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ABSTRACT

The main objective of the current study are to analyze the impact of incentives, training,
employee relations, empowerment and leadership factors on ECB at workplace in Kuwait, to
assess the mediating effect of EE on ECB at workplace in Kuwait and finally to evaluate the
difference in ECB on the basis of age, gender, level of academic qualification, income, marital
status, overall experience, level of employment, and experience at current position of employees
at workplace in Kuwait. A sample was selected using the formula, n=[{p (1-p) z2} / E2]. Data
were analyzed using statistical software SPSS version 21 software. The results of the t-test ast
(332) =-.787, p>0.05 shows that male and female respondents have no significant differences in
their perception towards ECBat workplace in Kuwait. The results of ANOVA test that ECB
shows no significant difference based upon different ages (F (3,330) =.229, p =.876). The F and
p-value for variables education, marital status, income, overall experience, level of employment
and experience at current position has results as (F (4,329) = 2.539, p = .040), (F (3,330) = .491,
p =.689), (F (3,330) =2.189, p = .089). (F (3,330) = 1.757, p = .155), (F (2,331) = 3.415, p =
.034) and (F (3,330) = 1.043, p = .374) respectively. The results imply that there is no
significant difference exists among different groups of age, marital status, income, overall
experience and experience at current position towards the ECB’s at workplace in Kuwait.
However, there exists a difference in groups of education and level of employment towards ECB
at workplace in Kuwait. The researcher also examines the relationship between EE and ECB. A
relatively stronger correlation is observed between employee engagement and employee creative
behavior (r=.714, p<0.05). The result of Sobel’s test indicates that for both relationships
employee engagement was found to be significantly mediating the impact of incentives,
employee relation, training, leadership, and employee empowerment on employee creative
behavior. The findings of the current research are useful for organizations to formulate human
resource policies and providing insights about how the studied factors can be used by
organizations to make employees more engaged towards their work so that they will become
more creative in context of Kuwait
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CHAPTER ONE: INTRODUCTION

1.1 Background

Employee engagement could be regarded highly critical for all organizations, as this may lead to
having various benefits to companies in the long-run, and the inability to do so may lead to a
higher probability of related adversities. With a massive number of companies established in all
industries, it has become easier for employees to switch from one organization to the other, and

the aspect of loyalty has reduced significantly.

Organizational innovation, survival, and effectiveness are much dependent on the creativity of
the employees. The marketplace is accelerating in the present-day, and the organizations that
foster innovative behaviors can engage well in the inconsistent environment(Robertson &
Cooper, 2010). Not in doubt that previous studies go through the factors that lead to creativity in
an organization. Nevertheless, In the prior literature, the work environment that inclines to
promote creative behaviors is not crystal clear. One of the points of view concerning this is the
contextual factors incorporate various elements of the workplace that affect employee creativity;
however, they are not a part of the individual (Shally, Zhou & Oldam, 2004). From the review
of past writing, it has been discovered that the workplace includes diverse contextual factors that
affect the creative behaviors, for example, work setting, associations with colleagues, and
attributes of work (Shally et al., 2004). Creative behaviors are defined as the initiation and

introduction of new ideas, processes, and procedures.

It tends to be said from the overview of literature hat the idea of employee commitment isn't just
well-examined, yet it is additionally very disputable. This topic has gained attention from
researchers, human resource departments, theorists, and academicians. The main reason that
employee engagement considered controversial that there is no agreement for the meaning of this
term (Gruman & Saks, 2011). Different authors and researchers have defined it differently
according to their respective perceptions. Regardless of contrasts in explanations, the prior

studies have demonstrated that there are positive impacts of employee engagement on the

12
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efficiency and the organization’s performance. Along these lines, there are more studies that
have been done in such a manner. It has been found by the research carried out by(Shuck and
Wollard, 2010) that different drivers of employee engagement have a positive impact on
employee creative behavior. Moreover, in this regard, Saks (2006) has pointed out that
organizations are focusing on encouraging employee engagement because it tends to have
positive implications for the organization as a whole. Extensive literature regarding employee
engagement in the work environment proposes that there is now a gap in research because the
necessities for comprehensive and detailed quantitative studies for this subject to be assured that

the gap is fulfilled.

Diversity and inclusion have become instrumental in improving employee engagement in the
firm. It has instead become an imperative element that cannot be ignored by the organization. It
has become a well-established fact that diversity and inclusion are two critical elements that only
bring tangible benefit to the organization, but it is also responsible for the intangible advantages.
Barring a few studies, the empirical evidence available regarding the practices undertaken by an
organization for diversity and inclusion is limited (Dul and Ceylan, 2011). This case is
understandable because inclusion in terms of the workplace has recently entered the lexicon of
popular discourse. Presently, diversity and inclusion are comprehended by the organization

during the selection and recruitment, development and training, and socialization actions.

However, the scope of diversity and inclusion goes much beyond (Barak, Findler, and Wind,
2016). Thus, the previous researches have also majorly focused on the evaluation of inclusive
practices, and approaches are quite limited. Habitually, the perceptions regarding diversity and
inclusion in any organization are viewed with an allusion to an assumed mainstream level. The
understanding of inclusion was seen from definite researches from the viewpoint of privileged in
the equation(Hyde, 2014). But then, also inclusion has viewed by definite studies in the
literature of diversity, from the perspective of less commonly known demographics of
interest(Shore, Randel, Chung, Holcombe Ehrhart, and Singh, 2011).

Considering the diverse nature of the workforce, it has become a challenge for organizations to
keep their employees engaged (Little, and Little, 2006). Researches that accomplished

concerning employee engagement is that in an oganization, if the employees are engaged, they

13
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are supposed to not only perform effectively but also are loyal to that organization(Attridge,
2009). Also, it has been detected that HRM policies of an organization associated with
rewarding, training, and compensation may fail if the employees do not feel engaged with that
organization. According to Shaw (2005),employee engagement can be described as the
commitment of employees with the organization in the status of intellect and emotion. As can be
seen, from the various clarifications of EE, it has been found and discovered that EE is a
psychological construct; nevertheless, this situation is not supported and endorsed well by the

present literature.

Regarding the broad idea of the meaning of employee engagement as for the various definitions
and concepts that are displayed by past studies, there are certain factors that impact employee
engagement or make up the idea of engagement. According toOsibanjo, Gberevbie, Adeniji,and
Oludayo (2015)incentives are deemed to be an essential factor of employee engagement because
it focuses on to keep the employees motivated and pursuance of their needs which eventually
create engagement with the organization. Although, it has been indicated byVictor and Hoole
(2017)that employee engagement is much profound than the incentive program because it is not
simple to change the behavior of an employee at the workplace by the help of monetary or non-
monetary incentives At the same time, employee relations are likely as a crucial factor of
employee engagement. Ntalianis, Dyer, and Vandenberghe (2015)Have pointed out in this
regard that the organizations tend to fail to maintain effective relationships with their employees
because of which the employees do not feel engaged enough. When the employees do not have
good relations with the organization, then creativity is not encouraged. It is crucial for an
organization to make their employee feel engaged by providing them with development and
training programs for the intent of getting to know the way of treating the operations of
organizations(Kraiger, 2014). With the required training, the employees can make their space in
the organization and thus engage. Training not only helps the employees to stay engaged, but it

also helps to foster creative behaviors at the workplace.

Another factor of employee engagement that has been identified by the literature is
empowerment, which focused on allowing the employees or giving the employees the kind of
autonomy to make decisions and bring innovative approaches to handle the business operations
(Goetsch & Davis, 2014). The research carried out byWei and Yazdanifard (2014) that when the

14
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employees are empowered, then they tend to perform efficiently as compared to the opposite
condition. According to Andersen (2016), the leaders of an organization are responsible for
stimulating, motivating, and recognizing the employees for the work they do. The employee can
perform productively and efficiently in the organization If the leaders are kind and encouraging.

One of the primaries aims of leaders is to assure that the organizational objectives are fulfilled in
a way that the changing external environment is taken into consideration; thus, it is the task of

good leaders to retain the employees engaged and to encourage creative behaviors among them.

This study has focused on factors affecting employee creative behavior at the workplace in
Kuwait; testing mediation by employee engagement. The problem that has been addressed
through this study is that the employee tends not to feel engaged with others in an organization
and the management of the workplace, which creates problems concerning the productivity and
engagementorganizations should ensure employees engagement because the workforce has
become more diverse and inclusive over the years. Organizational innovation, survival, and

effectiveness aremuch dependent on the creativity of the employees.

From the overview of the LR, it very well may be said that the thought of employee engagement
is not only well-discussed but, it is, however, very controversial in nature. In the literature, there
are different definitions of employee engagement that can be found is related to the controversy.
Regardless of the variation in definitions as it has been mentioned from the literature, there are
positive influences of employee engagement, which makes it substantial for the organization's

engagement and employee productivity.

Moreover, as to the research gap, too, it has been indicated that insufficient studies about have
been conducted with regards to employee engagement in Kuwait, which requires for more
examination concerning what engages in employees inside the firm and how it has been playing
an essential role in sustaining an effective, innovative work environment behavior among

employees.

In the priorpart of this current chapter, it has been discussed that there is a gap in literature

because different results were provided from various studies. Majorly the differences in the

15
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results of the past researches have arrived because of differences in the factors that are attributed
to employee engagement. Considering the diverse nature of the workforce, it has become a
challenge for organizations to keep their employees engaged. This research has focused mainly
on five factors: incentives, employee relations, training, empowerment, and leadership. The
above-mentioned factors of employee engagement are considered for the target of evaluating

their role in encouraging and enhancing creative behavior in the workplace.

Concerning the above-mentioned factors of employee engagement, employee creativity, and
diversity & inclusion, there are various studies which can be found because there are a different
point of views among researchers,incentives are deemed to be an essential factor of employee
engagement because it focuses on to keep the employees motivated and pursuance of their needs
which eventually create engagement with the organization(Olafsen, Halvari, Forest, & Deci,
2015). On the other hand, Victor and Hoole (2017)have stated that employee engagement is
much deeper than the incentive program because changing the behavior of an employee at the
workplace cannot be done with the support of monetary or non-monetary incentives. Through
this research, the researcher has comprehensively evaluated these factors in the context of

Kuwait.

1.2 Research Objectives

The essential aim of the current study is to analyzethe factors affecting ECB at the
workplace in Kuwait, testing mediation by EE. This particular aim has been fulfilled in
accordance with the external environment of the workplace in Kuwait. The aforementioned aim
is fairly comprehensive by nature; hence, the following sub-objectives are formed:

e To assess the mediating effect of employee engagement on employee creative behavior
atworkplace in Kuwait.

e To analyze the impact of incentives, training, employee relations, empowerment, and
leadership factors on employee creative behavior at workplace in Kuwait.

e To evaluate the difference in employee creative behavior on the basis of age, gender, level of
academic qualification, income, marital status, overall experience, level of employment, and

experience at current position of employees at workplace in Kuwait.

16
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Figure 1 shows the framework for the study's main objective and sub-objectives that the

researcher proposed and to be achieved.

Factors Affecting Employee Creative Behavior at Workplace in Kuwait: Testing
Mediation by Employee Engagement

-

To evaluate the difference
To analyze the impact in employee creative
To assess the mediating of incentives, training, behavior on the basis of
effect of employee employee relations, age, gt?nder, l_evel _Of
engagement on empowerment and z_icademlc qua_illﬁcatlon,
employee creative leadership factors on income, mar_ltal status,
behavior at workplace employee creative overall experience, level
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1.3 Research Questions

The primary research questions which have been answered through this study is:
What is the impact of employee engagement across diversity and inclusion on employee creative

behavior in Kuwait?

The primary research question is broad; hence, in compliance with the objectives; the

following are the sub-questions which are answered by this study:

1- Does employee engagement mediate the impact of incentives, training, employee
relations, empowerment, and leadership on employee creative behavior at workplace in
Kuwait?

2- What is the effect of incentives, training, employee relations, empowerment, and
leadership factors on employee creative behavior at workplace in Kuwait?

3- Does age, gender, level of academic qualification, income, marital status, overall
experience, level of employment, and experience at the current position affect employee

creative behavior at workplace in Kuwait?

1.4 Research Methodology

To achieve this study in a convincing manner, the researcher must determine the methodology
and the study design, which will be utilized for the goal of data collection and its assessment
(Flick, 2015). With attention to that research,the methodology is determined considering the
objectives and aim of the research. For this research as well, there is a research methodology
that has been selected after evaluating the objectives and the research questions of the study.
This research aims to find out and discover factors affecting employee creative behavior, testing
mediation by employee engagement; hence, the chosen design for the study is quantitative. To
collect the data and converted into numerical values and then interpret it for the purpose of
testing out the hypothesis and objectives, the researcher was allowed to use the quantitative
study(Brannen, 2017)due to collect data for the research; the researcher has executed a primary
data.
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Considering that this research has been specifically carried out for the workplace in Kuwait
hence using secondary sources of information was not appropriate. This is because there are not
manytypes of researchthat are carried out regarding employee engagement and employee
creativity behavior,thus using primary data for this study has helped in terms of collecting useful
and insightful data.

In consideration of the research design of the study, the researcher has made use of
positivism  as the research philosophy This has helped the researcher to backing the
findings of the study with scientific logic and reasoning (Hughes & Sharrock, 2016). The
positivist research paradigm is used to be the most suitable philosophy, and this is considered
one of the main reasons because of implementing a quantitative study by the researcher. The
questionnaire has been applied as an instrument that had allowed the researcher to gather
numerous data that was compatible with the purpose of achieving the aims of the research. By
using a survey questionnaire as the research instrument, the researcher has been able to create a
standardized data set that can be tested using statistical models and platforms. By using the
information collected through a survey questionnaire, the researcher has been able to reach out to

a useful conclusion.

