
importance of the context of the creative processecognised by Sternberg (2006: 95),
indicating that it may contribute to the understagdf how ‘the context interacts with how
people are judged’. Linking together the evaluat{on judgemental) part of the creative

process with the contextual influence, Sternbe@D§2 argues that a creative contribution
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may be able to steer a field (or domain) into daderdirection. This indicates that creativity
may be strategic or, in Sternberg’s words, the neatd creativity is propulsive (Sternberg,
2006: 95).

Research gap

Following the behavioural approach towards cregtionly little agreement exists, and the
various research streams have developed indepénddntthe person view creativity has
been approached as a personal attribute or trai, the subjective approach creativity is the
extent to which the person is judged to be a cregtierson. However, creativity has been
described in such a way that every individual ik db express lower levels of creativity by
doing something in a useful and somewhat novel (dgyfield and Mayfield, 2010). This
indicates creativity can be something individudiese to do rather like a state or a type of
behaviour, rather than a trait or more fixed chemastic of a person.

Creativity has been studied focussing on the areatutcome, at the point at which
creativity is valued (as the subjective recognitidn organisation and management studies
creativity is often rated by the supervisor, whinds as a disadvantage that it remains unclear
which creative ideas and developments take pladdenstart and middle of the creative
process, unseen and unrecognised by supervisors. cfiique on the ‘outcome’ based
approaches to creativity is shared by Runco (20G3%uch that creative potential and
personal creative efforts are often unrecognised.

Runco (2004) refers to the product oriented fochghvis stated to neglect the more
personal experience of creativity. This critiquelégs in particular for creative products, as
final stage products are evaluated. Nevertheless) with studies on the creative process this
problem appears, as the creative outcome is ideht€nd the process that has advanced is
studied. If creativity is selected by the recogmitbf the creative outcome, the selection bias
identified by Guilford is still existent in currenteativity studies.

Creativity literature acknowledges every individt@lbe able to be creative. However,
in creativity literature creativity has been stutli@s a person, a process, a product and a
place, this has limited the possibility to look aeativity as a specific type of employee
behaviour. The difference in approaching creativas behaviour means a change of
ontological stance on individual behaviour to béuamtary action under the control of the
individual. Approaching creativity as a type of belour includes recognizing the individual
to have the ability to choose to what extent andtviype of behaviour he or she engages. In

the following section this idea will be conceptyaleveloped.
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2.2.2.2Creative Work Behaviour

In this section the concept of Creative Work Bebaviwill be developed to fill the research
gap identified in creativity literature in the prews section. First a comparison and
distinction will be made between innovation litena and creativity literature, including
which ideas for conceptualization can be borrowenfthis field. Second, two existing
concepts and literature on the creative procedsfaviin the basis of the conceptualization
creative work behaviour. Third, concluding thistsst the different types of creative work
behaviour will be developed.

Innovation literature

In contrast to creativity literature, in innovatiditerature the concept of innovative work
behaviour has been conceptualised and developedvdtive Work Behaviour (IWB) is
defined as théntentional creation, introduction and application of new ideatin a work
role, group or organisation, in order to benefilergperformance, the group, or the
organisation (West and Farr, 1989: 174). The fotiodaof all innovative improvements is
ideas (Scott and Bruce, 1994) and it is arguedthie@person or individual develops, carries,
reacts to, and modifies these ideas (Van de Ve86)19

The concept of innovative work behaviour draws @mter’'s (1988) work on the stages
of innovation, including idea generation, idea pobdion, and idea realization (Janssen,
2003). The first stage consists of individual pesblrecognition and the generation of novel
and useful ideas or solutions. The second stageses the seeking of sponsorship and the
building of a coalition; the search for support tbe individual creative idea. The last stage
of the innovation process includes the completibthe idea into a final ‘product’, that may
be applied, implemented, produced or instituticeai (Kanter, 1988). Organisational
creativity is often viewed as a subset of innovatioreativity relates to a new product,
service, idea, or process, while implementationsheflatter takes place trough innovation
(Amabile, 1988). The elements of idea promotion aeh implementation are specific to
innovation.

The emphasis on the individual effort in the cneaprocess is introduced by Janssen
(2000), reframing the IWB concept by highlightinget individual effort in creating,
introducing, and the application of new ideas ia thorkplace. In this study of IWB, the
generation, promotion and realization of innovaieas for improvements, is identified as
extra role behaviour (Katz and Kahn, 1978). A samdpproach is taken by Choi (2007) who

included expressed creative ideas as a form ofn@gtonal citizenship behaviour. The
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individual engagement in innovative activity is egped to result in an increase in innovative
performance.

This relation is analysed by Janssen (2000) bymeasures of IWB, a self-report and a
supervisor report, which showed a relatively highd asignificant correlation of .35.
Exploring IWB in a person-environment fit theory darsocial exchange theoretically
framework, Janssen (2000) stresses the idea thandividual employee may be stimulated
by the organisational environment to response lyagimg in innovative activities. This
study finds a moderation effect of effort-rewardriass on the relation between job demands
and innovative work behaviour. Only when employeaperience fair rewards for their
effort, do higher job demands lead to higher intieeawork behaviours.

From elements from concept of innovative work héhar that can be adapted to
develop the concept of creative work behaviour hjecreative work behaviour can be
developed from behaviour related to the stageshefcreative process, 2.) creative work
behaviour can be described as a specific type tvaewle behaviour, 3.) more and more
frequent engagement in creative work behaviouxpeeted to be an antecedent of creative
outcomes, 4.) creative work behaviour is likelyb® a separate construct from creativity
rated by supervisors, however is expected to lsewlas antecedent, and 5.) creative work
behaviour may be stimulated or stifled by the orggtional environment.

The concept of creative work behaviour may be dged from the lessons learned
from innovation literature. The development of tbacept separately from innovative work
behaviour is relevant since it is increasingly grused that creativity does not necessarily
take place in the early phases of the innovatiwegss, creativity and creative efforts play a
role in the all of the various stages of the inmraprocess. In this approach creativity in
organisations is viewed as the continuous effothefindividual, to develop, carry, react to,
and modify ideas (Van de Ven, 1986).

Engagement in creative tasks

Recently efforts have been made to conceptualisativity into the direction of creative
work behaviour, these are employees’ engagemerreative tasks (Carmeli, Reiter-Palmon
and Ziv, 2010) and creative process engagementn(Zhend Bartol, 2010a, 2010b).
Employees’ engagement in creative tasks is condemnth the individuals’ engagement in
creative work behaviours related to the ‘creatagkt This concept is developed on the basis
of the description by Carmeli and Schaubroeck (2@f@7employees’ general engagement

and involvement in fulfilling the demands of creatwork. These behaviours are indicated to
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include, for example, suggestions for change amdmenendations for modifications to
procedures (Van Dyne and LePine, 1998), and arerghly described as the individuals’
expression of creative and innovative behaviourgak (Carmeli et al., 2010).

In this concept creativity is a ‘creative task’,datihhe employee’s involvement in this
task is the direct input expecting to result inatie ideas. The creative process is viewed as
a less systematic and straightforward processefirer the creative effort plays a continuous
role. It is stressed that creative work receivesetiand attention from the individual
employee, in analysing and identifying solutions fmmplex, novel, and ill-structured
problems (Mumford, Decker, Connelly, Osburn, andot§c2002). The employee’s
involvement in the creative process is expectedetult in creative ideas or success in
creative projects; in order to do so the creatigk$ demand priority, involvement and
engagement (Carmeli and Schaubroeck, 2007).

Several different descriptions of the creative task provided, however the behaviour
measured fails to completely represent any of #fenidions of the construct. It seems the
authors refer to a broader idea which may be medsuith multiple underlying constructs,
rather than a single concept. The measurement naggdied in Carmeli et al., and Carmeli
and Schaubroeck (2007, 2010) is based on a priasune developed by Tierney, Farmer,
and Graen (1999). The four items measure the denadings of originality, trying out of new
ideas and approaches, the identification of newodppities and the generation of novel but
operable work-related ideas.

Several aspects of this creativity concept are neefi or described but remain
unmeasured, which is the case for the identificattmd solving of problems which is
mentioned in the description referring to Mumfotdak (2002). Other dimensions relevant to
a successful completion of a creative task remaatefined, such as the validation of ideas
(Amabile, 1996). The two studies using engagemeantreative tasks and measure this
concept empirically have found several environmieettects to influence the employees’
involvement in the creative task. Cameli et al. 1@0 found that inclusive leadership
increases employee involvement in creative workenwmediated by psychological safety.
Carmeli and Schaubroeck (2007) included in theidgtthe effect of three parties, the
perceived expectations of the leader, customerd, the family. When the employee
perceives these parties to have high creative ¢xippeas, and this employee has high self-
expectation to be creative, high involvement iratike work results. This effect is moderated
by self-efficacy for creativity, in such a way thahen employees see their selves as highly

creative efficient, expectations from the enviromingre more likely to lead to higher values
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of engagement in creative tasks. Unfortunatelydlstadies have neglected to compare the
employees’ involvement in the creative task witly ather creativity related concept, such as

supervisor ratings of creativity or ratings of treative product.

Creative Process Engagement

The second concept, creative process engagemelus bom the established idea that
individual (intrinsic) motivation to engage in tleeeative process is an essential element in
creativity (Amabile, 1988; 1997; Carmeli and Schaelck, 2007). Following Amabile’s
(1982) conceptual definition, rather than the openal definition, employee creativity is
defined as the production of ideas, products, ocgaures that are both novel or original, and
potentially useful to the employing organisatiorre&live process engagement, which is
defined as “the employee involvement in creativééjevant methods or processes, includes
activities related to (1) problem identificatior2) (information searching and encoding, and
(3) idea and alternative generation” (Zhang anddaf010a; 2010b). The engagement of
the employee in these creative activities is exgetd promote employee creativity in such a
way that, when employees show higher levels of tyji® of behaviour, this increases the
chance of the development of both novel and usefuitions (Zhang and Bartol, 2010a).

This follows the idea that for a creative processsticceed and lead into creative
achievement, it requires intensive participatiod arvolvement. This is also in line with the
idea that the effort to engage in the creative ggeds described to be extraordinary, in such
that the attention and time it requires may cawsesion in competing with other work
commitments (Carmeli and Schaubroeck, 2007). Gregtiocess engagement combines the
benefits of following a process approach to crégtias put forward in the innovation
literature, and the focus on engagement and indali@ffort in creative work behaviour
following engagement in creative tasks.

Whereas engagement in creative tasks seems toctetdecapture the complexity and
to represent the stages of the creative procesative process engagement represents at the
first three stages of the creative process. Engagem the creative process involves three
types of behaviour related to the creative prodessed on Amabile (1983) Perry-Smith
(2006) and Reiter-Palmon and lllies (2004), problieentification, information searching,
and idea generation. This definition and concepaabn of the creative process builds on
the work of Amabile (1982; 1983), and Perry-Smi#9d6), who refer back to the first

creative process stage model developed by Wal&23)1
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However, the final stage of creativity, the evailomtof creative ideas is not included in
the conceptualization of creative process engagentaren though it is included in the
definition of the creative process, the conceptrmjagement in the creative process does not
seem to represent the ‘usefulness’ condition, whsclexpected to be related to the later
stages in the creative process including respovakeiaion and validation (Amabile, 1996).
Amabile (1996) argues that the entire process @atority includes crucial elements in the
creative process of newness and usefulness.

The CPE concept follows the idea that creativitybeieved to be based on new
combinations and restructuring of existing knowlkedstructures (Mobley, Doares, and
Mumford, 1992; Mumford and Gustafson, 1988; Simant@005). New knowledge is
generated, combined, applied, and restructurednotel solutions (Mumford, Baughman,
and Sager, 2003). In creativity studies in orgdioss, creative ideas are believed to be
based on hard work and sustained effort over tiGen(ge, 2007). This may be explained by
basing of creative ideas on domain specific knogdggdvhereas to gain knowledge an effort
has to be made (Amabile, 1988; Amabile, et al. )99

When employees frequently engage in creative dietsyithis is expected to stimulate
creative activities, for instance that when empésyenore frequently search for novel
solutions this increases the chance of developingwel and useful solution. By spending
time and effort on collecting a considerable paekad information, generating a large
number of ideas, and by aiming to become highllved in the problem, the chance of
obtaining a creative outcome is enlarged (Zhang Badol, 2010a). On the other hand,
minimal engagement in the creative process is dgpdeto lead to elementary and
straightforward solutions. This follows the idea ofeativity as motivation and more
persistence based, rather than creativity basaadspiration.

What should be mentioned here is that the engageeheament in this concept causes
confusion in the creativity literature. The CPE cgpt follows a same conceptualisation as
innovative work behaviour, however, by labelling tboncept creative process engagement
the concept is likely to be confused with work ob jengagement. This creates conceptual
misunderstanding.

Also engagement in creative process engagementasrectly describing the concept
since the measurement of CPE refers to the frequaticer than the level of engagement the
employee shows in the behaviour or activities egldab the creative process. The concept

encloses the various levels or frequency of periognthe activities and behaviour related to

38



the creative process. This is similar to innovatwerk behaviour, which refers to the

intentionalbehaviour related to the innovation process (Jan&03).

Development of the concept Creative Work Behaviour

In the conceptualization of creative work behaviaeradopt the concept of Creative Process
Engagement, the definition and the measure. Howaverder to avoid confusion with other
attitudinal and behaviour concepts used in orgépisastudies, such as involvement and
engagement in (organisational) behaviour, in thwesis the name creative process
engagement will not be adopted. Based on thisgdffiaition of Creative Work Behaviour is
the individual’'s involvement in creativity processlated methods or processes, including
activities related to (1) problem identificatior2) (information searching and encoding, (3)
idea and alternative generation. The assumptionade that Creative Work Behaviour is a

deliberate (required or voluntary) and intentiomadlertaken type of behaviour (Ford, 1996).

The phases of the creative process

The existing concept is limited to behaviour in fhet three phases of the creative process,
which are included by Zhang and Bartol (2010a, 201Dater stages of the creative process
are indicated in in several theoretical developmdkitallas, 1926; Runco, 1999; Amabile,
1996). The literature on the stages of the cregireeess overviewed in the previous section
provides support for the inclusion of an evaluatmivase in the concept of creative work
behaviour. On the basis of the developed modete#tivity, it is stressed by Amabile (1988:
126) that the “entire process of creativity shobkl considered a crucial element in the
process of creativity”. Therefore in the concept aoéative work behaviour, behaviour
relation to the fourth phase of the creative precssl be included, which is defined as the
evaluation stage of the creative process. Tablgizgent the descriptions from the literature

on the phase in the creative process after thergieoe of an idea.
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Table 2.1 Overview literature on fourth phase of tle creative process

Study Description of the fourth 'evaluation' phase
Wallas (1929) Verification, the evaluation of a sofu
Cropley (1999) Persuasion, convincing of the appaitgness

of the idea or solution
Amabile (1988; 1996) Idea validation, checking ef tleveloped
idea against the criteria set
The assessment of the outcome
Sternberg (1982, 1985) Selective comparison, elameitiit the most
potential to be combined in a novel way
Runco (1991) Continously idea generation in intéyactith idea evaluation

Table 2.1
Types of creativity
Besides the addition the phase, two types of areatiork behaviour are recognised to be
incremental or radical in nature, as opposed tdineuypes of behaviour. The literature on
the types of creative work behaviour will be reveelvand the types of creative work
behaviour will be conceptually developed.

Examples in the creativity literature that desdaliibe different type or levels of
creativity are plentiful. One distinction has baaade on who is involved in creativity, in
such that every individual is able to express lolseels of creativity by doing something in a
useful and somewhat novel way (Mayfield and Mayie2010). As opposed to the higher
levels of creativity, which can be described asdkigaordinary ideas developed by geniuses
transforming a field or even societies, perhapsenpected by every individual.

Related to the above is the distinction that hasnbmade between radical and
incremental innovation (Deway and Dutton, 1986),iclhis similar to radical and
incremental creativity (Amabile, 1996; Mumford am@&ustafson, 1988), and similar to
explorative and exploitative orientations (Benned &ushman, 2003). In creativity studies
the differentiation in this respect focusses on theel or dimension of creativity,
differentiating between minor alterations and maadical breakthroughs (Amabile, 1996;
Mumford and Gustafson, 1988; Sternberg, 1999; 2006)s indicated that in some
circumstances incremental ideas are more desiralflereas in other circumstances more
radical ideas might be valued (Shalley, Zhou, atdh@m, 2004).

In specific, Sternberg’s propulsion model considts/pes of creative contributions that
differ in the extent of change they aim to makeatfeld. The first types are less radical or

controversial and, therefore, initiate less chatogthe shared views of the ‘crowd’, than the
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later types, which are crowd defying. Sternberdd@®6) is quite vague about the effects of
the ‘more crowd defying’ types of creativity, inditng no more than that ‘people may not
react well’. Internal reward is one of the majoures that are indicated by Sternberg (1998)
as rewards for nonconformists as a trade-off fer‘ieople who may not react well’. This is
described as the creative fight for beliefs with fatisfaction of knowing that highly creative
people are saying and doing what they believenrthis thesis Creative Work Behaviour is
categorized into (i) incremental and (ii) radicgbés. To contrast Creative Work Behaviour
with non-creative type of behaviour, we includethno@ behaviour in the conceptualization of
CWB. Table 2.2 presents the theoretical descriptimnthe incremental and radical types of
creativity, which will be the basis of the develogmhof the measurement of incremental and

radical creative work behaviour.

Table 2.2 Overview literature on creative types: inremental and radical

* | = Incremental, R = Radical, Rt = Routine Belawi

Table 2.2
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The creativity literature has distinguished betwésgse levels or types of creativity,
however empirical distinctions between types oelg\f creativity are rare, and has hardly
ever been measured as a multiple dimensional carfeeplings from the few studies making
the distinction show the considerable differencéhefseparate forms of creative performance
(Madjar, Greenberg, and Chen, 2011; Gilson and &a@011). The empirical studies have
been distinguishing between routine, incremental @adical types of creativity. Table 2.3
shows an overview of the empirical findings on &élssociations between the types of creative
behaviour (routine, incremental and radical) andous work related constructs (Madjar et
al., 2011, and Gilson et al., 2011). From the omsvvit becomes clear how different in
nature incremental creativity is from radical créf. Therefore, we may expect a different
relation between the multiple foci of commitmentdacreative work behaviour for

incremental and radical types of creative work beha.

Table 2.3 Overview empirical findings antecedentsfdhe types of creativity

Concept Regression loading

Radical Creativity
Intrinsic motivation .20*
Abstract theory-related ideas .20*
Problem-driven creativity A7+
Wilingness to take risks 23
Career commitment 21%*
Resources for creativity .32%*

Incremental Creativity

Extrinsic motivation .26*
Concrete practice-driven ideas 27*
Solution-driven creativity .16*
Presence of creative co-workers 21*
Organisational identification .30*

Routine behaviour
Conformity 44
Organisational identification .16*

Table 2.3

Entries are standardized beta coefficients fromgtudies Madjar et al., 2011 and Gilson et al., 1200
* Effects are found to be significant with p < .05,

** Effects are found to be significant with p < .01
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In this section of chapter two the construct ofatikee work behaviour has been
conceptually developed recognizing behaviour rdlate the fourth stage of the creative
process and distinguishing between two types ddtite work behaviour. This conceptual
development will be followed by a methodologicaveepment. From theory, interviews
and a pilot study a survey tool is created to memthis concept in chapter four. The next
section will progress the conceptual framework agpotheses on the effects of the seven
foci of commitment on routine, incremental and catlicreative work behaviour in the

context of inter-organisational innovation projects
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2.3 Anintegrated research model and hypotheses

The first section of this chapter has explicates ifsearch gap this thesis is addressing and
provided an introduction to the field theory whishapplied in this thesis. The second section
has provided an overview of the literature anddbeceptual development of the two main
fields of this thesis. In the third part the redas between the multiple foci of commitment
and creative work behaviour will be assessed, Bpalty the relations between multiple foci

of commitment relevant to 1IPs (project, organisafi profession, supervisor, client, job,
career) and types of creative work behaviour (imenetal and radical) related to the four
phases of the creative process.

This chapter starts with the introduction of aieseof analytical approaches which
have been applied by previous research in the sisabf the impact of commitment on
employee behaviour. This is an important step ia tevelopment of the theoretical
framework, because the analytical approaches detere view on the relation between the
multiple foci of commitment in their effect on cte@ work behaviour. In this way the
theoretical framework can be developed more smedifi for each type of effect or
interaction effect. Additionally, the section oun#s the rationale for the three selected
approaches for analysing commitment — creativilgtiens.

Following this introduction of the analytical appahes, the theoretical framework
introduced in section 2.1.2 will be developed safey for each analytical approach. First, a
model will be developed hypothesizing tiieect effects of the seven foci of commitment on
the three types of work behaviour (routine, incretak radical). Second, three key-
mediation models will be hypothesized includmgdiationeffects between the multiple foci
of commitment in their effect on the three typesi&ative work behaviour. Third, following
a person-centred type of analysis the effectwrofiles of multiple foci of commitment on the

types of creative work behaviour are theorized.

2.3.1 Analytical approaches

Two general analytical approaches can be identitieelse are the variable-centred and the
person-centred approach. In the analysis of theceff of commitment attitudes on
behavioural outcomes, the dominant approach isvtr@ble-centred approach (Meyer,
Stanley, & Vandenberg, 2013). In this approach,posedents are assumed to be
homogeneous and commitments are best representeddeyneral commitment model in
which commitment independently affects outcomesthWithis approach, different types of

regression analyses are used to test the diretmam” effects of the separate foci of
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commitment on behavioural outcome variables. The @i these studies is to determine the
similarities and differences among the antecedantsoutcomes of commitment to various
entities (Meyer and Allen, 1997), and the assessnoérthe strength of the effect of
commitments on employee behaviour.

Secondly, within the variable-centred approach sdv&udies have focussed on the
interaction effects between foci of commitment, csipeally moderation and mediation
effects between multiple foci of commitment in theffect on employee behaviour. This
underlines the idea that different foci of commitmenay interact with one another, in
relation with outcomes of commitment (Johnson, Grahd Taing, 2009). The study of
moderation effects between multiple foci of comnatihis limited to a few studies (for
example, Chang, 1999). In addition, moderation otdfeare likely to be captured by the
person-centred approach. Therefore, this thesisfeaus on key-mediation effects between
multiple foci of commitment for the reason thatstapproach has been taken by multiple key
researchers in the field. An overview of the stadiesing this model will be provided
followed by hypotheses on mediation effects in thkations between multiple foci of
commitment and creative work behaviour.

Thirdly, another group of studies applies a persemied approach towards the study
of the multiple foci of commitment. These studiesh do capture the complex interplay
among the multiple mindsets of commitment (Kleihak, 2009; Meyer and Herscovitch,
2001), with each mindset to include a characterisét of commitments towards multiple
foci. This group applies content analysis, clustealysis and latent profile analysis, to create
commitment profiles.

The person-centred approach to forming commitmemwfiles is emerging as a
promising direction for future research (Meyer,ri#g, & Vandenberg, 2012), particularly
because synergistic effects between multiple targetommitments will be underestimated
by a variable-centred test of the independent &ffethis is because the variable-centred
analyses of interactive effects will typically inde a reduced number of all possible two-
way interactions that may completely misrepresentime underlying typologies of
employees’ profiles across multiple dimensions ofmmitment (Morin et al., 2010a).
Alternatively, a person-centred perspective is dblegake into account these interaction
effects, analysing relations based on typologiepestons and how they vary within these
typologies, rather than an oversimplified syntheefs some possible variable-centred

interactions.
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In the third part of this section the studies thave used this approach in studying
multiple foci of commitment will be outlined. Sincthe person-centred approach is
explorative in nature, and studies on the profdésultiple foci of commitment are scarce,
we describe expectations of profiles and theirtie@hs to creative work behaviour rather than

setting hypotheses in this section.

2.3.2 Approach 1: the direct effects

The development of the conceptual framework of tihésis has started with the introduction
of field theory and attitude-behaviour relationgection 2.1.2. Field theory is used as the
theoretical framework for the development of a eptaal framework, and is the fundament
of the development towards hypotheses relatingstheen foci of commitment to creative
work behaviour. In this section field theory, andegies of related constructs, will be applied
and this will feed into the development of hypotess

From field theory comes that the feeling of attaehinand closeness to the field
(focus) is developed by and maintained through atgukinteraction with the individuals in
the field. In the inter-organisational innovatiorojects employees are expected to interact
with multiple fields at least to some degree. Timgeraction may then lead to the
development of a level of affective attachment. Sehattachments are conceptualised in the
construct of multiple foci of commitment, represegtthe individual bond between the
employees in IIPs and the entities in this context.

Following field theory, the influences from the masmediate work environment is
expected to have the strongest effects, while thst mistant entities will only exert marginal
effects on the individual behaviour (Mueller andmMler, 1999). This means that a general
positive effect of commitment on employee behavimay be expected, in such that when
employees have affective commitment to any fodianget in the work environment, it will
have a positive effect on their behaviour relatethat focus. More specific, when employees
feel closer to some of the entities, these padiceintities are expected to influence the
behaviour related to this entity.

This idea, based in field theory, can be linkechvatseries of concepts arguing similar
effects, including (1) attitude-behaviour linkagegjich are found to be stronger when the
specificities of the constructs are matched (Fisti®80), (2) correspondence between the
target and the action elements of the attitudindl laehavioural entities (Ajzen and Fishbein,
1977), and (3) the principle of matched level oflgsis in the commitment-behaviour

relationship (Vandenberghe, Bentein, and Stinglhem004). When applied to commitment
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in its effect on behaviour this means that commithiie a particular focus effects behaviour
related to that focus. For example, when employee® high levels of commitment to the

organisation, this has the largest effect on behavrelated to the organisation, such as
organisation citizenship behaviour.

In addition to this, following the idea ahatched level of analysig@.g., Bentein,
Stinglhamber and Vendenberghe et al., 2002) ardi theory, it is suggested the focus most
proximal to the employee affects the behaviour & employee most strongly, however,
multiple fields may be experienced as proximal. &gehing commitment to multiple foci as
separate constructs, each with their unique effesetsms to be in line with both field theory,
the proximity or salience of behaviour (Lewin, 1948nd the principle of matched level of
analysis in the commitment behaviour relationstiBpntein, et al., 2002). This means that
commitment to multiple foci each have an effectirmatividual behaviour and, in addition to
this, each specific focus of commitment may havesfiect on slightly different behaviour
relevant to the focus.

Riketta and van Dick (2005) conducted a meta-aitalygview on the impact of
organisation and workgroup attachment on work watés and behaviours. This study
confirms Mueller and Lawler's (1999) propositionathorganisation attachment does
influence workgroup related behaviour, but the agerworkgroup attachment (the ‘closest
field’) is stronger than average organisationa@tment.

Following this in the context of IIPs, due to takgningment of the target attitude
(commitment) with the action element (behaviourthe project) commitment towards the
project is expected to be most proximal, havingdtiengest effect on behaviour related to
the project. It is therefore expected commitmenth project and commitment to the lead
project manager to have the strongest effect omin®wehaviour in the project. If the
innovation project and its leader are experience@ @roximal field, then the employee is
likely to develop an affective commitment attitubsvards the project. This proximal field
will then have a strong influence on routine (itejdoehaviour on the project following the
principle of the matched level of analysis.

In addition to this strongest effect, the five atfaxi of commitment (organisation,
client, job, career, and profession) may affect leige behaviour positively, in that
employees may show more positive routine or in-b@kaviour on the project. However, this
will be dependent on the extent to which commitnterthe other five foci are related to
commitment to the project and the lead project rgana-ollowing the matched level of

analysis, it is hypothesized that affective comneittnto the other foci than the project and
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the lead project manager may have an additionatgffiowever, this will be a weaker effect
and may affect employee behaviour only indirectly.

This leads to the following hypothesis:

Hypothesis 1: Affective commitment will be assecdiatith routine behaviours matching the
focus of commitment as follows:

la. Affective commitment to the project will pegily affect routine behaviour on the project.
1b. Affective commitment to the lead project managk positively affect routine behaviour

on the project.

Drawing on field theory, the interaction, dynamasd attachment to the project and lead
project manager determine the behaviour expregsebei project. Nevertheless, based on
previous research on the nature of the types ddtigry in the previous section, there is
reason to believe the action-target similarity rbaydifferent between the three types of work
behaviour, routine behaviour, incremental creatiamd radical creativity. A recent study on
creativity has found the configuration of contextéectors to drive different performance
outcomes including radical creativity, incrementaativity and routine work (Madjar,
Greenberg and Chen, 2011). Findings from this studygest that the focus of attachment
(Madjar et al, 2011, who include the organisatiord dhe career) determines different
directions and targets and, therefore, differepésyof behaviour.

Creativity and creative behaviours have been ifledtias a specific type of
behavioural options competing with more habituaiicms and routine behaviour (Ford,
1996). The distinction between creative and nomatore behaviour lies in the generation of
ideas that are beyond the routine behaviour omptbgect. Therefore these behaviours may
not only be directed at the project and lead marsadmit also at groups outside the direct
context of the project. This means the decisioangage in creative behaviours is expected to
be still dependent on how employees in IIPs devetmpmitment to the field related to the
project and its lead manager. Yet, beyond the ptojereative work behaviour may be
expected to be influenced by a different set of tdoccommitment than the foci associated
with routine behaviour.

Incremental creative behaviour is directed at i@, developing and generating
ideas in regard to improving the work in the inntaa project. Both routine behaviour and
incremental creative work behaviour are expectdakttpredicted by affective commitment to

the project because the local context of the ptdgeglitates these types of behaviours. This
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is in line with empirical findings, in which commment to the local environment is held to be
important for knowledge creation and is relatedhtange-oriented Organisation Citizenship
Behaviours, which includes creativity (Choi, 200hompson and Heron, 2005).

On the other hand, improvements in the innovatiapegt may be targeted at changing
the wider domain, which stretches beyond the ptoj€arsten (1999), in literature on
temporary employees, as well as Hunt et al. (204§ study of leadership of symphony
orchestras, indicate that the individual creativgpyee is looking for interpretive insight
and some stimulation in a creative direction. Infation from various parties related to the
project may serve as a source delivering inputh® ¢reative process. In other words,
interaction with various parties may stimulate dexelopment of creative ideas.

The role of the project is the context and fadititeof the creative behaviour, however,
multiple parties are involved in the providing amiotaining of creative ideas. This is in line
with previous empirical findings, in which commitnieto the team, personal involvement,
team identification, and the commitment to excealteare found to be requisites for success
in innovation teams (du Chatenier, Verstegen, Bresn#ulder, and Omta, 2010; Mascitelli,
2000; Paulsen, Maldonado, Callan, and Ayoko, 20@8st et al., 2003).

In the investigation of which foci of commitment ynalay a role in relation to
incremental creative behaviour, incremental crégtivas been related to the presence of
creative co-workers (Gilson and Madjar, 2011). irtieraction with a wider group of experts
may be both the source and target of this spagiiie of work behaviour. Interaction with the
professional environment has been compared withdoment to the profession by Ng and
Feldman (2009), who analysed occupation embeddsdrsésg measures resembling
professional commitment. Their study found a pesitiirect effect of occupational
embeddedness on creativity (.28), which confirnesdiéntral role of commitment to the
profession in relation to incremental creative wbehaviour. Similarly, Teigland and Wasko
(2009) found a stronger positive correlation betwpmfessional commitment and creative
performance (.28), than the positive correlatiotwleen organisational commitment and
creative performance (.24). This confirms the cphoé incremental creative behaviour to be
directed at groups both in and beyond the projeandaries.

The literature on boundary spanners provides amfditiinsight into how this works.
Dyer at al. (1998) indicate that partners in araale are each other’'s most important source
of new ideas and information, which may result iewntechnology and innovations.