Considering the character of data, the researcher has benefited from statistical techniques for the
intention of assessing the data. As has been aforementioned that the essential aim of the research
is to appraise the factors affecting employee creative behavior: testing mediation by employee
engagement; therefore, the researcher has been able to respondto the research questions with the
help of ANOVA, t-test, correlation, and regression. This study dealt, and concern with
independent variables; they are the various factors of employee engagement along with the
mediating variable, which is employee engagement, and the dependent variable is employee
creative behavior. Therefore, to figure out the relationship between the variables, the
researcher has executed a correlation analysis  Furthermore, to figure out the relationship
between the dependent and the independent variables, the researcher has executed ANOVA.
The statistical techniques which were used for this study have helped in terms of reaching out to
a useful conclusion. Moreover, it has also helped in terms of comparing the results of this

research with the previously carried out researches.
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It is essential to discuss the limitations of this research, along with the ethical considerations that
are followed by the researcher while carrying out this study. Firstly, this research has been
specifically conducted for analyzing the factors affecting employee creative behavior at the
workplace in Kuwait, testing mediation by employee engagement; hence, the context of the
findings is restricted to the region of Kuwait. This indicates that the result of the following study
cannot be generalized concerning other countries. Furthermore, this study has dealtwith and
concern with particular factors of employee engagement; therefore, the results and outcomes of
the study are bounded to those factors. This study has been executed in such a method that all
the ethical considerations that are identified by the academic board are respected. Considering
that this research has collected primary data; hence, it has been ensured by the researcher that

mutual consent has been obtained from the researcher before collecting the data.

1.5 Structure of the Study

This research comprises of altogether six chapters, this section of the chapter discussed the

structure that has been followed concerning the requirements of the university.

The first chapter of this study is the introduction, where the researcher was introduced to the
chapter. In this chapter, the researcher has provided a detailed and comprehensive contextual
background of the study concerning the available literature. Moreover, the researcher has further
presented in this chapter, the problem statement in accordance to which this research has been
carried out. The next section of the first chapter includes the research objectives and the research
questions. Furthermore, the methodology that has been executed for the research in the first
chapter is as well as discussed concisely.

The second chapter of the study is the LR, where the researcher deliberates the outcomes of the
preceding researches, which are conductedwith regard toEE and ECB. In this chapter, the
researcher has discussed the empirical results of the past studies, which can help this research as
well. Moreover, in conformity with the aim of the research, the researcher has also formed a
conceptual model that shows the linking between the IV’s, DV’s, and MV. Furthermore, this
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chapter also discusses the relevant theories which are applicable to the study concerning the aim

and objectives.

Further, this current study selects the research methodology after assessing the research
objectives and questions of the study, so the methodology selected was discussed in the third
chapter. This section addresses all the essential approaches and methods with the help of which
data is collected and evaluated. This chapter also discusses the limitations and ethical
considerations of the study. The following chapter, which is chapter four, is the chapter which
presents the outcomes of the study, the researcher demonstrates the consequences of the chapter.
The statistical techniques which were used for this study have helped in terms of reaching out to
a useful conclusion. Moreover, it has also helped in terms of comparing the results of this

research with the previously carried out researches.

In the fifth chapter of the study, the discussion is carried out to the objectives and the research
questions. In this segment, the study analyzes the primary outcomes of this study with the
secondary results for the triangulation of data. This chapter also helps in terms of finding out
whether or not the primary findings are in accordance with the empirical findings. Finally, the
last chapter of the study deals with the conclusion and recommendations. In this chapter, the
results are summarized, and recommendations are provided concerning the findings as well as

future research.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

Concerning the rising complexities and changing work environment, it has become difficult for
companies to establish a positive and effective culture in which the stakeholders can perform at
their optimum level of efficiency. In the light of globalization, multiple organizations have been
operating in an environment which has diverse labor force (along with other stakeholders) and
for individuals put in ample effort in work and remain satisfied with the workplace environment,
this is the challenge for such firms to make sure of it (Lévy, 2007). Considering the fact that
competition is increasing day by day, organizations have become keen and focused on attaining
the best available talent in the market. While this could be considered as a daunting task for
companies, hiring and retaining such employees has become critical to companies, along with

establishing a culture that could support the efforts of all these individuals (Boone, 2008).

Organizations consider the world as a global market, and hence probable individuals from any
area of the globe are considered as essential assets to the firm. The fact that firms require
efficient and effective employees to survive in the market, resources are put to use, and strategies
are developed to attain the desired goals and objectives. Having said this, as much as it is
essential to retain employees from different backgrounds and cultures, it is equally challenging to
develop a culture in which all such individuals can operate effectively (Friedman, 2007). In
every diverse working environment, there is an elevated prospect of different hardships taking
place, thus ensuring smooth functions and operations may give rise to in being afflicting tasks.
Moreover, EE could be considered as an essential and vital factor that may lead to having an
impact and effect on the ECB. As much as retaining potential employees is critical, it is also
equally crucial to focus on the aspect of employee engagement. One of the essential things that
lead to a substantial impact on the level of motivation of individuals is the need for companies to
concentrate on strategies and techniques by which to ensure the best employee engagement for

such individuals.
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The fact that competition is increasing, it has also become vital for firms to influence the
employees towards establishing an attitude that may support and assists creative behavior. Once
this takes place, every individual is asked and respected to think creatively and test with things to
show up with unique strategies and ideas. Operating in a market where each firm is in an
attempt to perform better than the other, developing a creative and innovative culture has become
a priority. Firms that do not support their employees to think out of the way may not lead to
establishing an environment that could augment the probability of being unique (Gerber, 2010).
Also, through influencing creative behavior, employees may remain interested and motivated
towards work as they would have something new to do, eventually retaining their association
with the business.

2.2 Employee Engagement

Employee engagement could be regarded highly critical for all organizations, as this may lead to
having various benefits to companies in the long-run, and the inability to do so may lead to a
higher probability of related adversities. With a massive number of companies established in all
industries, it has become easier for employees to switch from one organization to the other, and
the aspect of loyalty has reduced significantly(Macey, Schneider, Barbera, and Young, 2009).
Potential employees nowadays have a vast opportunity to choose from, regarding where they

have to work and which organization would be the most suitable for them.

This being said, companies have become keen and concerned regarding the aspect of employee
turnover, as they want to retain effective human capital and not lose it to other firms. Moreover,
employee engagement is quite essential to organizations as higher engagement would allow the
individuals to remain connected with the organization and motivated towards their job(Gruman
& Saks, 2011). Engaging employees to work requires ample efforts of the higher management
as this may not only enhance the overall employee engagement but also lead to a lower turnover

of employees.
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As mentioned earlier, employees have become inclined towards leaving the organizations that
fail to keep them satisfied. Even though the needs and requirements of the employees are
constantly changing, firms must establish ways to keep them engaged. As can be said, the
delegation could be deemed as one of the utmost effective ways through which employees could
be kept engaged with their job. To the end that carry out better than prior and leads towards
higher efficiency, giving them more responsibility would require them to put more effort and act
in their work(Kompaso, and Sridevi, 2010). While it is highly essential for companies to ensure
high employee engagement, it is also vital to understand that the same companies must remain
keen and considerate regarding the resources and costs associated with fulfilling the task. The
organization may not be capable to efficiently implement the whole process if employee

engagement is assured, but the value linked with it augments(Little and Little, 2006).

Furthermore, the action of the employees and their approach towards work is one of the main
benefits and impacts that employee engagement has. It is crucial for the business to look after
the behavior of the employees and results in to add value to the overall culture of the
organization. The fact that creative behavior has become essential for employees, it is necessary
that such an environment and business atmosphere is developed that could assist such individuals
in working towards creativity (Kompaso and Sridevi, 2010). Employees that are not engaged
with their work are less probable to contribute or adding value to the organization, and so firms
try their best to not develop any such circumstances. Through employee engagement, firms also
become more probable to receive higher engagement and collaboration from the same
individuals, as they remain more associated with their job and put in ample efforts to meet the
desired goals (Attridge, 2009).

Employee engagement could be considered as one of the utmost efficient ways through which
employees could be preserved within a firm in an era where the rivalry has been increasing
rapidly. The fact that potential employees are hard to find for companies, the cost associated
with hiring employees is also considerably high. While every organization is eager to preserve
their employees for an extended period, finding a suitable fit and match for a business may be an
intimidating task(Macey et al. , 2009). It is requisite for organizations to carry out and evolve
effective strategies through which they are capable of reinforcing the overall outcomes to assure

that employees are kept engaged with their work. Furthermore, to have better results regarding
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employee engagement, it has to be made sure that no unfair treatment with all such individuals is
carried out and no related adverse environment is developed that may lead to having a negative

impact on individuals and their relation with the organization.

2.3 Theory Related to Employee Engagement

There have been conducted significant researches in predicting the factors that drive employee
motivation and the causes, which makes an employee feel motivated. In realizationof this,
different theorists at different times have also proposed theories to better explain the concept,
and based on their proposed theories, the managers and leaders at different sectors make good
use of the efforts of previous theorists. Although assorted theories and models have previously
been proposed by theorists, yet, a number of the utmost widely and effectively applied theories

are discussed below:

2.3.1 Social Exchange Theory

One of the widely used theories which are being discussed while studying employee engagement
is the social exchange theory. The social exchange theory was proposed in the year (Cook,
Cheshire, Rice, and Nakagawa, 2013). The theory mainly provides a theoretical concept of
understanding how and why employees are engaged in their work.  As per the study ofWu,
Chuang, and Hsu (2014), the fundamentals of the social exchange theory are based on the
obligations or responsibilities that are requested and required to make through the series of
interactions which is preceded between the two parties that are connected or interlinked through
reciprocal interdependence. Moreover, of a more excellent, understandable language, the
concept beyond the social exchange theory can as well as be outlined as the relationship and
fairness between the two parties that discuss and predict how well the connection is established
between the two parties. Further, on moping the social exchange theory, the theory
fundamentally explains and predicts the relevance between the two sides, which rise with the
time through the factors of loyalty, trust, and most significantly through the mutual respect,

which is governed by specific rules of exchange between the two sides.
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As per the study conducted by Dobre (2013), for the enhanced productivity and engagement of
an employee, it is required to engage employees towards their work and helping employees to
find such measures through the motivation and satisfaction level of an employee can be
enhanced. In this event, there is a necessity for the business to concentrate on such measures that
can engage employees. Meantime, the motives of the organization are again achieved from the
one end. Considering the example which can validate how the social exchange theory is useful
to pursue employee engagement. If a particular organization tends to provide its employee
comfort by implementing such process through the work of an employee becomes efficient and
easy, then this can be predicted that employees will likely feel more engaged in his work, and his
interest in the job will be maintained. Although it is again essential to highlight that if a firm
does not concentrate on yielded comfort in terms of incentives, then employees recognize that
the organization does not want to give value to its staff(Cho and Perry, 2012). Consequently,
this negligence of an organization and its approach in getting the maximum output from

employees results in the declining motivation and engagement of employees towards their work.

2.3.2 Resource-Based Theory

The resource-based theory mainly speaks that if an organizationfocused on achieving a
competitive advantage, then it becomes mandatory for an organization to not only make
sustainable and efficient use of its resources and capabilities (Kozlenkova, Samaha, and
Palmatier, 2014). Moreover, it also becomesessential for an organization to take such measures
through which employees can be motivated and engaged in their work to achieve a competitive
edge over their competitors. In light of the study conducted by Sinha and Sinha (2012),
employees for an organization are the most valuable assets that either drives an organization
towards success and or failure. The importance of giving value to employees through different
means helps employees to develop their interest in the workplace and to show more commitment

and engagement with their work.
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It is a noticeable fact that employee is perceived as the one important asset of an organization
that is valuable but ischallenging to trade and understand. Therefore, it becomes essential for
businesses to examine those factors and causes that can engage employees towards their work
through which not only productivity of an employee can be increased; meanwhile, the level of
creativity of an employee can also be enhanced. To this end, this can be stated that if an
organization focus on resource-based strategy, then it becomes mandatory for an organization to
take such initiative by which employees can be more engaged and passionate regarding their jobs
as this also enable organization to achieve a competitive edge because of the increased

productivity and creativity of an individual employee.

2.3.3Conservation of Resources Theory

The main theme which encompasses the conservation of resources theory is the assumption that
different resources are the fundamental factors in achieving the new resources. The idea of the
conservation theory concerning the business sector can be depicted as businesses while achieving
new resources, require making extra efforts to achieve a particular task or to develop new ideas
or milestone. Additionally, this can be stated that businesses, to achieve more, are required to
make extra efforts so that the particular target can be achieved. As per the study conducted
byHalbesleben, Neveu, Paustian-Underdahl, and Westman (2014), the job- demand resource
model is referred to as the one useful model to determine occupational stress. The respective
model is being driven by the conservation of resources theory, which mainly emphasizes on the

generation of new resources to generate a new resource.

Similarly, the job-demand occupational model also focuses on creating the balance between the
individual and resources which an individual either possesses or being provided with. The
model mainly speaks that imbalance is often developed as a result when individuals are a
demand to provide extra output while utilizing the same limited resources. As a result, the
motivation and engagement of employees towards their employees can never be maintained.
Then again, if a firm will create or increment the degree of employee engagement among its
employees, at that point, a firm ought to give advantages to its employees with the goal that

employees can be engaged in turn to the benefits which they get.
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2.4 Employee Creative Behavior

In today's environment, change has become unavoidable for organizations, and it is fundamental
for these organizations to have the flexibility to conform to the required changes to sustain their
position in the industry. Having said this, the behavior and attitude of the employees also have
to be amended, further influencing them to change their approach in accordance with what is

required (De Jong and Den Hartog, 2007).

Moreover, creative behavior could also be regarded as an imperative need for organizations.
Think out of the box, implement experiments, and take risks; all these things are essential for the
employees. While this may also increase the probability of being exposed to the risk of failure,
it, on the same hand, could be considered essential in terms of sustaining the position in the
industry (Unsworth and Clegg, 2010).

For employees to adopt creative behavior, it is necessary for the company to develop an
environment that could allow them to take such initiatives and risks. The nature of work has
significantly changed, and businesses have resulted in being having a fast pace towards
technology. In this regard, employees nowadays cannot only focus on their limited job
description but go beyond that by attempting to be a creative and innovative individual and
inculcate this in their daily routines (Dul and Ceylan, 2011).

Out of having an approach towards creativity and innovation, an opportunity might be created by
employees for the firm to alter its way of functions and operations and then headway towards
working to the new ideas. It is the employees of the organization who are responsible for
experimenting and being creative through which the organization develops a project on which it
may work. Without the employees contributing to this aspect, companies may never lead to

improvement and changes (Kesting and Parm Ulhgi, 2010).

While creative behavior is highly critical for businesses and their success, it may result in being a

difficult task for firms that have a diversified culture. Organizations that have diverse employees
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may find it challenging to influence its employees for adapting towards creativity as all of their
behaviors may vary from each other, along with their mindset and approaches. Likewise, to
assure that a more significant part of the employees, if not all, are motivated to incubate a
creative behavior, it must as well as ensure that the same employees are highly engaged with
their works(Chen and Kaufmann, 2008).

In other words, individuals who are engaged with their jobs are more probable to be
creative as they are content and satisfied with their jobs and further interested in bringing
in changes and amends to the way company functions. On the other hand, employees that
are not motivated and less probable to be engaged with their jobs have less possibility of
adapting creative behavior or establishing such an approach. Such individuals are strictly
aligned with their work duties and do not involve in activities other than this(Choi, Anderson,
and Veillette, 2009).

Furthermore, the generation of advantageous ideas by employees that can lead to innovation is
creativity behavior. Innovation may be capable of falling in organizations that have a creative
labor force, with the right class of a developed mind. It is crucial to understand the procedure of
innovation to better understanding the usefulness and impact of creative behavior(Unsworth and
Clegg, 2010). Innovation could be broadly defined in two significant steps, i.e.,thought

generation and execution of the thought.

This could better be understood in a way that for a new idea to be implemented by an
organization, it is first imperative to have an adequate approach or idea that could be brought
forward. Again, one other crucial factor in this is that the organization must be capable of

identifying rightly, which of its employees has the potential of being innovative.

The ones who may not capable of having a creative behavior must not be affected to do so and
should instead be located in some work that does not demand to be creative. In the same sense,
individuals with higher potential and capability must be focused on having such
behavior(Kesting and Parm Ulhgi, 2010).
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2.5. Theory Related to Employee Creative Behavior

Notably, several theories have also been proposed to examine employee creativity and creative
behavior. A few of the essential theories related to employee creative behavior have been argued

below:

2.5.1 Social Cognitive Theory

In light of the study conducted by Bandura (2014), the social cognitive theory, which is mostly
interlinked with employee psychology forms the basis of understanding employee behavior. The
theory mainly describes how personal knowledge or behavior is associated with the observations
that an individual observes from the environment, specifically with the context of social
interaction and other factors that influences his view. Specifically, the social cognitive theory
suggests while observing employees displaying creativity at work leads to employee
engagement. This has been because of the reason that when employees find other employees
working with the creative and innovative approaches, then other employees are also inclined

towards such approaches.

The employees in this scenario observe that other employees having creative behavior not only
make their work efficient and simple but concurrently employees find themselves to adopt such
approaches thus that they can again be appreciated with their efforts of being creative and
innovated. It is a noticeable fact that employees always seek for the appreciation and their
motivation and satisfaction level is enhanced once they are appreciated. Nevertheless, it is
essential to highlight that employees in search of appreciation make worthy efforts to progress
their job. The environment where an employee works thus becomes important as an employee
learns and adopts things quickly from the working environment. Moreover, one of the essential
points which the theory raises is that employees while helping one another in the workplace
environment results in the development of such workplace environment where employee
mutually respect with one another and supports one another in solving their queries(Ramirez,
Kulinna, and Cothran, 2012). These practices eventually engage the employee in his work, and
an employee inclines towards the improve processes that make an employee develop

creativebehavior.
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2.5.2 Behavioral Management Theory

As well from social cognitive theory, the behavioral management theory again points out to like
one of the fundamental theories, particularly in terms of grasp the employees' behavior and in
testing the factors or causes that motivate employees. According toRaes, Bruch, and De Jong
(2013), the behavioral management theory is often referred to as the human relations movement,
as the motive of such theory is to address the human decisions and behavior at work. There can
be identified different theorists that made efforts in examining what motivates employees and
what factors influence the engagement and creativity of the employees. The research work of
theorists, such as the work of Elton Mayo, Douglas McGregor, Abraham Maslow, and others,is
famous for examining the behavior of employees in terms of engagement and creativity. The
significant distinct quality of this school of thought is that all the theorists that play a part in this
theory rated employees as an essential asset of a firm against the approaches of an industrialist

that used to consider employees as a machine.

The significance of the behavioral management theory and the other theories that have been
proposed based on this theory is high for different reasons. As already discussed, different
theorists made a significantcontribution in examining the causes and factors that drive employee
productivity. As stated by the outcome of a different experiment executed by Elton, it was found
that social needs and human relations are the factors that are necessarily bear to consider while
examining the causes that stimulate employee engagement(Davis et al.., 2015). On further
inspecting the theory, this can be stated that firms that incline to concentrate on improving
workplace behavior and other factors that assist employees in engaging in their jobs and then
employees eventually utilize chances to implement their accountability with more effectively.
This, as a result, enables employees to show higher engagement towards their work. In the
consequences, employees also tend to develop innovative and creative approaches that drive to

improve business processes.
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2.6 Diversity and Inclusion

With regard to globalization, the reach and approach of organizations have extended, and the
world market has become open for them to access. Having said this, companies these days focus
on hiring and recruiting employees that may lead to infer the best outcomes for the organization.
In this regard, firms have now become increasingly diverse as employees from different
backgrounds and cultures are working under one roof with the same significant goals and
objectives (Barak et al., 2016).

Understanding the use and importance of diversity inclusion, organizations must focus on
developing a culture that allows all the individuals to perform at the optimum level of efficiency.
Through having a diverse workforce, the chances of higher creativity and innovation take place.
Employees belonging from different age groups, genders, ethnic, and cultural backgrounds are
all having a different approach toanalyzing and assessing matters. This being said, the
probability of new approaches taking place augments significantly, allowing the company to lead

towards innovation (Shore et al., 2011).

Diversity in an organization has become necessary to develop a competitive economy in a
globalized world. The fact that individuals from the diversified background, potential, and skills
are inclined to attaining a frequent target, it becomes easier for the organization to sustain its
position and survive for an extended duration of time. The fact that every organization is keen
towards performing better than the other, it has created an overall competitive environment,
influencing companies to push to their optimum potential (Barak et al., 2016). Even though
numerous benefits are associated with having diversity, it may, on the other hand, become very
difficult for businesses to ensure adequate management. The fact that each individual is different
from the other, their needs and preferences also vary. This further makes it essential for the

firms to identify the requirements of each individual to better serve their demands (Hyde, 2014).
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2.7Factors of Employee Engagement

In this section, the researcher mentions the factors that need to be studied. The focus will be on
the factors of employee engagement. These factors become the basis of the current study.

2.7.1 Incentives

There are two main kinds of incentives that are considered essential factors for motivation; there

are financial incentives that divided into two categories: monetary and non-monetary.

Monetary

According to the research conducted by Al-Blushi et al. (2017), there are various stimuli factors
of motivation that can serve as incentives for employees; The essential factor among many
factors is financial incentives that lead to higher engagement of the employees. However, (Clair
and Milliman, 2017) stated that monetary incentives are often given against the work efforts of
the employees that can further encourage them to work efficiently. One of the primarymatters,
as per the empirical (Osa, 2014), in both the private and public sectors that employers faced,is to
identify what can motivate them to perform optimally. The research has further stated that it is
mostly based on the assumption that monetary incentives improve the engagement of the
employees for which the management provides tangible rewards and incentives, leading towards

higher employee motivation.

According to the study of Osabiya (2015), incentives are all the factors that motivate an
individual to take action or to perform in a specific manner; in an organizational setting,
incentives are what the organization offers its employees against their engagement and task
fulfillment. However, Osibanjo et al. (2015)contended that it is fundamental for the firms to
guarantee measures in terms of both monetary and non-monetary incentives, allowing employees
to realize the critical of organizational goals and objectives. As the research identified, it is due
to the known fact that monetary benefits can motivate employees to a greater extent, but it

requires to be assured that in the absence and lack of those financial benefits, the employees are
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devoted to the organization. As a result, it might indicate that for the intent of achieving a

motivational labor force, it might crucial to consider monetary benefits for the employees.

In the situation of Kuwait, particularly, the wages provided to employees as somewhat similar or
utmost in comparison to the Western World. Yet, the one essential factor that makes employees
prefer to work in Kuwait is the truth thatno personal taxation is applied on the salaries of
employees, which is the one reason why people prefer Kuwait for the job perspectives.
Furthermore, this also motivates employees to work with more dedication and devotion in
Kuwait. Notably, different kinds of companies are operating in Kuwait that provides monetary
benefits according to their policies. Besides, unlike other many parts of the world, it is
primarilynecessary to highlight that most of Kuwait's organizations' policies are similar to any
other country, where monetary incentives in the pattern of bonuses and other financial incentives

are being provided to the employee.

Non-Monetary

It has been stated by Cabrera, Collins, and Salgado (2006)that monetary incentive cannot alone
help the organization to achieve higher employee engagement instead there is a need of
providing non-monetary or non-financial incentives where employees are praised for their

excellent employee engagement, career orientation, and workplace contribution.

The research carried out byRogers (2018) found that non-cash or non-monetary incentives are
those that do not involve the direct cash payment, but these can be intangible and tangible. The
research has further identified the kinds of non-monetary incentives such as employee
encouragement, autonomy in jobs, participation, and contribution in decision making, and
improved working conditions. However, the study of Graves (2015) identified other non-
monetary incentives such as assigning challenging tasks, letters of appreciation, employee
recognition, and small gifts of gratitude are some incentives that motivate employees to
contribute to the overall organizational performance. In this way, it might imply that there are
specific incentives that can impact the overall motivation and performance of the employees

occupied in the organization.
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Previous researches have been keen to find the importance of monetary benefits for the
employees (Aguenza & Som, 2018); (Olubusayo, 2016)(Ko & Hur, 2014)Nonetheless, the
researchers are now concentrating on non-monetary incentives as well, with the occurrence of
the concepts of workplace motivation, encouragement, morale, and employee
engagement(Kvalgy, Nieken, & Schottner, 2015);(Brightenburg, Bell, & Harris, 2016).

According to the research ofMalik, Butt, and Choi (2015), praise and recognition are identified
as an effective way through which organizations can influence positive employee behavior
because employees perceive them to be the essential incentives. However,Peluso, Innocenti, and
Pilati (2017)argued that there should be an equilibrium between monetary and non-monetary
benefits, which can ensure that all the factors have simultaneously provided learning
opportunities to the employees and with these incentives they can again perform challenging
tasks leading towards their career advancement.

Unlike other countries, the companies in Kuwait also provide it, employees, and similar kinds of
non-monetary incentives that enable employees to keep their satisfaction high and show more
engagement with their work (Moon, 2012). It has been identified that companies operating in
Kuwait focus on providing benefits in the form of house allowance, car allowance, medical

coverage, education, and air tickets to employees.

2.7.2 Employee Relations

According to the study carried out byTansel and Gazioglu (2014),employee relations is
considered as an inclusive term that is linked with the issues of collective bargaining,
employment legislation, negotiations, and one of the utmost latest considerations as known as
work-life balance, providing opportunities and managing diversity. It has been explained by
(Gill and Meyer, 2013) that employee relation is the way the organization keeps the employees
productive and happy within the organization. However,argued that the administration always
needs to assure that there is a mutual relationship amongst the firm and the employees and this
relationship is run appropriately;in retrospect, things that lead towards lower performance level

is due to the impact of the employees' morale negatively. As per the research of (Townsend,

36



ISSN 2320-5407 International Journal of Advanced Research (2021)

Wilkinson, and Burgess, 2014),the essential assets and valuable resource of the firm are the
employees; for this purpose, employee relations are required being maintained through a clear
framework providing positive workplace environment, organization culture, and policies that are
relevant by law.

According to the empirical analysis conducted by Hickland (2017), employee relations are the
term of a positive and better work environment that can satisfy the needs and demands of the
employees, build culture, improves morale, and convey organizational expectations. However,
Ntalianis et al. (2015) have presented the argument that organizations often fail to maintain
positive relationships amongst employees due to their rigid policies and strategies related to
employee management. It might imply that employee relations could involve the measures that
can ensure that management has cultivated a productive and motivated environment for the

employees to maintain and sustain positive employee relations.

However, it has been stated by Sawithri, Nishanthi,and Amarasinghe (2017)that maintaining
employee relations is the most crucial responsibility of the management because negative
employee relations bring up the issues related to pay-work bargain, employment issues, and lack
of morale and lower levels of employee engagement. On the contrary, Wok and Hashim (2015)
stated that employee relations are not only associated with the relationship amongst employees,
but the term is also concerned with the employee-employer relationship. It is because of the
known fact that, as the study argued further, it contributes to employee motivation, employee

morale, and productivity.

The debate between the difference between employee relations and industrial relations has
provided a differing view of the two concepts. As argued byWiggenhorn, Pissaris, and Gleason
(2016), employee relations once meant as labor relations that were fragmented into negotiating,
dictate, and orchestrate. In this way, the HR professionals have been deemed responsible for
helping in negotiating the agreement, and the provisions used to be considered the relationship

between union, employees, and management.
In today's era, according to Singh (2016), employee relations are a broader phenomenon that
involves maintaining and sustaining a workplace environment, which appeases the needs of both

the employees and the management. Nevertheless, it must be noted that, as Larsen and
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Navrbjerg (2015) professed, in some organizations, employee relationship management is
associated with dealing with strategic processes that can focus on continuous perfection and
improvement of employees and ensuring the critical success of the strategies incorporated by HR
management. In this way, maintaining employee relations is not only about maintaining a
pleasant workplace environment but also ensuring that HR management has been able to

strategically maintain the relationships amongst employee and employers.

According to the study conducted by Blyton and Turnbull (2004), the significant association
between employee engagement and employee relations is linked with managerial principles
where employees, when provided with better workplace environment and employer-employee

relationships, are tended to perform better and produce higher results.