Innovative ideas, new practices and concepts ageréisult of the interaction between
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different functional departments, as well as thsulteof cooperation between different
organisations (Hsu, Wang, and Tzeng, 2007).

Concluding from this it is expected that 1) increnad creative work behaviour, like
routine behaviour, is predicted by commitment @ pinoject and the lead project manager, in
addition 2) incremental creative behaviours ar® d@tsgeted at other entities beyond the
boundaries of the project, mainly the parties imedl in information sharing and idea
generation. This can be seen as an extension @fithaple of the matched level of analysis,
in which incremental creative work behaviours coeemwider range of targets, and are
therefore predicted by a wider range of foci of catment.

Frequent interaction with foci that are importaotises of new ideas and information
will affect the employee in choosing to engage ireative extra role behaviour.
Csikzsentmihalyi (1988) system model of creatividg, well as Amabile’s (1996) system
model, both recognise the interaction with a praifasal field and a domain of knowledge in
making creative contributions. Feeding these idmask into the context of 1IPs, the most
central groups in the professional field are thepleying organisation, the client and the
profession.

The employing organisation in IIPs is, as a partimeithe innovation project, an
important source of information and target of dreatideas. Interaction with other
professionals in both the employing organisationw&dl as the client organisation, may
support in the development of new and useful idéae involvement of the client in the
project, interaction and knowledge sharing is a@®wf motivation to becoming engaged in
incremental creative work behaviours. Creative sd&a relation to the project may be
targeted at providing solutions for this clienttelraction with the organisation, the client and
the profession are more likely to provide accessdocrete, practice- and solution driven
ideas, which have been found to empirically retaténcremental creativity (Madjar et al.,
2011).

This leads to the following hypothesis:

Hypothesis 2:

Affective commitment will affect incremental creatwork behaviours as follows:

2a. Affective commitment to the project will peglly affect incremental creative work
behaviour.

2b. Affective commitment to the lead project managdl positively affect incremental

creative work behaviour.
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2c. Affective commitment to the organisation walsitively affect incremental creative work
behaviour.
2d. Affective commitment to the profession willippady affect incremental creative work
behaviour.
2e. Affective commitment to the client will posiyv affect incremental creative work

behaviour.

Radical creativity distinguishes itself from incremtal creativity by its radical and crowd
defying nature (Sternberg, 1999). Multiple sourceadically different thoughts and
contrasting perspectives are necessary to develdipal creative ideas. Interaction with a
multitude of sources will increase the likelihooflemployees working in 1IPs developing
radically new ideas. Profession specific, problamesh, abstract and theory related ideas are
more likely to be discussed with parties outside direct environment of the project, and
have been found to empirically relate to radicabtivity (Madjar et al., 2011).

The parties sharing the knowledge necessary fodéwelopment of radical creative
ideas may be found primarily outside the projecttert of 1IPs, including clients and others
in the professional field. In addition to that, icad creative ideas may not be directed at the
project but targeted at changing perceptions beyiiedscale and scope of the project.
Thereby the project a channel, rather than a tatgesugh which radical creative ideas are
expressed aimed at changing the wider professiaaidl

Additionally, radical creative work behaviour magfg the team members on the
project and its lead project manager because af tiheompromising and extreme nature
(Sternberg, 1999). Radical creative ideas are aitmezhange the larger field, and this may
distress the parties most strongly related to ttugept. In this way affective commitment
towards the ‘local’ foci of commitment (projectakk project manager, organisation, client
organisation) may not have an effect on radicahtore work behaviour, since these parties
do not expect this types of behaviour. In additiemployees may chose not to upset their
local environment with radical creative ideas iéyhfeel strong affective bonds with this
environment.

In understanding what is the ‘target’ of radicatative behaviours, previous research
indicates the underlying motivations of routine ancremental creative work behaviours to
be an extrinsic motivation, whereas radical cregtis based on intrinsic motivation. This
different underlying motivation is expected to miéee with the proximity effect of the

matched level of analysis of the project. Radigalatve behaviour may be not so much
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aimed at the project, rather this type of behaviewxpected to be more externally focussed,
aimed at changing and provoking the norms of fidldmscending the local field of the
project. Radical creative behaviour expressed énfigld of the project is not expected to be
motivated by the project, and neither aimed diyeatlthe project.

With radical creative work behaviour found to beoled by instrinsic motivation
(Madjar et al., 2011), it is more likely that ragliccreative work behaviour is aimed at
personal and self-centred entitites such as thetl@bcareer and the profession, rather than
group-focused foci such as the project, the orgdiois and the client organisation. This is
confirmed by empirical studies in which it is foutiee motivation of highly successful artists
is to create the freedom to make creative choicearoindividual basis, not always able to
fit the blueprint or wider framework in relation teams and the organisation (Moeran, 2009).

Radical creative behaviours are likely to be aimédhe wider professional field or
domain (Amabile, 1996; Csikzsentmihalyi,1988), urcls that affective commitment to the
profession is expected to be a driver of suggestaatjcal new ideas and changes to the
professional domain. For example, Hunt et al. (208idess that is the passion for one’s
subject and the love for the job that seems tchbeadtiver of creativity. Commitment to the
job or job involvement has been related to thestattion of intrinsic needs (Lawler and Hall,
1970), in such that job involvement is a functidnirdgrinsic job factors, such as autonomy
and responsibility, rather than extrinsic job fastosuch as pay. In addition to job
involvement and commitment to the profession, commant to the career has been found to
be a main driver of radical creativity (Madjar &t 2011). An example of this can be found
in the performance of ballet dancers, who showstilang intrinsic motivation and interest in
their personal improvement and career opportunitegber than in the success of the theatre
or the dance ensemble enabling their career su¢8eapolan and Montanari, 2010).

This leads to the following hypothesis:

Hypothesis 3:

Affective commitment will affect radical creativerwbehaviours in the following way:

3a. Affective commitment to the profession willigpedy affect radical creative work
behaviour on the project.

3b. Affective commitment to the job will positivetfect radical creative work behaviour on
the project.

3c. Affective commitment to the career will posiinaffect radical creative work behaviour

on the project.
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Table 2.4 provides an overview of the hypothesiadations, including the basis of field
theory, the foci of commitment, the underlying mration and the type of creative work

behaviour.

Table 2.4 Overview of the hypothesized relations dict effects

Hyp. Field theory Foci of commitment Motivation Crea&MWork Behavior
1 Project is most proximal to routine  Project Exitins Routine behaviour
behaviour, following the principle Lead project Mgea
of matched level of analysis

2 Project is faciltating the incremental Project Bgic  Incremental CWB
creative process Lead Project Manager
other foci of commitment are Profession
sources of information Organisation
Client
3 Radical creativy is targetted to make Career litrins Radical CWB
contributions to the wider profes- Job
sional field, the local project Profession

environment is a ‘channel through
which the project participant
speaks to a wider audience

Table 2.4

2.3.3 Approach 2: Key-Mediation model
Within the series of studies using a variable-ahtapproach, there has been a focus on
mediation between the foci of commitment. One madetiving attention in particular is the
idea of a key-mediation model in which one focicoinmitment mediates in predicting a
specific type of behaviour. The basis of these roliles in field theory and the principle of
matched level of analysis in the commitment atgtudoehaviour relationship (Bentein, et al.,
2002, Vandenberghe, Bentein, and Stinglhamber, 204vhich the focus of commitment
has an effect on behavioural outcomes specifichtd focus. The idea of organisational
commitment as a mediator is referred to as the fkegtiating construct' theory of employee
commitment (Boshoff, 2000).

In accordance with this remark, a more distincteliggment is made by Bentein,

Stinglhamber and Vandenberghe (2002), who conheckeéy mediating construct with field
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theory (Lewin, 1943) more closely.In accordance hwihe concept of psychological
proximity (Lewin, 1943) psychologically proximal dors are more prominent in their
influence on individual behaviour. The assumptioat ttmployee behaviour is most strongly
affected by commitment to the organisation is csteid, since also other environments
within the organisations may be perceived as moorimal and salient and have, therefore, a
stronger effect on the individual’'s behaviour. .

In the empirical studies testing this key-mediatedfect Hunt and Morgan hypothesize
mediation effects between the foci of commitmer®9d), which are in line with the results
of Becker (1992). Comparing a direct effect modéhwhe model including organisational
commitment as a key mediating construct, the secoadel showed consistently better fit
indices and therefore is a better representatidheofelationships among the variables (Hunt
and Morgan, 1994). With this finding Hunt and Manga1994) reconceptualise
organisational commitment from ‘one of the focicmimmitment’ to the ‘global commitment
to an organisation, consisting of various more geconstituencies’, such as the work
group, supervisor, and top management. Figure 20vs the Hunt and Morgan’s (1994)

model with commitment to the organisation as therkediating variable.

Figure 2.1Key-mediation model organisation Hunt and Morga®od).

The ‘key mediating construct theory’ is confirmeg BRedman and Snape (2005)
however some significant remarks are made. Commitrtecethe organisation seems to be a
mediator variable, only when the outcome variableslated to the organisation. In line with
field theory, they find in case the outcomes areranoognitively distant from the
organisation, or more foci specific, the mediatadfect of organisation commitment becomes

insignificant (Redman and Snape, 2005).
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In accordance with field theory, Bentein et al.q2Dfound their model with the work
group as key mediating variable (Figure 2.2) tathg data better than Hunt and Morgan’s
(1994) model with organisational commitment as kediating variable.

Figure 2.2Key-mediation model work group Bentein et al. (2002

Follow up studies found more empirical support thtee combination model including
the ‘key mediation construct’ and the ‘most proxinfeeld’, with different foci of
commitment to be the key mediator variable. Bengtial. (2002) found the work group or
team is the most proximal field in work environngenivhereas in Vandenberghe, Bentein
and Stinglhamber (2004) the organisation to bekthe mediating variable. Boshoff (2000)
shows the impact of commitment to the professiobedhe most influential on intentions to
resign. This indicates that the ‘key mediating ¢ard’ varies with the proximity of this foci
experienced by the employee and the type of bebathat is aimed to be predicted.

Following from the development of field theory imetcontext of 1IPs in the previous
section, the project and the lead project manageexpected to be the most proximal field in
relation to (routine) behaviour in the project. Goitment to any of the other foci
(organisation, career, client, job, profession, augbervisor) may affect and strengthen
commitment to the project in predicting behavioatated to the project. Following the
conceptual framework developed in the previousi@ecfor routine behaviour it is expected
to be predicted by a key-mediation of commitment tb@ project. In other words,
commitment to the other six foci of commitment agpected to affect the level of

commitment to the project in predicting the lev@isoutine behaviour in the project.
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Hypothesis 4:
Commitment to the project mediates the effect wihasibment to the other foci of commitment
(organisation, career, client, job, profession, asdpervisor)in their effect on routine

behaviour

Following the same line or argumentation as for divect effect model developed in the
previous section, more parties are expected tonNo@vied in incremental creative behaviour.
Incremental creative behaviour is expected to bgetad at the project as well as at parties
beyond the boundaries of the project. Becauss iantrality in the environment of IIPs, the
project is expected to be the key-mediator in #iations between other foci of commitment
and incremental creative behaviour.

Additionally, commitment to the profession, thgamisation, the client, and the lead
project manager are expected to have an effectnoremental creative work behaviour
(Hypothesis 3). However, in the key-mediation matied effect is indirect, it is mediated by
commitment to the project. This is the case becauseaction between a diversity of fields
is recognised to be key in engagement in increrhbetaaviours, however, the project is still
the focal and most proximal field in the expressabrihis type of behaviour, facilitation the
creative process.

Therefore, it is hypothesized:

Hypothesis 5:
Commitment to the project mediates the effect wihasibment to the other foci of commitment
(organisation, client, profession, and supervisor}heir effect on incremental creative work

behaviour

Following from the previous section radical creatiwork behaviour are expected to be
influenced most strongly by commitment to the jofe career and the profession. The
underlying argumentation is that radical creativerkvbehaviour are aimed at chaging the
wider field motivated by self-interes. The foci $¢aestricted by boundaries of any sort and
most strongly related to self-interested and istanmotivation is commitment to the job. Job
involvement is a function of intrinsic job factorsuch as autonomy and responsibility.
Commitment to the client, the career and the pexb@sall are expected to influence radical
creative work behaviour (Hypothesis 4), howevers ihfluence is expected to take place

through increasing levels of commitment to the job.
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Hypothesis 6:
Commitment to the project mediates the effect wihasibment to the other foci of commitment
(organisation, career, client, job, profession, asupervisor)in its effect on radical creative

work behaviour

2.3.4 Approach 3: Profiles

This section first provides and overview of howeaash has used a person-centred approach
to the study of commitment, in which typologies areated (Morin et al., 2011a) grouping
individuals into unique and distinct commitment fdes, for which the relations with
behavioural outcomes may differ (Magnusson, 1988)lowing this brief introduction, the
literature is examined on which profiles of commnetmh may be expected to exist in IIPs. In
the last part of this section commitment profiles eelated to creative work behaviours on
the basis of field theory.

Gouldner (1958) was the first to identify typologjief employees based on their ‘local’
or ‘cosmopolitan’ latent profile based on loyalty the organisation and commitment to the
profession. Only few have used the person-cenfppdoach creating profiles on the basis of
targets of commitment (e.g., Morin et al., 201 aafes, 2004), on the types of commitment
(e.g., Meyer, Stanley, and Parfyonova, 2012; Karariv] Meyer, Topolnytsky, in press) and
on both types and targets of commitment (Tsoun@ Xenikou, 2010).

If networked work settings increase the strengtth muultiplicity of commitments, the
synergistic effect between those commitments wallunderestimated by a variable-centred
test of the independent effects. Indeed, variablgred analyses of interactive effects will
typically include a reduced number of all possitwe-way interactions, possible completely
misrepresenting the underlying typologies of emp&sy profiles across multiple dimensions
of commitment. For this reason, a typical variat®¥eired approach may likely result in
model misspecifications and underestimation ofradgon effects (Morin et al.,, 2010a),
which are typically all taken into account withirparson-centred perspective which analyses
relations based on typologies of persons and ha&y #ary within these typologies, rather
than an oversimplified synthesis of some possiaheable-centred interactions.

Remarkably, in the first attempt to examine changedke nature, size and composition
of commitment profiles within and across time, tlesults revealed an important level of
temporal stability, with over 90% of the employeemaining in the same profiles over a 8
month period, even in the context of ongoing orgatmnal changes (Kam et al., in press).

Their results clearly support the heuristic valfi¢ghese profiles on which to base managerial
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decisions, suggesting that profiles may be muchenstable than the levels of specific
components of commitment separately.

The variable-centred approach is the dominant ambron the analysis of multiple
targets of commitment. On the other hand, the mpecemtred approach in forming
commitment profiles is emerging as a promising aiom for future research (Meyer,
Stanley, and Vandenberg, 2012). Contributions hbeen made separately. However,
recently it has been argued that juxtaposing the @approaches provides unique insight of
complex relations of this kind (Marsh et al., 2Q0BY juxtaposing the direct and mediation
model with the results from a person-centred apprpathis study follows this
recommendation, in aiming to provide a completdgimsinto the relations between the

multiple foci of commitment and creative work betwawr in 11Ps.

2.3.3.1 Commitment profiles in inter-organisationalinnovation projects

A total of eleven empirical studies and one revyaper (Meyer, Stanley, and Vandenberg,
2012) have been focusing on the combined effeatanious foci of commitment using a
person-centred approach. Six studies have focussedorofiles of multiple foci of
commitment, four studies have focussed on profiinghe basis of the types of commitment
and one study has included both foci and typesoofinsitment. Recognizing interesting
contributions that have been made recently on lpsoincluding thetypesof commitment
(Somers, 2010, Meyer et al., 2012, Stanley eR@ll3, Kam et al., in press), this review will
focus on profiles based on the multipdei of commitment.

In the early contribution of Gouldner (1958), théstihction is made between
‘Cosmopolitans’ and ‘Locals’, two groups of latentes based on loyalty to the organisation,
commitment to professional skills and values, aeférence group orientations. Gouldner
(1958) describes ‘Cosmopolitans’ to consist of tgroups of employees, labelled as ‘the
outsiders’ and ‘the empire builders’. The two grewgd cosmopolitans are employees who
tend to commit to the ‘higher organisational leyedsich as their profession or specialized
professional groups and outer reference groups.itidddlly, cosmopolitans show less
loyalty to the organisation itself, as this entkyes not provide enough career opportunities
to them, and in reaction to that they are inclifedincrease the autonomy of their
professional department. Unfortunately, cross asgdional boundary opportunities for
commitment are not yet recognised by Gouldner (1958

‘Locals’ consist of four groups of employees, l&be&las ‘the dedicated’, ‘the true

bureaucrat’, ‘the home guard’ and ‘the elders’. Sehdour groups of ‘locals’ represent
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employees who commit to intra organisational anowdr’ commitments such as the
organisation, local community, subgroups and infdrnpeer group. Locals are less
committed to their profession and seem to be lesspational specialized. The two groups
represent conflicting commitment types; it is suggd by Gouldner (1958) that these two
identities may reflect tension between the orgditiss simultaneous need for both loyalty
and expertise.

Since Gouldner’s first attempt to identify typolegiof employees based on their ‘local’
or ‘cosmopolitan’ commitment profiles, very few dtes have empirically assessed profiles
of multiple foci of commitment. Goulder's (1958)tegorizations are empirically tested by
Bennis et al. (1958) and did not seem to fit a daropnurses in the outpatient department of
a hospital. The study found that additional clasatfon categories were necessary, based on
the multiple reference groups with whom nurses tiflenThese findings suggest that
individuals identify with and become committed tailtiple groups within and beyond the
organisational boundaries.

Commitment profiles are developed grouping on thesid of various foci of
commitment. Career commitment and organisationatmtment where the basis of four
profiles in a study by Carson et al. (1999), on wedlibrarians, namely (1) ‘dually
committed’, (2) ‘careerists’, (3) ‘organisationistand (4) ‘uncommitted’.

Becker and Billings published their first study qamofiles of multiple foci of
commitment in (1993). In accordance with Gouldnevsrk, they found four commitment
profiles: (1) ‘globally committed’, high commitmetd top management and the organisation,
and low commitment to the supervisor and the waiup, (2) ‘highly committed’, high
commitment to supervisor, workgroup, top managememd the organisation, (3) the
‘uncommitted’ low commitment to all four foci, an@) the ‘locally committed’, high
commitment to supervisor and work group and low aiment to top management and the
organisation.

Swaliles study (2004) followed more advance appresch allowing for different sets
of profiles in different samples. This study foufodir profiles for public accountants: (1)
‘high commitment’ to organisation, supervisor, tapanagement and work group
(2)’'uncommitted’ low commitment to all four (3) dally committed’ high commitment to
the work group and the supervisor and below avecagemitment to the organisation and
top management (4) ‘globally committed’ high conment to organisation, but below

average commitment to the work team, top managear&hsupervisor.
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Tsoumbris and Xenikou (2010) are the first to camlthe clustering on multiple foci
of commitment with the different types. They foufair commitment profiles (1) highly
committed both 3-types and organisation and ocoupaf2) affective normative dominant
for both organisation and occupation (3) contingadominant for both organisation and
occupation and (4) non-committed.

Morin et al. (2011) is the first to assess commitmprofiles using Latent Profile
analysis and relating the profiles to employee bigha using Latent Mixture Modelling.
Latent Profiles analysis finds five commitment [liexf on the basic of affective commitment
to the organisation, supervisor, customers, jolearaadvancement, and work in general. The
five profiles are (1) ‘moderately committed’, menfiulevels of commitment toward a
majority of foci, (2) ‘career committed’, high conitment mostly toward their careers
(careerists), (3) local-proximal profile or ‘worlgge committed’ (high commitment to the
organisation, workgroup, and customers) (4)'low ogtment’ low levels of commitment
toward a majority of foci, (5) ‘highly committed’igh levels of commitment toward a
majority of foci.

Following recent commitment research applying teespn-centred approach (Morin
et al., 2011) an explorative approach is deemetdldeiin the determination of commitment
profiles in the specific context of IIPs. In essenthe person-centred approach is an
explorative approach, since it includes allowing thatent Profile technique to explore
representative classes of respondents in the dideertheless, from the literature some
expectations will be derived of profiles to existthe context of IIPs.

In the IIP context the multiple foci of commitmeiiclude commitment to the
organisation, the project, the lead project manatercareer, the job, the profession and the
client. Based on previous empirical findings ieigected to find the following profiles in the
[IP context, ordered from most distal to most pnaai to behaviour in inter-organisational
innovation projects.

(1) the Uncommitteda low level of commitment to any of the foci,

(2) the'Organisationists, only commitment to the organisation,

(3) the‘Locally committed’,commitment to the organisation, the project managerthe
project,

(4) the ‘Globally committed’high levels of commitment to the profession, ¢heeer, and
the job

(5) the Highly committedto all seven foci of commitment, also labelled tBgnergists

(6) the ‘Career committed’only high commitment to the career only,
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Table 2.5 presents an overview of the commitmeuotilps found in empirical studies.

Table 2.5 Overview of the multiple foci of commitmat profiles

Study Profile Or Ma Su Pr Ca PrwWCPe Cu Jo Wo
Gouldner (1958) Cosmopolitan
Local
Bennis et al (1958)
Carson et al (1999) Dually committed H H
Careerists L H
Organisationists H L
Uncommitted L L
Becker & Biling (1993) Globally commited H H L L
Highly committed H H H H
Uncommitted L L L L
Locally committed L L H H
Swailes (2004) High committed H H H H
Uncommitted L L L L
Locally committed L L H H
Globally committed H L L L
Tsoumbris & Xenikou (2010) High committed ANC ANC
Aff.-Norm AN AN
Continuance C C
Non-committed L L
Morin et al. (2011) Moderately Committed M M M M M M
Career committed L L H L L L
Workplace committed H L L H L H
Low commitment L L L L L L
Highly committed H H H H H H

Or = organisation, Ma = top management, Su = sigzamPr = Profession or Occupation, Ca = Carees, iRtra-organisational project
team, WG = work group, Pe = peer group, Cu = custanclient, Jo = job, and Wo = commitment to wisrigeneral, ANC = Affective,
Normative and Continuance commitment, AN=Affectaredl Normative commitment, C=Continuance commitment

Table 2.5

2.3.3.2 Commitment profiles and creative work behawur

Previous research on multiple targets of commitserdicates that the separate targets often
combine to influence behaviour (Klein, Becker, atelyer, 2009). Traditionally, employees
developed a relationship with one organisationaltext; this organisation was the single
entity motivating employee’s behaviour. In the wosettings of inter-organisational
innovation projects, multiple foci of commitmentveaa multitude of motivational effects on
employees. How commitments together influence nreaypes of creative behaviour has not
been empirically assessed. However there are teasidheoretical based ideas of how the

effects between commitment profiles and creativekvbehaviour may exist in IIPs.
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From the creativity, innovation and knowledge hiieire some expectations can be
developed on how commitment profiles affects cweatiwork behaviour. Inter-business
relations in Professional Service Firms (PSFs).ehlbeen found to provide access to new
knowledge (Fosstenlgkken, Lewendahl, and Revar@B)2hternationalization and learning
(Reihlen and Apel, 2007), value creating proceg¢sgwendahl, Revang, and Fosstenlgkken,
2001) and organisational learning (Swart and Kin2@L0). In other words, interaction with
multiple parties in the work setting may be seeprasiding resources enabling engagement
in the creative process (Hsu, Wang, and Tzeng, ;ZD@hman and Scanlan, 1981).

From this we may expect employees with commitmera single target to express less
creative behaviour because of a lack of resourcesmparison to employees interacting and
committing to multiple targets. Commitment to mpiki targets would lead to more and more
diverse knowledge and would, therefore, lead toentoeative ideas. The larger the diversity
of fields an employee commits to, the larger theeta of ideas and knowledge, the higher
the levels of radical creative work behaviour.

A second theory indicated that commitment to midtigargets may be related to role
ambiguity and role conflict caused by multiple sets expectations. Reichers (1986)
identified two types of conflicts between commitrteerfl) intra-physic or intrapersonal
conflict, where a person experiences internal odnfbecause they feel torn between
divergent interests (Beech, 2011) and (ii) psyobhaas conflict when there is competition
between two parties to which the focal person shoaramitment (Reichers, 1986: 509).
Clearly, multiple commitments increase the chanaegxperiencing such conflict. In the
literature on workplace conflicts (De Dreu and W2301) these two forms of conflict, when
resolved properly, are known to increase leveldeam creativity by increasing levels of
information sharing, re-evaluation of the statue,cand the identification of new solutions to
previously unsolvable problems (e.g., Shalley aindd@, 2004).

In contrast, too much conflict may overload empksjeincrease frustration, diminish
trust, and this makes it harder to reach cohematisns (De Dreu, 2006). In fact, when the
outcomes of creative team processes are modellex faaction of the level of conflict,
results usually show the relation to be curvilin@zarh, Lee, and Farh, 2010). However, the
relationship may be even more complex and deperntienature of the commitment targets,
their number and the employee’s position. Thus,émaployees show commitment to some
targets pursuing similar objectives, then the etgubtevel of conflict, or rather challenges to

come up with a way to satisfy these multiple commeitts, is likely to remain moderate and
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to lead to more creative solutions. Given the lolesels of expected conflict, the level of
creativity required to solve them is likely to remancremental.

Conversely, when employees are committed to maltipigets, or to some targets with
drastically opposed objectives, then they are Yyikel experience more substantial levels of
conflict and may prefer to “play it safe” by adomi more routine, rather than creative,
behaviours. Lower levels of incremental creativdye thus expected in this context.
However, when facing these greater adaptation emgdls, incremental solutions would not
be sufficient so that, when solutions are founéythre likely to be more radically creative
solutions. Clearly, the ability to adopt, or suggeadically creative solutions may be a
function of the ability of the employees to spae boundaries between the parties in order to
realistically propose integrative solutions.

In summary, we expect the relation between comnmtraad creativity to differ as a
function of the specific profiles of multiple commment of each individual employee. For
instance, commitment to multiple targets is likidyoe more beneficial in terms of
incremental creativity than commitment to a sirtgiget, by providing employees not only
with greater adaptation challenges, but also irs@édevels of resources, knowledge, and a
richer perspective of their workplace.

However, the more diversity between the fields exygés commit to, the greater the
discrepancy between their objectives, the mordylikes that radical creativity will be
observed. Thus, commitment to multiple targets teay to higher levels of creative work
behaviour, depending on how well employees fincesgies and new combinations between
expectations from the multiple parties allowing éoypes to benefit from the multiple
resources made available through these multipla@oments. If employees are able to
synergize knowledge from multiple parties, new coratbons of commitment may develop
supporting creative processes. The latent prdfiteed on levels of commitment are

modelled and tested in chapter six.
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Chapter 3

Research methodology

In the first part of this chapter, the positivisepistemological approach underlying the
research is outlined. Based on this approach,libeen method: a survey study is introduced.
In the second part of the chapter the researcingeastdescribed. The survey is conducted in
inter-organisational innovation projects, which amordinated by the Technology Strategy
Board. The design and sample of the study are ithescrand this section provides

demographics and a description of the data colleciéhe chapter concludes with a

description of the ethical considerations, the aggerof the data and actions undertaken to

ensureconfidentiality and anonymity of the respondents.

3.1 Research philosophy

From the previous sections a research questionsedoand hypotheses are developed.
This section will describe the research philosophg¢ methodological approaches to the
proposed study of the relationships between comemtrand creativity. To form the
basis of a research plan, a research model nedgsalgned with a philosophical
position. In the following section the researchiggophy, ontology, epistemology, and
methodology will be described. In this, the framekxvdeveloped by Hassard (1991)

presented in Table 3.1a will be followed.

Table 3.1a Objectivist versus subjectivist approach

The objectivest approach The subjectivist approach
Realism Ontology Nominalism
Positivism Epistemology Anti-positivism
Determinism (structure) Human Nature Volutarism (agency)
Nomothetic Methodology Idiographic

Adapted from Hassard (1991: 276) Table 3.1a
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3.1.1 Ontology, epistemology and methodology

In management, a positivistic epistemological posihas achieved some dominance;
nevertheless as argued by Johnson and Duberly Y20@@agement is not in any sense a
unified field. The dominance of positivism has tedesearchers taking a positivistic
epistemological rationale and assumptions for g@nthe dominance of positivistic
assumptions is indicated by Kolakowski (1972) iatlust because researchers are not
calling themselves ‘positivist’ does not mean tinaty are not adopting positivist
assumptions. Inherent assumptions and limitatidmiseopositivistic epistemology should
be made explicit to avoid misinterpretation.

Positivism is described by Bryman (2007) as antepislogical position that
aims to apply the methods of the natural scienzc@dl social sciences. These methods of
the natural sciences are seen as the only rasonate of knowledge. Validity, reliability
and operationalization are important concepts sitpistic studies (Johnson and
Duberley, 2000). Definitions and descriptions o$itigism seem to vary between
authors. In general in a positivistic epistemolddpg observer is assumed to be
independent of the phenomena under study as tearader is neutral and independent.

Table 3.1b provides an overview of the relationsvieen ontologies and
epistemologies, and how they are vertically integgtaOntology, or the theory of
existence, is described as ‘The grounds of knovde(igassard 1991: 276). Mostly,
researchers follow assumptions and ideas aboutdi@anduct research and these are
consistent with the methodology and instrumenth@ir studies. For example, realism
shares two features with positivism, they bothudel the natural and social sciences
should apply the same methods, and they both asgareeis an external reality that
may be independently observed by researchersiwstsitoften apply the methods of the
natural science (or aim to approach these), byyagph deductive approach in
developing hypotheses, and confirm or falsify theg@ebserving reality. In this way
ontology, epistemology and methodology are logycadlated to each other.

In management, various research approaches arnedpdpécause of the
closeness of management studies to the practicewndgement, studies in the field are
influenced by pragmatic and eclectic thinking. Nexthat, management studies draw
upon finding grounded in different fields such asislogy, anthropology, psychology,

statistics and even mathematics (Easterby Smih,et992).
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Pfeffer (1995) suggested that one way of overcorthegragmentation in
management research is applying a more standargiesiivist approach. The planned
research aims to contribute to creativity literatut is argued in thesis that, based on the
literature review, creativity studies includes @@ty of descriptions and approaches.
Therefore, it may be concluded that fragmentate®mss to be a problem in creativity
literature, as the field is described as far framfied.

In addition to that, a more positivistic approactvards this study is in line with
the work of Amabile (1988, 1997; 1996; 1982) anadp and Bartol (2010a; 2010b),
which form the basis fo this study. The creatigtydies follow mainly a positivistic
approach, partly due to the development of crdstliterature based in psychology. In
line with creativity, commitment studies in generald specifically studies on multiple
foci of commitment, may be characterized as emgiirgystematic and deductive.