As per another study conducted by Hong and Yanshen (2014), employee relations are the
relationship between employees and administration, where organizational justice plays an
essential role. The research further explained that the main factors that maintain employee
relations include the management style and organizational culture, along with the procedural
sequence and rules that are associated with conflict management. Hence, the main objective of
employee relations is to motivate employees to provide their positive input while the

management ensures harmonious relationships in the organization.

The research undertaken by Dhanesh (2014) has opined that employee relationship management
is highly focused on enabling employees to communicate and collaborate with typical
management tasks with the upper management or employees. It has been further identified in the
research that by engaging in providing inputs, the employee relations management can align with
the requirements of both employees and management while catering to their interests. Doherty
(2010)Stated that employee relations could ensure the streamlining of the workflow by achieving
higher employee engagement. Hence, it might also imply that employee relations are the
concept that can also be regarded as a factor that can impact employee engagement from offering

the policies and strategies associated with the idea.

As per the research of Armstrong and Taylor (2014), employee relations is viewed as the

organizational functions just as practices that manage the issues related with benefits,
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communication, performance management, staffing, compensation, organizational development,
and administration; and if all these factors are appropriately overseen it can lead towards higher
EE. For instance, Lowry (2016) stated that practices of employee relations are significant to
enhance employee engagement indirectly because employee engagementis based on satisfaction,
benefits, promotions, and motivation, which can be achieved through maintaining effective

employee-employer relations.

The study of Loon, Otaye-Ebede, and Stewart (2018)argued that the favorable climate of
employee relations creates a social environment where employees are fostered to show higher
involvement, and the administration can create an employee-centered culture. It has been further
identified in the study that positive employee relations can make the employees feel comfortable
leading towards positive contribution to organizational goals and objectives. However, it has
been revealed in the study ofCurrie, Gormley, Roche, and Teague (2017) that employee relations
can be examined by a manner through which people interrelate at workplaces and interact with
each other in either formal or informal way. Thus,it has again identified that employee relations
include the variety of areas management, including communication, involvement, and
participation between the employers and the employees. However, it has been stated byDicke,
Holwerda, and Kontakos (2007)that organizations operating within rigid cultures and autocratic
leadership often find it challenging to maintain employer-employee relations that negatively

impact the employee engagement.

Another argument that has been presented byPfeffer (2014) stated that managing employee
engagementcan be the most challenging task for the management because it is the product of the
ability of the management that motivates employees to perform efficiently. This ability is related

to communication and interactions between employees and management.

Nguyen, Groth, and Johnson (2016)Professed that those employee relations could lead towards
lower absenteeism, cooperation, and socialization that entail greater motivation for employees to
perform efficiently. It has been further identified in the study that the relationship between
employees and employers required being cordial for efficient performance because it can be
regarded as the reconciliation and creation of internal relations through which employees

from different departments can show efforts to collaboratively find solutions of the related
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problems. Then again, it has been expressed by Guan and Frenkel (2018) that organizations
require to create confidentiality, loyalty, and trust among the employees, therefore that they will

be able to perform creatively and show skillfulness in their occupations.

According to the study conductedbyArmstrong and Taylor (2014) employee relations is regarded
as the organizational functions as well as the practices that deal with the issues associated with
staffing, benefits, compensation, organizational development, communication, administration,
and performance management; and if all these mentioned factors are managed appropriately, it
can lead towards higher employee engagement. However, the practices of employee relations
have been viewed as vague because of the known fact that it is such a broad connotation that
scholars and academics are investigating and finding ways through which positive employee

relations can be utilized to increase employee engagement.

The study ofLoon et al. (2018) positive climate of employee relations creates a social
environment where employees are encouraged and promoted to show higher involvement, and
on the other hand, the management candevelop and build employee-centered culture. It has been
further identified in the study that positive employee relations can make the employees feel
comfortable leading towards positive contribution to organizational goals and objectives.
However, it has been revealed in the study of Currie et al. (2017) that employee relations can be
examined by a manner through which people interrelate at workplaces and interact with each
other in either formal or informal way. Hence, it has also been identified that employee relations
encompass the various areas of management, including involvement, participation, and
communication between the employees and employers. However, it has been argued by Abebe
(2016) that organizations operating within rigid cultures and autocratic leadership often find it
challenging to maintain employer-employee relations that negatively impact employee

engagement.

Another argument has been presented by Buchanan and McCalman (2018) stated that managing
employee engagement can be the most challenging task for the management because it is the
product of the ability of the management that motivates employees to perform and get engaged
in the workplace in an efficient manner. This ability is related to communication and

interactions between employees and management. Nguyen et al. (2016)Professed that those
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employee relations could lead towards lower absenteeism, interaction, and socialization that
entail greater motivation for employees to engage efficiently. It has been further identified in
the study that the relationship between employees and employers required being cordial for
efficient performance because it can be regarded as the reconciliation and creation of internal
relations through which  employees from different  departments can show  efforts to
collaboratively find solutions of the related problems. However, it has been argued by Guan
and Frenkel (2018) that organizations need to create confidentiality, trust, and loyalty amongst
the employees so that they will be able to perform innovatively and show proficiency in their

jobs.

In the situation of Kuwait, it is obvious the business in Kuwait as well as offer jobs to thousands
of expatriates(Kapiszewski, 2017). Also, it is evident that the majority of the expatriates
complain about unfavorable working conditions, the high workload, and mistreatment of
Kuwait’s professionals. The initial strategy of the leadership of Kuwait's businesses is to execute
strict laws of discipline which bind employees to work in a disciplined and systematic

environment.

2.7.3 Training

Employee training is a significant part of contemporary literature where academics and scholars
have emphasized its importance for generating higher input from the employees as well as higher
performance. According to the study conducted by Saks (2015), training is regarded as an
activity that is systematic, planned, and can bring an enhanced level of improvement in skills,

competency, and knowledge of employees, inclining them to work and perform more efficiently.
The study presented byOsburn, Hatcher, and Zongrone (2015)stated that it is crucial for the
organizations to constantly checking upon the performance assessment findings and reports so

that appropriate training needs of the employees could be identified.

One of the major and essential functions of HRM, as per the research conducted by (Kraiger,

2014) is to ensure and guarantee that the training needs of employees are recognized and
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ensured. However, it has also led towards a variety of definitions associated with training. For
instance,Kum, Cowden, and Karodia (2014) defined training as a systematic and planned
modification of employee behavior through the events of training as well as programs that can
guarantee that the employees have been able to prevail higher levels of knowledge, capabilities,
and skills. It is essential to bear in mind that the academic and researchers have carried on to
quest about training in their study areas; also, they presented the arguments that are important to
consider. Some of the researchers, such as (Memon and Kinder, 2016), and (Asad and Mahfod,
2015) have argued that recognizing the benefits of training is important because of the high-level

competition pertinent in the market.

As per the study led by Jayakumar and Sulthan(2014), employee training is viewed as a potential
and significant motivator for the employees that can guarantee both long-term and short-term
advantages for the firms. However, achieving the benefits of training (Arthur-Mensah & Shuck,
2014) stated that it should be undertaken on three major levels, namely strategic level, tactical
level, and operational level. The study has further defined all the three levels; strategic level is
the one where the need of the employees is identified by the management along with considering
the mission, strategy, and goals of the organization. The tactical level is the one where needs are
identified by the middle management along with the development needs of the employees; on an
operational level, the needs are identified by lower executive management along with

considering the problems associated with operations pertaining to different departments.

Therefore, for the organizations to be able to generate strategies of training, it might be important

and essential to consider the needs of employees working in each department of the organization.

The existing literature has also demonstrated the obvious impact of training on the performance
of the employees. Some researchers have identified that employee competencies change
throughout the period of time, and effective training programs do not only ensure efficient
employee engagement but also organizational performance as well. The research conducted by
Baumruk (2006) has explained that employee engagementhas increased effectively with the
appropriate training because it has enabled them to perform their tasks more efficiently and apply

enhanced skills and knowledge, which are obtained through training programs.
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However, Hameed et al. (2014) stated that it is essential for the firm to keep the employees
known about changing trends and on-going developments in the market, which can only be
attained through employee training. Hence, it might imply that training is crucial for the
organizations which can as well as be regarded as a factor impacting the performance of

employees working in the firm.

The concept of employee training is found relatively weaker in Kuwait. This has been because
of the reason that business at Kuwait tends to hire foreigners when these businessesdo not find
the right potential for the desired task (Jacobs and Jaseem Bu-Rahmah, 2012). However, with
the emergence and need for training, the business of today’s world has started focusing on hiring
foreigners to train their employees, which as a result making its employees more engaged in their

work.

2.7.4 Empowerment

According to the research conducted by Mohapatra and Sundaray (2018), employee
empowerment is referred to a process of delegation of power and responsibility from the
organizational management and the individuals at higher levels of hierarchy to the employees.
The concept of empowerment has also been defined as the authority to encourage and allow the
employees to take personal responsibility for making improvements in the ways of
accomplishing their tasks. However, the study conducted by Goetsch and Davis (2014)
illustrated that the tool for change management assists the firm in the creation of an effective
working environment, allowing the employees to utilize their abilities, contributing to improving

the performance of the whole firm is empowerment.
The previously published studies which were conducted to analyze the potential impacts of
employee empowerment revealed that empowering the employees likely contribute and help to

the employee motivation, the organizational commitment (Ahmed & Oranye, 2010).

The previously published researches focusing on employee empowerment revealed that the

employees working in different sectors had been perceived to utilize their abilities within the
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frame of the boundaries established by the rules and regulations implemented within the
organization (Mohapatra, & Sundaray, 2018). In this regard, the organizational management
pays special concentration on the establishment of positive power relations between the
employees, managers, and teams working in collaboration with each other for accomplishing
organizational goals (Fernandez & Moldogaziev, 2011).

With reference to the psychological perspective, employee empowerment is perceived to activate
the intrinsic motivation levels among the individuals. Psychologically, the individuals possess
the inner desire to control other individuals, such that power is referred to as the intrinsic need of
individuals rooted in the motivational desires of individuals (Fernandez & Moldogaziev, 2011).
In this regard, the strategies which are implemented by the organizational management for
increasing the determination, as well as the self-sufficiency levels of the employees, contribute to
empowering the employees. For empowering the employees, the organizational management
creates the conditions to improve motivation levels of the employees for fulfilling their
professional responsibilities, and by improving the self-efficacy of the employees (Biron &
Bamberger, 2010). In this regard, the organizations expected to achieve improved performance
and productivity from the employees must provide freedom and authority to the employees to
accomplish their routine tasks.

The study conducted by Demirci and Erbas(2010) expressed that the idea of employee
empowerment is the group of the four components; knowledge, information, power, and reward.
With reference to the firm, the ability of employees to fulfill certain tasks refers to power, such
that power isconcerned with the concept of autonomy. The concept of power is associated with
autonomy, which refers to the authority provided to the employees. In addition, the concept of
information refers to the accessibility of the employees towards the organizational data,
objectives, and the involvement of employees in making strategic decisions. Moreover, the
sharing of knowledge is referred to as a group process assisting employees in sharing their
knowledge and work-related ideas(Rajalingam, Jauhar, and Haji Abdul Ghani, 2015). In this
regard, the combination of these four factors, empower the employees associated with a

particular organization.
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Breaking down the potential impacts of empowerment on the engagement of employees, the
(Baird & Wang, 2010) argued that the extent up to which the employees are empowered to
accomplish their routine responsibilities is dependent on the organizational environment. For
instance, the outcomes of the research conducted by Amundsen and Martinsen (2015)also stated
that as long as the employees associated to any organization possess the motivation to add
creativity in their performance and possess the power to influence their own working schedule,
they can more effectively perform their routine operations. In addition, another research
conducted by Elnaga and Imran (2014) stated that empowered employees are also able to
monitor their own performance are likely to more willingly participate in routine activities within

the organization.

The outcomes of another research revealed that the empowerment of the employees contributes
to the utilization of knowledge, abilities, and skills of the workforce. In addition, the employee
empowerment also encourages teamwork and assures the meaningful participation of all
employees, ultimately contributing to the successful implementation of the change program
within the organizations. The outcomes of research conducted by Rajalingam et al. (2015)
stated that the empowerment of employees also contributes to employee satisfaction. The
empowerment of the employees improves the motivation levels, dedication levels, and job
satisfaction levels of the employees, also influencing the employee retention rates. In this
regard, employee empowerment has been found to possess a contribution to increasing the

satisfaction levels of employees.

Analyzing the significance of employee empowerment for effective performances of the
employees, the research conducted by Wei and Yazdanifard (2014) stated that the empowerment
of the employees provides authority to the employees to deliver their best performances,

increasing the overall service quality.

The concept of employee empowerment within Kuwait is relatively weaker as the businesses
within the country are being dominated by strong leadership, which does not allow the employee
to form labor unions or similar organizations (Alessa, 2017). Furthermore, it is also important to

highlight that several laws in the form of labor law for Government Employees and others also
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being practices that also bind the business to fulfill all the laws of employees and avoiding

employee empowerment against its businesses.

2.7.5 Leadership

Leadership is referred to as the process whereby the executive or manager is able to guide, and
have an influence on the behaviors, and performance level of individuals working for
accomplishing pre-defined goals. In this regard, with reference to the organizational
performance, leadership is referred to as the capability of managers to influence a group of the
employees to achieve a particular goal and the ability of the managers to induce subordinates for
working with confidence and zeal. The research conducted bylgbal, Anwar, and Haider
(2015)stated that the individuals at the leadership position are required to develop the future
vision and convey this future vision to the subordinates and other organizational members for
achieving the future vision, and improving job performance. In this regard, Adair (2002) stated
that the concept of leadership can also be analyzed as the ability of individuals for persuading
others seeking and accomplishing the pre-defined objectives, such that the leadership can be
declared as the human factor binding a group of individuals together, improving their

performance, and to direct them towards the accomplishment of their goals.