This study will follow a positivist epistemologyssuming reality is objectively
given, functionally necessary and politically nal{iwillmott, 1992; 1997). Literature is
identified in an objective and systematic way, #m@hypotheses are developed
independent of the researcher’s views and prefeserfihe relationships between theory
and research may be described to be deductiverrdtain inductive, as hypotheses are
derived from theory are tested against observatbtise real world. Following the
outlined methodology, this study proposes to follavective criteria to determine which

studies provide the basis of the relation betweenmitment and creativity.
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Table 3.1b Ontology and epistemology Adapted from &sterby-Smith, Thorphe and Jackson (2008)

Ontology Realism Internal Realism Relativism Nominalism
Single truth Truth is obscure Many truths No trutlstsxi
Facts exist Facts exist bu Facts dependen on Faal areated
to be revealed are hard to uncover view of the observ
Epistemology POSITIVISM Positivism Constructionism CONSTRUCTIONISM
Aims Discovery Exposure Convergence Invention
Starting points Hypotheses Proposttions Questions Critique
Designs Experiments Large surveys Cases and small surveys gémgat
Data types Numbers and data Numbers and words Words and numbers ordsVé¢xperiences
Sense marking
Analysis Verification /Falsificaton  Correlation Triangulation Understanding
Outcomes Confirm theories Test and generate theories Themsrggon Insights and actions

Table 3.1b
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3.1.2 Research design, methods and analytical steagy
In line with the research philosophy, the propasedhodologyfor this study is
nomothetic (large sample, generalization) rathen tidiographic (case based,
descriptive). By drawing on a relatively large sdnphis study aims to provide a more
general outlook on the quantitative relations betweommitment and creativity. By
measuring the commitments and creativity of a neddarge sample of employees’
experience, this study aims to find generalizedti@hs between the two constructs.
The level of analysis of this study is the indivadluT his is in line with the
primary interest of this study, which is the redatbetween the commitment attitudes and
the individual enactment of the creative proces£ommitment studies, commitment is
regularly measured as an individual attitude (Abel Meyer, 1997). Also in previous
studies creativity is conceptualised as the indigldenactment in the creative process
(Zhang and Bartol, 2010). The individual level abdysis is deemed to be suitable for the
study of creativity as it is argued that creativitgwed as the continuous effort of the
individual, who develops, carries, reacts to, amdlifres ideas (Van de Ven, 1986).
The instrument that would fit the research methogpland the individual level
of analysis is a survey study. Advantage of a sustedy is that a survey study is
relatively low time consuming, and a potentiallggler group of employees of multiple
organisational may fill in the survey. This increashe chance that the population is
represented well, increasing validity. A surveyhis only method that may describe the
characteristics of large population. The high lesfedtandardization increases reliability
of the instrument, all respondents fill in the sasuevey independent of the supplier of
the survey. Surveys also enable inter group corspariwhich applies to the current
study to compare creative process enactment fadiffegent profiles of commitment.
Another argument for the choice of a survey stgdat for both commitment
and creativity reliable and validated survey mees@xist. This advantage enables the
current study to use the survey instrument, andsareacreativity and commitment
benefitting from a potential larger sample, incnregshe chance of statistically
significant results. Even though survey measure&apected to be reliable, problems
can occur. A pilot study will identify the existamof sample specific measurement
problems.
A disadvantage of the survey method is that em@ayg be caused by
nonresponse; respondents who decide not to paticip the survey will not be

represented, which may cause a limit representatioinvalidity of the study. In addition,
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surveys only allow for close ended questions ametefore, underlying motivations and
explanations may not become clear from a survegdystaterviews with respondents
may provide more space for respondents to expressrlying reason and developments
in the relations between commitment and creatity. example, this may provide
insight into the interaction between commitmentscscally the conflict between
commitments.

Another limitation of survey questinnaires are pla¢ential problems with self-
report questions and common method bias. The clobiseasuring creative work
behaviour through a self-report survey measureliberate rather than a convenience
decision. The reason for self-report style of syrgeestions is that the individual is the
only one to be able to rate to what extent he err&ts been engaged in creative work
behaviours. Supervisor ratings would provide omtyited insight into this intrinsic
process.

As highlighted in the previous section, CreativerBehaviour measures the
engagement in the creative process in which behavi@lated to different stages may
take place infrequent and nonsequential. The meauhis concept in the context of
inter-organisational innovation projects provides bpportunity to measure behaviour
related to the creative process in a cross-sedtiesaarch design.

A limitation of this design is that a cross-secsibstudy will not be able to
measure causal relations. This study will not e &analyse if commitment to a
specific set of foci will lead to more or less dreifly, with employees being committed
first leading to creative process enactment sulesgtu When constructs are measured
at one point in time, they can only be associaed,it may only be assumed the attitudes
measured have caused the employees to enact #iwengrocess. A design that would
be able to overcome this limitation would be aneskpental design, including the
repeated measurement after treatment and a cgningb. For the reasons outlined above

this type of design is less feasible and applicadblfe nature of this study.
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3.2 Research setting

The context of this study, inter-organisationalamation projects (IIPs), is central to the
hypothesised relations under study. In this sed¢terresearch setting is described, the design
is outlined and the sampling procedure is explaifiés section concludes with a description

of the data and demographics of the participants.

3.2.1 The sample

Innovation projects include multiple parties crogsorganisational boundaries, and are seen
as a viable type of organising work to stimulateativity and innovation. Therefore 1IPs are
often found to be eligible for governmental fundifigewise in the United Kingdom IIPs can
find (co) funding from a variety of funding bodi€Bo gain access to a large number of 1IPs
research collaboration was established with théii@logy Strategy Board. The Technology
Strategy Board is the innovation agency of the &hiKingdom and aims to accelerate
economic growth by stimulating and supporting besgiled innovation.

It is the vision of the Technology Strategy Boaod the United Kingdom to be a
global leader in innovation and a magnet for inniwea businesses which can apply
technology rapidly, effectively and sustainablecteate wealth and enhance quality of life.
The Technology Strategy Board has a number ofegfied to stimulate innovation. They (1)
offer funding to de-risk development of tomorrowrsiovative products and services, (2)
help business understand future markets and thevation opportunities created by the
challenges of today, (3) bring together partnersneximise foundering for innovation and
get groups of organisations working together. Akb@y (4) run competitions for Research
and Development (R&D) funding in priority areas) eak down barriers to innovations,
for example through large-scale demonstrators &w meas and products, (6) support in
connecting the innovation landscape so that busjmgesrernment and research work together
can provide companies the right help at the righét

Five key commitments of the Technology Strategwrgoin the 2011 to 2015 time
slot are as follows: (1) Catapults are a newlyldsthed network of catapult centres, which
are world-leading centred of innovation designeaddoelerate commercialisation in specific
areas. (2) New support for high potential SMEs upp®rt helping at early stages to bring
ideas more rapidly to the market. (3) To scale hgp work across governments to make
public sector procurement a force for innovatiof) A further investment in large-scale
demonstrators will bring partners together to \atkdwhat can be done to overcome the

barriers to broad application of new products aedises. (5) New forms of knowledge
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exchange will be stimulated by the connect onlilafgrms as a place where individuals and
businesses can find partners, build collaboratenms$ work on challenges on the journal to
commercialisation.

The Technology Strategy Board used a broad setoof o support business
innovation. The types of innovation programs theBT&ses includes SMART, ABRI,
Collaborative Research and Development (CR&D), neeoh Knowledge Transfer
Partnerships, Knowledge Transfer Networks, BiomadiCatalist, Launchpad, Catapult,
Eurostarts, Innovation Vouchers, Innovation and \ledge Centres and Missions. The four

types of projects included in our sample are oeatlibelow.

Collaborative Research and Development (CR&D) mige

This type of projects aims to help companies tokwamllaboratively to create new products
and services. The collaborative R&D program co-imthovative projects which involve
partnerships between businesses and between miaim@sicademia. Funding for this type of
project is awarded through open, themed, and nhellpage competitions. Collaborative
R&D projects are expected to last between 12 anth86ths and total costs will typically
range from £250,000 to £3 million. For these indaktesearch projects, micro business and
SMEs can expect to be 60% funded with large congsaai 50%. Each project must include

at least two partners.

Smart

Smart is a grant scheme which offers funding tollsamal medium-sized enterprises (SMES)
to engage in R&D projects in the strategically imtpot areas of science, engineering and
technology, from which successful new productscesses and services could emerge. The
scheme supports SMEs carrying out research andlagenent which offers potentially
significant rewards and that could stimulate ecoicaggrowth in the United Kingdom.

Smart bridges the funding gap faced by many smadl early stage companies
wanting to assess potential markets, progress idedsinvest in R&D. It is open for
applications at any time and the process is sistgged. There are three types of smart
funding; (1) proof of market, up to nine monthshwdoverage of 60% of the project costs
(maximum of £25,000), (2) proof of concept, up Brhonths, with coverage of 60% of the
project costs (maximum of £100,000), and (3) dgwalent of prototype, up to two years,
with 35% coverage of costs for medium-sized enisegrand 45% for smaller enterprises
(maximum of £250,000).
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Fast-track
By ‘fast-tracking’ some of the most promising ideasvards full commercialisation, the
competition will help to maintain the UK’s reputati as a global leader in some of the
scientific and technology areas. This will in tuopen up for further opportunities for
innovative business to develop and exploit thisnetogy further.

The fast-track projects are expected to last 6—d8ths and could account for up to
10% of the total competition budget. These indaktesearch projects will typically attract
60% funding for micro businesses and SMEs, witgdatompanies eligible for 50% funding.
The fast-track projects are collaborative and lgdlbusiness, and include a small or micro

business. Each project must include at least twimes.

Feasibility study

These feasibility and demonstration projects mestibdertaken by a consortium of at least
two partners. One of these can be an academicuitisti but the project must be led by a
business, which can be of any size. Projects goeat@d to last six to 18 months and can
attract public funding of up to 75%, with a maximwrant of £100k for an individual

project.

3.2.2Data collection

For this study we have negotiated access to IIRBeofour different kinds presented above
because these together represent a relatively hemeogs group of inter-organisational
innovation projects. Despite the differences inumgt all programs include projects with
multiple partners, all projects are between six a6dnonths, all projects have to apply for
funding with TSB and are awarded partial fundingtfe project.

The survey was distributed using a survey webwitech was created using Qualtrics
software. Participants were given the opportunityfdllow a link which opened a secured
web browser in which answers to the questions cbelgrovided. The IT manager of the
Technology Strategy Board has been contacting atligs involved in the four types of
projects. E-mail requests to participate in theveuyiwere sent by e-mail in the last week of
May 2012. Since response rates were insufficiger #fie first mailing, a second series of e-
mails were send to the same recipients in the seaeek of July 2012.

Table 3.2a provides information on the size of plopulation, the sample response

and response rates. These figures indicate thelsasng fair representation of the population
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of project participants, with a slightly larger pastion of SMART projects and under-

representation of fast-track projects.

Table 3.2a Population, sample and response rate pprogram

Program Population % of population Sample % of samplespBase rate
Fast-track 109 4.8 15 3.3 13.8
Collaborative R&D 1644 72.1 301 66.9 18.3
SMART 361 15.8 105 23.3 29.1
Feasibility 165 7.2 29 6.4 17.6
Total / average 2279 100 450 100 19.7
Table 3.2a

3.2.3 Description of the sample

The sample was tested for distortion between deapdges to avoid bias. Cross tabulation
with chi-quare tests and ANOVA with Post Hoc. TgStamhane) were conducted to test for
relations between demographical groups. In theodatlg section the demographics are
presented. In case differences between groups rasemed these results are based on a
statistical significance of is below .05.

The median age category of the project participemtair sample is between 46 and
50 years old, 23.8% of the sample is female and W%s part-time. The participants are
relatively highly educated with 31.6% indicatecheove a PhD or equivalent qualification,
28.4% to have a Master’s degree, and a total & @&0to have a university degree (Bachelor,
Masters and PhD).

There are some indications of a gender bias isdéingple. The already small sample
of women (23.8%) is more likely to work part-timie,a lower grade in their organisation and
is less likely to be an engineer. The women havawemage a lower level of education and
are in a lower age category. Consequently to tleelagy have worked less long in their
occupation (men 16.4 years, women 12.8 years) ane Wworked less long for their client
(men 5.0 years women 3.3 years). On the projectemoane more likely to work in a large
team and in specific roles. Table 3.2b present$rduriencies of participants split up by
project team role and gender. The gender differeace significant different from a normal
distribution, meaning that there are significantreni@male financial administrators and

significantly less female Lead Project Managers.
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Table 3.2b Participants: gender and project team rte

Male Female Total
Lead Project Manager 133 27 160
Participant Project Manager 83 19 102
Financial Administrator 19 21 40
Project Participant 62 14 76
Total 297 81 378
Table 3.2b

Organisation

The participants hold a relatively high positiortheir organisation, with 50% being either a
partner or director, and 71.3% being either partdieector, senior manager or manager. On
the other hand, this may be a biased represent@si®9.2% of the respondents preferred not
to answer this question about seniority in youraoigation. On average participants have

been working for their organisation for 6.2 years.

Occupation

The sample represents project participants in & wadiety of sectors, which can be
represented by the four largest groups (1) Engm2@r7%, (2) Managers 17.8% (including
founder, owner, CEO, chairman or director of theapany) (2) Scientists 10.2% (including
and (4) Consultants 7.1%. A total of 30.2% prefémet to answer this question, the
remaining 14% includes a wide variety of profesalaroups such as administrators, arts,
architecture, health services, skilled trade octiapgs, and personal service occupations.
There is no relation between the program type hadtcupational sectors, in other words
the sectors are equally represented within therprodypes. On average the participants
have been working in their profession for twelvange A total of 59.1% of the sample is a

member of a professional body.

Project

The sample includes participants holding a varétyoles in the project. The frequencies and
percentage of roles in the project are displayddlite 3.2c. In SMART and Fast-track
projects there are proportionally more Lead Projahagers that have participated in the
survey. In the CR&D and Feasibility projects thera more equal spread over the project
team roles including more participant project mamagfinancial administrators and project

participants.

74



Table 3.2c Role in the project, frequency and percgage

Role in the project Frequency Percent
Lead Project Manager 161 35.8
Participant Project Manager 102 22.7
Finacial Administrator 40 8.9
Project Participant 76 16.9
Did not disclose 71 15.8
Total 450 100

Table 3.2c

The project teams include on average 7.5 team mamb@vever the SMART,
Feasibility, and Fast-track project team are smédleerage 4.6, 4.8 and 5.5) than the and
Collaborative R&D projects (average 8.9). The tteabth of the projects varies between six
months and five years, however the average tatgtheof the projects is dependent on the
program type. The Fast-track, SMART and feasibpitgjects run on average for one year,
the Collaborative R&D projects take on average &yeAt the time of the survey on average
the projects have been completed for 60.9%, wghSRIART projects on average in an
earlier stage of completion (average 54.3%) anddasibility studies at a later stage of
completion (average 79.4%).

On average the participants in the survey have egking on the project for 1.4
years. In the SMART projects the participants hagen working for their organisation on
average shorter (5.4 years) than on the other anogypes. In 14.2% of the projects the
client is part of the project and on average pigdiats have been working for the client for
four years. In CR&D projects the client is much moften part of the project (50%) than is

the case for SMART, Fast-tract and Feasibility @ctg (on average 25%).

3.2.4 Ethical considerations

The proposed research project includes human sehjects; participants will be asked to
fill in an online survey. The research has adhévdtie guidelines as set down by the British
Psychological Society for conducting research Wwitlhnan participants. Data collected in this
study has remained anonymous and was not sharsid®tie context of this research. It has
been kept confidentially within the confines of thevey tool. The management of the
researched organisations, the Technology Strategyd3 and governmental bodies have had
limited access to the data which has removed #hkeofiindividual participants being
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identified. The researchers have been unable tdifgéndividual respondents. As such, it is
deemed that there has been, and will not be inedeask to the participants outside of the
normal data retention policies typically held.

All data are collected and stored in accordanch thi¢ Data Protection Act (1998).
There has been no attempt to induce physical ahmdggical harm, or to reduce a
participant's values and dignity. All data provideale been done so optionally and
participants have not been obliged to discloseiafoymation they did not wish to.

There have been no explicit individual benefitsgarticipating in the survey, though
possible benefits may have arisen to the individised result of the salience of the topic
investigated. At all times throughout the studygluding after survey completion,
respondents have been provided the right to withdream the study. All data relevant to
these respondents would have been removed frongsmsalvithout consequence or
judgment. Although no harm was foreseen to paditip, should respondents have felt
distressed or became otherwise affected by thieguwe did offer our contact details and
have been available to answer any questions oreguespondents may had have.

Storage of the (digital) data has been in accorlanth the Data Protection Act
(1998). Bath University Computing Systems (BUCS) simred the research data on a
resilient dedicated file store. This has providee tresearcher with an extra security of “Snap-
shots” of the data set, which are taken duringitlne and held for ten days. Data has been
backed up to tape on a nightly basis and held @ad&@/s. Disks and tapes are mounted in
separate server rooms. Consequently, material @ttyddeleted can be restored by Research
staff themselves for up to ten days, and via aesgio BUCS within 3 months of data
deletion.

After five years, two copies of the data will ben@ved from disc, archived onto tape,
and stored in two geographically separate sitesdace the chance of loss through fire or
flood. Recovery will be possible in between one tmde working days (depending on age).
This archived data will remain available until één years after the data collection has been
complete, at which point it will be deleted. Thgamisations involved did not gain access to
the raw data. The data has been anonymous, arehpedsn a way that the organisations
involved will have not been able to identify indivial participants or projects. There are no
reports of ethical issues that have arisen duhegiata collection, and any further ethical
issues in the dissemination of results are unlikelgrise.

The ethical considerations outlined above have besaussed before data collection

by the researcher with a second reader outsideesiarch project and with the Head of
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Research, Prof Russ Vince, at the School of Managernyniversity of Bath. The signed
template was passed on to the Departmental Resktrids Officer who has reviewed issues
for action and inclusion in the Departmental AnnRaport. No significant issues arose
during this assessment.

The research has been designed to comply withtkieaéguidelines of the School of
Management, University of Bath. Furthermore, treeaech adheres to the guidelines as set by
the British Psychological Society (BPS) for condugtresearch with human participants. These
guidelines may be found in the Code of Ethics aoddtict published by the Ethics Committee
of the BPS. In designing this research and in recruitingipgrants several ethical considerations
were made in the communication towards participaitparticipants were ensured full
confidentiality and anonymity throughout the resbgrrocess and participants were only
recruited on a voluntary basis. The text used miog participants of the ethical issues which
may have arisen from participation in the study wmatuded at the first page of the online

survey. This text is displayed in appendix 3.1.

! Code of Ethics and Conduct, published 23rd of Sepee 2009 by the British Psychological Society.
Available on: http://www.bps.org.uk/the-society/esdf-conduct/code-of-conduct_home.cfm
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Chapter 4

Methods and tools

This chapter focusses on the development of theegunstruments measuring creative work
behaviour and the multiple foci of commitment irPH2 A two-step approach is followed in
modelling the data (Bollen, 1998; Byrne, 2010). sThincludes a separate test of the
measurement model in the current chapter, follolwgda test of the structural model in
chapter five and six.

An overview is provided of studies measuring creitiin the workplace. On the
basis of the review of the literature and concdpdeaelopment in chapter two, the selected
measure will be extended and tested. The proceseasurement development includes (1)
interviews with employees of a creative advertisorganisation, (2) a pilot study in the
creative sector of architecture, and (3) explosatord confirmatory factor analysis and the
data from IIPs. The extension of the measure ircl(l) the fourth stage of the creative
process, and (2) the addition of a radical typecative work behaviour. These two
extensions are developed in separate sections,folbdlving the same validation process,
including the interviews, the pilot study, and thet of construct reliability of the final items
in the IPP context.

The second part of this chapter focusses on theuneaf commitment to seven foci,
representing the contemporary work setting of hotgianisational projects. This measure is
based on existing and empirically validated measuyet this measure is tested on its
reliability in our sample of employees in IPPs.

The third part of this chapter includes an extemshe test for the bias that may be
caused due to the use of common methods, incluisgries of tests to identify and control
for this potential bias. The chapter concludes vamhoverview and test of control variables
on both creative work behaviour and commitment taltiple foci. This provides an
introduction to the next chapter in which the hymstes are tested and the results of the
analysis are reported.

4.1 Measurement of creative work behaviour
Already early in the development of creativity tdgeire, methodological difficulties are
indicated by Guilford (1950). Because of a lack sbéreotype patterns or any general

recognised standards of creativity, creative addiare long thought to be only measurable
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by the completion of a psychometric test similai@otests. On the other hand, creativity
tests have been developed based on subjectivevireptdgements (Amabile, 1996), in the
form of supervisors’ ratings of employees’ creayivSimilarly, subjective judgements have
been applied to rate the recognition of creatiinty product, a process or a person, however
this method has been questioned as a possible diepenariable (Koslow, Sasser, and
Riordan, 2003).

The first attempt to measure the individual enactmef the creative process is
developed by Zhang and Bartol (2010a; 2010b). Astedt before, creative process
engagement is defined as employee involvement gagament in creativity relevant
cognitive processes, including (1) problem ideadifion, (2) information searching and
encoding, and (3) idea and alternative generationapile, 1983; Reiter-Palmon and lllies,
2004 ; Zhang and Bartol, 2010a). This concept gedaon Amabile’s (1983) componential
conceptualization of creativity, referring to thegortance of intrinsic motivation in the
process towards creative outcomes. The importahtieeaindividual engagement or efforts
towards the creative process has been stressethabife’s previous work (Amabile, 1988;
Amabile, 1996; Amabile, et al., 1996).

The development by Zhang and Bartol (2010a; 20h@k)contributed to the study of
the creative process by including three phasebetteative process; problem identification,
information searching and idea generation. Follgwihis recent suggested promising
direction for creativity research, the current wark focus on the measurement and study of
the creative process (Mumford, 2000; Shalley, et2004), by measuring creativity as the
individual behaviour central in the creative praces

The description of the enactment of the individaaihe creative process as presented
above is based on an underlying assumption. Thikaisenactment the creative process is
likely to lead to a creative outcome which may beognised by the domain. By including
both concepts in their empirical study, Zhang amratd@ (2010a) have confirmed that when
the employee who explores new cognitive pathwaygsisuplayful with ideas (Amabile et al.,
1996), is recognised as creative by his or herrsigm. However, the creative behaviour is
not that same as the recognition by the superviatiter these are two distinct concepts. This
idea seems to be a great complementation to the traaitional way of measuring creativity,
and provides opportunities for providing insighttire creative process. As noted before, the
majority of creativity studies focus on the outcowfecreativity, in which something or

someone is creative as it is recognised by theipobby specialists.
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The idea behind this concept is that when an enggl@nacts the activities associated
with the creative process, (e.g., searching fobleras, information and solutions), it is more
likely a creative product is produced (Zhang andtda2010a). More in detail, when
somebody attempts to find the (underlying) probiena work situation, makes an effort to
gather information related to the problem, and getes ideas to improve the situation, then
the creative process is enacted.

This measure of creative process engagement idageekin this study to measure
Creative Work Behaviour, and will provide insightthe role of the individual in the creative
process. Zhang and Bartol (2010 a, 2010b) havelales@ their 11-item measure of creative
process enactment drawing on Amabile (1983), Pemyth (2006), and Reiter-Palmon and
lllies (2004). The items in the scale were reviewgdsix creativity experts, and measure the
behaviour related to three dimensions of the aregtrocess, (1) problem identification, (2)
information searching and encoding, and (3) ideaeggion. The items loaded on their
intended dimensions with Cronbach’s Apha’s of .77,and .81. The fit of the measurement
model was confirmed by testing the difference trbBtween of the three factor model to a
two factor model (difference in? 93.42, p<.001, model fit CFl .97, GFI .96, SRMR!,.0
RMSEA .06).

Following the literature review, presented in sattl.2 of chapter two, the measure
of creative work behaviour will be developed inteotdirections, progressing the phases of
the creative process and advancing into two typesreative work behaviour. The
development of the measure follows on from theigedh chapter two and is based on the
following steps (1) analysis of interviews at aatree advertising agency, (2) a pilot test of
the measure with architecture students, (3) amsite test of reliability of the scale using
the data collected from participants in 1IPs.

4.1.1 Development of the fourth phase of CWB

Developed in chapter two is the theoretical needHe inclusion of behaviour in the fourth
stage of the creative process in the concept @ftieeework behaviour. This stage includes
behaviour that takes place after the generatiordeds. Table 2.1 on page 40 represents
keywords and descriptions of a fourth evaluati@yst derived from the literature. This is the
basis from which the creative work behaviour irs gharticular stage of the creative process is

explored in interviews.
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(1) Interviews at a creative advertising agency

A list of creative industries has been releasedheyUK’s Work foundation. In their most
recent repoft the ‘creative industries’ include advertisingchitecture, art and antiques,
computer games, crafts, design, designer fashitm, &nd video, music, performing arts,
publishing, software, television and radioThis designation of creative industries was
developed by the UK Department of Culture, Medid &port, and is named the DCMS 13.
This grouping joins the ‘arts’ and the ‘culturaBcors together with a range of professional
services sectors such as advertising, architeanaesoftware (O’Connor, 2007).

In creative industries, human capital is an impurtaeative resource, because it can
generate knowledge and innovation (Lazzeretti, Band Capone, 2008). Creative industries
may represent the general management of peoplelating to be creative (Boltanski and
Chiapello, 2005) and in changing employment stmastCappelli, 2008). The indication that
work takes place increasingly beyond the boundarigbe organisation has to be taken into
account also in other industries, as employeesaatavith clients and various other contacts
within and beyond their profession. The creativ@ustries provide therefore a suitable arena
for the development of the measure of creative vib@tkaviour, both for the development of
the measure of behaviour related to the fourth @ress well as the development of the
measure of the types of creative work behaviour.

A series of twelve interviews with employees in @&diom sized London based
advertising agency have been informing the itemseldped to represent the fourth
‘evaluation’ stage of the creative process. Moferimation on the interviewees can be found
in appendix 3.1, including the function of the eoyde and the date of the interview. The
interviews were transcribed and analysed. Two tlsemvere identified which are, (1)
restarting / re-iterating the creative processwah as (2) the evaluation of the quality and
value of the idea.

Table 4.1a includes two example quotes from therwews representing the two
themes relevant to the behaviour in the fourth pleshe creative process. The two themes
where then represented by two survey items devedl&pen the interviews. These are ‘I went
over an idea, over and over, until | was sure & e best idea | would come up with’, and ‘I
made sure only the best work would leave my hands’.

1A Creative Block? The Future of the UK Creativeustties, A Knowledge Economy and Creative Industrie
report.Benjamin Reid, Alexandra Albert and LaureRopkins, December 2010. London, UK.

’bcMs (2001), Creative Industries Mapping Documél@P (2 ed.), London, UK: Department of Culture,
Media and Sport, http://www.culture.gov.uk/referenlibrary/publications/4632.aspx
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Table 4.1a Example quotes from the interviews on thfourth phase

Resp. Description of the ‘fourth' phase of the dweaprocess

B.

‘So you kind of go, you get the briefing, thestis is where you share a few first some the
first strategic thoughts

(...)

Then you might show a first round of work, whicla it more full blown developed and
has a bit more color to it

Then you might do a second round, where you h&entan the feedback from the first
where you kind of have refined it

So it becomes more tangible and executable, tieeteatmpaign is life, that campaign has
got to going on, you are monitoring it

And you then have to buid in enough fiexibilitytirat campaign to refine it again basically
So you probably got, you get, | suppose

So that is a kind of process | suppose of refineaemvel from there to there, that is
where a bit ot of refinement is or evolution ale@ fiow people are interact with it and
then uhm, yeah because you never know how peaplgoang to interact with it realy do
you know what | mean?’

So | have a saying here which | tell everybodikwis the pitch starts after the
presentation

Interviewer: How do you mean?

Well what | mean is everyone goes: Aaaand .... THEREaye! and the client goes:
thanks very much, and then you get: Have theyd®alieve they called? Have they
caled?

As opposed to going, so look, we have done thig ddvgou think? interesting? Not
interesting? Fine ok look We've done those littieups there what do you think?

Fine look, so is that interesting? Yeah ok look.tinek we can kind of evolves it and tt
we go BOOM, and then | go right ok so how are yalirfg? What do you think? Oh,
we can't get back to you, well look if there is #aimg you are worried about or thinking
about just ask us because anything is possible'ttdgydgo: well actually, you know that
bit there, does that really work? Or have you thoagout these behaviours? We will
come back to you in about two days time and so on

Interviewer: So in other words the dialog, the @ve nature of the process..
continuous all the way trough between yourself éngdclient is right at the very
start of the process...

Sometimes the client says we really can't it isfantand we say, what do you mean it is
not fair? We want to work the how work. We wanpich in the way we want to work
out how our relationship with you will work. Do ysee what | mean?

Table 4.1a
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Two more items were selected to measure creativk b&haviour in the fourth stage
of the creative process in the pilot study. Theseitems are based on previous measures of
creative and innovative work behaviour (Zhang aradt@, 2010a, 2010b, Janssen, 2007).
From the measure of innovative work behaviour demiwas adapted from Janssen (2007),
‘I promoted and championed my ideas to others’. Zhang and Barol measure one item was
copied into the measure of the fourth phase aséims to fit the idea of the fourth
‘evaluation’ stage and the , the item was ‘| getezta significant number of alternatives to
the same problem before | chose the final solutidhe list of items developed and included

in the pilot study and the factor loadings areudeld in appendix 3.3

(2) Pilot test reliability measure

The items representing the fourth phase of thetieee@rocess have been pilot tested by
students from the architecture department, whicalds listed as a creative industripata
was collected from 62 students currently enrolled undergraduate and postgraduate
architecture programs of the University of Bathudgnts who had completed at least one
placement have been approached in order to testtltity of the questions, specifically the
guestions referring to working with clients.

The statistical software Mplus package version § lbeen used to test the reliability
and dimensionality of the creative work behaviotalss. First an exploratory factor analysis
has been used to determine the existence of tithftactor, representing the fourth phase of
the creative process. Second, a confirmatory famtalysis has been conducted to confirm
the factor structure and to make decisions aboaitgimlity and replacement of the items.
Overall model adequacy was evaluated on the bdsikeo ? statistic and three other fit
indices: the comparative fit index (CFl, Bentle®9D), the Tucker-Lewis index (TLI; Tucker
and Lewis, 1973), and the Root Mean Square Errdppiroximation (RMSEA; Brown and
Cudeck, 1993). A model is regarded to have an aabbpfit if the CFI and TLI exceeds .90
(Byrne, 2001; Byrne, 2012), and the RMSEA is ldemt.08 (Brown and Cudeck, 1993; Hu
and Bentler, 1998). However, these criteria arelglines. If models are compared and show
an improvement in fit, a CFl value of .85 is acedye (Bollen, 1998). These criteria are

applied to all of the models tested in this study.

DCMS (2001), Creative Industries Mapping Documed@2(2 ed.), London, UK: Department of Culture,
Media and Sport, http://www.culture.gov.uk/referenlibrary/publications/4632.aspx
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An exploratory factor analysis with Geomin rotatiwas performed and showed a
three factor model to provide insufficient fit teetdata ¢ = 92.41 (52), CFI = .91, TLI = .84,
and RMSEA = .12). The addition of a fourth fadtaproved the fit to an acceptable leved (
=59.68 (41), CFl = 0.96, TLI = .91, and RMSEA 9).0However, when the loadings of the
items were assessed on which factors they areedetat the items did not show the expected
pattern. The newly developed items load very styoog the items of the second and third
phase.

The confirmatory factor analysis showed an insidfic fit of the proposed model
with the data ¢ = 130.58 (71), CFI = .86, TLI = .83, and RMSEAI2). The factor loading
of the items loading on the fourth phase were lothan for the items of the other phases.
The latent construct of the fourth phase was higklgted with phase two and three. All
indicators point at an improvement that should laglento increase the coherence of the items
and to increase the distinction between the iteitiseofourth phase and the other items.

A re-evaluation of the items and development of ews seemed appropriate after
the pilot test. The set of items as a whole seemagpropriately representative of one
underlying concept. This is an indication that ttealuation of the literature revealed
promotion and championing to be a part of the imtiovn process rather than the creative
process. The item corresponding to this was thezefmoved from the scale.

After the test of the measure and the conclusionsaffficient reliability of the items
the interviews were the basis of further developnasm readjustment of the measure. The
interviews informed the development of two moremiserepresenting the two themes that
came forward from the interviews, (1) restarting grocess, as well as (2) quality and value
evaluation. The new items are ‘I will think of nesleas if | feel the idea is not good enough’,
and ‘I assess the new idea on its added value'. itldras were then reviewed by a
representative group of academic researchers d$pedian creativity. The list of items
developed and included in the final study of empksy of IPPs and the factor loadings are

included in appendix 3.4.

(3) Reliability test of the CWB measure

The Mplus package version 7 has been used tohesttiability and dimensionality of the
creative work behaviour scales in the IPP contEBist an exploratory factor analysis has
been used to determine the existence of the fdactior, representing the fourth phase of the
creative process. Second, a confirmatory factotyaisahas been conducted to confirm the

factor structure and to make decisions on the siciuand exclusion of items.
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Exploratory factor analysis original construct

An exploratory factor analysis is used to determirtee items representing the fourth stage
of the creative process is representing a fourtetdying latent construct. In case the items
representing the evaluation stage are loading ttemgly on the creative work behaviour in
the other phases, this would be an indication tiatfourth stage is not an independent and
different type of creative behaviour. The exploratéactor analysis with Geomin rotation
shows an insufficient fit with three factors® (= 365.20 (63), CFI = .87, TLI = .79, and
RMSEA = .12). Meaning, three factors are not sigdfitto represent the variance in the data.
A fourth factor is needed to represent the variaoicéhe newly developed items for the
fourth stage of the creative process. A four fastoucture shows to fit the data sufficiently
( 2 =2488.95 (105), CFI = .95, TLI = .90, and RMSEA08). A five factor structure shows
again an improvement of the fit’(= 2488.95 (105), CFI = .98, TLI = .96, and RMSEA
= .06). This five factor structure indicates thatre are potentially two underlying factors in

the five items representing the fourth phase otteative process.

Confirmatory factor analysis
A confirmatory factor analysis was conducted (1gompare the fit of the newly developed
fourth phase with the original measure, (2) to mdkeisions on the inclusion of the best
representing items measuring the fourth phase,(@8hdo decide if the newly developed
construct should be approached as a two-factor hovdwt.

(1) The original measure of CPE was developed ligng and Bartol (2010a, 2010b)
and includes an 11-item measure of creative progeastment drawing on Amabile (1983),
Perry-Smith (2006), and Reiter-Palmon and lllie0@). In their 2010 study, the items
loaded on their intended dimensions with Cronba&tpha’s of .77, .77 and .81. The fit of
the measurement model was confirmed by the sigmificlifference in fit between of the
three factor model to a two factor model (differeric *93.42, p < .001). The final model
including the 11 items showed a sufficient fit (C&T, GFI .96, SRMR .04, RMSEA .06).

However, when this original 11-item measure was diir data, it showed an
insufficient fit ( > = 162.77 (41), CFI = .93, TLI = .90, and RMSEAI8). The items from
this measure are included in appendix 3.4. Intamdiitem number nine has a low loading
on the third factor in comparison with the othems (Standardized Beta Coefficient of .52,
other loadings vary between .55 and .88, mediah ‘Biis item is ‘I generate a significant
number of alternatives to the same problem befatebse the final solution’. This item does

not load very well on the other items representirggthird phase, and this may be seen as an
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indication that fit would be improved by includitigis item to represent the fourth phase of
the creative process engagement.

(2) When this particular item is added to the ofoer developed items, and all items
are included in a confirmatory factor analysis, fitds acceptable ¢ = 293.62 (84), CFI
= .92, TLI = .89, and RMSEA = .09). To improve ftfite the newly developed items were
excluded one by one, and improvement of fit was mamed. Item 2 ‘I will go over an idea
repeatedly, until | am sure it is the best ideawit come up with’, showed the lowest
contribution in fit, and a high correlation witrerh 1 ‘I generate a significant number of
alternatives to the same problem before | choosdittal solution’. The measure excluding
item 2 showed a sufficient fit{= 221.25 (71), CFI = .93, TLI = .91, and RMSEA08).

(3) The original Zhang and Bartol measure (20204,0b) the three types of creative
process engagement are together represented aoadserder factor representing CPE as an
overall latent construct. It is impossible to comg#he model with and without a second-
order factor on improvement in fit as these two eisdire statistically equivalent. However,
for the model with four factors we have testedd@econd-order factor. The model including
and overall latent construct predicted by the b&havin the four phases of the creative
process showed a similar sufficient fit € 223.77 (73), CFl = .93, TLI = .91, and RMSEA
= .08). The complex model with the second-ordetdiacloes not explain significantly more
variance in the data (= 2.52, df 2, p = .28). In case no significant improvemenfit is
made, a simpler model is always to be preferred aveomplex model. The addition of a
second-order factor in the measure is not sigmflgaincreasing the fit therefore, this
element is excluded from the model.

(4) To evaluate the psychometric properties oftiasures, the validity and reliability
of all the multi-item scales of incremental CWBasalysed. Specifically, item reliability,
convergent validity and discriminant validity (Fethand Larcker, 1981) are assessed. The
composite reliability of all constructs is comfdrha above the threshold value of 0.60.
Convergent validity is assessed on the basis ohlézrch’s alpha and the significance of the
factor loadings (Shah and Goldstein, 2006). Dimstrant validity of the constructs is
assessed on the basis of the average variancetegtri@ VE) for each measurement scale.
The value for each construct should equal or ex€egd (Fornell and Larcker, 1981). As
presented in Table 4.1b, the ICWB scales exceetettenmended thresholds for each of the
tests, indicating that the constructs have goorbiity and convergent and discriminant

validity.
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Table 4.1b Confirmatory Factor Analysis ICWB

Standardized
Scales and associated indicators factor loadings
Phase 1: Problem identification
(Cronbach's =.78 ; CR = .64; AVE = .58)
| spend considerable time trying to understanahéitiere of the problems | face 0.71
| think about the problem from multiple perspedtive 0.89
| decompose a difficult problem / assignment iraotp to obtain greater understanding 0.64
Phase 2: Information gathering
(Cronbach's =.78 ; CR=.79; AVE = ..57)
| consult a wide variety of information 0.85
| search for information from multiple sources 0.90
(e.g., personal memories, other's experience nograation, Internet)
| retain large amounts of detailed information inarea of expertise for future use 0.55
Phase 3: Idea generation
(Cronbach's =.85; CR=.87; AVE = .62)
| consider diverse sources of information in getirgyaew ideas 0.83
| look for connections with solutions used in segrdiverse areas 0.85
| try to devise potential solutions that move adragn established ways of doing things 0.74
| spend considerable time shifting through infofomathat helps to generate new ideas 0.66

Phase 4: Idea evaluation
(Cronbach's = .82 ; CR =.90; AVE = .69)
| generate a significant number of alternativethéosame problem before | choose the final soluton  0.62

| make sure only the best ideas are taken forward 0.67

| will think of new ideas if | feel the idea is ngbod enough 0.81

| assess the new idea on its added value 0.85
Table 4.1b

To conclude, the new measure of CWB includingteregrocess engagement in four
phases of the creative process is found to beiablelmeasure. The items represent four
underlying latent construct representing the fduages of the creative process. This measure
showed a better fit to the data than the originebsure developed by Zhang and Bartol
(2010a, 2010b). Additionally, we found four relatiedt independent constructs, which are
representing the phases separately rather thasenand-order factor structure. Therefore, in
the analysis the four phases are allowed to caedldowever they are treated and predicted

as independent constructs.
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4.1.2 Development types of CWB

From chapter two it has become clear that thewe need for the theoretical and empirical
distinction between incremental and radical typesreative work behaviour. Table 2.2 on

page 41 provides an overview of the descriptiond eonceptualisations of incremental,

radical and routine types of behaviour. Gilson avlddjar (2001) have indicated the

conceptual distinction between radical and increadesreativity to be two separate forms of
creative performance. Following this, two sepaisdges of measurements of creative work
behaviour will be developed for incremental andaaldcreative work behaviour.

(1) Interviews at advertising agency

For the development of the radical version of tMgB_measure the same series of interviews
with creatives in a medium sized London based ddwusy agency have been informing the
items developed to represent this construct. Tdldle shows some example quotes collected
from the ten interviews describing the radical tgbereative process behaviour. The quotes
from the interview were collected describing radiceeative process and related with
behaviour and informed the wording of the itemstlod radical creative work behaviour
scale. The list of items developed and includethanfinal study of employees of IPPs and

the factor loadings are included in appendix 3.4.

(2) Pilot test reliability measure

The same data was from 62 students currently exratl the architecture program was used
to provide an indication of the reliability of tmeeasure. An exploratory factor analysis with
Geomin rotation was performed and showed a threterfanodel to provide sufficient fit to
the data ¢ = 71.77 (52), CFl = .97, TLI = .95, and RMSEA 8)0The addition of a fourth
factor to the model caused the model not to coreveVghen assessing the loadings of the
items with the three factor solution, the items dgitbw the expected pattern, with the idea

generation and problem finding phases joining togrein one factor.
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Table 4.1c example quotes from the interviews on dacal creativity

Language describing radical creative processes

Resp. Qoutes from the respondents Reflected in the items:
B 'there is no structure in place'(...) "You cahiigically hide, you cannot be hangover' radically meays for doing
G. 'So this is about creating a destination fomtest inventive thinkers' radically new ways forrdpi
A. 'We do not have any account managers here, weldwe an account management department atagidatig new ways for doing
F '‘Which is the most challenging thing for me Ié@o process | have not structure' radically neysviar doing
E 'We have to continuously challenge them' controversial, provoking
F 'If that is the case when people sit down andrag their style, | want to break that, because ontroversial

| want to push them beyond their talent, find odiffarent way of thinking' provoking
D. 'Here our collective focus is to produce wonaehnings' unexpected
F 'l am looking for provocations all the time, | @nobably bored' provoking
C. ‘working here it is almost like, they are adeticto a drug' unconventional
H. "It goes back to this kind of tensions betwdendhallenges you face' contradicting
C. ‘develop their career, learning new stuff essential, extensive, far-reaching
l. 'l don't once | make a piece of work and seeasss ratio set against that' not afraid to taske ri
D. 'for output that is amazingly interesting andvarcative' 'interesting, noticed and not comproahize striking, most original, extensive
F. "The way | do that is to critique, challenge awdluate’ chalenge
J. ‘creatives come up with something that was erduy’ most original, unconventional
J. 'l wanted to be involved in that because ke stuff most original

Table 4.1c
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The confirmatory factor analysis showed marginalfficient fit of the proposed
model of the radical CWB measure with the data W@ and TLI above the .90 threshold
( 2=115.14 (71), CFl = .93, TLI = .91, and RMSEA19). This fit is better than the fit of
the data with the incremental CWB measuré,< 130.58 (71), CFl = .86, TLI = .83, and
RMSEA = .12). The high value for the RMSEA may leiged by the relatively low sample
size (N=62), which shows higher values in smal&ngles (Tanaka, 1987). Also the analysis
of the model did not show any modification indicegjicating a relatively accurate model.
Test results provided no indication of a need talifiyothe measure of the radical type of

creative work behaviour.

(3) Exploratory and confirmatory test radical CWE@asure

Also for the radical CWB measure Mplus package igar¥ has been used to test the
reliability and dimensionality of the CWB scalesrsF an exploratory factor analysis has
been used to determine the existence of the faiahe of the creative process for radical
CWB. Second, a confirmatory factor analysis hasnbeenducted to confirm the factor

structure and to make decisions on the inclusi@heaqtlusion of items.

Exploratory factor analysis radical CWB

An exploratory factor analysis is used to determirtee items representing the fourth stage
of the creative process for radical CWB. The exgtlory factor analysis with Geomin
rotation shows an acceptable fit with three faclofs= 181.61 (52), CFI = 94., TLI = 90.,
and RMSEA = .09). However, a four-factor structsh®ws a considerably better fit the data
( ? = 89.46 (41), CFI = .98, TLI = .95, and RMSEA $)0A five factor structure did not
converge, meaning there seems to be no more thanufalerlying factors underlying the
data. This is an indication that radical CWB, likegvincremental CWB, consist of four types

of behaviour related to the phases of the createess.

Confirmatory factor analysis radical CWB
A confirmatory factor analysis was conducted (1¢aonpare the fit of the measure including
the newly developed fourth phase with the origim&asure, (2) to make decisions on the
inclusion of the best representing items measuradical CWB, and (3) to decide if the
newly develop construct should be approached asa@nd-order factor model.

(1) When we structure the items of radical CWBaoading to the original 11-item
measure of Zhang and Bartol, we find this moddittthe data sufficiently ¢ = 118.86 (41),
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CFI = .96, TLI = .94, and RMSEA = .08). On the atliand, similar to the incremental
measure of CWB, item number nine has a very lowlifgpon the third factor in comparison
with the other items (Standardized Beta Coeffic@nt0.47, other loadings vary between .72
and .85, median .81). This item is ‘| generate gnificant number of (sometimes
contradicting) alternatives to the same problemotgefi choose the final solution’. The
insufficient loading of this may be seen as andation that fit would be improved by
including this item representing the fourth phakthe creative work behaviour.

(2) When this particular item is added to the ofoer developed items, and all items
are included in a confirmatory factor analysis, finés good (* = 155.392 (71), CFI = .96,
TLI = .95, and RMSEA = .06). To check if there arey improvements that can be made to
the fit, the newly developed items were excluded by one, and improvement of fit was
compared. Excluding any of the items from the measioes not lead to an improvement of
the overall fit. The items of the radical CWB measand the final standardized factor
loadings are presented in appendix 3.5.

(3) Also the radical version of the CWB measureampared for a model with and
without a second-order factor. The model includamgoverall latent construct predicted by
the behaviour in the four phases of the radicahtore process showed a sufficient fit €
171.00 (73), CFl = .96, TLI = .95, and RMSEA = .0A) simpler model is always to be
preferred over a complex model. However, in theeaasradical CWB, including an overall
second-order factor explains significantly morettwé variance ( > = 15.6, df 2, p< .001).
Therefore, in contrast to the incremental measticzaative work behaviour, radical creative
work behaviour is represented better including &erarching second-order factor. This
finding indicates the existence of an averall carcdtof radical creative work behaviour,
whereas incremental creative work behaviour camsistour independent types of behaviour
related to the four phases of the (incrementaBtore process.

(4) To evaluate the psychometric properties ofrtteasures, the validity and
reliability of all the multi-item scales of increm@l CWB is analysed. Specifically, item
reliability, convergent validity and discriminanahdity (Fornell and Larcker, 1981) are
assessed. The composite reliability of all conssriss comfortably above the threshold value
of 0.60. Convergent validity is assessed on theslwdsCronbach’s alpha and the significance
of the factor loadings (Shah and Goldstein, 2006gcriminant validity of the constructs is
assessed on the basis of the average variancetegti@dVE) for each measurement scale.
The value for each construct should equal or ex€e®d (Fornell and Larcker, 1981). As
presented in Table 4.1d, the ICWB scales exceetettenmended thresholds for each of the
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tests, indicating that the constructs have gooibiity and convergent and discriminant

validity. The new developed measure of radical CM/®und to be a reliable measure.

Table 4.1d Confirmatory Factor Analysis RCWB

Standardized
Scales and associated indicators factor loadings
Phase 1: Problem identification
(Cronbach's = .81 ; CR = .87; AVE = .69)
| provoke people to understand the different sidbeonature of the problems we face 0.64
| think about the problem from radically differqgrérspectives 0.85
| come up with unconventional ways to deal withcdif problems 0.81
Phase 2: Information gathering
(Cronbach's = .83 ; CR =.83; AVE = .62)
| consult information that has seemingly nothingdowith the situation .73 0.73
I look for information which challenges the exmrtin my field .81 0.81
| search for information from sources others waoaltirecognize as a source .79 0.79
Phase 3: Idea generation
(Cronbach's = .88 ; CR = .87; AVE = .62)
| suggest radically new ways for doing work in fhieject 0.81
I look for connections with solutions used in segnaontroversial areas 0.83
| consider unexpected sources of information iregimg new ideas 0.84
| spend considerable time provoking people’s ideagnerate new idea 0.73
Phase 4: Idea evaluation
(Cronbach's = .80 ; CR = .89; AVE = .66)
| evaluate ideas on whether these are essentethsaze, and far-reaching 0.62
| generate a large number of (sometimes contrag)iciternatives 0.69
to the same problem before | choose thksfilation
I am not afraid to take risks by doing work ovdrtitlieve we can create something more str 0.75
| challenge myself to develop my most original Elea 0.76
Table 4.1d

An additional exploratory factor analysis is conigdal including all items from
routine behaviour, incremental and radical creativwek behaviour in the four phases. This
analysis is performed in order to test to what mctt¢he items load on their respective
construct. In other words, it is explored if thenits represent the nine underlying concepts,
including the four phases of incremental creatiwgknbehaviour, the four phases of radical
creative work behaviour and one latent constructootine behaviour. Routine behaviour
was measured using four items that have been dmalto measure in-role behaviour
adapted from Van Dyne and LePine (1998). The itefnshis measure are included in

appendix 3.5, convergent reliability is confirmeddinronbach’s alpha of .94 of this scale.
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All items of routine behaviour, incremental creatiwork behaviour and radical
creative work behaviour are tested on underlyirgodis in an exploratory factor analysis.
Expecting nine underlying factors, the model withhe factor showed a sufficient fit{ =
862.07 (270), CFI = .92, TLI = .88, and RMSEA =).0Xdditionally, the seven factor model,
which showed the best fit with all items loadingtbeir underlying foci of commitment?{ =
521.53 (246), CFl = .96, TLI = .93, and RMSEA =).0bhe items of radical creative work
behaviour in the third phase had a strong overaloadings with the items of incremental
creative work behaviour in the third phase. Sinlathe items of radical creative work
behaviour in the fourth phase showed high crosdimgawith incremental creative work
behaviour in the fourth phase (idea evaluationesehcross loadings could be due to (1) the
similar wording of the items, or (2) a strongerateEins between the behaviour in the phases
rather than relation between the types of creativit

A confirmatory factor analysis was conducted tofconthe factor structure and the
reliability of the overall measure. In the ovenalkasure similar worded items were allowed
to correlate (for example, the items of incrementahtive work behaviour in the first phase
with the corresponding items of radical creativerkvMoehaviour in the first phase). The CFA
showed a sufficient fit of the overall model to thata (2 = 1018.941 (415), CFI = .91, TLI
= .90, and RMSEA = .06). All final items of the netnental and radical CWB scales and the
items of routine behaviour with their correspondifagrtor loadings are displayed in
Appendix 3.5

Table 4.1e provides an overview of the correlatibesveen the incremental CWB
measure, the radical CWB measure and routine betmavirrom this overview it becomes
clear that incremental creative work behaviour emdine behaviour share a strong relation,
stronger than radical creative work behaviour widhtine behaviour. The relation between
routine behaviour is found to be stronger in thertio phase (idea evaluation) of the process.
The first and third phases of the creative procass less strongly related to routine
behaviour. This is an indication that the first dhiold phase of the creative process are more
‘radical’ creative compared to the evaluation phabkech is more routine based. The relation

between the creativity constructs will be discussed more detail in chapter five.
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Table 4.1e Means, Standard Deviation, Correlationand Chronbach’s Alpha’s Routine, radical and increnental CWB

No Variable N Mean S.D. 1 2 3 4 5 6 7 8 9
1 Routine behaviour 392 498 0.69 .88#
Incremental
2 CWBphase 1 321 540 0.98 .40** .78
3 CWB phase 2 320 584 0.86 .41** .46** .78
4  CWB phase 3 314 522 096 .39** .46** .46** .85
5 CWB phase 4 314 536 0.92 43** 45** A47** 9Ob5** 82
Radical
6 CWB phase 1 321 5.01 1.03 .30** .58** . 39** 47* 48** 81
7 CWB phase 2 319 4.68 1.18 .24** 35** 46* 33**  32**48** .83
8 CWB phase 3 318 4.71 115 .22** 39**  34** 45** A45** 66** .63** .88
9 CWB phase 4 317 516 0.97 .44** 51** 49%* 70** .70** 63** .49* .60** 0.80

# Cronbach’s alpha’s are included on the diaganadyrelation is significant at the .05 level (dl¢d), ** correlation is significant at the .01 leM2-tailed).
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4.2 Measurement of the multiple foci of commitment

The measurement of commitment in organisationsaHasg tradition of developing reliable
measures of the construct. In line with the coneglgation and definition of commitment as
an attitude (Solinger et al., 2008, Klein, Mollaynd Cooper, 2012) in chapter 2, commitment
follows the exstablished line of measures develdpgdrevious research. From the three
component conceptualization by Meyer and Allen éAland Meyer, 1990; Meyer and Allen,
1991) the affective component is adopted for thesis.

The three-component measure of commitment, inctudiffective, normative and
continuance commitment, has been developed overiessof studies by Meyer and Allen
(1990; 1991, 1997; 1990; 1993). Gelattly, Meyer andhak (2006) have analysed the three
components of commitment resulting in profiles ofmenitment which related to various
types of behaviour. They have developed a nine-itegasure of the three component
measure based on the three items with the higbadirigs on their respective commitment
factor adapted from Meyer, Allen and Smith (1998)this measure the items are developed
for the organisation and the profession separatélye affective component of commitment
is represented as an attitude towards the respefttbus of commitment, an example item of
this measure is ‘My organisation has a great depésonal meaning for me’.

The measurement of commitment to to the profesaimhthe organisation is adapted
to represent the multiple foci in the specific @xit of inter-organisational innovation
projects. Since commitment has started to recoghisenultiple foci of commitment in the
organisational context, several scholars have deeel survey measures to capture the
concept of multiple foci of commitment. Exampleg #ne extension of the three component
model of commitment to five foci (Stinglhamber, Bain, and Vandenberghe, 2002) and the
Workplace Affective Commitment Multidimensional Gtiennaire (WACMQ) (Madore,
2004; Morin et al., 2009).

The specific context of IPPs and the centralitgxtiernal foci of commitment in this
context limits the extent to which these measuegshe applied in this study. For example,
commitment to the client in the IPP context is #edent construct than commitment to
customers, included in previously developed setsoafimitment measures. Commitment to
the client in the IPP context includes commitmentat client organisation. Therefore the
measurement of commitment to the project, the asgéion the profession and the client
organisation are adapted from the Gelattly, Meyer lauchak (2006) measure which is based

on a long tradition of measurement of commitmemtai@s organisations. Commitment to
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the lead project manager is adapted from Stinglleairebal., 2002, which is very similar to
the Allen and Meyer measures of commitment.

Commitment to the career and commitment to thegab both captured as rather
independent constructs. Commitment to the careeepeesented by a six-item measure of
career orientation adapted from (Ellemers, de Gilded van den Heuvel, 1998). Job
commitment is measured using the 11-item job inewlent measure developed by Blau
(1989). To test the reliability for the multiplecioof commitment, first an exploratory factor
analysis has been used to determine the distinbitween the seven foci of commitment.
Second, a confirmatory factor analysis has beenwtrd to confirm the factor structure of
the commitment measure. All items measuring comenitnto multiple foci are adopted from

previous developed measured and are included ireAgip 3.6.

Exploratory factor analysis radicalWB

An exploratory factor analysis is used to determihdhe items represent the seven
underlying foci of commitment. The model with siacfor showed a sufficient fit { =
862.074 (270), CFI = .92, TLI = .88, and RMSEA ¥).0n the six factor model the items of
commitment to the project and commitment to theesuipor are loading on the same factor.

However the measurement model is confirmed bysnen factor model, which

showed the best fit with all items loading on theitderlying foci of commitment { =
521.528 (246), CFIl = .96, TLI = .93, and RMSEA $).0A model with eight factors split up

the nine items of job involvement into two groups.

Confirmatory factor analysis radic&WB

A confirmatory factor analysis was conducted to fton the factor structure and the
reliability of the overall measure. In the ovenalkasure similar worded items were allowed
to correlate (items for commitment to the projecid aprofession, and commitment to
organisation and client). The CFA showed a sufficfi of the overall model to the dat&’(
=817.304 (371), CFI = .94, TLI = .93, and RMSEA(S).

To evaluate the psychometric properties of the omeas the validity and reliability of
all the multi-item scales of commitment are analys&pecifically, item reliability,
convergent validity and discriminant validity (Fethand Larcker, 1981) are assessed. The
composite reliability of all constructs is comfdrha above the threshold value of 0.60.
Convergent validity is assessed on the basis oflézrch’s alpha and the significance of the

factor loadings (Shah and Goldstein, 2006). Disgrant validity of the constructs is
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assessed on the basis of the average variancetegtr@g VE) for each measurement scale.

The value for each construct should equal or ex€egd (Fornell and Larcker, 1981). As

presented in Table 4.2.a, the commitment scaleseekthe recommended thresholds for each

of the tests, indicating that the constructs haw®dg reliability and convergent and

discriminant validity.

Means, correlations and measurement reliabilitytha separate measures are provided in

Table 4.2b. The items of the commitment measurénateded in Appendix 3.6.

Table 4.2a Confirmatory Factor Analysis

Scales and associated indicators

Standardized

factor loadings

Commitment to the project

(Cronbach's =.90 ; CR =.82; AVE = .82.)

| do not regret having entered the innovation toje
| ike working in the innovation project

| am enthusiastic about the innovation project

Commitment to the organisation

(Cronbach's = .95 ; CR = .89; AVE = .89)

| feel like part of the family within my organisati

My organisation has a great deal of personal mgéoinme
| feel a strong sense of belonging to my orgaosati

Commitment to the lead project manager
(Cronbach's =.80 ; CR=.74; AVE = .71)

| have respect for my project supervisor

| appreciate my project supervisor

| have little admiration for my project supervige)

Commitment to the client organisation
(Cronbach's = .95 ; CR =..88; AVE = .88)

| feel like part of the family with this client

This client has a great deal of personal meaningéo
| feel a strong sense of belonging to this client

Commitment to the profession

(Cronbach's =.81; CR =.79; AVE =.78)

| do not regret having entered my profession
| ike working in my profession

| am enthusiastic about my profession

0.76
0.94
0.93

0.88
0.93
0.97

0.99
0.93
0.48

a19
0.96
.920

0.68
0.97
0.91
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Table 4.2a Confirmatory Factor Analysis (Continued)

Scales and associated indicators

Standardized
factor loadings

Commitment to the career
(Cronbach's =.90 ; CR = .69; AVE = .68)

My career is one of the most important things inliigy 0.80

| regularly consider what | could do to get aheg@k 0.75

The ambitions in my life mainly have to do with oareer 0.85

My career plays a central role in my life 0.86

| think that | should have a successful career 0.68

| am prepared to do additional chores, when thesefbmy career 0.64

Commitment to the job

(Cronbach's =.90 ; CR = .66; AVE = .64)

The most important things that happen in my lif@liie my job 0.69

My job is a small part of myself (R) 0.30

| am very personally involved in my job 0.56

| live, eat, and breathe my job 0.78

Most of my interests are centred around my job 0.82

| have very strong ties to my job 0.69

Most of my life goals are job-oriented 0.83

| consider my job as central to my existence 0.76

| ike to be absorbed in my job 0.46
Table 4.2a
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Table 4.2bMeans, Standard Deviation, Correlationsrad Chronbach’s Alpha’s of the multiple foci of comnitment

No Variable N Mean S.D. 1 2 3 4 5 6 7

Affective
Commitment

1 Project 450 454 131 .90#

2 Supervisor 176 5.73 1.27 -.04 .95

3 Occupation 314 6.27 094 .17 .08 .80

4 Career 450 4.85 1.17 95 -03 .21* .95

5 Job 450 441 118 .65* -.06 .32** .64** 81

6 Organization 314 5.70 141 .18* .08 B4x* 17 43** .90

7 Client 142 418 154 .01 -.08 .07 .03 15 A7* .82

* Correlations is significant at the .05 level @lked), Table 4.2b

** Correlation is significant at the .01 level (2ifed).
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4.3 Common method variance

Organisational researchers have been troubledlbggastanding problem related to the use
of self-report type survey questions. The relatibesveen concepts measured by this type of
guestions may be biased by shared variance duetméasurement method. Causes of this
common variance are related to the use of selfrtefype questions, and explained by
Podsakoff and Organ to be caused by item similarggpondents’ consistency motive,
momentary mood states, and social desirability §1.98

The type of questions used in the CWB measurensimdependently verifiable, due
to the data being gathered concerning individuialfsntion to show a particular behaviour.
Supervisors would not be able to identically déseior verify the intention and engagement
in the creative process behaviour. In other wots, measurement of creativity in this
particular way can only be conducted by self-repgoe questions due to the nature of the
subject. There is no “direct means of cross-validgpeople’s descriptions of their feeling or
intentions” (Podsakoff and Todor, 1985: 533). la thurrent study the problems arise because
both the dependent variables (commitment attitudasyl the independent variable
(incremental and radical CWB) are measured byregibrts from the same respondent.

Recently, a series of alternative way of testind aontrolling for common method
variance in organisation studies is presented bjiami, Hartman and Cavazotte (2010). In
this study we will use the marker variable techeigieveloped by Lindell and Whitney
(2001). The aim of this method is to find a constrthat is theoretically unrelated to the
independent variable. It is remarkably hard to fandonstruct that should not be related in
any way to the construct of CWB as well as to cotnmrant. After consultation with experts
in the field of commitment, it was decided to inddua variable that is most likely to be
unrelated to creativity.

A measure of Corporate Social Responsibility (C8@3 use as the marker variable
in this study. Four items created by Vitell and [@av(1990) were used to represent this
construct that, theoretically, should not have aslgtion with commitment nor creativity
(items are included in appendix 3.7). An exampenitof this CSR measure is ‘The socially
responsible manager must occasionally place tlezesit of society over the interest of the
organisation’. This construct is chosen rather thatlemographic characteristic, since this
type of variables are less likely to share charaties that are expected to produce CMV
(such as social desirability) (Richarson et alQ90

To the knowledge of the authors, the relationsi@pveen CSR and creativity has not

been empirically assessed. Yet, lately the dynarapability approach has been proposed as
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an instrument for enhancing competitive advantageell as social responsible innovation in
strategic management (Mahlouij and Anaraki, 2009)heir argument, CSR can affect social
responsible innovation through managerial cregtividynamic sustainability, cost
effectiveness, and reputational approach. Thiowever, not a particularly strong argument
to expect any theoretical relationship between @8R creativity. To conclude, the marker
CSR to use in creativity research may be perceagedn ideal marker (Richardson et al.,
2009).

The marker variable CSR is expected to be unetladethe other constructs in the
study, however, a recent study by Brammer, Millomgand Rayton has examined the relation
between CSR and commitment to the organisationniBrer, Millington, and Rayton, 2007).
Drawing on social identity theory, they found enmyde perceptions of external corporate
social responsibility to have a positive effectedfective commitment to the organisation (r =
49, p < .001, standardized regression coefficeni4, p<.001). This external CSR was
measured using a single item constructs on a fometpscale using the statement ‘The
company is a socially responsible member of theraamty.” This strong relationship found
is not expected to this extend in the current stgdce the items used in the current study do
not refer to a specific organisation or entity, bat an overall attitude towards CSR.
Unfortunately, we may not conclude our marker M@ddaCSR to be completely theoretically
unrelated to the variables in the current studyesia theoretical relation may be expected in
the case of commitment to the organisation and O®BRrefore, we have to conclude that the

marker CSR in relation to commitment is a non-ideatker variable.

Test

In this study, to identify the existence of Comnmidethod Variance (CMV) we conduct a
series of tests including (1) the Harman’s oneeiadest (Kemery and Dunlap, 1986;
Podsakoff and Todor, 1985), (2) the correlationarikér Technique (Lindell and Whitney,
2001), (3) the CFA marker technique, and (4) unmmemklatent method construct (Williams,
Hartman and Cavazotte, 2010). In the final pardgra@ control for CMV in the final models

and describe the effects.