Ali (2012)statedthatTannenbaum, Weschler, and Massarik (1961) mentioned leadership as the
interpersonal influence, which is exercised by the individual with reference to the situation and is
directed to others through communication processes. On the contrary, Packard (2009) stated that
Northhouse (2004) mentioned that with reference to the organizational work, leadership is
defined as the strategy to direct the group of individuals to accomplish designated goals. Puni,
Ofei, and Okoe (2014) mentioned that through the process of leadership, the individuals are able
to exert intentional influence on the group of individuals within the organizations by forming
relationships, structures, and providing guidance to the employees. Analyzing the potential
impacts of leadership, the research conducted by (Gharibvand , 2012) mentioned that the impacts
of leadership on the performance of employees are dependent on the ways through which the
leader communicate, coordinate, and motivate the subordinates for accomplishing particular
tasks. In addition, Sharma and Jain (2013) also stated that the potential impacts of the leadership

could be analyzed through the manner through which the leaders influence other individuals for
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accomplishing the objectives and directing them to perform in a more coherent and cohesive

manner.

The increment in complexity and changes within the global operations has further increased the
requirement of effective leadership for improving organizational performance. With reference
to the performance of employees, the research conducted by Andersen (2016) mentioned that the
manner in which the leaders stimulate, motivate, and recognize the employees for getting work
done to have animportant influence on the quality and grade of the accomplished tasks. The
leaders are likely to possess different leadership styles for leading the employees, such that the
leadership styles are defined as the set of behaviors and patterns adopted by the leaders for
influencing the subordinates. The research conducted byDarling and Leffel (2010) stated that
employees at the administrative level who are looking for the most effective leadership style

could adopt more than one leadership style to deal with different situations.

The research conducted by Igbal et al. (2015) stated that leaders are required to adopt particular
leadership styles for stimulating and motivating the employees and to assist them in delivering
the desired performance. Different patterns of leadership have been found to dissimilar
consequences, direct as well as indirect impacts on the behaviors and stance of employees. For
instance, the previously published studiesBronkhorst, Steijn, and Vermeeren (2015). In addition,
the outcomes of the some of the researches also revealed that the transformational leadership
style is likely to have positive impacts on the motivation, the levels of creativity, and self-
efficacy of employees, ultimately improving job performance levels of the employees (Kim &
Yoon, 2015); (Jyoti & Bhau, 2015).

Bolden (2016) analyzed the importance of organizational leadership as for the performance
levels of the employees and found that successful leadership styles embraced by the supervisors
and people of the administration staff are probably going to have a social impact on the
employees. Through the process of leadership, the leaders seek the voluntary participation of the
subordinates to reach the organizational goals. Also, the concept of leadership is emphasized
because of the fact that this process makes the employees visualize the processes which lie ahead
and also figures out the effective strategies and techniques for visualizing the organizational

objectives and goals.
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Besides, it has been talked about over that despite the known fact that most of the organizations
at Kuwait are being driven through strong and conventional approaches. However, with the
progression in technology and increasingglobalization, the role of leaders has become more
challenging as it has demanded employees to adopt more advanced approaches of leadership and
management in order to comply with the challenges of today’s contemporary business world
(Hallinger and Bryant, 2013).

2.7.6Employee Engagement and Employee Creativity in Kuwait

The study conducted by Zaitouni and Ouakouak (2018a) has identified the understanding of how
leadership support and colleague support can impact employee creativity in Kuwait. The data in
the research has been collected by surveying 299 employees who have been working in
numerous different firms in Kuwait; it included both private and public organizations operating
in Kuwait. The findings of the research identified that both co-employee support and leadership
support are regarded as the factors that can positively impact employee creativity with the other
moderating factors such as tenure and employee engagement; these moderating variables also
impact employee productivity positively in the organizations in Kuwait. Another major
contribution in the field of employee engagement and creativity has been made by the study of
(Zaitouni and Ouakouak, 2018b) that developed as well as empirically tested the model where
antecedents of employee creativity have been hypothesized in order to improve creativity and

subsequent innovative performance outcomes.

The research of Zaitouni and Ouakouak (2018b) has been grounded on 163 employees who have
been working in the organizations in Kuwait and have engaged in tailing MBA. The findings of
the research indicate that antecedents of employee creativity have been significantly and
positively associated with individual creativity. It has also been indicated that intrinsic
motivation can moderate the association between individual creativity and organizational support
in Kuwait. The research carried out by Nelson and Shraim (2014) has examined the impact of
leadership behavior on the concept of work engagement of employees working in the service

sector company of Kuwait. The study has undertaken a quantitative method where the survey
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has been conducted from 231 employees working in organizations in Kuwait. The outcomes
have demonstrated that there has been a major but minor positive link between work engagement
of the Kuwaiti employees and the leadership behavior of the firm. Overall outcomes of the
literature show that factors, such as organizational support and leadership, have positively
affected the EE in Kuwait, and it has, at last, affected the employee creativity in the firms.
Despite these findings, this area of the study needs further recognition, and more studies are

required being conducted in the context of organizations in Kuwait.

2.8 Linking Theories to the Research

The researcher will be linking the theories, which are social cognitive theory, social exchange

theory, behavioral management theory, and resource-based theory to the current study.

2.8.1 Importance of Social Cognitive Theory

This theory is linked with this research due to its nature as it mainly identifies the knowledge and
behavior of an individual towards the social interactions that take place within the firm. The
social cognitive theory allows observing employees from the perspective of how their
engagement levels have been impacting their creativity levels in the organization. The theory is
also important because it has helped in identifying the reasons why employees prefer to work
creatively if provided with interactions that lead towards higher engagement in the organization.
Hence, the employees in this situation might notice that having creative behavior not only makes
their work well-organized and simple, but in spite of that, they can find themselves to accept
such methods as they can again be valued with their efforts of being creative and innovated.
Considering all these factors, the social cognitive theory has been essential in understanding the
concepts of organizational interaction with the employees where factors such as incentives,
employee relations, empowerment, working environment, organizational culture, and leadership
enhance employee engagement and how it can lead towards higher employee creativity in the

firm.
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2.8.2 Significance of Social Exchange Theory

Social exchange theory is the one that offered an understanding of the theoretical concepts
associated with employee engagement at the workplace. The main components of this theory
have been important in making assumptions regarding the responsibilities of the firm to establish
such measures and interactions that can offer a reciprocal interdependence to the employees.
This can ultimately lead towards higher employee creativity as well. The theory can also be
validated by the fact that it can offer dimensions as to how the firm can achieve higher employee
engagement. For instance, if a specific organization inclines to offer its employee comfort by
executing such a development process, the work of an employee turns out to be effectual and
easy. This theory has, therefore, allowed predicting and understanding if the employee will
likely counter more engagement in his work and is able to maintain their interest in the

organization.

2.8.3 Importance of Behavioral Management Theory

The behavioral management theory has been significant for connecting the fact of how the
employees react to the management initiatives and how it can impact their overall engagement in
the organization. This theory is linked with this research because it helped in understanding how
management actions such as incentives, creating better employee relations, training, leadership,
empowerment, organizational culture, and creating a better working environment can lead
towards higher employee engagement. With respect to this, the behavioral management theory
is important because it referred to as the human relations movement as the reason to address the

human choices and behavior at work.

2.8.4 Importance of Resource-Based Theory

The resource-based theory has responded to the research aim by offering the starting point to
understanding the importance of employees, their engagement, and their creativity for the
organization. Therefore, the theory has been important because if an organization focuses on
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resource-based strategy, then it becomes compulsory to take such initiative, which can lead to
higher employee engagement and passionate regarding their jobs. Therefore. this theory has
been crucial for analyzing the significance of employees as a resource of the firm and how their
engagement is regarded as essential for achieving higher creativity in the firm.

2.9 Control Factors between Employee Engagement and Employee Creative Behavior

In this section, the researcher mentions the control factors between employee engagement and

employee creative behavior that needs to be studied.

2.9.1 Gender

One of the social differences between men and women is gender; however, gender is an
expression that has been changeable in different contexts, and its meaning has as well as been
differed from one area to another(Young, 2017). According to the study of Hatch (2018), gender
is defined as a system in the context of an organizational setting rather than a separate property,
and it has been derived from the systems of institutionalized social practices. However, Scott
(2015) argued that gender in terms of other systems creates an environment of differences such
as race and class that appear in close reinforcing arenas for instance resource distributions in
communities; task allocation, workplace practices, hierarchical structures, and pattern under
which individuals interact with each other and enact their identities as human beings(Holmes &
Stubbe, 2015). The key components of the gender system, as indicated by (Huppatz & Goodwin,
2013), include femininity and masculinity, which also refer to distinguished values, meanings,
and experiences of the organizations, societies, and individuals. Therefore, masculine and
feminine gender systems consist of the ideals and values that are originated from numerous

cultures.

According toBanihani, Lewis, and Syed (2013),gender consists of five processes where the first
is associated with gender divisions, which are comprised of the divisions accepted in locations,
power, and behaviors. However, Lee Cooke and Xiao (2014) stated that even though gender

divisions differ, men have seemed to be allocated at dominating or highest positions in the
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organization. The second process is linked with the images and symbols that enforce gender
divisions; for instance, as the study of Wajcman (2013) suggested that gender can be seen with
respect to dress, ideology, and language that reinforce the image of managers working on top-
level or business leaders. Third, the interactions between men and women, amongst women or
amongst men enact either submission or domination; fourth, individual identity is responsible for
the choices at the individual level regarding how to present themselves as a specific gendered
member of the firm. Lastly, as the study has opined, gender is the creation of such a social
structure in which organizational practices and logic are constructed on the basis of gender
assumptions. Therefore, despite that, firms appear as gender-neutral; (Fiske, 2018) stated that

the underlying guides to operate or work within the firms are gendered.

The research conducted by Paul and Elder (2013) identified that organizations are inclined more
towards placing value on the characteristics of men being critical thinkers, aggressive, rational,
and dedicated towards the paid work. Another study undertaken by Trevino and Nelson (2016)
revealed that the characteristics of men had been regarded and rewarded as the major
requirements of profitability and success of the company, and these characteristics have also
been believed to have a dire amount of impact on the productivity of the firm. However, Johns
(2013) stated that the characteristics of men are driven by the process of performance appraisals
than that of women. Nevertheless, according to the research ofVVandello, Hettinger, Bosson, and
Siddigi (2013), job evaluations as one of the processes of the organizations are not gender-

neutral, and it has resulted in the increase of gender inequality in the organization.

As per the study of Dolan (2014), job evaluation systems of the firms are more prone to evaluate
jobs rather than their associated incumbents, and this is often based on the various characteristics
such as responsibility, skills, and ability to handle complexity. These evaluations are regarded as
essential for evaluating the performance and engagement of the employees irrespective of their
gender. However, traditionally it has been believed that the skills and positions of privileged
men were more authentic than that of women; for instance, (Britton, 2003) has identified that the
task done by the male boss is considered as more skilled than the task that was carried out by a
women secretary, and this work might also be considered as less valued and unskilled. However,

gender is regarded as an important factor in identifying the levels of employee engagement
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across gender diversity and how it can impact the overall employee's creative behavior(Paustian-

Underdahl, Walker, and Woehr, 2014). Hence, this has been covered by the current strategy.

2.9.2 Age

The study of Greene and Kirton (2015) defined diversity inclusion as the workforce where
people from different gender, ages, ethnicity, and race are working together on a single platform
to achieve organizational goals and objectives. Besides, it has been stated by Friberg and
Midtbgen (2018) that a diverse workforce is a combination of diverse characteristics such as
religion, socio-economic background, geographic location, education, and even political beliefs
and therefore cannot be considered only the difference between race or ethnicity among
employees. Hence, it might imply that diversity inclusion is a notion that is widely related to the
exertions of the firm to bring employees from different ethnicities, races, and backgrounds as

well as from varied ages and gender.

There are some claims, however, not supported empirically, that older people are regarded as
untapped sourcesfor the organization as their experience and skills are highly important for
maintaining quality in the workforce(Urwin, Parry, Dodds, Karuk & David , 2013). However, in
terms of age diversity,(Kulik, Perera & Cregan, 2016) argued that older employees could block
the career progression of young employees in the organization, and older employees can even
cost more than the young ones due to increased absenteeism. In this way, age diversity is
essential to understand as it is directly connected with employee engagementand differentiating
factors that motivate both young and older employees in the organization(Drabe, Hauff, &
Richter, 2015). According toDwertmann, Nishii, and Van Knippenberg (2016), the diversified
climate is the one in which employees perceive the extent to which firms are able to value
diversity in the form of structural and formal values along with social integration of employees

in the organization.
Regarding the research of Downey, Van Der Werff, Thomas, and Plaut (2015), the employee

perception of age diversity can impact their overall attitude, commitment, level of satisfaction,

trust, and engagement.  On the contrary,Wright, Michielsens, Snijders, Kumarappan,
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Williamson, Clarke,and Urwin (2014) have found that age diversity in the teams working in the
organization requires communication and understanding that ultimately lead towards efficient
teamwork and individual performance. However, Eagly (2016) has identified that age diversity
can bring a large number of solutions for the organization as the people of different ages have

different opinions and ideas that can bring innovative solutions for the pertinent problems.

Nevertheless, studies have also identified the positive outcomes and results of age diversity in
the organization and this includes quality-based ideas, task creativity, and satisfaction through
efficient participation in team-building(Guillaume, Dawson, Otaye-Ebede, Woods, & West,
2017) ; (Kulik, 2014). Regarding the study carried out by Kundu and Mor (2017), the aim of
managing labor force diversity in terms of age is based on the perceptions of employees towards
the initiatives of diversity management. The research further identified that the main
responsibility of the management is to consider how values are integrated into diversity
management and how it can support the employment practices of the workforce. Therefore, it
can be opined that age diversity inclusion is indirectly associated with employee engagement but
directly linked with managerial practices of diversity management that can directly impact the
performance of employees (Singh & Gupta, 2015). Even though this concept has not largely
been discussed empirically in the previous researches as these studies have largely been
concentrated on the impact of age diversity on organizational performance rather than employee

engagement.

2.9.3 Level of academic qualification

A firmis created by accepting capable people as their employees and making the effective
structure and organizational culture through which the employees can perform at their best in
order to increase organizational performance. However, the high performance of the company
and employee engagement inclines to consist of different mediating factors that should be taken
into stride before determining the tactical path of human resource best practice. Regarding the
research of Greene and Kirton (2015), diversity inclusion in the labor force is one of the most
essential and crucial factors that tend to shape the creative behavior of the employees and fulfill

high organizational performance. This diversity inclusion tends to include age, gender,
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education, ethnicity, etc. which tends to help employees achieve organizational goals and

objectives.

In today's dynamic era of the business world, firms need to accomplish their competitive edge in
the market so as to ensure their long-term prosperity. Competitive edge nowadays can be
achieved through innovation and technologically advance operation or business process.
However, its innovation and technological advancement within an organization can easily be
imitated by the competitors, and in no time, the competitive edge is no longer competitive. On
the contrary, human resource in an organization tends to consist of tacit knowledge of the
organization, and any of their creative ideas and practices remains with the organization only and
cannot be imitated by other competitors. Hence, the organization spends heavily on its human
resource department to assure that the proper individual with appropriate skills, talents, and

education is inducted within the firm.

It is argued by Huang and Liu (2005) the most critical force responsible for economic growth is
intellectual capital (knowledge). Human capital, also known as the organizational workforce is
the most intellectual asset for a firm through which it ensures its creativity and high performance
(Hajiha & Hasanloo, 2011). In a similar context, the increasing globalization within the business
arena tends to be highly affected by the intellectual capital in human resources that tends to give
organizations a competitive edge in the industry. Employees with high knowledge about their
field tend to be highly responsible for the wealth creation for an organization in which a machine
can never achieve. A highly educated person in his field of interest would know the loopholes in
his job area, which, if further improved, would help the organization to improve its performance.
This is known as the creative behavior of the employee. It has long been discussed in the famous
Toyota production system, the importance of “Kaizen,” i.e., continuous improvement within the
organization. In the selection and recruitment process of the human resource department,
education is deemed as the most important factor which is assessed in the screening process

before calling up the candidate for an interview.
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2.9.4 Income

According to the study of Otero (2008), the socio-economic background is the measure of a
person’s work experience, family income, and social status within a community. The socio-
economic background combines the notion of economic and sociological factors in order to
develop an individual status based upon the education, occupation, and overall income. The
socio-economic background is divided into three categories of high, medium, and low, which
tends to show in which category an individual lies in the socio-economic measures. Combining
the three factors addressed before tends to make an individual lie in one of the three categories of
high, medium, and low. The socio-economic background is an effective diversity tool when it
comes to the organizational selection and recruitment procedure of employees. Each socio-
economic background candidate tends to bring in different knowledge and expertise in the
organization. However, it is vital to assess all the aspects of SEB factors before inducting an
individual as the employee of the organization. It has been highlighted in the study of
Amundsen and Martinsen (2015) that organization creativity behavior is important for an
organization to achieve a competitive edge in the market, and employees are the main source of
creative behavior and innovation generation within the firm. It is also believed that individuals

with different SEB tend to bring different levels of creativity within the company.

As mentioned before, the socio-economic background tends to be affected by education,
occupation, and overall income of the individual; hence, creativity behavior is highly affected by
each of the factors of SEB. It is argued by C6té (2011), that individuals belonging to lower class
an upper lower class are subjected to of having the low educational background, low career
experience which is back by their low family income which made them reluctant to give him
high education and help him progress his career in a better organization. On the other hand, a
large family size with lower income makes it difficult to obtain a significant amount of
education. This means that he does not tends to have enough education regarding the field,
knowing that he can contribute towards creativity and also is low inexperience, which means that
he cannot bring in enough resourceful tacit knowledge to contribute towards the organizational

success and progression.
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In contrast, individuals belonging to small family sizes are jeopardized to pursuing their
education with extreme commitment as they know their family background is not that strong and
so as to increase the overall way of life. The individual would have worked hard to gain enough
knowledge from the education sector and gain enough experience form its previous occupation
and head of the family’s occupational experience that he is deemed to contribute effectively
towards the creative behavior within the organization and ensure long-run success. However,
there is a contradictory view of researchers towards the contribution towards creative behavior
from upper-class candidates. In the study of Oberoi (2015), it has been assessed that upper-class
individuals have high-quality educational background, their overall income at house is more than
£50,000 and have seen a respectable position of his head family till date and would try to attain
the same position like that of his legacy and try contributing effectively towards the organization
success through creative means and increase his chances of career progression. On the other
hand, some researchers have faith in that upper-class offspring are deemed to be spoilt due to
high-income experience from the beginning and although they have high education due to the
pressure enforce by the family there would not be any internal motivation towards progressing
himself in his job career and would not have any creative behavior entailed to his working
approach(Aguenza& Som, 2018). Hence, it is an important notion in the HR best practices to
assess the socio-economic background of an individual in order to ensure a creative behavior
within the organization, which can give them a competitive edge and long-term success
(Amundsen & Martinsen, 2015).

2.9.5 Marital status

According to the study performed byCollins (2013),the impact of the marital status of the
employee on the level of EE and their creative working is not significant as it is mentioned in
various studies that marital status slightly impacts these factors of employees in the firm, but it
has no major impact on EE and employee creative working it would be correct to say that the
change in marital status brings additional responsibilities on employees in terms of family and
household responsibilities, but it has been found that marital status of employees does not create
a significant difference on the engagement level of employees either employees are married or

unmarried. Both married and unmarried employees are satisfied from their jobs, and married
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employees become more dedicated towards their jobs as they become more concerned towards
their job security after getting married due to the financial responsibilities of their families and
children due to which these employees start working effectively and more dedicatedly.
Therefore, employee engagement and creative working of employees do not get affected by their
marital status. Moreover, it has also been observed that on the basis of employees’ marital
status, married employees show more responsible attitude towards their jobs instead of
employees who are unmarried due to the additional pressure and family responsibilities but this

factor does not differ married and unmarried employees at a higher extent.

2.9.6 Overall experience

The experience of employees in terms of their own unique and psychological composition and
experience in the organization is considered as the basic aspect of employee engagement and
creativity of employees (Robbins, Judge, and Vohra, 2013). It is generally observed in the
corporate sector that if the overall experience of employees is pleasant and satisfying in terms of
their job roles and the workplace culture and environment, they are more engaged ineffective
working towards the accomplishment of the organizational goals and if the situation is vice
versa, the engagement level of employees is quite lower than these employees and a very few
traces of creativity in working is found in these employees specifically. Therefore, it can be
analyzed that the overall experience impacts the engagement level of employees and their

creativity level in an effective manner.

2.9.7 Level of employment

When it comes to level of employment, the impact of employment level on EE and creativity
level in employee is significant as the employees working on higher designation are more
engaged in their work and are more focused towards the accomplishment of the objectives and
aims of the organization than the employees working on a lower level (Schaufeli, Salanova,
Gonzélez-Romd, & Bakker, 2002). But some of the studies state that as the employees get
promoted towards higher designation or position in the organization, they become more

dependent on their teams and the employees working under them. According to the study
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conducted by Shuck and Wollard (2010), it is seen that as the employees are promoted towards
higher position specifically towards the managerial positions, they become more engaged
towards the employees working on the lower levels and towards making the employees work
dedicatedly in order to accomplish the goals and targets which have been assigned to the
employees by the upper management. In the light of the study conducted by Wefald and
Downey (2009), the level of employment impacts employee engagement differently and this
process varies from organisation to organisation depending upon the culture of the organisation
and the environment of the workplace which shows that in some organizations, employees
working on higher designations are have lower engagement than the employees working on a
lower designation in an organization. But in some organizations, the engagement level of
employees increases with the increasing level of employment as the employees become more
conscious and responsible towards their job roles when their employment level increases.
Therefore, it depends on the organization's culture and on the organizational environment that
determines the employee engagement level and creativity level based on the level of

employment.

2.9.8 Experience at current level

Experience at the current level has a higher impact on the engagement level of employees and
their creative working while performing their jobs. According to the study conducted by Sahoo
and Mishra (2012), it has been found that the current experience level plays an important role in

either increasing the engagement level of employees or decreasing it.

According to the study conducted by Saks (2006), it does not depend on past experience or the
overall experience of an employee to determine the engagement level of the employee and
creativity. If the past experience of the employee in an organization shows higher satisfaction
but the current experience is not good which could be through various factors, the engagement
level and the creativity level of an employee decreases based on the current experience and thus
the chances of decreasing dedication towards the organization increases and leads the employee
towards leaving the organization (Saks, 2006). Therefore, it would be correct to say that the
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current experience of an employee has a significant impact on the employee engagement level

and creativity level, which may lead to negative consequences.

2.10 Impact of Employee engagement across Gender Diversity on employee creative
behavior in Kuwait

According to the research conducted by Gichohi (2014), innovation and creativity are driven by
how much employees are engaged with their work; nevertheless, the swiftly changing
organizational paradigms in terms of information seeking behavior is escalating competition
amongst the organizational members. On the other hand,Goel, Gupta, and Rastogi (2013) stated
that information-seeking behavior differs in men and women, and it has impacted their overall
workplace engagement and how innovatively they perform their jobs within the organizations’
premises. The study of Pfeffer (2014) has also identified that companies should put a value on
the notion of employee engagement, but it also must be noted that women and men are motivated
differently to engage more at the workplace.

According to Acurants (2016), both men and women are equally motivated to engage at the
workplace by the strategy, direction, and mission of the firm, whereas women at 42% are
identified to be more motivated in the organization is provided with the organizational fit. With
regard to this, it can be presumed that men and women are basically different in terms of their
approach to work, but there are a great number of disparities regarding how they are treated at
the workplace. These approaches also affect how much they prefer innovation and creativity in
the organization. For example, (Mendiratta, 2016) has conducted the study explored gender
preferences in terms of employee satisfaction and identified that reward and additional benefits,
as well as the size of wages, are essential to male employees while equal opportunities in the
firm as well as freedom to do their tasks are essential to female employees. These differing
approaches in men and women indicate their creative behavior is also impacted by different

employee engagement practices in the organization.

However, it can be argued that job satisfaction and engagement are more complex issues

as(Shukla, Adhikari & Singh, 2015)have examined the total level of EE by carrying out a survey
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on an Indian organization with a sample of 90 employees. The study had set out that women are
more expressively engaged with their work than men. on the other side, the study executed by
(Yadav, 2016) has again tested and identified the level of engagement among male and female
employees, but this study had not proved the relationship between engagement and gender.
Nevertheless,Mache, Bernburg, Groneberg, Klapp, and Danzer (2016) have identified employee
engagement, job satisfaction, and job stress have different relationship amongst men and women;
it has been identified that women are more affected job stress and show higher level of job
satisfaction and engagement when the stress level is low. As per the study of Abidi, Zaim H.
Yousef, and Baran (2017). In Kuwait, diversity administration has a positive impact on HRM
practices. The study has also identified that companies have been focusing on diversity for
enhancing engagement at the workplace; however, the gap has been identified as to how similar

diversity can lead to efficient employee creative behavior.

However, the study ofTsai, Horng, Liu, and Hu (2015) has men show higher creativity at the
workplace when provided with sufficient monetary benefits; the study has also identified that
women are motivated to work creatively when given a positive workplace environment.
Additional research conducted byWang, Rode, Shi, Luo, and Chen (2013) has supported this
notion that positive and healthy connection amongst employees can heighten creativity as well as
an innovation which ultimately lead towards willingness and flexibility in performing designated
tasks. However, the research has not identified the difference between engagement levels
impacting creative behavior across different genders. Nevertheless, employee creative behavior
is regarded as important for improving their perspective of higher engagement within the

organization.

Regarding the study set out by Robinson, Perryman, and Hayday (2004), individual
differences play a significant role in the driving potential of employees to show a higher level
of engagement; the differences include age, education, working experience, and gender.
Elaborating the importance of the difference between engagement levels across different
genders,(Bakker, Demerouti & Sanz-Vergel, 2014) stated that women showthe higher level of
creativity at workplaces if provided with a significant number of performance appraisals and
they find more fulfillment towards their jobs and get engaged more than the male employees.

However, the research has not found any significant difference in employee engagement
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amongst male and female employees of Kuwait. Nevertheless, the study of (Nurmi & Hinds,
2016) has reported that men who get highly engaged with the work show a higher level of
innovation than women; the study further identified that these male employees are often faced
with day-to-day complexities and are prone to act smartly in resolving these issues.

According to Al-Enzi (2017), in Kuwait, gender egalitarianism is low, which means that
organizations are male-driven, and women are less engaged in their workplaces. However, there
is a still lack of research in terms of how employee engagement across gender diversity can
impact employee creative behavior. As per the analysis ofBerkman, Liu, Hammer, Moen, Klein,
Kelly, and Buxton (2015)female employees are often found at higher risk of developing a
stressful situation because of maintaining work-life balance and hence show a lower level of
creativity and higher levels of burnout at the workplace. Consequently, in these situations,
women employees are not prone to show a higher level of engagement. However,Gregory,
Milner,and Windebank (2013) identified that levels of workplace engagement do not differ
among employees of different genders. Rather job stress and lack of motivation at the workplace
cause negative employee engagement across all genders. According to another research carried
out by Banihani et al. (2013), the workplace engagement amongst men and women has been
regarded as equally important, and gender-neutral organizations often achieve higher creativity

of employees;men and women together.

According to the research ofGoffee and Scase (2015), women employees are often positioned at
subordinate levels; however, with the relevant organizational culture, they are also often allowed
to elucidate their skills of creativity within the organization. However, the study of Garcia and
Welter (2013) argued that men and women share different qualities and characteristics, but their
workplace behavior is not defined by their gender; rather, it is defined by their ability to foresee
the situation and reach to a plausible conclusion. Nevertheless, employee creative behavior
across different genders has not largely been discussed in previously conducted studies rather the
researches such as(Chang, Jia, Takeuchi, & Cai, 2014) and(Baily, Madden, Alfes, & Fletcher,
2017)have been more concentrated on finding an inclusive impact of employee engagement on
employee creative behavior. This gap has been filled by the current research where the impact of
employee engagement across gender diversity on employee creative behavior has been
identified.
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2.11 Impact of Employee engagement across Age Diversity on employee creative behavior
in Kuwait

According to the study conducted by Darwin (2014), age diversity deemed as one of the senior
strategic abilities of the firm that adds value to it over the competition. The employees working
with higher levels of age diversity might also become the catalyst for the growth of the firm
(Greene & Kirton, 2015). However, on the contrary, if the firm is unable to handle age diversity
in an inappropriate manner, there will be a larger number of group formations that can lead
towards emotional conflicts, struggle, miscommunication, higher turnover and lower level of
creativity behavior(Noe, Wilk, Mullen, & Wanek, 2014). However, lack of research has been
found in the context of Kuwait as not many researchers have considered the impact of employee

engagement across age diversity on employee creative behavior.