Harman'’s one-factor test
As it is know that the likelihood of finding one derlying factor decreases with adding more
items, we will test the CWB measure separatelyiforemental and radical behaviour, and

add only two phases in the factor analysis. Forfalbeof commitment we will test for small
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groups of commitment that are likely to group tbget(1l) commitment to the project, the
supervisor and the profession, (2) commitment te trganisation and the client (3)
commitment to the job and the career. The itemsimckided in an exploratory factor
analysis and the one-factor model is compare vghariginal two-factor model (three-factor
for commitment to the project, leader and profassidable 4.3a shows that all two-factor
models are presenting a significant better fit with data than the one-factor models. This

indicates that, according to the Harman’s one-fatst, it is unlikely the data is biased due
to common method variance.

Table 4.3a Comparison fit one-factor models versusriginal model

Fit one-factor model Fit original model

ltems included X DF CFlI TLI RMSEA X DF CFI TLI RMSEA
ICWB phase 1-2 197 9 075 0.59 0.26 6 3 1.00 0.99 0.04
ICWB phase 3-4 162 20 0.88 0.83 0.15 17 13 1.00 0.99 0.03
RCWB phase 1-2 192 9 0.75 0.58 0.25 4 4 1.00 1.00 0.01
RCWB phase 3-4 300 20 0.75 0.66 0.21 26 13 099 0.98 0.06
Commitment proj., LPM, prof. 946 27 0.55 0.4 0.29 24 12 90.9 0.98 0.05
Commitment org & client 439 9 0.69 049 0.39 12 4 0.99 0.98 .080

Commitment job & career 1113 90 0.75 0.71 0.16 184 63 0.97.950 0.07

Table 4.3a

The correlational marker technique

According to this technique a study can control @vV by partialling out the shared
variance associated with the marker variable (Linaled Whitney, 2001). The best estimate
of CMV, according to this method, is the smallelsserved positive correlation between the
market variable and one of the substantive vargabldis techniqgue assumes CMV to be
noncongeneric, in other words, the effect of CM\Assumed to be equal across all variables

in the study. Table 4.3b shows the correlationsvéenh the marker variable and the
substantive variables in the study.
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Table 4.3b Correlational market technique

No Variable N Mean S.D. 1
1 Marker variable CSR 310 5.19 1.07 1
Creativity
2 ICWB phase 1 323 540 0.98 0.08
3 ICWB phase 2 322 5.84 0.86 0.1
4 ICWB phase 3 316 5.22 096 .13*
5 ICWB phase 4 316 5.36 092 .12*
6 RCWB phase 1 323 5.01 1.03 0.08
7 RCWB phase 2 321 468 1.18 .12*
8 RCWB phase 3 320 471 1.15 0.11
9 RCWB phase 4 319 5.16 0.97 0.09
10 Routine Behaviour 392 498 0.69 0.11
Commitment
11 Project 395 594 116 0.04
12 Lead Project Manager 176 5.73 1.27 -0.11
13 Organisation 314 57 141 .13*
14 Occupation 314 6.27 0.94 .24*
15 Clent 142 428 152 0.13
16 Job 450 443 1.12 .21*
17 Career 450 485 1.17 .14*%
* Correlations is significant at the .05 level @ked),
** Correlation is significant at the .01 level (2ied).
Table 4.2b

Affective commitment to the project shares thetl@asiance with the marker variable
(r=.04, p =.52). Following Lindell and Withney{2001) approach, we have corrected the
correlations between commitment and creativity tbis lowest correlation between
commitment of the project and the marker variabble 4.3c show the correlations between
commitment and creativity without correction, Taldl&8d shows the correlations corrected
using the correlation of the marker variable. Outhe 63 correlations between commitment

(seven foci) and creativity (2x4 phases and roubi@eaviour), ten correlations become non-

significant (16%).
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Table 4.3c Uncorrected correlations

Creativity ICPE RCPE Routine
P1 P2 P3 P4 P1 P2 P3 P4 Behaviour

Commitment
Project 6% 31 28 32*%* 29% 200 | 16%* .30** A2
Supervisor project .17* .27** 16* .19* -0¢ -.02 -.08 .0¢ 23
Organisation A1 .07 A7 A7+ A8 0.07  .11*  .23% A7
Occupation 27 217 27 20% 24%  15%*  13*  30* BCH Rl
Client 04 -.04 JAE JAE A8 .0 .18* JAE 0.07
Job 237 0€  .26%* | 24* 27 13 237 31%* .19%*
Career A2% 16 200 21 A6 .09 14 27+ 21

* Correlation is significant at the 0.05 level @ked), Table 4.3c

** Correlation is significant at the 0.01 level {@iled)

Table 4.3d Correlations corrected for marker effect

Creativity ICPE RCPE Routine
P1 P2 P3 P4 P1 P2 P3 P4  Behaviour

Commitment

Project 33 [28% 25 20 267 17 13 27 .39**
Supervisor project .12 .24** 12 |16* -00 -07 -1C .0t .20%*
Organisation .07 0 13 13 A5 02 .0 .20* A3*
Occupation 24% 17 24 26™ 207 12% .09 .27 .28**
Client -00 -0.09 .11 12 .15 .06 14 A1 .03
Job A9 .0e .23 21% 2567 10 197 28* .16*
Career .09 130 A7 A7 3% .05 10 .24 A7
Red = correlation becomes non-significant, Table 4.3d

Orange = correlation significance changes from.pls to p< .05

Confirmatory factor analysis using the marker véta

Following the increasing applications of structuegjuation modelling (SEM) with latent
variables in organisation and management rese8i€kl has been used to test the effect of
marker variables (Richardson, Simmering, and Starr2@09; Williams, et al., 2010). The
effect of the market variable is tested by compmgatimo structural models. The first model
includes the independent variables with the cooedmg items, as well as the marker
variable with its corresponding items. In the setonodel the items of the independent
variables are allowed to load on the marker vagiabbllowing Rafferty and Griffin (2004)
to achieve identification of the model, in the misdthe correlation between the marker

variable and the independent variables are restrit O.
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A test of the difference of overall explained aage tests if the independent variables
have a significant level of variance in common witle marker variable. If this test is not
significant, the marker variable has no significaatiance in common with the independent
variable, then one may conclude the variables alatively free from common method
variance. Table 4.3e presents the results of gte ecluding the marker variable. From this
we may conclude that the commitment variables avehrmore affected by the marker
variable than the creativity items, in specific coitment to the organisation, commitment to
the profession, career orientation and job involgemWe may assume common method
variance exists, however, it seems to have an whegftects across the constructs under

study (Richardson, et al., 2009).

Table 4.3e Model comparison marker variable

Original model

No Model 2 DF CFI TLI RMSEA
1 LRA ICWB without routine 19611174 0.90 0.90 0.05
2 LRA ICWB with routine 2569 1484 0.89 0.88 0.05
3 Final key-mediation ICPE with routine 2461 1506 0.91900 0.05

4 |LRA RCWB without routine 2062 1232 0.91 0.90 0.05
5 LRA RCWB with routine 2621 1547 0.90 0.98 0.05
6 Final key-mediation RCWB with routine 2573 1550 0.9B 0.05

Model with marker variable Test difference

No Model ° DF CFl TLI RMSEA ° DF Prob.
1 LRA ICWB without routine 2141 1319 091 09 0.05 180 145030
2 LRA ICWB with routine 2776 1646 0.89 0.88 0.05 207 162 10.0
3 Final key-mediation ICPE with routine 2668 1669 0.9M00 0.05 207 163 0.01
4 LRA RCWB without routine 2295 1380 0.90 0.89 0.05 233 14080
5 LRA RCWB with routine 2876 1712 0.89 0.88 0.05 255 165 00.0
6 Final key-mediation RCWB with routine 2828 1716 0.9 0.05 256 166 0.00

Table 4.3e
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Unmeasured latent method construct

This technique aims to specify an unmeasured latethod construct (ULMC) with the
purpose to specify the variance shared among sith&andicators. Rather than a marker
variable, a latent construct with no unique obserwelicators represents the shared variance
due to common method (Richardson, et al., 2009il&i to the CFA models including the
marker variable the nested models are comparedh@iodsis of the model fit. To achieve
identification of the models the correlation betwélee ULMC and the independent variables
are restricted to 0. To test the overall CMV effdbe latent construct of the substantive
indicators of the study in two combinations arduded in model 1. Model two includes the
same model adding the ULMC including all items loé substantive indicators of the study.
Table 4.3f shows the model comparisons.

There is an indication that there may be a probdeth common method variance, as
the model including ULMC explains significantly neoof the variance in the data. On the
other hand, this technique has been critiqued trstate the CMV since this technique is
unable to distinguish between biased variance amdtantive variance, since it does not
include any unique indicators (Richardson et &09). This effect may be extensive in the
current study, since we expect a strong relatignbletween the commitment and creativity
variables, as well as high correlations betweerfadbeof commitment and types and phases

of creativity.
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Table 4.3f Unmeasured Latent Method Construct

No Items included

Routine, ICWB phase 1-4, RCWB phase 1-4

Routine, ICWB phase 1-4, RCWB phase 1-4, org, Lpidj. client, prof.
Routine, ICWB phase 1-4, RCWB phase 1-4, carebr, |

W NP

Model 1: CFA of all substantive indicators
2

No DF CFl TLI  RMSEA
1 1342 491 0,89 0,87 0,07
2 2347 1085 0,89 0,88 0,05
3 2708 1072 0,85 0,83 0,05
Model 2 including ULMC Test” difference
No 2 DF CFlI TLI RMSEA 2 DF  Prob.

1 1600 525 0,86 0,84 0,07 258,27 34 <.000
2 2058 1036 0,91 0,9 0,05 289,53 49 <.000
3 2462 1038 0,88 0,86 0,06 24559 34 <.000

Table 4.3f

Conclusion on CMV and model test
When comparing the techniques available to deté&dV CRichardson et al. (2009) do not
recommend the use the correlational marker nofidbIC approaches in detecting CMV.
They conclude after their assessment of the variedsniques that in specific the ULMC
method is the worst performing technique (Richandst al., 2009). They do, however,
highlight the practical value of the CFA markerthe way it can contribute to the making of
more informed judgments about whether or not tha acontaminated with CMV.
Consistent with this study, in our case the tdets CMV are inconsistent; the
Harman’s one-factor test indicates no CMV, the @atronal marker technique indicates
some CMV, and the unmeasured latent method congestindicates there is a reason to
expect CMV. Following the advice of Richardson kt(2009), we follow the results of the
CFA marker test, which indicates some significasutts. However, these results are in line
with the a priori identified marker to be a nonatlenarker for commitment, relatively ideal
marker for creativity. The findings confirm our eeqgtations, since we find the marker
variable to have an insignificant effect of (almjosli of the CWB constructs as well as an
insignificant effect on commitment to the projestypervisor and client. Confirming our

expectations from previous studies, there is diogldbetween the marker and commitment to
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the organisation, the profession, the job and dreer. On the basis of the CFA marker test
we may conclude there to be little reason to ex@V in the data, the effects found are
likely to be due to real, theoretically expectefets.

In case we would like to correct our models fav\; previous studies are very
sceptical about the use of any of the CMV idemdtiien techniques to be used to correct for
bias caused by common method variance (Richardsah,e2009). We do however, have
some concerns about the CMV found in the effed8R on phases 2-3 of radical creative
process engagement. Therefore, an additional éssbblen conducted to assess the effect of
CMV in the final models connecting commitment ameadivity, which will be presented in
the next chapter.

Including the marker variables as control varialnldhe models affects the overall
explained variance, the model fit and tests hakeadly been presented in Table 4.3e. In the
next chapter the model results will be presentetiefiVthe marker variable is included in
these hypothesized models as an extra control btarighere is no significant effect on
incremental and radical CWB in all phases. Neitl@rgd more importantly, is there any
change in the effects between the multiple foccafmitment and the two types of CWB
when the marker variable is included as an exwatiol’ variable in the model.

The marker variable does have a significant caigglawith commitment to the
organisation, which is allowed for in the modelsawhncluding the marker effect on the two
types of CWB. Since the marker variable does nfgtcafany of the hypothesized relations,
and the significant relations affect commitmentine with our theoretical expectation, we
can conclude CMV is unlikely to bias our findingBherefore, in the following section
presenting the results of the analysis, the hysated models will not include any of the

CMV test constructs.
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4.4 Control variables

In the literature on the multiple foci of commitmehe control variables that are used are
similar: age, gender, education and tenure. Becafighe multiple foci of commitment
approach, organisational tenure should be compleddyy professional tenure, client tenure
and team tenure. Other control variables that aesl @are team size and team membership,
profession type and job type.

Five control variables that have been found sigaitt in relation to creativity are age,
gender, company tenure, education and job typerff@e@007; Shalley, et al., 2004). Job
characteristics are also mentioned as a factarentling creativity (Oldham and Cummings,
1996; Tierney, et al., 1999). Another factor tlsabéen argued to have a significant influence
on creativity is intrinsic motivation (Amabile, 188Amabile, 1996; Tierney, et al., 1999).
Intrinsic motivation may be expected to have a muy role between commitment and
creative process engagement. Intrinsic motivatiay ive measured with three items adapted
from Amabile (1985).

Comparing creativity and commitment literature cohtvariables, the following
control variables will be included: age, genderuaadion, job type, organisation tenure,
profession tenure, client tenure and team tenuis® the average duration of projects will be
included as a control variable in the survey, ggadtides information about the length of an

average creative process.

Test of the control variables

In order to assess the unbiased effects betweemiment and CWB, a series of
control variables will be added to the models. Toatrol variables are discussed in the
description of the research arena. Two types ofrobwnariables are added to the model. The
first type is concept specific, these variabledude: age, level of education, grade in the
organisation, gender, organisation tenure, prdgmtire, client tenure, length of the project
and project size (number of people working on treggat). A second set of control variables
are specific to the research setting are spedatfi¢ide description of the research arena. These
include: membership of a professional body, progtgoe, role in the project, and industry
type.

First, a series of linear regression analysesanelucted to test the effect of control
variables on each phase of CWB separate. The ¢omr@able are included in a linear
regression model following a stepwise backward ielation procedure, in which one by one

the control variable showing the least unique veraeffect on the CWB variable was
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removed from the model. This process was continuad all effects were significantly
affected the variance of the CWB variable. Tabiadshows the results of the significant
standardized regression effects of the controlabdes and explained variance of the
regression models of incremental and radical CVépagated for each phase.

Second, in our understanding the incremental CVWBsttuct consists of four
independent phases, concluding from the confirngefeartor analysis in the previous chapter.
This may be concluded from the CFA test of the madeuding a second-order factor,
which failed to explain significantly more of thanance in the data than the model without
this second-order factor. However, the correlatibagveen the four phases of incremental
CWB are substantial (for correlations see tableby.2ZConsequently, the effect of
commitment on CWB is better represented in a LaRegression Model (LRM) which
allows inclusion of multiple dependent variables ichh are unconstraint (allowed to
correlate). Since the phases of incremental CWBreleded, it is to be expected effects of
control variables to be slightly different in a LRModel. To test for these differences the
selected control variables are included in threéehiaRegression Models, of which the
results are presented in Table 4.4b.
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Table 4.4a Regression analysis of the control valies in separate linear regression analyses

Incremental CWB Radical CWB Routine
Control Group Phase 1 Phase 2 Phase 3 Phase 4 Phase leRhBbase 3 Phase 4 Behaviour
Tenure Organisation -.15*
Gender Women -.14**
Grade Organisation Administrative - A7 =27 - 28** 21 - 20
Grade Organisation Manager O A R -.13* -¥6 -.16**
Grade Organisation Partner 12*
Grade Organisation Specialist
Role Project Financial Administrator -.14* - 18* -.25% - 19** -.22**
Role Project Project participant -.13* -.19** - 16
Role Project Participant Project Manager -.14* -.14*
Stage Project 75% or more completed -.13*
Program type SMART 15**
Industry Consultants -.13*
Education A level or GCSE -.12*
Adjusted R Square A2 .04 A1 .10 14 . . 15 .07
F-value 8.98* 6.73* 13.24* 17.48** 12.78* 7.35** 12.49 11.3** 7.40**
* Regression effect is significant at the 0.05 ldetailed), ** Regression effect is significarittae 0.01 level (2-tailed)
Table 4.4a
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Table 4.4b Standardized regression effects of thewtrol variables in three Latent Regression Models

LRM 1 LRM 2 LRM 3
Incremental CWB Radical CWB Routine

Control Group Phase 1 Phase 2 Phase 3 Phase 4 Phase leRhBbase 3 Phase 4 Behaviour

Tenure Organisation -.14** -.13**

Gender Women

Grade Organisation Administrative -.20%* 25%% - 31** **  -.60*

Grade Organisation Manager -.13*%* - 16** -.18** - 16%* 19** - 10**

Grade Organisation Partner

Grade Organisation Specialist

Role Project Financial Administrator -.28% - 20%*% - 28* - 26**

Role Project Project participant -.12* -.12* -.12*

Role Project Participant Project Manager

Stage Project 75% or more completed -.14**

Program type SMART

Industry Consultants -.11*

Education A level or GCSE

Adjusted R Square 10** .02 08** 2% A6**  .08*  .15%* g .04

* Regression effect is significant at the 0.05 ldetailed), ** Regression effect is significarittae 0.01 level (2-tailed)

Table 4.4b
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Chapter 5

Findings and Discussion: The variable centred apprach

In the previous chapter, the method was outlinkeel,survey measures have been developed,
and the measurement model has been tested and foube reliable. The measurement
model includes the independent and dependent Vesialf the thesis: the measures of
multiple foci of commitment and the measures ofrentental and radical creative work
behaviour in four phases. Following the confirmatmf the reliability of the measurement
model, in this chapter the second step of the ti@p-approach towards latent modelling is
followed, including the test of the structural tedas between the multiple foci of
commitment and creative work behaviour.

Following the variable-centred approach, direcee and mediation between the
multiple foci of commitment will be tested. Firstn overview of the relations between the
multiple foci of commitment creative work behaviasiprovided on the basis of a correlation
matrix. Second, hypotheses one to three are tesieg latent regression analysis. Third,
issues with multicollinearity are discussed. Fourthe mediation models proposed in
hypotheses four to six are tested on comparisastrattural equation models. This chapter
concludes with a summary of the findings and disicurs

In this chapter the hypotheses, which were developechapter two, will be tested.
Subsequently to the variable centred types of amalp chapter five, in chapter six the data
is analysed using a person-centred type of analybis reason for this is to further explore
the data on characteristic profile of commitmenteafation to creative work behaviour. This
type of analysis provides more insight into the ptem relations between the multiple foci of

commitment and creative work behaviour.
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5.1 Results variable-centred analyses: Direct effec

In this section the direct effects of the multigci of commitment on creative work
behaviour are tested. First, an overview of thatm@hs between the multiple foci of
commitment and creative work behaviour will be pded on the basis of a Pearson
correlation matrix. The overall relations betweedltiple foci of commitment and creative
work behaviour will be discussed.

Hypothesis 1 will be tested by measuring the dieffects of the seven multiple foci
of commitment on routine behaviour in a Latent Region Model (LRM). Hypothesis 2 will
be tested by measuring the direct effects of therséci of commitment on the four separate
stages of incremental creative behaviour. In thevipus chapter we found incremental
creative work behaviour (ICWB) in four phases to ibdependent variables, rather than
represented by a second-order factor as one ovieradl of behaviour. The effects of
commitment on ICWB will be discussed with specifiterest in the differences between the
effects for the four phases of the creative pracess

The four phases of radical creative work behavi®€WB) are tested to be better
represented with a second-order factor represeritirgconstruct as a whole. However,
hypothesis 3 will be tested by measuring the diedfgcts of the seven foci of commitment
on the separate four phases of RCWB to make cosgmabetween incremental and radical
CWB possible. The total of three models providesold basis for the comparison and
discussion of the effects of the multiple foci ofemitment on the types of creativity.

5.1.1 Overview relations

Table 5.1a reports the correlations between comemtnand the types of creative work
behaviour. Per type and phase of creative work \beba the strongest relations with

commitment are indicated in green, the weakestetaions in red. Pearson correlations
between the variables represent how much of thenae is shared between the variables,

and it is tested if this variance is significantlystronger than zero.

114



Table 5.1a Pearson correlations

No Variable Mean S.D. N 1 2 3 4 5 6 7 8 9 10 11 12 13 14
Commitment
1 Project 454 1.31 450 1
2 Lead Project Manages.73 1.27 176 -.04 1
3 Profession 6.27 0.94 314 .17** 08 1
4 Career 485 1.17 450 .95** -.03 .21** 1
5 Job 441 1.18 450 .65* -.06 .32*%64** 1
6 Organization 5.70 1.41 314 .18** .08 .34*¥7** 43* 1
7 Client 418 154 142 .01 -08 .07 .03 .15 .17* 1
CWwB
ICWB Phase 1 5.40 0.98 323 .14* .17*27** [12* .22** 11* .04
ICWB Phase 2 5.84 0.86 322 .12*27**.21**.16** .10 .07 -.04 .46**
10 ICWB Phase 3 5.22 0.96 316 .21** .16*27**.20** .26** .17** 15 .46** .46**
11 ICWB Phase 4 5.36 0.92 316 .21**.23**27** 21** 23** 16** .16  .45** 47** Q5**

12 RCWB Phase 1 5.01 1.03 323 .16**-.03 .24** .16** .27** .18** .18* .58** .39** 47** 48**

13 RCWB Phase 2 468 1.18 321 .09-.03 .15** .10 .14* .07 .09 .35**.46**.33**.32**.48**

14 RCWB Phase 3 471 1.15 320 .15*-.05 .13* .14* .23** .11* .18* .39**.34** 45** 45** 66** .63**

15 RCWB Phase 4 5.16 0.97 319 .26**.09 .30**.27** .32** .23** .15  .51** .49** 70**.70**.63** .49** .60**

16 Routine behavior 6.12 0.82 391 .15**.2381**.16** .07 .13* .05 .40** .41** 39** 43** 30** .24** 22** 44**

* Correlation is significant at the 0.05 level @ted), ** Correlation is significant at the 0.0dvel (2-tailed)
Table 5.1a
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Findings

The correlations show an overall significant arrdrgg correlation between the commitments
and the behaviours. The strongest relations anedaet commitment to the job and radical
creative work behaviour in the fourth phase (r 2*3 and commitment to the profession
shares most variance with routine behaviour (r 2*)3 The weakest and non-significant
correlations are found between commitment to tientlnd incremental creative behaviour,
and between commitment to the lead project managgradical creative work behaviour.

From the analysis in the previous chapter it wasnél incremental and radical
creative work behaviour in the fourth phase (idealeation) to be strongest related to routine
behaviour. This is confirmed again in the relatldps between commitment to the
profession and the behaviour. Commitment to thdegsion is strongest related to routine
behaviour and incremental creative work behavidire relation between radical creative
work behaviour and commitment to the professiomasker, except for radical creative work
behaviour in the fourth phase (r = .30**).

For routine behaviour, the strongest relationsh@pe with commitment to the
profession and commitment to the lead project manalyledium strong relations exist
between routine behaviour and the project, theetamad the organisation. For incremental
creative work behaviour, the overall strongesttiets are between commitment to the
profession, except for phase two (information deawhich is most related to commitment to
the supervisor. Commitment to the organisation &rang predictor, however only in the
third and fourth phase of incremental creative wéshaviour. Radical creative work
behaviour shares the strongest correlation with mitment to the job, except for radical
creative work behaviour in the second phase (in&tion search), which is most strongly
related to commitment to the profession. This iathe that, next to phase four, phase two of
the creative process is also a less radical pHabe areative process.

The third phase of the creative process (ideargéna) has been found to be the
most radical phase in comparison to the other ghddee third phase of incremental creative
behaviour is more strongly related to commitmenttite job in comparison to the other
phases. In addition, radical creative work behavimuthe first and the third phase are
significantly related to commitment to the cliemglicating a specific role of commitment to
the client and this most radical phase of radioghtive work behaviour.

Overall, this overview of the relations confirnfeetproposed model, with the more
proximal commitments to predict the more radicalative behaviour (the job), and the more

project related foci of commitment to have the sgy@st effect on incremental creative work
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behaviour (the project, the lead project manageonfirming findings from chapter four,

routine behaviour on the project is strongly redate incremental work behaviour. Routine
behaviour on the project shares correlation witmmatment to the project, rather than with
the organisation as hypothesized. Interestinglynmagment to the leader has a strong
relation with routine behaviour, stronger than wiisremental work behaviour, and non-

significant with radical creative work behaviour.

Discussion

A limitation of these correlations are that theg dased on the sum of the items measuring
the construct, and not on model based relationwdsat the variables as latent constructs,
which will be the approach used to test the hypehkdater in this section. In addition, these
simple correlations are not corrected for effectsdemographics and control variables.

Therefore, these correlations provide some insighd an overview of the relations.

However, more specific test are necessary toheshypotheses.

5.1.2 Test of the direct effects

The effects of the seven foci of commitment on dependent variables are tested in three
Latent Regression Models, to test hypotheses hd23aA Latent Regression Analysis using
maximum likelihood estimation is conducted becatise type of modelling allows for the
inclusion of multiple dependent variables. This dppropriate since it is found that
incremental creative work behaviour is better repnted as four independent constructs
rather than including a second-order factor.

Latent modelling is preferred over simple regressimdelling because constructs are
measured by a set of survey items together repiagelatent constructs. To adequately
represent these constructs as latent construdiseirmodel testing the structural relations,
latent models are deemed appropriate in our casthel previous section the effects of the
control variables are determined and discussed.coh&ol variables identified as having an
effect on the construct under study will be incldde the models.

To test hypothesis 1, in Latent Regression Model ithve effect of the seven foci of
commitment is regressed on routine behaviour. Tiheoff this model with the data is
sufficient (2 = 1029.661 (584), CFI = .94, TLI = .93, and RMSEA.05). Since the
measurement model has been tested in the prevaatisrs, the factor loadings of the items
on the latent constructs are not included in tiselts. All standardized effects (Betas) of the

control variables and the multiple foci of commitmen routine behaviour are included in
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Table 5.1b in the column LRM 1. Table 5.1c shovesdbrrelations between the multiple foci
of commitment in their respective models.

Hypothesis 1a is confirmed with the commitmenthe project to be the strongest
predictor of routine behaviour with standardizedabef .30** as can been seen from Table
5.1b. Commitment to the lead project manager hasigroficant effect on routine behaviour,
therefore, hypothesis 1b is not confirmed. Howetes may be due to the strong correlation
between commitment to the project and commitmenthto lead project manager in this
model (r = .46**).

To test hypothesis 2, in Latent Regression Model tine effect of the seven foci of
commitment is regressed on incremental creativekvmhaviour in the four phases. In
addition to the identified control variables, th@del also controlled for routine behaviour.
The reason for this is our specific interest inatinge rather than routine or in-role behaviour
in the project. By including the effect of routibehaviour in the prediction of incremental
CWB, this enables us to test for the effect of commant on the truly creative element of
CWAB, over and above the routine or extra role elgme

The fit of this model with the data is sufficienf € 2191.886 (1372), CFI = .92, TLI
= .91, and RMSEA = .05). Since the measurement hoae been tested in the previous
section, the factor loading of the items on theratonstructs are not included in the results.
All standardized effects of the control variablesl ahe multiple foci of commitment on
routine behaviour are included in Table 5.2 inltR# 2 column.

The model confirms earlier findings on routine bebar being strongly related to
incremental work behaviour, with routine behavidwaving strong significant effects on
incremental work behaviour in all four phases. Rautbehaviour has a particularly strong
effect on incremental work behaviour in the foystiase (idea evaluation). This confirms the
findings that idea evaluation is not the most rallljccreative of the phases in the creative
process, standardized= .31**.

Hypothesis 2a is confirmed with commitment to thejgct having a significant effect
on incremental work behaviour in the first threagds. The effect of commitment to the lead
project manager, hypothesis 2b, is not significdihe correlations in the model are, however,
strong and could explain non-significant effectentnitment to the project shares a strong
correlation with commitment to the lead project ager ( = .47**), with commitment to
the profession ( = .39*%), with commitment to the organisation (= .24**), with

commitment to the career € .21**), and with commitment to the job (.16**).
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Hypothesis 2c is partly confirmed, with commitmeatthe organisation to have a
significant effect on incremental creative work aelour in phase one and three<.14%*).
Commitment to the profession and commitment toctient are found to have no significant
effect on any of the phases of incremental creativek behaviour, therefore, hypotheses 2d
and 2e are not confirmed.

The significant effects of commitment of the caremd the job on incremental
creative work behaviour have not been hypothesizkd.effects of commitment to the career
and the job are significant on incremental workayedur in phase one and three (problem
finding and idea generation). This does confirndifigs from the correlations between the
phases of incremental and radical creative worlabielur on incremental creative behaviour
in phases one and three to be more radical thahase four (idea evaluation). Commitment
to the job and commitment to the career have betnthypothesized to have an effect on
radical creative work behaviour.

The strong correlation between commitment to tegod commitment to the career
(r = .74**), due to multicollinearity, is the causé the negative effect of commitment to the
career. The issues and limitations in relation wthlticollinearity will be discussed in the
next section. Similarly the strong correlation beéw commitment to the job and
commitment to the organisation (r = .43**) may haaised the effect of commitment to the
organisation to be negative (standardized-.14*).

To test hypothesis 3, in Latent Regression Modeletlthe effect of the seven foci of
commitment is regressed on radical creative woitka®ur in the four phases. Similar to
incremental work behaviour, in addition to the itiiged control variables in the model is
also controlled for routine behaviour. Additionalthe four phases of radical creative work
behaviour are treated as four separate independmidbles, against the result of the
measurement model which suggest the inclusion séa@nd-order factor. However, it is
decided to leave this factor out here to enablepasison between incremental and radical
creative work behaviour.

The fit of this model with the data is sufficienf € 2275.187 (1414), CFI = .91, TLI
= .91, and RMSEA = .05). Since the measurement hoae been tested in the previous
section, the factor loadings of the items on thenconstructs are not included in the results.
All standardized effects (Betas) of the controlialles and the multiple foci of commitment
on routine behaviour are included in Table 5.1thenLRM 3 column.

Hypotheses 3a, the effect of commitment to thegasibn on radical creative work

behaviour, is only confirmed for the fourth phaderanical creative work behaviour (idea
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evaluation). Hypotheses 3b and 3c are confirmel woimmitment to the job and the career
to have the strongest effect on radical reativekwaghaviour, particularly on the first and
third phase. The negative effect of commitmente ¢areer may be due to multicollinearity
effects discussed in the next section. In additionthe hypotheses, commitment to the
organisation is found to have a negative effectr@ative work behaviour in the third phase,
which is an effect that has not been hypothesideavever, this effect does confirm the idea
that ‘local’ environments may hinder the extendwbich employees undertake radical
creative work behaviours.

Unexpectedly, commitment to the project was foumdhave an effect on the fourth
(evaluation) phase (standardized= .15*). This may be explained by findings whicte a
described in detail in chapter four, with the fouphase of the creative process is signify-
cantly related to routine behaviour. The effectommitment to the profession on the fourth
phase of radical CWB is a confirmation of this poes finding. Therefore it can be
concluded that the fourth phase is less radicalbative than the other phases of the radical

creative process (standardized= .26**).
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Table 5.1b Latent Regresion Analysis direct effectsommitment on Incremental, Radical CWB and RoutineBehaviour

LRM 1 LRM 2 LRM 3
Routine Incremental CWB Radical CWB

Control variable Dummy Behavior Ph1l Ph2 Ph3 Ph4 Ph1l?2PPh3 Ph4

Tenure Organisation -.02

Gender Women -.15** -.13**

Grade Organisation Administrative .01 -.14* - 22%% - 27* -.15*

Grade Organisation Manager - 11%* - 15%* - 15% - 15% - 17* - 16%*

Grade Organisation Partner .02

Grade Organisation Specialist -.08

Role Project Financial Administrator -.07 -.03 -.18*46x [ 23** - 23**

Role Project Project participant -.09 -.10* -.08 .06 -.04

Role Project Participant Project Manager -.04 -.09

Stage Project 75% or more completed 2%

Program type SMART .06

Industry Consultants A1*

Education Alevel or GCSE -.08

Affective commitment Project .30%* 21 25 22 .04 .22*.13 .09 -.05
Lead Project Manager 10 .05 .04 .09 .12 -09 -.08 -.06 .09
Organisation .01 -.14" -.04 -14* -09 .12 -09 -.18* -01
Profession 18** 14 01 .04 11 10 .08 .05 .15*
Client .01 -.04 .14 .03 .11 .16 .03 .13 .07
Job -.07 27 .08 .40 .19 .36** .05 .35 .20
Career A4 -.22* -06 -.29** -08 -.22* -13 -.21* -.02
Routine behavior n/a 22%% 28*  24** 34* 09 .11 .11 .26
Adjusted R Squa 23 27 25%% 4%k Zkk Q¥ 1%k 2% 31**

" Regression effect is marginally significant at 052 *effect is significant at the 0.05 levelt@led), ** effect is significant at the 0.01 lev@-tailed) Table 5.1b
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Table 5.1c Correlations between the multiple focifocommitment LRA models 1, 2 and 3

Affective Affective LRM 1 LRM 2 LRM 3
Commitment Commitment Routine Behaviour IncrementdBC Radical CWB
Career Job 4% 4% 4%
Project Job .16** 22%* 22%*
Project Career 21%* 24%* 22%*
LPM Job -.03 -.01 -.03
LPM Career -.01 .00 -.04
LPM Project A6** AT** AT
Profession Job 31** 33** 33**
Profession Career 25%* 2T** 26%*
Profession Project .36%* 39%* A0**
Profession LPM .09 .10 13
Organisation Job A3** A5** A4x*
Organisation Career 21%* 23** 21%*
Organisation Project 24** 27** 30**
Organisation LPM .09 .10 A2
Organisation Profession 34** 37** 37**
Client Job 15 .19 .19
Client Career .09 12 12
Client Project .04 .07 .07
Client LPM -11 -.06 -.15
Client Profession .09 A1 .08
Client Organisation .16 .18* A7*

*Correlation is significant at the 0.05 level (2k¢d), ** Correlation is significant at the 0.01vid (2-tailed) Table 5.1c
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5.1.3 Multicollinearity

The results presented in the previous section hawe interpreted with caution since there
are some indications of multicollinearity. Collim#g is high correlations among latent
exogenous constructs. Multicollinearity occurs wherre than two latent exogenous
constructs are highly correlated. In this case dbeelations between the multiple foci of
commitment are high, specifically between committmenthe job and commitment to the
career. However, multcollinearity is inherent ire ttheoretical construct of multiple foci of
commitment. In addition, the context of inter-orgational innovation project is likely to

strengthen commitment to multiple foci and, therefstrengthen multicollinearity. This is a
characteristic of the data, and potentially, a abtristic of employees working in the
context of inter-organisational projects.

Multicollinearity can have a damaging effect on tplé regression models. When
multicollinearity exists, the estimated regresstmefficient can fluctuate widely, making it
risky to interpret the coefficients as an indicatdrthe relative importance of predictor
variables (Cooper and Schindler, 2006). Signs stias with multicollinearity in latent
models are described by Grewal et al. (2004) ttude non-significant coefficient estimates
even though the overall regression is highly sigaiit; ‘wrong’ signs of the coefficients; and
unstable parameter estimates. Multicollearity canidentified by: (1) high correlations
between constructs (between .6 and .8), (2) a tabe for the variable inflation factors
(VIF) index (> 2.5), and (3) results with negatiefects which cannot be explained on
theoretical grounds (Cooper and Schindler, 2006).

First indications of potential issues with multlotearity in the models tested in the
previous section are the negative effects of comeritt to the career and commitment to the
organisation on creative work behaviour. Correlagiobetween the multiple foci of
commitment are not particularly high, except foe ttorrelation between commitment to the
job and commitment to the career (.64), commitnierthe project and the LPM (.45), and
commitment to the organisation and the job (.4d)thie case of commitment to the job and
commitment to the career the multicollinearity esvieeen .6 and .8 which is considered high.
Type Il error rates can be substantial (greater 5G26).

Composite reliability (Table 4.4b) is above .7 andmost of the scales above .8,
which should off-set the high correlations. Compmseliability for commitment to the career
is .69 and commitment to the job is .66, which lbedow the .7, increasing the chance of
multicollinearity between these variables. Compogi¢liability for commitment to the

organisation (.89), commitment to the project (,8)d commitment to the lead project
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manager (.74) are all above .7 which decrease<liaace of biased effects because of
multicollinearity. Another aspect which could offtghe effect of multicollinearity is a large
sample in ratio to the number of parameters inntleelel. For the Latent Regression Models
two and three the sample size ratios are betweand44.5, which are reasonable, but not
particularly high to off-set the multicollinearigffect.

The variable inflation factors (VIF) are calculatexl the basis of the sumvariables in
a ‘simple’ regression analysis. The VIF values vdmgtween the dependent variables
incremental and radical creative work behaviourthe four phases. To provide a more
accurate impression of the VIF values in the lataontlel, the values are calculated on the
basis of the composite of the four phases for mergal and radical creative work behaviour;
these values are displayed in Table 5.1d. VIF sahre specifically high for commitment to
the project and commitment to the career. Remowingimitment to the project or
commitment to the career from the model reduces %kies to below 2.5. Most of the
problematic levels of multicollinearity seem to églace between commitment to the project
and commitment to the career.

One way of dealing with multicollinearity is tom@ve one of the two constructs with
high correlations, or to let the items of the twonstruct load all on one overarching
construct. Removing a construct or ‘combining’ domsts is a solution if constructs are
expected to overlap. In the case of multiple fdccammitment constructs are well-defined
and distinguished. In addition, the tests on rdligtof the measures in the previous chapter
have given the indication that the measures of ciomemt are valid and reliable. In other
words, the variables are measured well, represgmatiseparate construct; they are, however
,strongly related constructs.

The aim of this study is to compare the effectthefmultiple foci of commitment on
three types of work behaviour. Removing one offtieé of commitment from the model will
limit and bias the model in its representationtad full set of the foci of commitment in the
context of inter-organisational innovation projedfghen commitment to the job is removed
from the analysis the multiple foci of commitmerd dot represent the complete set of
commitments employees working in inter-organisatlomnovation projects may develop
commitment towards. In addition, removing commitinnthe job will cause other effects to
change, both effects of commitment on work behayias well as effects between foci of
commitment.

To conclude, in the analysis of the direct effeaftsnultiple foci of commitment on

creative work behaviour there are substantial sswgh multicollinearity. The negative
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regression coefficients and instability of the effecreate problems with the analysis of the
effects. On the other hand, these strong effedisdam the foci of commitment may also be
interpreted as a finding of how multiple foci ofnemitment interact and relate to each other
in the specific context of inter-organisationalonation projects.

Since the analysis of direct effects is limitedotwther approaches towards the
analysis will be taken which acknowledge the striomgr-relations between the multiple foci
of commitment. In the next section mediation moddlsbe tested in which the multiple foci
of commitment are allowed to interact on the thigees of work behaviour. Additionally,
taking a person-centred approach, a Latent Mixtdwelel will allow even further interaction

and coexistence between the multiple foci of commaiit, discussed in chapter five.
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Table 5.1d Multicollearity statistics

Incremental CWB

No Variable Tolerance VIF Eigen  Condition Variance Propans
value Index 1 2 3 4 5 6 7
Constant n/a n‘a 7.69 1 0 0 0 0 0 0 0
1 Project 0.09 10.67 0.12 8.06 0.01 0.00 0.01 0.00 0.50 0.00 01 O.
2 Supervisor 0.91 1.10 0.09 9.32 0.01 0.04 0.19 0.01 0.35 0.000.00
3 Organisation 0.73 1.36 0.06 11.75 0.00 0.18 0.47 0.00 0.00 0.03 0.00
4 Profession 0.73 1.37 0.02 19.91 0.03 0.03 0.33 0.18 0.070.59 0.02
5 Clent 0.88 1.13 0.02 20.78 0.00 0.39 0.01 0.47 0.00 0.29 0.01
6 Job involvement 0.43 2.30 0.01 28.68 0.03 0.30 0.00 0.32 06 0. 0.03 0.00
7 Career 0.10 9.80 0.00 52.27 0.92 0.06 0.00 0.02 0.02 0.05 0.96
Radical CWB
No Variable Tolerance VIF Eigen Condition Variance Propans
value Index 1 2 3 4 5 6 7
Constant n/a n‘a 7.69 1 0 0 0 0 0 0 0
1 Project 0.10 10.17 0.11 8.29 0.00 0.01 0.00 0.01 0.000.54 0.00
2 Supervisor 0.91 1.09 0.09 9.20 0.00 0.01 0.08 0.12 0.01 0.32.01
3 Organisation 0.75 1.33 0.06 11.51 0.01 0.00 0.19 0.55 0.00 0.01 0.02
4 Profession 0.75 1.34 0.02 19.75 0.01 0.02 0.00 0.19 0.01 5 0.00.87
5 Clent 0.89 1.13 0.02 20.02 0.02 0.01 0.36 0.12 0.63 0.01 0.04
6 Job involvement 0.47 2.15 0.01 29.26 0.82 0.03 0.33 0.00 0.33 0.06 0.04
7 Career 0.11 9.50 0.00 52.09 0.13 0.92 0.03 0.00 0.02 0.01 0.04
Table 5.1d
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5.2. Results variable-centred analyses: Mediation odels

In the previous section the hypotheses 1 to 3 bhaea tested including the direct effects of
the multiple foci of commitment on creative workhlagiour. Hypotheses 4, 5 and 6 include
the mediation effects between the multiple focicommitment in their effect on the three

types of work behaviour. To test which mediatiofeets are the best representation of the
variance in the data, the model fit of various aual equation models will be compared.

This section concludes with a discussion and corsgarof the results.

5.2.1 Key mediator model routine behaviour

A chain ofstructural equation models azenducted to test the hypothesized mediation effect
of commitment to the project on routine behavioAtternative mediation models are
compared with the hypothesized model on the bddiseir model fit. The fit indices of the
models predicting routine behaviour are displayedrable 5.2a. Model one is the Latent
Regression model from the previous section. In rsodeo to eight, all seven foci of
commitment are included as key mediators withdoianhg for direct effects.

Hypothesis four is confirmed; commitment to th@ject is found to represent the
variance in the data best with the model showibhgtter fit to the data than any of the other
foci of commitment. When the mediation effect isled to the model, this restricts the model
for direct effects, simplifying it. When the medat effect is added to the model and the
direct effects are taken from the model, this iases the free parameters of the model with
six. The simpler model explains less of the varaimcthe data. The value of the chi squared
test for model fit increases 12.12 away from aquly explained model. Testing this change
in chi-square with the latent regression modelvalhg for all direct effects, this difference is
found to be non-significant (p = .06). This indesitthat the simpler model, including the
mediation, explains the data equally well compdcethe complex model, since the decrease
in explanation is not significant. In this case thediation model should be preferred.

Testing for additional direct effects from commitmheon routine behaviour, it is
found that adding a direct effect from commitmemtttie profession on routine behaviour

significantly improves the model fit (model 9).
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Table 5.2a Fit indices for structural mediation mockls Routine Behaviour

2

Model 2 (DF) DF CFl TLI  RMSEANoO of sigNo of sig  Model
Paths’ Paths comparison  (DF)
1. Latent Regression model: all direct effects 1689 584 0.94 0.93 0.05
2. Mediation model Project (Hypothesized model) 1@81 590 0.93 0.93 0.05 11 2/6 lvs2 12.12 (6)
3. Mediation model Leader 1068.88 590 0.93 0.92 0.05 171 /6 1
4. Mediation model Career 1077.93 590 0.93 0.92 0.05 1/1 /6 3
5. Mediation model Job 1082.21 590 0.93 0.92 0.06 1/1 216
6. Mediation model Organisation 1082.89 590 0.93 0.92 060. 0/1 3/6
7. Mediation model Profession 1064.41 590 0.93 0.92 0.051/1 216
8. Mediation model Client 1085.88 590 0.93 0.92 0.06 0/1 0/6
9. Mediation model Project allowing a path 1033.05 958 0.94 0.93 0.05 2vs. 7 8.73 (1)**
from commitment to the Prof. to routine behaviour 1vs.9 3.39 (5)
10. Mediation model Project allowing paths 1031.49 885 0.94 0.93 0.05 7vs. 8 1.56 (1)
from prof. and career to routinebehaviour
! Significant paths between the key-mediator andimetbehaviour,
2 Significant paths between the other foci of commeint and the mediator
** Chi-square test of change in model fit is sigraint at the 0.01 level (2-tailed)
* Chi-square test of change in model fit is sigrafit at the 0.05 level (2-tailed)
Table 5.2a
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Allowing for the effect of commitment to the careier addition to commitment to the
profession does not significantly increase the rmdgnodel 10).

From the previous analysis model nine is found écthee best representative of the
variance in the data and will be further analyseable 5.2b reports the standardized beta
coefficient for the final mediation model allowirigr a direct effect of commitment to the
profession on routine behaviour. These resultslsrated in Figure 5.1. The interactions
between the multiple foci of commitment become rcfeam this mediation model, providing
more insight than the latent regression modelkerptrevious chapter.

The model shows commitment to the lead project ma@nand commitment to the
profession together influencing the levels of cotnmeint to the project in predicting routine
behaviour in the project. The concept of the maltclevel of analysis is confirmed for
routine behaviour. Commitment to multiple foci has effect on routine behaviour on the
project only if these commitments influence comnaitinto the project.

However, the results also indicate that if commitme the profession cannot be
expressed through the project it still has a sepaignificant effect on routine behaviour on
the project. Commitment to the career, the job, #ral organisation together strengthen
commitment to the profession in their effect on tm& behaviour on the project.
Commitment to the client seems to be a separagpentent construct which does not relate

to any of the foci of commitment in relation to time behaviour.

Table 5.2b Key-Mediator model commitment to the prgect on Routine Behaviour

Project Routine behaviour
Affective commitment
Project na .36**
Supervisor A3**
Organisation 0.11
Profession 26** 19**
Client 0.05
Job involvement -0.09
Career 19*
Adjusted R Square 34** 22%*

*significant at the 0.05 level (2-tailed), **sigighnt at the 0.01 level (2-tailed) Table 4.2b
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Figure 5.1 Significant regression effects in Key mediator mdgieutine Behaviour.

* Project = affective commitment to the projectr€sax = affective commitment to the career, Orgfedive
commitment to the organisation, Prof = affectivencaitment to the profession, Client = affective coitmnent
to the client, LPM = Lead Project Manager, Job k-ijovolvement, routine = routine behaviour
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5.2.2 Key mediator model incremental CWB

To test hypothesis four the same type of analysisbe conducted including a chain of
structural equation models and comparison of mdidelThe fit indices of the models
predicting incremental creative work behaviour displayed in Table 5.2c. Model one is the
Latent Regression model including the direct effeat the seven foci of commitment on
incremental creative work behaviour in the four ggs In model two to eight, all seven foci
of commitment are included as key mediators witladlatwing for direct effects.

Hypothesis four is confirmed with the model inchgl commitment to the project as
the key-mediator to be the best representatioh@fariance in the data. On the other hand,
the mediation model is twenty-five parameters senphan the model including all direct
effects, and the fit of the model decreases by 3&chi square value). This change is
significant, indicating the mediation model is sfgrantly decreasing the model fit. It should
be concluded from this result that a mediation rhadeot a better representation of the data.

To make comparisons between the mediation modelsdimg the three types of
creative work behaviour, direct effects are adaethé model to increase the model fit. It is
found commitment to the job has a direct effectimremental creative work behaviour in
the third phase (idea generation). This findingirisline with previous findings with
commitment to the job having an effect on increrakmtork behaviour in the third phase.
The third phase of incremental work behaviour hesnbfound to be more radical than the
other phases on the incremental creative process.

Next the mediation model including the direct effef commitment to the job is
compared to the latent regression model includihdirct effects (model 1 versus model 9).
Model 9 only marginally significantly decreases then comparison with model 1. The chi
square value changes by 41.12; the change in degféeedom is 24; the p value is .012.

The standardized regression coefficient of theiatgoh model of commitment to the
project allowing for a direct effect of commitmetot the job on incremental creative work
behaviour in phase three is reported in Table Fylre 5.2 illustrates the relations between
the variables in the model. For interpretationasmns the correlational paths between the

ICWB and routine, as well as between routine andradment are omitted from Figure 5.2.
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Table 5.2c Fit indices for structural mediation mockls Incremental CWB

Model > (DF) DF CFl  TLI RMSEANO of sigNo of sig  Model > ( DF)
Paths' Paths” comparison

1. Latent Regression model: all direct effects 2891 1372 0.92 0.91 0.05

2. Mediation model Project (Hypothesized model) 2340 1397 0.91 0.91 0.05 4/4 3/6 1vs2  48.49 (25)**

3. Mediation model Leader 2241.09 1397 0.91 0.91 0.05 2/4 3/6

4. Mediation model Career 2257.25 1397 0.91 0.91 0.05 0/4 3/6

5. Mediation model Job 2243.30 1397 0.91 0.91 0.05 2/4 2/6

6. Mediation model Organisation 2251.58 1397 0.91 0.91 .050 0/4 3/6

7. Mediation model Profession 247494 1397 0.91 091 50.0 2/4 216

8. Mediation model Client 2243.05 1397 0.91 0.91 0.05 0/4 0/6

9. Mediation model Project allowing a path 2235.00 943 0.91 0.91 0.05 2vs. 7 5.37 (1)*

from Job on ICWB Phase 3 1vs.9  43.12 (24)*

10. Mediation model Project allowing paths 2232.54 394 0.92 0.91 0.05 7vs. 8 2.47 (1)

Job on ICWB Phase 3, Profession ICWB phase 1

! Significant paths between the key-mediator anceimental CWB? Significant paths between the other foci of connmeint and the mediator
** Chi-square test of change in model fit is sigeait at the 0.01 level (2-tailed) * Significantthé 0.05 level (2-tailed)

Table 5.2¢
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Table 5.2d Key-Mediator model incremental CWB: Comnitment to the Project

Commitment  Incremental CPE

Control Group Project Phase 1 Phase 2 Phase 3 Phase 4
Grade Organisation ~ Administrative -.16** -.23%  -.28**
Grade Organisation  Manager =12 -16%*
Grade Organisation  Partner .02
Role Project Financial Administrator -.08 -.03
Role Project Project participant -.12*
Stage Project 75% or more completed -.12*
Industry Consultants -.11*
Program type SMART .06

Routine Behaviour 23%* .30%* 21%* .35%*

Affective commitment

Project na 25%  26%* .16* 14*

Supervisor A5%*

Organisation .10

Profession .28**

Client .02

Job involvement -.08 12*

Career .19*

Adjusted R Square .39** 22%%  21%  18%  28*%
*significant at the 0.05 level (2-tailed), **sigiifint at the 0.01 level (2-tailed)

Table 5.2d
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Figure 5.2 Significant regression effects in Key mediator nid@aVvB.

* Project = affective commitment to the projectr€ar = affective commitment to the career, Orgfedive
commitment to the organisation, Prof = affectivencaitment to the profession, Client = affective coitmnent
to the client, LPM = Lead Project Manager, Jobkijovolvement, routine = routine behaviour, phase4
incremental creative work behaviour phases 1 to 4.
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Commitment to the project is confirmed to be thetlf@ting mediator of commitment to

multiple foci in their effect on incremental worlklaviour. However, this mediation effect is
not as strong as for routine behaviour. On the rotizand, the mediation model provides
insight into the interactions between the multipdei of commitment in their effect on

incremental work behaviour.

The career and the profession strengthen the effecommitment to the project in
affecting incremental creative work behaviour. Tdrganisation influences commitment to
the career and commitment to the profession. Alghocommitment to the organisation has
no direct effect, this focus of commitment playsemtral role in relations with four foci of
commitment.

The effect of routine behaviour on incremental e is significant and confirms
previous findings by indicating routine behaviondancremental creative work behaviour to
be similar, with the weakest effect on incrementahtive work behaviour in the third phase.
Also the mediation model for routine behaviour imikar to the mediation model for
incremental creative work behaviour. The main défee is the effect of commitment to the
client, which is mediated by commitment to the jobinfluencing incremental creative

behaviour in the third phase.
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5.2.3 Key mediator model radical CWB

The fifth hypothesis is tested by the same typanalysis as the previous mediation models.
The fit indices of the models predicting radicatéative work behaviour are displayed in
Table 5.2e. Model one is the Latent Regression mimaduding the direct effects of the
seven foci of commitment on radical creative wodhéviour in the four phases. In model
two to eight, all seven foci of commitment are udzd as key mediators without allowing for
direct effects.

Hypothesis five is confirmed with the model indlugl commitment to the jobas the
key-mediator to be the best representation of Hreamce in the data. The difference in chi
square value is tested to be marginally significandicating the mediation model
significantly decreases the model fit. However, wbhemmitment to the project is allowed to
have an effect on radical creative work behaviouthe first phase, the model fit increases.
Comparing this model with model 1 (latent regressitodel including all direct effects), the
change in chi square is 31.57 (24), with a p vaiiel4. The model does not significantly
decrease the fit of the model and therefore theiatied effect is confirmed.

The standardized regression coefficients of thdiaten model of commitment to the
project allowing for a direct effect of commitmentthe profession on radical creative work
behaviour in phase one are reported in table &igtire 5.3 illustrates the relations between
the variables in the model. For interpretationasmns the correlational paths between the
ICWB and routine, as well as between routine andradgment are omitted from Figure 5.3.

The mediation model confirms phases two and fouthef radical creative work
behaviour process to be less radical than phasesand three, because these phases are
significantly influenced by routine behaviour. Thegplains why commitment to the job,
which is associated with radical creative work hediar, has no significant effect on radical
creative work behaviour in the third phase.

The central role of commitment to the organisat®also confirmed in the mediation
model of radical creative work behaviour, with coitment to the organisation to be related
to four foci of commitment. On the other hand,stcommitment to the job that provides
employees the largest incentive to show radicahtore work behaviour, since there is no

direct effect of commitment to the organisationradical creative work behaviour.
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Table 5.2e Fit indices for structural mediation mo&ls Radical CWB

Model ?(OF) DF  CFl  TLI RMSEANO of sigNo of sig  Model > ( DF)
Paths' Paths” comparison

1. Latent Regression model: all direct effects 2295 1414 0.91 0.91 0.05

2. Mediation model Job (Hypothesized model) 231494391 0.91 0.91 0.05 4/4 3/6 lvs2 39.76 (25)*

3. Mediation model Leader 2332.78 1439 0.91 0.91 0.05 0/4 1/6

4. Mediation model Career 2329.20 1439 0.91 0.90 0.05 1/4 2/6

5. Mediation model Project 2330.65 1439 0.91 0.90 0.05 4 1/ 2/6

6. Mediation model Organisation 2324.60 1439 0.91 0.90 .050 1/4 3/6

7. Mediation model Profession 2328.34 1439 0.91 090 50.0 3/4 216

8. Mediation model Client 2322.30 1439 0.91 0.90 005 4 2/ 0/6

9. Mediation model Job allowing a path 2306.76 1438 910. 0.91 0.05 2vs. 7 8.19 (1)**

from Project on RCWB Phase 1 1vs. 8 31.57 (24)

10. Mediation model Job allowing paths from 2303.91 4321 0.91 0.91 0.05 7vs. 8 2.85 (1)

Project on P1 and profession on P4

! Significant paths between the key-mediator aniteWB, ? Significant paths between the other foci of commeint and the mediator
** Chi-square change in model fit is significantthe 0.01 level (2-tailed) * Significant at the B .1@vel (2-tailed)

Table 5.2e
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Table 5.2f Key-Mediator model RCWB: job involvement

Radical CPE

Control Group Job involvement Phase 1 Phase 2 Phase 3séPha
Gender Women - 15 -.13**
Grade Organisation  Administrative - 17
Grade Organisation  Manager -15* - 16* -7 - 16**
Grade Organisation  Specialist -.06
Role Project Financial Administrator -21% - 18** -2 -.22*
Role Project Participant Project Manager -.09 -.08 .06 .09-
Education Alevel or GCSE -.08 -.05

Routine Behaviour .08 A3* .10 .30**

Affective commitment

Project -.03 15%*

Supervisor -.03

Organisation .28**

Occupation .06

Client .05

Job involvement n‘a 21 .05 A7* 22%*

Career .66**

Adjusted R Square .B3** 22% Q9% 18 @ 20%*
*significant at the 0.05 level (2-tailed), **sigmfnt at the 0.01 level (2-tailed)

Table 5.2f
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Figure 5.3 Significant regression effects in Key mediator mdR€WB.

* Project = affective commitment to the projectr&sax = affective commitment to the career, Orgfediive
commitment to the organisation, Prof = affectivencaitment to the profession, Client = affective coitnnent
to the client, LPM = Lead Project Manager, Jobkrijovolvement, routine = routine behaviour, phase=d
radical creative work behaviour phases 1 to 4.
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The role of commitment to the client has a doubidirect effect, influencing
commitment to the organisation, which has an efteccommitment to the job influencing
radical creative work behaviour. This is differéot incremental creative work behaviour in
the third phase, for which commitment to the clieat only has an effect on commitment to

the organisation but also has a direct effect agnmdment to the job.

Discussion

An improvement of the mediation model in comparisornthe direct effects model is the
inclusion of interaction between the foci of commnéint. This inclusion improves the overall
explanatory power of the model for routine behawi@nd incremental creative work
behaviour. This finding indicates a strong intei@attetween the foci of commitment to be
present in the context of inter-organisational vat®mn projects.

A limitation of the mediation model is that onlyeRind of interaction is included.
Only mediation of one key focus of commitment islied, hypothesized on the basis of
previous research. Other mediation effects couldgrave the estimation of the interactions
between the foci of commitment. In addition, otkigrds of interaction could also potentially
improve the model. Moderation effects, mediated enation effects, and moderated
mediation effects could exist between the multiplg of commitment. However, the current
commitment literature has been unable to suppodetsoin this direction of more complex
interactions between the multiple foci of commitmeRurthermore, hypothesizing and
modelling all possible types of interaction woulel & complex exercise with a large number
of possible alternative models to be tested.

The findings from the variable-centred approaclanialysis indicate a high level of
correlation and interaction between the multiplei fof commitment in influencing the work
behaviours. A more explorative approach into thieraction and coexistence of commitment
may be seen as fitting to the multiple foci of cotment in this context as well as to the
current state of the commitment literature. By exiplg the data on combinations of levels of
commitment, or the coexistence of levels of comraiimin the IIP context, further insight
will be provided into interactions between the npldt foci of commitment. The next chapter
will follow a person-centred approach in the analysf the data finding a number of

underlying groups representing similar levels ahoatment.
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Chapter 6

Findings and Discussion: The Person-centred analysi

The previous chapter has presented the finding®s fitee variable-centred analysis of the
data, including the direct effects and mediatiordeis. The fifth chapter includes the person-
centred analysis, exploring how underlying profidscommitment in the data are connected
to creative work behaviour. The two chapters togegrovide a comprehensive examination
of the relations between the multiple foci of cortment and creative work behaviour in

inter-organisational innovation projects.

The objective of the person-centred analysis ofddi@ is to (1) identify the distinct
latent profiles of employees working in l1IPs basedtheir levels of affective commitment to
seven foci, (2) explore how the employees in thgrséiles can be characterized on the basis
of demographics, and (3) to test if the levelsrefative work behaviour are different for the
members of these profiles. Latent Profile analyglsbe used to explore the data on Latent
Profiles (Muthén, 2004). Latent Mixture ModellindlMbe used to relate the profiles with the
descriptive and creative work behaviour constructs.

In contrast to the variable-centred types of anglyim the person-centred type of
analysis the data is explored on underlying groofpsespondents with similar patterns of
responses. This is a explorative and rather indeicd@pproach to analysis of data, different
from the deductive approach applied in chapter.filee reason why hypotheses are not
developed for this section is the (1) the naturthefperson-centred approach, (2) the limited
previous research on commitment profiles, andi{8)specific research setting of this study.
This study is the first to focus on commitment mmer-organisational innovation projects,
therefore, an explorative approach towards theystfdcommitment profiles is deemed
appropriate. Next to the analysis in chapter fitlee person-centred approach provides
additional insight in the combination and coexisgenf commitment, in which the variable-
centred approach is limited.
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6.1 Latent Profile Analysis

To determine the latent profiles on the basis &aifve commitment to the seven foci, two
types of models are compared on the basis of nfadéh Latent Profile analysis (Muthen,
2002) it is assumed that the correlations betwéenseven foci of commitment may be
represented by a categorical latent variable, whegresents qualitative and quantitative
distinct latent profiles of employees in the popiola Latent Profile assumes conditional
independence, which means that besides the classbenghip the residual correlations
between the observed variables should be zero (Marand Magidson, 2002). In other
words, the latent grouping explored by the techaiguassumed to describe all variance in
the data; all residual relations between variablesconsidered measurement error. This is a
relatively strict assumption, especially given thgh correlations between the multiple foci
of commitment found in the previous section.

The alternative, factor mixture analysis (FMA, Leb&nd Muthén, 2005), allows for
correlations between the indicators in additiomhi® relations between the indicators and the
categorical latent variable and to continuous lateriables (Lubke and Muthén, 2005).
Since this study aims to identify the employee catm@nt profiles in the IIP context rather
than to verify the invariance of the measurementd@hacross the profiles, all FMA models
were specified with a class-invariant factor moatelwhich only the indicators’ intercepts
were allowed to vary across classes (Lubke and &ytl2005). Specifically, in the
classification of multiple foci of commitment, alling for conditional dependence among
the indicators is in accordance with the theorétiegpectations the multiple foci of
commitment to have highly inter-correlations (Moenal, 2010).

The person-centred types of analysis are expl@ativnature; the chosen technique
creates a grouping solution on the basis of a highber of random starting values. To reach
an optimal solution one to twelve latent profiletagses) where specified in both LPA and
FMA models. The analysis reported are performechgushe Mplus package version 7
(Muthén and Muthén, 2013), which uses the expectatiaximization algorithm of the
robust maximum likelihood estimator (MLR) to estieanixture model parameters (Muthén
and Sedden, 1999). To avoid conversion of a model lmcal solution, it is recommended to
estimate the models with a series of random sessaof values (McLachlan and Peel, 2000).
The settings for random starts of similar studies adapted using 800 random start values
with the 40 best retained for the final optimizatiorin et al., 2010; Morin and Marsh, in
press). In addition, to ensure the study does @lgt an a local maximum, final model is

replicated with 2000 random sets of start values.

142



The choice for the optimal number of profiles reymmeting the data is based on a
number of indices, including log likelihood valugemparable to the dendrogram in a cluster
analysis), the lowest value in the three informataiteria (AIC, BIC, and ABIC), and a
significance test for increase in explained vargahetween the number of profiles compared
to the number of profiles minus one (Likelihood iBatest and Bootstrap LRT) (Li and
Nyholt, 2001; Muthén, 2004; Lubke and Muthén 2005).

Entropy is a value indicating how well the classnmbership represents the data;
entropy with values approaching 1 indicate clealindation of classes (Celeux and
Soromenho, 1996). The cut-off point of entropy ealwf .8 is used when the most likely
class membership is used as a categorical variablether analysis. The use of "most likely
class membership" as a variable for further anslyg@comes problematic because of high
cross loadings when the entropy goes much lowen tBa(Muthén, 2004, Muthén and
Muthén, 2013). In case values are below .8, ie®@mmended further analysis is conducted
using factor mixture models, which represent trabpbility of class membership rather than
final and fixed class membership.