As per the study of Kultalahti and Liisa Viitala (2014), there are a number of intrinsic and
extrinsic factors of motivation that impact employee engagement across age diversity.
However, the researches such as Taylor (2003), Davey (2007) and McGregor and Gray (2002),
have argued that the organizations are not efficiently focusing on utilizing talents of older
employees because of having a false stereotypes and assumptions that they are prone to various
health problems, are expensive and cannot be able to adapt to changes and new technology at
workplace; perform poorly than young employees and are not able to show higher level of
engagement. However, this assumption can also indicate that the lower level of engagement of
old employees can negatively impact their creative behavior, whereas young employees can
show higher creativity levels due to higher engagement with the changes pertinent in the

organization.

Numerous researches have also found that older employees are more risk aversive than the
employees who are young however the study of(Mata, Josef, Samanez-Larkin & Hertwig, 2011)
and (Carstensen & Hartel, 2006) have negated this notion and stated that young employees are
less risk-averse due to their lack of experience. On the other hand, the research conducted by

Boyce (2008) has identified that multitasking is often difficult amongst old-age employees, but
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these employees have greater control over their job autonomies. With respect to this, Shultz,
Wang, Crimmins, and Fisher (2010)have conducted the study and stated that old employees
show more flexibility due to having their control over job autonomy and engage in their jobs
higher than the young employees. However, Zacher (2015) stated that young employees are
more engaged in working with tight deadlines due to which they show higher levels of creative
behavior within the firm.

However, the research conducted by Peeters and van Emmerik (2008) has professed that young
employees are often get exhausted due to the absence of workplace support and thus show lower
innovation and creativity in their tasks. However, this can lead to harsher consequences such as
lower levels of engagementand a lack of motivation and engagement(Rupp, Vodanovich, &
Crede, 2006). The issue of employee engagement across age diversity is important to discuss
regarding its impact on employee creative behavior where (McCann & Giles, 2002) has called
the way leading to age discrimination. Shuck and Reio (2014) stated that this kind of workplace
environment creates issues for workplace engagement of youngemployees negatively impacting
their overall creativity behavior. It has been observed in many studies such asVon Hippel,
Kalokerinos and Henry (2013), Backes-Gellner and Veen (2013) and Smedley (2017) that older
employees are equally productive as young employees, however,(Tempest, Barnatt & Coupland,
2002) stated that the decline in the employee engagement with age could also attribute the
decline in creative problem-solving skills. Hence, employee creative behavior has been
impacted by employee engagement across age diversity; however, lack of research has been
found in the context of employees working in Kuwait, which has been identified in this current

research.

2.12 Impact of Employee engagement across Different Educational Background on
employee creative behavior in Kuwait

Employee engagement leads to job satisfaction and productivity within the organization. when
employees belonging to diverse educational backgrounds, cultures, races, and ethnicities engage
with one another in the form of groups, they rise with creative and innovative ideas that are
extremely useful for the organization. A research conducted byGichohi (2014) on several of the

selected libraries staff in the Meru county of Kenya. The sample size of the study was kept to 31
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librarians. The author utilized various statistical techniques to analyze the data. Descriptive,
correlation analysis, regression analysis, ANOVA, and t-test were applied to the collected data.
The outcomes of the study uncovered that there is a positive connection between the
creativity level and EE inside the firm. Out of the 30 responses, 16 participants possessed a
Diploma in their field, 12 had an educational background of bachelors, 2 were O-level qualified,
and 1 was possessed a master's or a Ph.D. degree. A high level of educational diversity was
experienced. This indicates that when employees from diverse educational backgrounds interact

and engage with one another, the result is increased creativity within the team or group.

Globalization has substantially removed the boundaries between the countries, and firms, both
international and domestic, are facing rigid competition from entire the globe(Paramitha &
Indarti, 2014). Hence, it is essential for the firms to continuously bring on creative ideas,
services, and products to stay tenacious within the competition. Creative employees can be very
resourceful in this condition. Several researchers have identified that employee engagement, if
managed, effectively leads to creativity and innovation within the organization. McEwen
(2011)in his article argued that creativity is the consequence of employee engagement, and
amongst various drivers that lead up to employee engagement, one drive admonished by the
author was a relationship with employees and communication, which are so essential. Creativity
and employee engagement often work simultaneously. Krueger and Killham (2007),in their
study, stated that employees incline to be more creative f they are engaged in their work against
to those who are not. This is because tasks that are assigned on a reprieve basis to the employees
might enable the employees to lose their interest; a challenging, diverse, and supportive
workflow will allow and enable the employees to use a more creative approach to fulfill the tasks
that are assigned to them. However, lack of research has been found in the context of Kuwait as
not many researchers have considered the impact of employee engagement on different

educational background diversity on employee creative behavior.

The productivity or growth of an organization is highly dependent upon the level of creativity
that the employees possess (Siddigi & Qureshi, 2016), which indicates that if a firm is
experiencing growth, creativity is present. This is even more eminent in the present epoch of
technology and globalization, where there is a massive amount of competition amongst the firms.

Employee engagement and productivity are two interconnected concepts, and almost all
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researches agree to the reality that the financial situation or productivity of an organization
improves in the event of employee engagement(Patro, 2013). And the firms that are diverse
incline to be more successful at the global level. For instance, Apple, which is rated to be one of
the utmost profitable and successful organizations in the globe, is extremely diverse in terms of
varieties observed in the labor force. Apple has employees belonging to various ethnicities such
as White, Asian, Black, Hispanic, etc. Dickey (2017)and also from different educational

backgrounds depending upon the posts they are positioned on to.

Diversity has become the key to prosperity and even though it is harsh to keep the working
environment peaceful is a rough task for the managers, however, if the employees are managed
efficiently and the level of engagement is healthier, it can come out to immensely beneficial to
the revenue of the organization. A study to identify the association amongst employee
engagement and the productivity level of the firm was carried out by (Dajani, 2015) on the
banking sector in Egypt. The sample size of the studyentailed of 245 employees belonging from
both the private and public areas in Cairo, which are the capital city of Egypt. The response rate
of the research was 81.6%,and after applying various statistical techniques such as Pearson
correlation analysis and  regression analysis, the author found that if the employees are
engaged and satisfied, they tend to perform better and the engagement among employees and
their productivity enhances. Diversity in the educational background of the participants is
observed. Amongst the respondents, 69% of the respondents had a bachelor's certification, 6%
of the participants had an expert financial degree, and 25% of the respondents had a master's
degree(Dajani, 2015). This increasing levels of productivity of the employees and the diversity
in the educational backgrounds signalize that employee engagement has a positive influence and
effect on the creativity of the firm when the organizational culture has employees belonging to

various and diversified educational backgrounds.

2.13 Impact of Employee engagement across Different Income on employee creative
behavior in Kuwait

As mentioned before, workforce diversity inclusion is vital for ensuring employee engagement

within the organization. In the same context, the inclusion of employees with different socio-
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economic backgrounds tends to have a substantial impact on employee engagement. The notion
of employee engagement has been the most prominent and readily researched topic at a global
level. The reason behind the fact is that an engaged employee towards an organization would be
motivated to work hard, efficiently, and creatively towards the company’s success. Hence, in
multiple academic and corporate types of research, the impact of employee engagement and the
factors appraised to make efficient HR best practice tactics which can contribute positively
towards employee engagement and inclusive employee engagement(Kompaso and Sridevi,
2010). Employee engagement is attained through different factors consisting of cultural
diversity, fair remuneration, effective organizationalstructure, flexibility, career development
opportunities, and many more such factors that tend to increase the motivation level of

employees and contribute towards employee engagement.

It is highlighted in the research of Amundsen and Martinsen (2015) that firms in the present-day
need in the minds of the employees a creative working behavior to create innovative measures
that can positively impact employee engagement and achieve a competitive edge. Creative
behavior is regarded as binging inefficiency and ensuring high productivity through a creative
mindset and approach by the employees. Employees who tend to be empowered within the
organization shows a high rate of creative behavior within the organization(Ahmed & Oranye,
2010). Creativity not only increases the production level of the firm but of course, helps in
diminishing the cost of manufacturing it. Thus, the creative mindset of individuals is crucial for

organizational success

As mentioned above, the socio-economic background tends to consists of three SEB categories
within which each individual is placed after assessing their education, household income, and
occupation of the head of the family. Socio-economic diversity inclined to have a considerable
impact on employee engagement that tends to generate creative behavior within the firm(Guan
Frenkel, 2018). Hence, each of the SEB class needs to be analyzed to provide a comprehensive
in this notion. However, lack of research has been found in the context of Kuwait as not many
researchers have considered the impact of employee engagement across different socio-economic
backgrounds on employee creative behavior.

Low-income group Employees
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According to the study of Cowley (2018), the lower-class is bifurcated into an upper lower class
that includes the skilled working class in the bracket and lower-lower class that tends to include
semi-skilled and unskilled labor. The household income of an upper lower class lies between £
15,000-25,000 on an annual basis, whereas; the lower-lower class tends to have a household
income of £7,000 — 15,000 annually. An organization tends to be a mixture of different levels of
employment groups extending from the CEO of the company to the security guard. Hence,
every socio-economic category individual can be seen in the organization. The lower SEB group
tends to be found within the employment group sufficing security guard, internees, and spot boy.
All of the mentioned designations havetheir importance over organizational success. A security
guard would ensure the privacy, safety, and security of the company so that there isn’t any
breach of information or resources. However, the internees are the future talents that need
proper attention to make them a resourceful future capital of the organization. Therefore, for the
future success of the organization, employee engagement in the lower SEB tends to be spirited.
Similarly, a motivated trainee or internee would contribute progressively towards the
organizational objectives and chip in creative techniques learned through educational experience
and other internships to ensure efficiency within the business process. Hence it is crucial for a
firm to keep efficient consideration practices from the HR point of view to provide creative

behavior from low-income group employees of the organization.

Middle-Class income group employees

It is highlighted in the study of Cowley (2018)that the middle class tends to be bifurcated into
two groups of SEB, namely, upper-middle-class and lower-middle class. The lower-middle-class
tens to contain individuals at clerical and junior level administrative and professional career
stage having a total income of £ 25,000-30,000, whereas, the upper-middle class is on a mid-
level career at deputy secretary and managers of the organization have an individual income of
£35,000-50,000. The middle class of the SEB brackets tends to contain the maximum portion of
the organizational workforce and has great importance on the success and profitability of the
company. The employee engagement of the middle-class employee group is a necessity to
achieve the long-term success of the company. It is argued byMeltzer, Bebbington, Brugha,
Jenkins, McManus, and Stansfeld (2010), those middle-class groups tend to be focusing their life

towards career development at every stage of their life and are working effectively towards
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ensuring their career progression. Hence, to do that, they try to showcase their talents and
abilities within their respective jobs and increase the organization’s performance, so that be
appreciated by the upper management, which tends to open their doors of career progression.
Thus, it is essential for the firm to empower their employees with decision making, which would

engage them towards the firm allow them to evolve a creative behavior within the firm.

Upper-Class income group employees

The upper-class income group employees are in the least percentage within the organization as
their career levels lie in the executive and directors of the company. The upper-income
employees lie in the income brackets of £50,000 and above, and then they tend to feel engaged
with the organization as their shared objective of progressing after contributing extensive tenure
with the organization. Employees at this level of their career in an organization are motivated by
the future success of the company and not from the increasing salaries or benefits. It is argued
by (Goss, 2015)that individuals belonging to the high-income group SEB tend to be highly
qualified in terms of education and have seen their head of the family at an essential position
within an organization. Thus, to ensure the same status and class for his own like that of the
head of the family, they are willing to work efficiently in their mid-level of a career within the
firm. To do so, they are highlight engage with the organization who let him/her showcase all his
talents and abilities towards creativity and efficiency within the organization which opens his
door towards career progression and achieve a similar status like that of his family’s head.
Therefore, it is crucial for the firm to assess the SEB of each employee and develop a particular
organizational culture and plan which tends to infuse the employee and assist them to contribute
towards creative behavior ensuring the long-term success(Albrecht, Bakker, Gruman, Macey,
and Saks, 2015).

2.14 Impact of employee engagement across different Marital status on employee creative
behavior in Kuwait

It has been observed that workforce diversity is significant for the adequate progress of an

organization that could lead the organization towards increasing productivity and positive
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outcomes (Federman, 2009). In the same context, the inclusion of employees with different
socio-economic backgrounds tends to have a substantial impact on employee engagement. The
notion of employee engagement has been the most prominent and readily researched topic at a
global level (Gagne, Maryléne, Bhave, and Devasheesh, 2011). The reason behind the fact is
that an engaged employee towards an organization would be motivated to work hard, efficiently,
and creatively towards the company’s success. Hence, in multiple academic and corporate types
of research, the impact of employee engagement and the factors appraised to make efficient HR
best practice tactics which can contribute positively towards employee engagement and inclusive
employee engagement (Kompaso & Sridevi, 2010). Employee engagement level is increased
through different aspects, including cultural diversity, fair remuneration, effective organizational
structure, flexibility, career development opportunities, and many more such factors that tend to
increase the motivation level of employees and contribute towards employee engagement (Al-
Kazemi& Ali, 2002).