The fit indices of the LPA and FMA models for ometivelve profiles are reported in
Table 6.1. The FMA models overall show a betteresentation of the data, smaller log
likelihood values, lower information criteria andyher entropy. This confirms the multiple
foci of commitment to be correlated in additiorctass membership.

In addition, the FMA model results are clearer aadier to interpret in the choice of
the optimal class solution. The values for the likglihood show a sudden increase at nine
classes, the values per class are presented imeFégl. Similarly, the AIC BIC and ABIC
show their lowest values for the nine class sotutiOn the other hand, the entropies are
below .8 after adding a seventh class. The Lo, Mermhd Rubin Likelihood Ratio Test
indicates that adding a third does class is neotifsigntly explain more variance in the data.

The Bootstrap Likelihood Ratio Test (BLRT) is fouttdbe significant for both seven
and nine classes. In a recent simulation studyg feund that the ABIC, BIC and BLRT are
the more effective in choosing the number of cladserepresent the underlying classes in
LPA and FMA (Nylund et al, 2007). In addition, $found that AIC, ABIC, LMR and BLRT
tend to overestimate the number of classes andt&ids to underestimate (Morin et al.,
2011). The BIC values in the FMA model results shdauble dip’ for the BIC value,
reaching a minimum at four and at nine classes.ai&s of the underestimation of the

number of classes of the BIC value, the first dipnterpreted as an underestimation.
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From the indicators it is concluded that the datenost optimally represented by the
nine class solution. The probability of misclagsifion in the nine class solution is tested by
a canonical discriminant analysis, which derivdmaar combination of the constructs that
have the highest possible multiple correlation wihié classes (Miller and Roth, 1994). Table
6.2 shows that overall 76.5% of the original gralipgases were correctly classified
indicating differentiation between the profiles aamteptable levels of misspecification of the

developed groups.
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Table 6.1 Fit Indices From Alternative LPA and FMA Models

Model LPA LL # parameters AIC BIC ABIC Entropy LMR (pMR adjustel BLRT (p)
One class -3544.12 14 7116 7174 7129 Na Na Na Na
Two classes -3406.96 22 6858 6948 6878 0.73 0.03 0.03 0.00
Three classes -3344.74 30 6749 6873 6778 0.74 0.20 0.20 0.00
Four classes -3292.15 38 6660 6816 6696 0.760.04 0.04 0.00

Five classes -3260.41 46 6613 6802 6656 0.77 0.27 0.28 0.00
Six classes -3232.73 54 6573 6795 6624 0.74 0.58 0.59 0.00
Seven classes -3205.52 62 6536790 6593 0.73 0.18 0.18 0.00
Eight classes -3185.38 70 6511 6798 6576 0.76 0.88 0.87 0.00
Nine classes -3165.18 78 6486 6807 6559 0.78 0.72 0.72 0.00
Ten classes -3145.93 86 6464 6817 6544 0.77 0.43 0.44 0.00
Eleven classes -3128.98 94 6446 6832 6534 0.78 0.09 0.09 0.00
Twelve classes -3098.25 102 6401 6820 6496 0.77 0.50 0.50 0.31
Model FMA LL # parameters AIC BIC ABIC Entropy LMR (MR adjustel BLRT (p)
One class -3357.12 21 6756 6843 6776 Na Na Na Na
Two classes -3268.78 29 6596 6715 6623 0.830.00 0.00 0.00
Three classes -3215.19 37 6504 6656 6539 0.82 0.47 0.48 0.00
Four classes -3189.31 45 646653 6511 0.80 0.13 0.14 0.00
Five classes -3166.86 53 6440 6657 6489 0.79 0.76 0.77 0.00
Six classes -3151.29 61 6425 6675 6482 0.83 0.26 0.27 0.02
Seven classes -3139.80 69 6418 6701 6482 0.780.06 0.06 0.00
Eight classes -3115.73 77 6385 6702 6457 0.77 0.711 0.708 00 1.
Nine classes -3047.00 85 6264 6612 6344 0.71 0.149 0.153 0.00

Ten classes -3048.13 93 6282 6664 6369 0.79 0.600 0.602 0.33
Eleven classes -3027.83 101 6258 6673 6352 0.72 0.303 0.306 .00 O
Twelve classes -3032.06 109 6264 6612 6344 0.71 0.667 0.670 O 1.0

Note. ABIC = Adjusted BIC; AIC = Aka ke Informatio@riterion; BIC = Bayesian Information Criterion|.RT = Bootstrap LRT; LL = Log Likelihood;
Table 6.1

LMR = Lo, Mendel, and Rubin LRT test; LRT = Liketibd Ratio Test.



Figure 6.1.Log likelihood values per profile.

Table 6.2 Average Latent Class Probabilities (SDpf Most Likely Latent Profile
Membership (Row) by Latent Profile (Column) for the nine class solution

Profiles No cases 1 2 3 4 5 6 7 8 9
1 6 .99 .00 .00 .00 .00 .00 .00 .00 .00
2 23 .013 .82 .00 .00 .01 .00 .01 .03 .01
3 20 .00 .00 .84 .00 .00 .08 .00 .00 .08
4 142 .01 .01 .04 71 .02 .06 .06 .02 .07
5 12 .03 .08 .00 .04 .80 .00 .01 .00 .00
6 32 .00 .00 .01 .02 .00 .79 .00 .00 21
7 41 .00 .00 .00 .02 .01 .00 .93 .00 .01
8 18 .04 .02 .02 .06 .04 .01 .05 77 .01
9 156 .00 .01 .02 .07 .00 .22 .03 .00 .65

Table 6.2

The nine profiles represent groups of respondeifferentiated by similar patterns in
commitment to the seven foci. Table 6.3 shows tteeacteristics of the latent profiles on the
mixture indicators of the seven foci of affectivemamitment. To help the interpretation the

same results are illustrated in Figure 6.2.
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Table 6.3 Commitment profiles, most likely membersip and means

Profile 1 2 3 4 5 6 7 8 9
Affective commitment to
Job 3.44 4.15 411 424 361 467 435 311 503
Career 4.41 4.42 489 471 467 522 472 386 512
Project 4.83 3.12 6.17 6.11 375 651 580 482 6.54
LPM 5.23 3.63 609 582 500 576 598 511 6.22
Organisation 4.32 5.77 275 572 395 6.27 537 332 6.53
Profession 3.00 6.97 695 6.05 561 694 506 407 6.96
Client 3.49 5.02 429 448 216 229 426 3.64 5.00
Table 6.3
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Figure 6.2.Characteristics of the latent profiles
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Findings

The nine profiles represent nine groups of respotsden the basis of their levels of
commitment to the multiple foci of commitment inetllP context. The first profile
represents a small group of six respondents (1 8#teaotal sample) with the lowest overall
levels of commitment. Thi8Un-committed’ profile is characterized by its low levels of
commitment to the profession in comparison to ttleoprofiles (3.00 on average with an
overall average of 6.27).

Profile two represents twenty-three respondents ) (S#ith particularly high
commitment to the profession (6.97 average forilgraivo, 6.27 average overall), and the
client (5.02 average for profile two, 4.18 averageerall). High commitment to the
profession is combined with the lowest levels omoaitment to the project and the lead
project manager (3.12 and 3.63). Commitment tgdhecareer and organisation are around
the overall average. Most outstanding about thisfilpris the high degree of variation
between the levels of commitment to the professiod the client (very high) and the levels
of commitment to the project and lead project manafyery low). This pattern of
commitment can be seen as the opposite of a sgtiergattern between the commitments to
multiple foci. Because of the high commitment te girofession and the client this profile is
given the label ofProfessionals’.

Profile three represents twenty respondents (4%h wigh levels of commitment
overall except for an outstandingly low level ofnmmitment to the organisation (2.75 for
profile three, 5.57 overall average). This profilpresents high levels of commitment,
specifically to the profession and the lead projeenager (6.95 and 6.09. Commitment to
the job and the client are average. Thistér-organisationals’ profile is characteristic
because of its combination of high levels of commemt to all foci except for the
organisation.

The fourth profile represents a significant largeup of respondents (142, 32% of the
total respondents). This group may be seen as gpmsde of the ‘professional’ and
‘organisationists’, because commitment levels dovaoy much between the foci. An overall
medium-high level of commitment to all of the fors characteristic of profile four.
Commitment to the job and the career are very diodke average, commitment to the other
foci reach medium-high levels. The respondentshia profile are able to combine their
commitment to multiple foci, therefore they areegithe labelSynergists’.

Profile five represents a small proportion of tkeepondents (12 respondents, 3% of

the total sample). Overall levels of commitment @oé particularly high. However, there is a
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specific pattern of higher commitment to the cardbe lead project manager and the
profession. The members of this profile have theelst levels of commitment to the client
(2.16 for profile five, 4.18 overall average). Basa of the relatively higher levels of
commitment to the career and profession, this jgro§i given the label ofEmployability
seekers’.

Profile six includes thirty-two respondents repras®y 7.1% of the total sample. This
group of respondents stands out in their very keghls of overall commitment, with specific
high commitment to the profession (6.94), the jdh6T7), and the project (6.51). More
specific to this group is the overall outstandinggyyv commitment to the client (2.29 for
profile 6, 4.18 on average). Because of the comemtnto the proximal foci of commitment
with high involvement in the job and strong conrmattwith the profession rather than with
the client, the members of this profile are giviea fabel Absorbed’

The seventh profile represents a group of 41 redgais which is 9% of the total
sample. This group of respondents shows medium heghls to many of the foci of
commitment. Commitment to the lead project managemedium high, whereas the
commitment to the organisation, profession andntliare around the average. Most
outstanding is the lower commitment to the prof@sg4.26 for profile seven, 6.27 overall)
in comparison to the commitment levels to the ofber. Because of the connection to a set
of the foci in combination with low commitment tbet profession, the respondents in this
profile are given the labeConnected'.

Profile eight consists of eighteen respondentscrdesg 4% of the sample. This
small but specific group of employees has low level commitment overall, except for
medium levels of commitment to the project and I@adject manager. Specifically, the
commitment levels to the job and the career ardavest in comparison to the other profiles
(3.11 and 3.86 for profile eight, 4.41 and 4.85ralleaverage). Because of this specific
pattern of higher commitment to the project andllpsoject manager this profile is given the
label ‘Project focused'.

The ninth profile represents the largest groupespondents (156), 35% of the total
sample. Similar to th&Synergists’profile, the respondents in this profile are ableombine
high levels of commitment to all foci. In particuleutstandingly high levels of commitment
to the job, the project, the lead project managet the profession. In comparison with
profile four, the members of profile nine have Hghlevels of commitment to the
organisation, the profession and the client. Begafsthis overall high commitment to all

foci, the members of this profile are given theeldblighly committed’.
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Discussion

The profiles found in the sample show a wide variet size (1.3% to 35% of the total
sample), with profiles four and nine together repreging 66% of the total sample. This
finding can be explained by the relative homogeneit the sample, including a specific
group of employees working in inter-organisatiomalovation projects. In homogeneous
samples it is less likely to find meaningful ungerg groups. However, the findings show
subgroups to exist with distinctive commitment gesf, only the profiles represent small
proportions of our sample.

The profiles representing small proportions in tek@mple are found to be more
common in other work contexts. This becomes cldagmthe profiles found in this specific
context are compared with the profiles found invmes studies. Table 6.4 shows an
overview of the profiles expected to be found frpravious studies (overview in chapter 2,

section 2.3.3.1) compared to the findings presemtdige current section.

Table 6.4 Field theory, previous studies and findigs

Profiles expected from previous studies Profilesxtbin 1IP context
(1) ‘Uncommitted’ a low level of Profile TUn-committed’
commitment to all of the foci
(2) 'Organisationists’commitment to the - Not found in the IIP context
organisation only
(3) Locally committedcommitment to Profile 8Project focused’
project, organisation & lead project manager Rr@ilConnected'
(4) 'Globally committed'commitment Profie 3Inter-organisationals'
the job, the career and the profession Profie@fessionals’

Profie 6:'Absorbed’
(5) 'Highly committed'or 'Synergists' Profie 4: ‘Synergists
high commitment to all foci Profile '®ligh committed’
(6) ‘Career committedcommitment to - Not found in the IIP context
the career only Profle E=mployability seekers’

Table 6.4

What can be concluded from this comparison is thatspecific context has influenced (1)
the profiles that have been found, and (2) theileothat are dominant in the sample. For
example, previous research has found a profileisting of employees with high levels of

commitment to the organisation only, but with logwél of commitment to the other foci.
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This specific profile is found in the context ofen-organisational innovation projects. This is
to be expected because the sample includes employeeking in inter-organisational
projects who are less likely to be committed todhganisation only.

On the other hand, the specific context of our wttahtributes to further exploration
of profiles specific to the inter-organisationalntext. Three different types of globally
committed employees are found, whereas in othgaosational) work settings these three
profiles are represented by one ‘global’ profile. the sample three distinct ways of
commitment to foci outside the organisation arentbuthe Inter-organisationals,the
Professional&and theAbsorbe(l In addition we found th8ynergistand theHigh committed
to be two distinct profiles in the sample.

Another contribution of this study of exploring fites in the IIP context is the
finding, or non-finding, of a profile with high camitment to the career only. Found in
previous studies, in our sample of participantd®s no specific career-focussed profile was
found. High career-focussed employees may havetedninterest in work in inter-
organisational innovation projects and, thereforet, part of the sample. The profile that
comes closest to a career-focused profile are Hmeployablility seekers'with relatively
higher levels of commitment to the career, the lg@jlect manager and the profession. In the
next section, the profiles will be further explordy examination of the particular

characteristics.
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6.2 Profile characteristics

The nine profiles found in the previous sectionénbeen related to their profile characteristic
levels of commitment, which have been the basthefprofiling analysis. In this section the
profiles are tested on their relationship with aniver of demographics. This is relevant in
providing more insight into the groups. It is alssed to determine to what extent these
profiles are based on these demographics or anerrat ‘real’ underlying grouping on the
basis of levels of commitment. The variables regméag demographical and specific
characteristics of the projects and project paréicts are included in the Latent Profile
analysis (i.e., Mplus’ auxiliary (e) analyses, Mémhand Muthén, 2013).

Some of the effects included in this analysis wetend to have no relation with the
profiles. The profiles are found not to be diffearem their level of education, gender,
program types Feasibility and Fast-track, Rolesthe project except for Lead Project
Manager, and the number of respondents workindgéneingineering profession. Table 6.5
reports the demographics, the probability of beiogdo the demographic group per profile
and comparison of profiles. The differences in plalities between the profiles are tested
and the comparison is included if significant. Fetample, a lower proportion of the
participants in profile 1 works in a project at theginning stage (proportion is 0.00). This
proportion is significantly lower than the proporii of this type of project in profile 4
(Qvsd™).

Findings
The Uncommittedrespondents and th€onnectedare found to work in projects with a
relatively low average length (1.5 — 2 years). ddiion, they do not tend to be a member of
a professional body and they are mostly workintha science occupation group. Tinéer-
organisationalsare more likely to be participants of projects e tearly stages of those
projects. Similar to th€onnectedthelnter-organisationalsare also relatively more likely to
work in a science profession and less likely tokniarthe management occupation group.
The Professionalsprofile consists of a higher proportion of parteips from
collaborative R&D projects, which take relativelyora time to complete (2.5 to 3 years on
average). In this profile the respondents are rlikedy to be directors and less likely to be
partners or project managers. There are no paet@spondents in this profile. TReoject
focussedare also found to be more likely to work on colleditve R&D projects which are

on average longer projects (2.5 to 3 years). Ingaomeon with thé’rofessionaltheProject
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Table 6.5 Results from the Wald Chi-Square (W) Tests of Probability Equality of the Auxiliary Analyses

Profile: Significant differences:
1 2 3 4 5 6 7 8 9
Demographic Group
Stage project: Did not start / very beginning  0.00600.15 0.12 0.14 0.21 0.26 0.26 0.22 1vs4** 1vs6** 1vs7** 9%s
Finish 0.16 0.08 0.01 0.16 0.14 0.20 0.08 0.09 0.21 3vs4*6Bv8vs9**
Programtype Collaborative R&D 0.70 0.89 0.78 0.72 0.70 .65 0.93 0.55 2vs6** 3vs7* 2vs9** Jvs9*
4vs9* Bvs8** 7vs8* 8vs9**
SMART 0.15 0.06 0.09 0.21 0.12 0.27 0.28 0.03 0.34 2vs7* 2vsBIs9** 3vsO** 4vs8* 4vs9** SysO** Bvs8**
Role Project Lead Project Manager 0.44 0.06 0.37 0.4B 0.50 0.36 0.04 0.55 2vs3* 2vs4** 2vs6** 2vs7** 2vs9** 3vsBHAvs8** Svs6**
5vs9** 6vs8** 7vs8** 8vs9**
Grade Partner 0.17 0.00 0.03 0.07 0.12 0.10 0.00 0.00 0.14* 2&ys9** 4vs7* 4vs8* 7vs9** 8vs9**

Director 0.17 0.52 0.00 0.30 0.02 0.40 0.31 0.00 0.52 1vs9%s32v2vs5* 2vs8** 3vs4** 3vs6** 3vs7** 3vs9**
4vs5** 4vs8** 4ys9** Svs6** Svs7** Svs9** 6vs8** 7vs8**
8vs9** Tvs9**

Senior Manager 0.00 0.18 0.15 0.22 0.15 0.08 0.26 0.17 OM3F*1 1vs9* 4vs6* 4vs9* 7Tvs9*

Specialist 0.00 0.19 0.17 0.11 0.13 0.13 0.08 0.17 0.07 ZTv&4s6*

Project Manager 0.17 0.00 0.17 0.10 0.00 0.03 0.06 0.06 @¥¥%*

Occupation Management 0.17 0.25 0.12 0.27 0.12 0.24 0.3> @A7 3vs7*

Consultant 0.00 0.18 0.03 0.13 0.01 0.09 0.05 0.17 0.11 Ivhddo**

Science 0.00 0.18 0.42 0.15 0.12 0.11 0.16 0.09 0.13 1vs3EA*TVivs7** 1vs9** 3vs4* 3vs8* 3vso*

Total length of Project 3.30 5.40 4.83 4.32 4.51 4.07 B0 3.82 1vs8** 2vs6* 2vs7* 2vs9** 4ys8* 7vs8* 8vs9*

Part-time 0.17 0.00 0.12 0.14 0.10 0.14 0.24 0.09 0.14 2v24/86** 2vsS7** 2vs9**

Member of Professional body 0.00 0.39 0.53 0.61 0.53 0.63 0.51 0.67 1vs all other profies **

*significant at the 0.05 level (2-tailed), **sigi¢int at the 0.01 level (2-tailed) Table 6.5
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focussedprofile includes less respondents at high orgdimisal grades such as partner and
director.

The Absorbedare less likely to be participants of CollaboratR&D projects, and
more likely to be working on SMART projects. Sinmilga the High committedend to work
on SMART project and are less likely to work on I@bbrative R&D projects. Consequently
the High committedare more likely to work on relatively short prdg¢l.5 to 2 years on
average). Specifically, thidigh committedare more likely to be directors and lead project
managers and less likely to be project managers.

The Synergistshave proportionally more senior managers in thmiofile, the
Employability seekergnclude no project managers and tiner-organisationalshave no
directors in their profile. TheConnectedhave no partners and relatively more senior

managers from a management occupation.

Discussion

The findings show some overall patterns of demdgmapharacteristics per profile.
However, the profiles are not completely explaimgdthe demographics of respondents or
the characteristics of the projects. This impliee tinderlying groups of employees, the
profiles found in the previous section, are basedheir levels of commitment, rather than
project characteristics influencing their levels cdmmitment. Table 6.6 provides an
overview of the findings from this section, showitigg patterns between the profiles, the
stage of the project, the project type and gradberorganisaiton.

What can be concluded from this analysis is thatrttore senior the respondents,
with higher grades in their organisations, the nitkedy they are to be part of a profile with
higher levels of commitment to more of the focieTlgpes of projects are related to the total
length of the project, with collaborative R&D projebeing longer than SMART projects.
The profiles with significantly more participant®f SMART projects (théligh committed
and theAbsorbedl tend to commit to more foci of commitment and whaigher levels of
commitment in general. The length of the projeatsioot seem to have a significant impact
on the levels of commitment with both the profilé&hwthe highest levels of commitment
(High committedl and the lowest levels of commitmemdn-committedl to include project

participants of projects of average 1.5 to 2 years.
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Table 6.6 Overview of findings on relations betweeprofiles, project characteristics and

grade in organisation

Length / Project Grade
Profiles found in IIPs Phase project Type in organisat
Profle 1:'Un-committed’ 1.5- 2 years
Profile 8: ‘Project focused’ 25-3years CR&D Less partners and directors
Profile 7: Connected’ 1.5- 2 years No partners, many senior managers
Profie 3: Inter-organisationals' early stages No directors
Profile 2:'Professionals’ 25-3years CR&D More directors
Profie 6:'Absorbed’ SMART
Profile 4: ‘Synergists More senior managers
Profile 9:High committed’ 1.5to 2years SMART More directors

Lead project managers

Profle 5:'"Employability seekers’ No project managers

Table 6.6
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6.3 Test of the relations between the profiles andwWB

In the final section of this chapter the profiledl e related to the two types of creative work
behaviour and routine behaviour. In addition, a banof project context variables will be
included in the analysis to provide more insightoinhe conditions of the projects the
participants experienced. In contrast to the tdsthe demographic characteristics, the
creative work behaviour and context variables arginuous variables. Therefore the means
are tested on equality between the profiles, raiem the comparison of probabilities in the
previous section. Results of the tests are regont@able 6.7, including the means and test
of mean differences between the profiles for rautbehaviour, incremental and radical
creative work behaviour, and in Table 6.7, inclgdihe means and test of mean differences
between the profiles for the context variables.

The additional variables in this section provideoren insight into the ways
commitment profiles are related to creative workaaour. These are tenure, psychological
safety, intrinsic motivation, and creative climételated to the project, the organisation, the
lead project manager, the profession and the gliehénure was measured for the
organisation, the client, the profession, and tiogeet, and was found to be only significantly
different between the profiles for tenure at thgamisation and the client. Psychological
safety was measured by a seven—item survey measiaged from Edmondson (1996).
Intrinsic motivation was measured using Amabilel®85) 3-item survey measure, and
creative support was measured adapting the 4-iteasure developed by Zhou and George
(2001). Confirmatory factor analysis confirmed ttedability of the survey measures of
psychological safety and intrinsic motivatiorf € 124.39 (31), CFI = .93, TLI = .90, and
RMSEA = .08). Similarly, the reliability of creagvsupport from the organisation, the
project, the client, the profession and the leadjgat manager was confirmed by
confirmatory factor analysis { = 420.77 (126), CFl = .92, TLI = .88, and RMSEAO08)".

The items of the measures and factor loadingsiaptaged in Appendix 3.8.

YIn the confirmatory factor analysis of creative o from the organisation, the project, the cli¢né profession and the lead project
managethe similarly worded items were allowed to correlat
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Findings

The small group of respondents in profile one, thecommitted’, scored the lowest on
incremental creative work behaviour, except forremeental CWB in the second phase
(information search). This group is not the lowest routine behaviour. However, the
average of the profile 5.71 is below the overakrage of 6.12. Also, on radical creative
behaviour the members of this profile show the lemevels. This confirms the second phase
of the creative process to be less creative thanother phases. Some of the enabling
conditions in the project in which these responslemdve been participating that may
contribute to the low levels of creative work beioav are found to be the lowest levels of
creative support from the lead project manager{)3ald low levels of creative support from
the profession (3.75).

The Professionalsare found to have the lowest levels of routineavetur and low
levels of incremental creative work behaviour iragés one and two (4.51 and 4.95 for
profile two, averages of 5.4 and 5.84). The lewdlsicremental creative work behaviour in
phases three and four, as well as radical cred@aviour are average. Tpeofessionals
show only high commitment to the profession, thgaarsation and the client. An explaining
factor in regard to these findings is the low psyjobical safety experienced in the project
and the low levels of creative support from thejggband the lead project manager. The
higher levels of radical creative work behavioun && explained in relation to the high levels
of creative support from the client in this profilommitment to the client in combination
with a client stimulating and expecting creativsigems to off-set the low commitment to the
‘uncreative’ environment of the project.

The Employability seekerbave slightly higher levels of creative work beluoavi
However, these values are on average not significargher than théJncommittedand the
Professionals. The Employability seekersshow only significantly higher levels of
incremental creative work behaviour in the firsapd, the identification of problems. Other
interesting mean differences for this profile aheit average low intrinsic motivation,
relatively low psychological safety and low clietgnure. TheEmployability seekers
experience low creative support from the project am the lead project manager, which is
similar to theProfessionals

The Project focusseare a small profile, therefore mean differenceslass likely to
be significant. On the creative work behaviour nueas this group is not significantly higher

than theUncommittedthe Professionalsor theEmployability seekerdn particular, radical
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Table 6.7 Results from the Wald Chi-Square (W) Tests of Mean Equality of the Auxiliary Analyses

Profile: Significant differences:
1 2 3 4 5 6 7 8 9

Routine behaviour 5.71 5.50 6.29 6.09 5.60 6.37 5.93 5.88 62vs3* 2vs4* 2vs6** 2vs9** 3vs8*
6vs8** 7vs9** 8Bvs9r*

ICWB phase 1 4.37 4.51 5.92 5.31 4.94 5.63 5.30 4.51 5.633*1vds/s4** 1vsb* 1vs6** 1vs7**
2vs7* 2vs9** 3vs4*  3vshH** Jvs7*
5vs9** Bvs8** 7vs8** 8vs9**

ICWB phase 2 5.66 4.95 6.10 5.81 5.35 6.11 5.63 5.30 6.033*2\2vs4** 2vs6** 2vs7* 2vs9*
6vs7* 6vs8* 7vs9* 8vs9*

4vs9* 5vsb6* 5vs9* 6vsT7*

1vs9** 2vs3** 2ys4*  2vs6**
3vs8** 4ys8** 4ys9* 5vs6**

3vs5* 3vs8* 4vs6* 5vs6*

ICWB phase 3 4.13 4.94 5.63 5.20 4.50 5.37 5.00 4.56 5.442*1vivs3** 1vs4** 1vs6** 1vs7** 1vs9** 2vs3* 3vs5** 3vs7*

4vs5* 4vys8* bvs6* 6vs8* T7vs9*

ICWB phase 4  4.13 4.98 5.76 5.40 4.60 5.50 5.14 4.63 5.582*1vlvs3** 1vs4** 1vs6** 1vs7*

8vs9**
1vs9** 2ys3** 2vys9* 3vsH**

3vs7* 3vs8** 4ys8** 5vsb* 5vs9** Bvs8** 7vs9* 8vs9r*

RCWB phase1 3.87 4.32 5.33 5.08 4.10 5.19 4.85 4.37 5.263*1Vlvs4** 1vs6* 1vs9* 2vs3*
3vs8** 4vs5** 4ys8** Svs6** Svs7*

RCWB phase 2  3.95 4.38 4.82 4.69 3.98 4.82 4.62 4.16 4.835*4\bvs6* 5vs9*

RCWB phase 3 4.01 4.44 499 4.74 421 4.70 4.78 4.03 4.888*3Wvs8* 6vs8* 7vs8* 8vs9*

2vs4* 2vse* 2vs9*  3vshHr*
5vs9** 6vs8** Bvs9**

RCWB phase 4 4.15 4.64 5.42 5.14 4.34 5.35 5.03 4.08 5.483*1\1vs4** 1vs6** 1vs7** 1vs9** 2vs4* 2vs6* 2vs9** JvsH**

3vs8** 4ys8** 4vys9* 5vs6* 5vs9*
8vs9**

6vs8** 7vs8** 7vs9* 7vs8**

Table 6.7
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Table 6.8 Results from the Wald Chi-Square (W) Tests of Mean Equality of the Auxiliary Analyses

Profile:
1 2 3 4 5 6 7 8 9

Significant differences:

Intrinsic motivatioi
Psychological safe

Tenure
Organisatio
Client

Creative suppo
Projec

Lead Project Manag

Organisatio

Professio

Client

5.47 5.8% 6.0% 5.9z 5.4€ 6.0z 5.9¢ 5.37 6.01
4.5€ 4.0€ 4.7 4.9¢€ 4.0¢ 5.2€ 4.7¢ 4.0F 5.2¢

3.7z 7.6€ 8.4z 8.41 6.94 8.44 8.9 8.6¢ 8.81

4.51 3.0C 5.5¢ 5.0¢€ 1.3¢ 4.07 3.81 0.9% 5.6¢

4.3C 3.3€ 4.72 5.3€ 4.01 5.7 4.9€ 3.771 5.7z

3.24 3.35 4,48 4.87 3.7 5.17 5.31 3.71 5.4C

4.04 5.87 3.6C 5.5 4.84 5.9¢ 5.0¢ 3.95 6.0¢

3.75 4.82 5.2€ 5.1 4.41 5.4z 4.7¢ 3.9z 5.4¢

3.75 5.5¢€ 5.1€ 4.64 4.0C 4.11 4.3 3.67 5.2¢

4vs8* 5vs6* 5vs9** 6vs8* 8vs9*
1vs6* 1vs9* 2vs3* 2vs4** 2vys6** 2vs7**
2vs9** 3vsb* 3vs6* 3vs8** 3vs9* 4vshHr*
4vs6* 4vs8** 4ys9* 5Svs6** Hvs7r* HysO**
BVS7** 6vsS8** 7vs8** 7vs9** 8vs9r*
1vs2* 1vs3** 1vs4** 1vs7** 1vs8* 1vs9**
3vs4** 3vys6** 6vs8** 7vs8* 8vs9**
1vs5* 1vs8** 3vsbHh** 3vs8** 4yshH** 4ys8**
5vs6** 5vs7* 5vs9** 6vs8** 7vs8** Bvs9*r*

1vs4* 1vs6** 1vsO** 2vs3** 2vysd** 2vse**
2vs7** 2vs9** 3vs6* 3vs9* 4vsh** 4ys8**
4vs9* 5vys6** bys7** SysO** Gvs7r* Bvs8**
Tvs8** 7vs9** 8ys9**

1vs4** 1vs6** 1vs7** 1vs9** 2vys4** 2yse**
2VS7** 2vs9** 4ysh** 4vs8* 5vs6** Hvs7**
5vs9** B6vs8** 7vs8** 8vs9**

1vs9** 1vs2** 1vs4** 1vs6** 2vs3** 2vs8**
3vs4** 3vysh5*  3vs6** 3vs7** 3vsO**r 4ys8**
4ys9** Sys6** bvs9** Gvs7** 6vs8** 7vs8*
7vs9** Bvs9**

1vs2* 1vs3** 1vs4** 1vs6** 1vs7* 1vs9**
3vs8** 4vys8** bvs6* 5vs9* 6vs7* 6vs8**
Tvs8** 7vs9** 8ys9**

1vs2* 1vs9** 2yshH* 2vs8* 3vsbh* 3vs8**
4yshH** 5ys9** 7ys9** Bys9gr*

Table 6.8
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Figure 6.3.Levels of Creative Work Behaviour for the nine fieof
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creative work behaviour for this group is low, aradlical creative work behaviour in the
fourth phase is the lowest (4.08 for profile eightl6 overall average). Similar to the
Employability seekerghe respondents in this profile show low levdlgtrinsic motivation,
relatively low levels of psychological safety amaviclient tenure. Likewise, they experience
low creative support from the lead project managreraddition, theProject focusselso
experience lower levels of creative support frdma profession than the members of other
profiles.

The Connectedshow medium levels of all the types of creative kvoehaviour. Four
profiles score lower and four profiles score higberthe levels of creative work behaviour.
Since there is a little more variety in the overgVels of incremental creative work
behaviour, theConnectedscore significantly higher than the lowest scorpmgfiles and
significantly lower than the highest scoring predil This is also the case for radical creative
work behaviour in the fourth phase. Theonnected have been at their employing
organisation the longest compared to other profiles

The Synergistsepresent a larger group of respondents; theresonall differences in
means can be significant. Tt®/nergistsscore significantly higher on the creative work
behaviour items than the low scoring profiles. ®a other hand, the members of this profile
also score lower than the three highest scorin§jl@so specifically on incremental creative
work behaviour. TheSynergistsindicate their projects to be highly psycholodigaafe
environmente and they receive high creative sudpamt the project.

The Inter-organisationalsshow the highest levels of routine behaviour, inmeatal
and radical creative work behaviour in all phadéss is equal for théligh committedand
the Absorbed All three profiles score significantly high on #firee types of behaviour with
no significant differences between the three pesfilThe relatively low commitment to the
organisation of thénter-organisationalsdo not limit the high levels of creative behaviaur
this profile. Also, the low levels of commitment the client do not limit theAbsobedto
becoming less creative in their projects. Thesdifigs imply commitment to the
organisation and commitment to the client not tonkeeessary for high levels of creative
work behaviour, under the condition of high comnatrhto the other foci of commitment.

The three profiles with the highest levels of mef incremental and radical creative
work behaviour experience different project comais. TheHigh committedexperience the
highest levels ofcreative support from the organisation, the clighg profession, the
organisation and the lead project manager. [Rber-organisationalsonly experience high

creative support from the profession and low cweasupport from the organisation. The
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Absorbedreceive creative support from the project and dhganisation. All three profiles
have the highest levels of intrinsic motivation.eTAbsorbedand theHigh committedooth
have the highest levels of psychological safetyilavthe Inter-organisationalshave only
medium high levels of psychological safety. Th#igh committed and the Inter-
organisationalsboth have high client tenure. TiAdsorbedhave a medium high level of

client tenure.

Discussion

The findings show overall patterns of the profileked to the behaviour and the profile
conditions, as can be seen from Table 6.9. Theltsesummarized and linked together,
provides insight into the processes in the projecsnecting the commitments with the
creative behaviours. Some of the commitment prfileat differ in levels of commitment
show the same high levels of creative work behavighe High committed,the Inter-
organisationalsand theAbsorbed).This indicates that commitment to the organisaaod
the client are not essential to reaching the higlesgls of creative work behaviour.

Similarly, the Employability seekerghe Uncommittedand theProfessionalsshow
very different patterns of commitment, howeveryth# have similar levels of creative work
behaviour. Higher levels of commitment to the pssfen, the client and the career are not
found to have significant positive effects on cneatwork behaviours. This indicates a
moderation or synergy effect, similar to the effémtind by Vandenberghe and Bentein
(2009), who found an interaction between affecto@mmitment to the supervisor and
affective commitment to organisation in their effen intention to stay with the organisation.
They found a moderation effect of commitment to dihganisation, in such that the relation
between commitment to the supervisor and intertbiastay was stronger under the condition
of low levels of organisational commitment (Vanderghe and Bentein, 2009). In the results
from the profiles a similar effect is found , incbuthat commitment to the profession, the
client and the career alone are not positivelyctiffig creative work behaviour. However,
when these foci of commitment are combined witthHeyels of commitment to the job (the
Absorbe, the job and the profession (theter-organisationaly, the job, the profession, and

the organisation (thiigh committedlbehaviours are more positive.
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Table 6.9 Results person-centred analysis: commitmeprofiles and Creative Work Behaviour

Profiles Behaviour Profile conditions
Profile 1:'Un-committed’ Lowest ICWB p1, 3, 4 Low CS from LPM and profession

Lowest RCWB p1, 2, 3
Profie 8: Project focused’ Lowest on ICWB p1, RCWB p 3, 4 Low IM, low PS, lovsGom LPM and Profession
Profie 7: Connected' Middle on routine ICWB, higher RCWB High org tenure
Profie 3: Inter-organisationals’ Highest on routine, incremental and radical Low C@anisation, high CS profession and client
Profie 2:'Professionals’ Lowest routine behaviour, lowest ICWB pl1, 2  High €iént, low CS LPM & project, low PS
Profie 6:'Absorbed’ Highest on routine, incremental and radical Higtrimsc motivation, high PS, high CS project and.or
Profie 4: ‘Synergist$ Medium high on all High psy saf, high CS client
Profie 9:High committed’ Highest on routine, incremental and radical High High Psy saf, high CS project, org, prof, client

Profle 5:'Employability seekers’ Middle low on routine and ICWB, low RCWB Low IM, lopsy saf, low CS project & LPM

*CS=creative support, PS is psychological saféilihtrinsic motivation, LPM = lead project manager

Table 6.9
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Chapter 7

Conclusion and contribution

This chapter provides a summary of the main findings @ntributions of this thesis. Table 7.1
provides an overview of the main contributions, amddoing so, this table also provides an
overview of the chapter. The chapter starts withliteeature gap that this thesis addresses. The
following section highlights the contribution of thesearch in the context of inter-organisational
innovation projects. Subsequently, the methodologicahtribution in relation to the
conceptualisation and measurement of creativity ineat.

After this, the empirical findings are summarized,edfig a total of three sets of
empirical research providing insight into the relatidoetween the multiple foci of commitment
and creative work behaviour. The separate contobudf each approach towards the analysis is
outlined. The theoretical contribution consists oft{lg integration of field theory and creativity
research, (2) the empirical verification of fieldetny in the 1IP context, and (3) the contribution
to field theory providing insight into the diversityf fields affecting creativity. The chapter

concludes with research implications, limitations andgestions for future research.
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Table 7.1 Overview of the contributions

No. Theme Contribution Section
1 Researchgap This thesis is the first to concliggtind empirically examine the effect of multifulei of commitment on creativity 7,1
2 Context Examining multiple foci of commitment anéative work behaviour in 1IPs 7,2
3 Methods The development and measurement of miipi of commitment in the context of [IPs 7,2
4 Methods The conceptualisation, development andgumeant of creative work behaviour in 4 phases 7,3
5 Methods The conceptualisation, development andumeent of two types of creative work behaviowremental and radical 7,3
6 Empirical Multiple foci of commitment and creatiwerk behaviour: direct effects 7.4.1
7 Empirical Multiple foci of commitment and creatiw@rk behaviour: key-mediation 7.4.2
8 Empirical Multiple foci of commitment and creatiwerk behaviour: profies 7.4.3
9 Theory Integration of field theory and creatiigrhture 7.5.1
10 Theory Field theory: confirmation matched levedodlysis of the project 7.5.2
11 Theory Field theory: contribution of insight irttee diversity of fields and synergy between fialdelation to creative behaviour 7.5.3
12 Practice Insight into the management of commit@adtcreativity in the context of IIPs 7.6
Table 7.1
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7.1 Research gap

This thesis is the first study to propose and eicgdly examine the relations between
commitment and creativity using a multiple foci eggch. The concepts of commitment and
creativity are embedded in two different fieldsre§earch and, therefore, have rarely been
studied together. Bringing two fields of researogether provides more insight into how
employees interact with their work environment amalv this relates to creative work
behaviours, which are vital in innovative work segs.

More and more employees interact beyond the baiesdaf the organisation in a
networked employment environment. Consequently, agament scholars have started to
recognise the relevance and effects of multipldiggrn the work environment towards
which employees can develop commitment. Researchsfing on the multiple foci of
commitment has started to unpack the variety d@dradtions between foci of commitment,
and how interaction between foci of commitmentuefices employee behaviour.

The research gap this thesis addresses is hovogegsl commitment to multiple foci
impacts on types of creative work behaviour. Presicesearch has addressed the effect of
multiple foci of commitment on employee behavioHiowever, this is the first study to
include a set of foci of commitment measuring ffe@ on routine, incremental and radical
creative work behaviour. Findings show incrememtadl radical creative behaviour to be
affected by commitment in a different manner thamtine behaviour, which is explained on
the basis of field theory and the interactions leetmva diversity of fields.

The relationship between commitment and creatikidg received little attention in
previous research. The current study is novelnmrag to develop and empirically assess the
effects of commitment on engagement in the cregireeess using a multiple foci approach.
In so doing, this thesis has responded to the need of ags€tsithe effect of multiple foci of
commitment on other types of employee behaviourc@hmitment to multiple foci in a truly
inter-organisational context, and (3) creativity astype of work behaviour as well as

distinguishing between incremental and radical cveatiork behaviour.

7.2 Context of Inter-organisational Innovation Projects (lIPs)

This thesis is the first to examine multiple fo€icommitment in what can be called a truly
inter-organisational context. Commitment to foctezral to the organisation have received
scholarly interest (e.g., McElroy, Morrow, and La@k, 2001). However empirical studies
on commitment to multiple groups or entities hdetaplace primarily within organisations.

The research settings in which multiple foci of eoitment have been examined include
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predominantly public sector organisations, such maedical centres and nurses
(Vandenberghe and Bentein, 2010; Herscovitch angek]002, Cohen, 1995) and teachers
(Cohen, 2006).

Other samples include university alumni workingairwide variety of organisations
(Vandenberghe, Bentein and Stinglhamber, 2001 gBtémber, Bentein and Vandenberghe,
2002; Stinglhamber and Vandenberghe, 2003; Bediings, Eveleth and Gilbert, 1996),
sales organisations in the orthopedic implant ibhguéSiders, George and Dharwadkar,
2001) blue collar workers (Bentein, Stinglhambed &fandenberghe, 2002), and employees
in professional service firms (Swart and Kinniel2p

The context of inter-organisational innovation piig is a specific context in which
employees are closely interacting with parties belythe boundaries of the organisation.
This context is representative of work in highlytwerked employment settings, such as
professional services firms, project work and R&Parhs. Furthermore, the inter-
organisational setting is representative of opamwation teams and innovation projects
crossing the boundaries of the organisation.

Based on the foci that have been distinguishedhe drganisational context in
previous studies, this study has explored commitrteela new combination of foci relevant
to the work setting of inter-organisational innawat projects. The study is the first to
distinguish a set of seven foci of commitment ral@vo this context, including commitment
to the project, the lead project managers, thenisgton, the client, the profession, the
career, and the job. The existing measures aredtestd found together to be a reliable
measure representing and distinguishing betweesdhen foci of commitment in the inter-
organisational context.

Having assessed the multiple foci of commitment incihietext of 1IPs, the findings from
this thesis offer researchers the opportunity to buitdoae nuanced and complete understanding
of the multiple foci of commitment and their inteti@ans in a context representative of the
workplace of the Z1century. The findings of this study reveal commitmienall seven foci to
be high; the commitments to be highly correlated] mteracting in their relation with the three
types of work behaviour. In this way, the thesis presithsight into comparison of patterns of
commitment found in traditional work setting vershs inter-organisation work settings found in

inter-organisational innovation projects.

168



7.3 Conceptual clarity and measurement of CreativéVork Behaviour

This study contributes to the creativity literatung developing and validating a self-report
survey measure of creative work behaviour. Thia montribution to the measurement and
conceptualisation of creativity because it focuseg1) individual creative behaviour rather
than general ‘creativity’, (2) the process of cnagt including behaviour related to four
phases of the creative process, and (3) distinonggbetween radical and incremental types
of creative work behaviour.

The way creativity is viewed and measured in thesis is different to prior concepts
of creativity. Creative work behaviour providesigig into the creative process and the role
of the individual engagement in creative processted behaviours. Creativity as a type of
behaviour opposes the current trend and traditianeasuring creativity. The dominant way
of measuring creativity in the organisational cahtes by supervisor ratings of employee
creativity. This tradition exists because (1) tlmnditions and characteristics of creativity
have only been initially explored (new and orig)né2) creativity studies have followed and
developed this approach, and (3) to avoid commathoadebias.

In previous research, the authors Zhang and B&2@10a, 2010b) have tried to
connect the measure of creative work behaviour midvious ways of measuring creativity
by supervisor ratings. The purpose of this distomcts to differentiate between individual
creative outcomes and individual creative enactnexpressed in the creative process, in
order to compare the two in their study. They h&wend support for a strong relation
between creative process engagement and emplogatvily ratings outcomes (correlation
of .70 and a strong standardized regression efééctreative process engagement on
supervisor ratings of .55 in the final structural equation model inchglicontrol variables).

In this study it was not attempted to follow thadition of using supervisor ratings to
measure creativity. Consequently, creative worka®ur has not been related to any
ratings of creative output of any sort. This wassgn deliberately for the reason that this
study focuses on the individual effort and inputhe creative process. Measuring ratings of
creativity by anyone else than the person makimgcdieative effort would be, therefore, a
misrepresentation of the phenomenon under studgrder to measure to what extent the
individual engages in creative work behaviour ie thost accurate way, it was chosen to
develop and use a self-report survey instrument.

The reason for this is that ratings of creativity anyone other than the person
involved in the creative process would focus ontfl® end-product of creativity and not

engagement in the process, and (2) a social catistnuof who is deemed to be creative and
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not the individual creative effort. The end-prodigtnot the same as the engagement and
dedication towards the creative process. Creatigek ioehaviours are expected to lead to
more creative outcomes. However, this is dependennany other factors influencing this
process. There are a great number of enablersiadthhces in the process of implementing
creative ideas, which all interfere in the relatibatween creative work behaviours and
recognition of creativity by other parties.

Supervisor ratings of creativity are also biasedalse of social construction. When
employees engage in creative work behaviour theyraore likely to be recognised as
creative by their supervisors. However, the reciigmiand ratings of creativity also includes
a variety of elements not related to creative wbekaviour, such as self-promotion and
social construction. In other words, the one raganost creative may not be the one who is
most engaged in creative work behaviour.

The current study develops a self-report measureredtive work behaviour and
thereby develops the definition, conceptualisaiod elements of creative work behaviour.
This study therefore contributes to the concepgatibn of creative work behaviour and has
indicated what creative work behaviour is and wha not (routine, in-role behaviour). By
distinguishing between creative work behaviour aogervisor ratings of creativity as two
distinct concepts, this thesis has provided con@@ptlarity in the creativity literature. In
addition, creative work behaviour in four phasestidguishes between different type and
different phases. Therefore this measure has pedvgtofound insight into the creative

process, which would have been impossible usingtiegi measures of creativity.

7.4 Empirical test

Recently indicated as a promising direction, thissts is the first study in which the variable-
centred and person-centred approaches to analysigustaposed (Meyer, Stanley, and
Vandenberg, 2012). Following the variable-centrppraach, the direct effect and mediation
effects between the multiple foci of commitment dédween tested. Following the person-
centred approach the data has been explored on ibm@mh profiles, which are related to the
three types of work behaviour. Taking another aimadly approach, the person-centred
approach is found to provide substantial additionsight, over and above the insight of the
separate analyses. This is important, specificalhce the variable-centred approach is
limited in relation to multicollineairity. The juaposition of the two approaches provides
insight into the effect of multiple foci of commiant on creative work behaviour. This is

expressed as the research question of the thesispier one.
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7.4.1 Findings: Direct effects

The results show the latent regression effects oftiphe foci of commitment to have
particular effects on routine, incremental and cablicreative behaviour. Confirming the
hypotheses, commitment to the project and the peagct manager affect routine behaviour
most strongly (.30%), with weaker but still sigmifint effects on incremental CWB, and only
significant affecting radical creative work behawian the first phase. The contribution to
field theory of this study, extending the concepttarget-action to three types of work
behaviour, is confirmed by the data.

Results indicate incremental creative work behavioube predicted by the project,
the organisation, the job and the career. Radiedtive work behaviour is more strongly
affected by commitment to the job and career. Qnéyfirst phase of radical creative work
behaviour is found to be affected by commitmenttie project and the third phase by
commitment to the organisation. This confirmed diféerent targets of employee behaviour
dependent on the type, incremental or radical imeatork behaviour. General hypotheses
where confirmed, however, due to multicollinearfgy results show unexpected directions.

Incremental creative work behaviour is also predictsignificantly by routine
behaviour, confirming routine behaviour on innowatprojects to be incrementally creative
in nature. Additionally, this is another confirnatithat the project in this particular context
plays the role of ‘channel’ of incremental creativehaviour, with employees succesfully
targeting this type of behaviour to the projecteTthrect effect analysis also confirms some
phases in the process to be more connected toeooghaviour, which are also predicted by
commitments connected to routine behaviour. Fomgie, radical behaviour in the fourth
phase is significantly affected by commitment te grofession, which also has a significant
effect on routine behaviour. The first and thirdapé of the creative process are found to be
more exploratory and radically creative; the foukaluation) phase has been found to be
more incremental. In general the multiple foci ofranitment play a less important role in
the prediction of creative behaviour in the foytiase.

Overall commitment to multiple foci predicts most the total variance of
incremental CWB and radical CWB in the first angtlphase. Commitment explains only a
small proportion of the variance of radical CWBthre second phase {R .11**). This
confirms that affective commitment to multiple tigbrovides a good basis for employees in
regard to their work behaviour in inter-organisaéib innovation projects. However, this
influence is stronger for some phases than otlzrd,the influence varies per foci for the

types of creative work behaviour.
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This section of the thesis provides the first emplrtest ofthe direct effects of
multiple foci of commitment on creative work behawi. Thereby this thesis contributes to
the development of field theory in explaining tledations between commitment to multiple
foci and creative work behaviour. Specifically, ahetical is developed and empirical support
is found for the differentiation between the tasget work behaviour to be dependent on the
nature of (creative) work behaviour. The affectoeenmitment towards the entities towards
which the particular behaviour is aimed have beemd to most stongly affect the behaviour

accordingly.

7.4.2 Findings: Mediation

Confirming the expectations based on field theamnd in line with previous commitment
research (e.g., Bentein, Stinglhamber, and Vandghbe 2002), commitment to the project
was found to be the key mediator in the effect leetwmultiple foci of commitment on both
routine and incremental CWB. This confirms the ecbjto be the central focus of
commitment, most strongly affecting the routine amctemental creative behaviour in the
project. The mediation model (‘simple model’) ist @osignificantly worse representation of
the variance in the data, and should therefore&kemed over the direct effect model.

For incremental creative work behaviour the medmtimodel is a worse
representation of the variance in the data. Thisficns the project to play the role of
‘channel’ of incremental work behaviour, with othparties involved in this type of
behaviour. The contribution of the mediation madehe particular insight in the interaction
between the commitments, not available from theatlieffects Latent Regression Models.

For radical creative behaviour the best fitting lmgédn model is found to be the key-
mediation model of commitment to the job. This aon$ the developed theory with radical
creative work behaviour to be aimed at challengoitgnging and transforming the wider
field, beyond the limited space of the project. Thediation model was found to represent
the variance in the data equally as well as the duect effects model, and is therefore
preferred. This result can also be explained onbims of commitment to the job, or job
involvement to prompt different underlying motivati (intrinsic versus extrinsic) which then
promotes more radical creative work behaviour. Tihdings confirm the overall idea of
commitment and interaction with a wider field andigersity of parties in relation to more
radical creative work behaviour. The effects on gotment to the job in its mediating effect

on radical creative work behaviour are significemtthe career
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7.4.3 Findings: Profiles

Following the person-centred approach to the stidyultiple foci of commitment (Morin et
al, 2011a, 2011b) the thesis contributes to tleeditire by exploring profiles of commitment
representative of the inter-organisational worktiisgt Findings reveal nine profiles
representing underlying populations which show [irities to previous research. The
findings extend our knowledge of the types of cotmment profiles crossing the
organisational boundary. Three profiles are foumdepresent distinct ways of commitment
to foci outside the organisation (thater-organisationals the Professionalsand the
Absorbedl. In addition, theSynergistsand theHigh committedare found to be two distinct
profiles in the context of inter-organisational awation projects. The&areeristsfound in
previous research have not been identified in aunnpde, theEmployability seekersome
closest to a career driven profile.

The commitment profiles have been related to oreatiork behaviour, and thereby
the study contributes to the knowledge of the rafat between commitment profiles and
employee behaviour. The commitment profiles arateel to routine, incremental, and radical
types of creativity. The findings show not so mudifferences between incremental and
radical creative behaviour, rather the profilesvie insight into the underlying processes
which are important in the facilitation of all tleréypes of employee behaviour. Theer-
organisationals the Absorbedand theHigh committedare all found to show the highest
levels of creative work behaviour. These findingafaom high commitment to a large set of
fields, as well as synergy between the fields tadiydral to creativity.

An interesting finding is that thEmployability seekerare found to be associated
with particularly low levels of radical creative vkobehaviour. This is in contrast to previous
findings of career commitment leading to more rabicreative behaviour (Gilson et al,
2011). However, this highlights the contribution this study by distinguishing between
seven foci of commitment, rather than the two fdeintified by Gilson et al. (2011), which
provides a more nuanced insight into the relatidriee “career” identified in Gilson et al
(2011) may have been representative of professemmamitment and job involvement, rather
than careers specifically, which has been founautstandingly high levels in thiligh
commitmentAbsorbed andinter-organisational profiles

The profile analysis has shown to be a particytamaay of providing insight into the
co-existence of commitments and is a source oflmsihich the variable-centred approach
has been unable to provide. The profiles may petite basis for future research on the

interactions between the foci of commitment. Fréw flatent profiles analysis more specific
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expectations may be made about moderation and tiwediegffects between commitment to

multiple foci.

7.5 Contribution to theory

This thesis has made a contribution to field theloyy(1) developing a conceptual model
combining elements of field theory and creativitgrature, (2) extending and empirically
confirming the concept of matched level of analysisd (3) pinpointing that diversity and
synergy between the various foci of commitment ioten creativity. This adds a dimension
to field theory which did not exist.

Field theory has not been widely used in managemeséarch. However, in
commitment literature it offers a perspective fondarstanding the multiple foci of
commitment. This theoretical framework has beenlieggpto the multiple foci of
commitment, specifically to the idea of key-mediatiand matched level of analysis. In the

following three sections the contributions of tthissis to the theory are outlined.

7.5.1 Integration of field theory and creativity literature

In connecting the field of commitment and creayiyviteld theory offered a suitable rubric for

the conceptual model developed in chapter twodRietory , offers a lens for studying the
multiple foci of commitment, by explicating the @mnaction and tension between the fields
influencing employees in inter-organisational catde To integrate employee’s creative
work behaviour into this theoretic lens, it was essary to borrow from creativity literature.

This enabled distinct hypotheses for routine, im@etal and radical creative work

behaviour.

Creativity literature recognises the fields in @fhcreativity takes place. For example,
Csikzsentmihalyi posits that the evaluation of akveroduct as both novel and appropriate
arises from the interaction of a person, a fieldgatekeepers, and a domain of symbolic
knowledge (1988). Also Amabile’s system model ()98&ognises the importance of the
interaction with the wider field, and indicates kiiedge of the professional field to be a
requisite to becoming creative.

Having integrated these ideas specific to creativitthe conceptual model based on
field theory, to thesis has contributed to the gnétion. Therefore, connecting different
literature in this study, has enabled contributidos both creativity and commitment
literature. Field theory has provided insight itite diversity of fields influencing creativity,

extending the system views which are based on glesiield. Creativity literature has a
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deeper understanding of the relationship betweerdtipteu foci of commitment and

behaviour, which supported the development of theceptual model in recognizing the
difference in the effects of multiple foci of comtmient on different types of behaviour. In
such that a variety of fields influence employebawour, with employees showing different

types of behaviour related to different phase$efdreative process.

7.5.2 Field theory: The matched level of analysid the project
The context of the study, inter-organisational wetten projects, has also furnished a
theoretical contribution. Field theory predictiom® confirmed in that the fields influencing
behaviour on innovation projects are most stropggdicted by commitment to the project.
Both the direct effects as well as the mediationdehcare confirmed for routine and
incremental creative behaviour. The expectatioh ¢benmitment to the leader of the project
would have a similar effect is not confirmed. Howevthis may be due to the strong
correlation between commitment to the project amadmitment to the lead project manager.
For radical creative work behaviour it is founattthe model, including commitment
to the job as the key-mediator, represents theneei in the data better than commitment to
the project. This is different to predictions baswd field theory, because the behaviour
expressed in the field of the project (radical tueawork behaviour in the project) is not
found to be best predicted by commitment to theeesve field. This finding can be
explained on the basis that radical creative behavis aimed as a wider and overarching
professional field, which is more strongly predictey commitment to the wider field of the

job.

7.5.3 Field theory: Diversity of fields

The greatest contribution to field theory is theedsity of fields interacting and
competing in relation to behaviour in inter-orgatignal innovation projects. In intra-
organisational contexts, commitments have been dotmn have the strongest effect on
behaviours related to the most proximal field. $peto the inter-organisational context of
this study is the close alignment between the dieldhich has the strongest impact on
employee behaviour. In contrast to more traditioealployment settings, here we find
overlap, interaction, synergy and sharing betwesdd.

Synergy between several fields, rather than ortevorparticular fields, is the key to
creativity in inter-organisational innovation profe. The more parties are experienced to be

proximal to the employee, the higher the levelsrefative work behaviour. Input, resources
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and knowledge are shared with a wide variety ofd$iencreasing the chance of a truly
creative idea.

On the other hand, this study also made cleardbate parties are more vital than
others in the creative process. The job is centranotivating and providing access to
resources, as well as the career. HoweverEthployability seekerare found to have high
levels of incremental creative behaviour, therefmyemmitment to the job and the career are
not enough in developing creative ideas. Commitnh@tiie organisation and commitment to
the client are not strictly necessary in becomirgatve; under the condition of proximity to
one of the two fields, optimal levels of creativerw behaviour can be achieved. Intrinsic
motivation is a factor that has been found to eftftbe negative effect of low commitment to
the client. Meanwhile high creative support frore tiient and commitment to the client can

off-set low creative support and low commitmentthe organisation.

7.6 Practical implications

This research has provided insight into the manageraf creativity in inter-organisational

innovation projects. The added value of this thesimes to the fore at multiple levels:
ranging from contribution to the scientific managefield to direct practical relevance with
regard to management of government funded innavatiojects. Insight from this thesis has
implications for government policy, EU policy andrhan resource management practices.

This thesis has advanced our current understarafitige management of employee
creativity in a context which is representative mfny types of inter-organisational,
collaborative and open innovation projects. Morecsjcally, this thesis provides practical
insight into the management of creativity in inntbea projects, such as (1) organisational
level management of inter-organisational and collative innovation projects, (2) the
coordination and selection of national governmemtded innovation projects, and (3) the
management of European Collaborative Innovatiofepts which are part of the Innovation
Union.

In this thesis it is recognised that work settings changing, and that managers are in
need of insight into how these changes influenc@leyee behaviourFrom a practical
perspective, the findings from this study would useful for HR practitioners looking to
enhance employee behaviour in inter-organisatiac@laborations. Inter-organisational
collaboration has become more and more the nornerahan the exception, specifically in

knowledge intensive and professional service osggdiuns. Managers in these sectors could
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be supported by insight into the diversity and natdon between fields, and how these
together influence employee behaviour

Creativity, creative process and creative workavaburs are increasingly valued by
all sorts of organisations, particularly during eoemically difficult times when all spending
needs to be heavily scrutinized regarding its tytilor business growth and sustainability.
This thesis has provided insight into the work vt related to the creative process which
may assist creating environments in which humaouegs can reach their optimal (creative)
potential. This is vital with routine based skill&kely to be taken over by computers and
machines. Only creativity is the “unique humanrekteristic”, the source of new ideas and
the seed of innovation (Cropley, 1999; Runco arnitlar, 1999).

7.7 Limitations and directions for future research

A series of limitations of the thesis have beernresisked already in other chapter of the thesis,
including the discussion of the disadvantages ofoas sectional design (section 3.1.2), the
limitations caused by common method bias (secti@m3and the effects of multicollinearity
(section 4.1.3). In the following section partexy important limitations of the current study
in relation to directions for future research arscdssed. This is organised into the two
sections related to the topics central to thisigh€d) creative work behaviour, and (2) the

multiple foci of commitment.

7.7.1 Opportunities for research on creative work bhaviour
An opportunity for future research is the improvenef the measurement of creative work
behaviour. In this study the measure has been ale®@linto a complete measure of the
phases of creativity, as well as the radical vernsgsemental elements of creative work
behaviour. Following this development, other waysmeasuring creative work behaviour
could be developed. Interesting developments &irgalace in relation to the measurement
of employee attitudes and behaviour over time bezaf the IT development tools that make
it possible to collect data more frequently and roselonger period of time. Repeated
measurement of CWB over time could provide insiigiid the supportive and hindering
conditions to showing this type of behaviour. Ttaalld provide insight into (1) under which
circumstances particular phases of the creativegsare more dominant, and (2) in which
way and how often employees follow through the estagf the creative process.

Another direction in which the creative work belmawi measure could be developed

is the rating of creative work behaviour by peoptleer than the individual. This would bring
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the measure back into the direction of creativeabur ratings by supervisors. The scale
developed in this study could be used by supersigorrate employees’ creative work
behaviour rather than a general rating of ‘creass’. This limits the disadvantage of
currently existing measures of creativity by supmsxs, which measure to what extent
employees are viewed to be creative rather thartheh¢hey show creative behaviour. This
way of using the measure would limit the bias ifatten to common method variance.
However, there is still a discrepancy between iagatf behaviour by the supervisor and the
individual's effort to engage in creative work betwaurs. This bias is particularly relevant to
creative behaviour because the majority of creatiwek behaviours take place in the mind of
the employee. Processes such as problem findifgymation search, idea generation and
idea evaluation are mostly invisible to the envimamt of the employee. Supervisors may
only indicate their impression of the process aral/ mate creative behaviour only on the
basis of the ideas the employee expresses.

Future research could also examine the longitudimahsurement of creative work
behaviour in relation to the phases of the cregineeess. The current study has assumed the
creative process to be holistic in nature, with tiplé cycles of the creative process taking
place at any stage of the project. In the lategtession analysis the phase of the project has
been included as a control variable. However, dioiss not represent the developments over

time caused by the cross-sectional design.

7.7.2 Opportunities for research on the multiple foi of commitment

A limitation of the mediation models is the assuimptof a key-mediator in relation to each
type of creative work behaviour. A key-mediationdabrepresents just one of the multitude
of interactions possible between the multiple foticommitment. Moderation, moderated-
mediation and mediated-moderation are just a fewverotypes of interaction. The person-
centred analysis allows for another type of inteoac However, the test of interactions
performed in this thesis are far from exhaustive.

The person-centred analysis has a limitations latiom to a conflict with the
underlying assumptions of the approach. The exptoraof meaningful subgroups in the
sample assumes a heterogeneous sample represantinge variety of employees with
typical attitudes. This thesis includes a more hgem@ous sample of employees working in a
specific work context. This sample is limited by mumber of respondents, which is low for a
latent profile analysis. This limits the results the finding of small profiles consisting of

outliers rather than meaningful subgroups.
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On the other hand, this person-centred analyisvsipotential for future research
because it addressed the limitations of the mexdhiathodel. Taking a variable-centred
approach researchers are neither able to hypothemiz to model complex interactions
between multiple foci of commitment, whereas theraprofile analysis explores the typical
coexistence of commitments for subgroups in thepéantuture research may focus on the
analysis of larger samples including employees frwide variety of work settings to
explore general representative profiles of commitime

A further limitation of the current research is ttr@ss-sectional design of the study.
A longitudinal design would be necessary to capthesprocess of developing commitment
to fields, in relation to changes in creative bebar Dynamics in the project, climate, and
changes over time are all interesting and imporfactors which cannot be controlled in this
current study.

The use of the person-centred approach exploringratment profiles is particularly
interesting in relation to longitudinal data. GrowMixture analyses of longitudinal data
allow for the identification of the employees’ pte$ based on their longitudinal trajectories;
and Latent Transitions Analyses, allows for theestigation of longitudinal relations
between latent profiles of employees estimated atous time points. Insight into the
changes in commitment profiles over time would poevinsight into the most complex

developments of commitment over time.
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