It is highlighted in the research of Amundsen and Martinsen (2015) that firms in the present-day
need in the minds of the employees a creative working behavior to create innovative measures
that can positively impact employee engagement and achieve a competitive edge. Creative
behavior is regarded as binging inefficiency and ensuring high productivity through a creative
mindset and approach by the employees. It has been observed that the employees who tend
to be empowered within the organization show a high rate of creative behavior within the
organization (Ahmed & Oranye, 2010). Creativity not only increases the production level of
the firm but of course, helps in diminishing the cost of manufacturing it. Thus, the creative

mindset of individuals is crucial for organizational success.

From an organizational perspective, the socio-economic background tends to consists of three
SEB categories within which each individual is placed after assessing their education, household
income, and occupation of the head of the family (Mohamed & Yeo, 2014). Socio-economic
diversity inclined to have a considerable impact on employee engagement that tends to generate
creative behavior within the firm (Guan Frenkel, 2018). Hence, each of the SEB class needs to
be analyzed to provide a comprehensive in this notion. However, lack of research has been
found in the context of Kuwait as not many researchers have considered the impact of employee

engagement across different socio-economic backgrounds on employee creative behavior.

70



ISSN 2320-5407 International Journal of Advanced Research (2021)

Based on the different socio-economic backgrounds of employees working in the organizations
located in Kuwait, the impact of marital status on the engagement level of employees and their
creative behavior does not make a high difference in the employees specifically for the
employees who are married. Thus, the creative behavior of these employees becomes effective
to sustain their positions in these organizations for a more extended period. According to the
study conducted by Al-Kazemi and Ali (2002), the engagement level and the creative behavior
of married or unmarried employees do not get affected by their marital status in Kuwait, and the
impact on the engagement level and creativity are insignificant. Thus, employee engagement
and creative  behavior remain the same as the employees working in Kuwaiti
organizations despite whatever their marital status is of the employees working in these

organizations.

2.15 Impact of Employee engagement across Different Overall experience, Level of
employment, and Experience at the current position on employee creative behavior in
Kuwait

The phenomenon of employee engagement is not hidden from the corporate sector operating in
Kuwait. Moreover, EE in the organizations based in Kuwait is dependent upon the overall
experience of the employees working in these organizations, the level of employments
employees are having in these organizations and the experience at the current position that
impacts EE and also the engagement across these factors that have a drastic impact on the

creative behavior of employees working in organizations in Kuwait.

Employee engagement across their overall experience can be analyzed through the knowledge
that an employee has had throughout working in the organizations in Kuwait. Based on the
study conducted by Jain and Ansari (2018), it has been found that the EE level of employees
working in Kuwaiti organizations is dependent upon the number of years an employee has
been working in the organization in which it has been seen that the employees who are less
experienced in terms of their tenure have higher level of EE than the employees who are

senior in terms of experience and have spent more time than these employees. In Kuwaiti
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organizations, employee engagement has an inverse relationship with the overall experience,
which shows that the senior employees are less engaged in their job roles than the junior
employees. It ultimately impacts the creative behavior of these employees in these organizations
where the old employees are more focused on the conventional working and do not focus on
change management or bringing innovation in the business processes and their working style as
compared to the junior employees who are more engaged with this stuff showing a positive,

creative behavior in the organizations operating in Kuwait (Madan & Srivastava, 2015).

Level of employment in Kuwaiti organizations have been considered as an essential aspect for a
more extended period of time where the employees working on a higher position are valued the
most and have a higher impact on the organisation specifically in decision making processes and
controlling and evaluating the other employees working under them (Amoo& Singh, 2018). It
shows that the higher-level employees primarily evaluate the performances of their junior
employees and are not mainly focused on doing their duties on their own and engage their teams
more into the work and processes (Shukla, Adhikari & Singh, 2015). However, decision-making
is done by these employees including the evaluation of the given work which means that
employee engagement gets lower as the employment level increases in Kuwaiti organizations as
the work environment and the organizational culture of the Kuwaiti organization has been like
this for an extended period (Madan & Srivastava, 2015). Thus, it also impacts the creative
behavior of employees working on a higher designation as they become more focused on

conventional and traditional working rather than changing it with innovation.

In the light of the study conducted by Al-Enzi (2017), experience at the current position does not
have a drastic impact on the creative behavior of employees working in Kuwaiti organizations as
a result of increasing or decreasing employee engagement while performing their jobs in
organizations., it has been found that in Kuwaiti organizations, employee engagement is not
drastically impacted by the current experience which can be either excellent or unsatisfactory as
majority of the employees working in these organizations are immigrants who come to build up
their careers by working in Kuwaiti organizations and make them financially stable through this.
Therefore, the experience at the current position is tried to be made good by the employees and
thus their creative behavior increases for their job security purpose and to sustain their positions

in these organization for a more extended period of time specifically in the Kuwaiti organizations
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because it is seen that employees working in Kuwait do not leave organizations despite not
having an excellent current experience while working that can be due to various factors including
organizational culture or workplace environment (Obeidat,Al-Khateeb, Abu Abdallah, and
Masa’deh, 2019).

2.16Review of Theories

In this section, the researcher will review the theories mentioned in the current research.
The theories are about two main factors in the study, which are creative theories, employee

engagement theories.

2.16.1 Creative theories

Creativity in terms of an organization can be defined as the process of development of
products that are valuable, useful, new. This may also include the ideas, procedures, or process
designs created by employees who are working in complex social systems. There have been
various models that have been proposed to determine organizational creativity over the years.
Creative behavior across employees working in different organizations may be a result of
different factors. According to the componential model of organizational creativity proposed by
Amabile (1983), the creative behaviors in organizations may rely on three various factors that are
aligned together to bring out the creativity in the employees. The first factor is expertise, which
refers to the level of skills and knowledge an employee has in a particular field or task.
Creativity thinking is the second factor related to creativity, which refers to the capability of the
individuals or employees to think abstractly while bringing out creative ideas for the firm. The
third factor is the motivation of employees to perform a task. According to the (Perry-Smith
and Shalley, 2003), regardless of the level of expertise of ability to think creatively possessed by
an employee, if the employee is not motivated than creative behaviors may not be useful for
organizations, therefore, the three factors mentioned in the model must act together leading the

organizations towards creativity.
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Figure 3Componential model of creativity
Source: Amabile, 1983

Other than the componential model of organizational creativity(Woodman, Sawyer & Griffin,
1993). Another model for organizational creativity was proposed by (Woodman et al., 1993),
which was based on the interactionist perspective. This theory concentrated on interaction of
one person with others and how it leads towards creativity in the firm as per to them,
organizational creativity can be regarded as a function that is done by the creative outputs of
component groups along with contextual influences which may include the organization culture,
the organization reward systems, the environment that dominates outside the firm system, and
resource constraints faced by the firm(Woodman & Schoenfeldt, 1990).
includes the elements of personality and psychology in creativity. According to the model,
creativity is based upon the characteristics of individuals, group characteristics and

organizational culture where interact with each other to produce transformation from creative

behaviors and situations leading towards creativity in organizations

This perspective
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Figure 4Interactionist model creativity
Source: Woodman, Swayer & Griffin (1993)

The four Ps of creativity is one of the utmost widely used and known models of creativity, where
creativity is reliant on three factors, which are a process, products, person, and press.

Creativity

Figure 5The 4 Ps of creativity
Source: Rhodes, 1961

This model of creativity has been the base of modern theories related to creativity in
organizations. Rhodes (1961) proposed a model that was multi-leveled and was considered to be
a co-evolutionary process model. This model focused upon changing processes and the dynamic
of the sense-making that arises and develops themselves due to the cross-level effects of

| 4
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individuals, groups, and organizations. It examined how periodic organizational crises reframe
the negotiated order of belief structures about creativity. The model proposed by Rhodes in 1961
consist of 4 Ps where the first one is the Person who is involved in the creative progress this
factor relates to the skills, expertise, and experience the person possess upon the task which is
being performed (George & Zhou, 2002). The second factor is the product, which refers to the
task, which is regarded as a product in the model. This may include the level of constraints that

restrict the creativity of the employee or the level of creativity required to perform the task.

This may also include the domain in which the task is being performed in the organization. The
third factor is the process, which refers to the processes that a person uses to perform a task or
develop a product. The process over there involves the thoughtprocess of the individual. This
may include, rather than the methodology, how an individual thinks while solving an obstacle of
overcoming a challenging situation(Rhodes, 1961). The last factor is called the press which is
referred to the impact that is caused by the environment around an individual; this may embrace
the level of resources available for the employee along with the external factors of the
organization, the culture of the firm(Mainemelis& Ronson, 2006). All of these determinants

combined derive the creativity inside an employee, which leads to creative behavior.

2.16.2 Employee engagement

One of the widely used theories or model which has been the base of several employee theories
is the Maslow hierarchy of needs. Although the base of the model was developed to determine
the motivational factors of an individual, many researchers used the same model to determine
how the factors mentioned in the model is applicable to the motivation and engagement of

employees working in organizations.
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Figure 6Motivation — Maslow (Hierarchy of Needs)
Source: (Puccio, Murdock & Mance, 2005)

The first level of need is physiological needs, which may motivate employees to go to their
workplaces every day to earn money to satisfy their basic needs. The second is the safety needs,
which relates to the employees doing what is expected from them from organizations. Likely,
employees do precisely what is expected of them to keep their jobs secure (Puccio et al., 2005).
Further is the social need, which in terms of employees is the need for feedback and response
from the managers and the colleagues working with an individual employee Constant feedback
and information sharing fulfills the social needs of the employees working in organizations. The
fourth level of need is esteem, where employees need a sense of recognition in the organization,
along with having the power to influence the behaviors or actions of others. At this stage of
needs, employees may also exhibit leadership skills to engage other employees and guide them
towards attaining the objectives of the organization. Self-actualization is the last stage of the
need, which also relates to the leader's role where employees act as motivators and influencers,
inspiring the subordinates towards deriving their efforts aline with the goals and objectives of the

firm.
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2.17 Research Gap, Significance of The Research, and Conceptual Framework

From LR, it has identified that EE has numerous theoretical underpinnings that have been
incorporated by many researchers such as, (Gruman & Saks, 2011), (Kompaso and Sridevi,
2010) and (Little and Little, 2006) as it has been most debated topic in the management
literature. From the overview of the LR, it can be said that the concept of EE is not only well-
discussed, but it is quite debated also. It has been pointed out from the literature that regardless
of distinctions in definitions, there are favorable influences of employee engagement, which
makes it more important for employee productivity and performance of the firm. However, in
terms of factors affecting employee engagement, this research had included the factors that,
when combined, gave novelty to this research. The first significant variable affecting employee
engagement is incentives, which are further divided into monetary and non-monetary benefits.
The researchers such asAl-Blushi, Khan,and Rahman (2017), Clair and Milliman (2017), and
Osibanjo et al. (2015) have emphasized the notion that monetary incentives are often given
against the work efforts of the employees that can additionally encourage the employee to work
efficiently. However, these studies have emphasized more on monetary or financial incentives,
which further requires incorporating the different views given by the researchers regarding non-

monetary incentives.

Hence, the literature has identified that studies such as (Victor and Hoole, 2017)(Aguenza and
Som, 2018)and(Olubusayo, 2016). However, regarding the research gap, it has as well as
been identifies that in the context of EE being affected by incentives at workplaces in Kuwait,
there are not many studies have been carried out, which calls for more investigation as to
what engages employees within the firms and how it has been playing a considerable role in
sustaining an efficient, creative workplace behavior amongst employees. Another main factor
is employee relations for which studies such as (Hickland, 2017), (Ntalianis et al., 2015), and
(Wok & Hashim, 2015) have stated that employee relations can lead towards lower absenteeism,
interaction, and socialization that entail greater motivation for employees to engage efficiently.
In any case, none of these researches have fused the thought of employee relations regarding
ECB, regarding how employee relations and other factors can be combined and impact EE

leading towards either positive or negative ECB.
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Saks (2015)have carried out researches on training and identified its positive influence on
employee engagement. However, this study has been significant for further adding to the
knowledge with respecting to which factors, including training of the employees, can have a
positive and favorable influence on employee creative behavior. Even though human resource
practices are analogous in all over the world, this study is specific to the case of Kuwait as
Kuwait is among countries where most diversified teams co-operate, since employees from
worldwide are hired. This research has been helpful for understanding many human resources
practices in Kuwait and issues faced by human resource managers there. Viewpoints of
employees working in Kuwait are disclosed in this research to know whether they find diversity

as beneficial or not.

In the earlier part of the chapter, it has already been argued that there is a gap in the literature,
due to various researches have yielded multiple outcomes. Majorly the variances in the results of
the past studies have arrived because of differences in the factors that are attributed to employee
engagement. Considering the diverse nature of the workforce, it has become a challenge for
organizations to keep their employees engaged. This research has focused mainly on seven
factors: incentives, employee relations, training, empowerment, leadership, working
environment, and organizational culture. The factors above of employee engagement are
considered for evaluating their role in fostering and encouraging creative behavior in the

workplace.

In terms of empowerment and leadership as the factors affecting employee engagement, the
literature has identified the gap regarding how these factors have been impacting employee
engagement but not how it leads to employee creative behavior. For instance, Elnaga and Imran
(2014) stated that empowered employees are also able to monitor their performance are likely to
more willingly participate in routine activities within the organization. On the other hand, Igbal
et al. (2015) stated that the concept of leadership could also be analyzed as the ability of
individuals for persuading others seeking and accomplishing the pre-defined objectives binding a
group of individuals together, improving their performance, and to direct them towards the
accomplishment of their goals. However, these researches have not specified the direct
relationship between employee creative behavior and employee engagement in the context of

workplaces in Kuwait.
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There are different researches that can be found regarding the factors above of employee
engagement, diversity and inclusion, and employee creativity because of which there are
different views among the researchers. For instance, on the one hand, it has been expressed that
incentives are viewed as a significant factor of E.E. since it focuses on the actualizing of the
requirements of the employees and keeps them roused, which at last creates engagement with the
firm(Olafsen et al., 2015). On the other hand, Victor and Hoole (2017) have stated that
employee engagement is much deeper than the incentive program because changing the behavior
of an employee at the workplace cannot be done with the assistance of monetary or non-
monetary incentives. Through this research, the researcher has comprehensively evaluated these
factors in the context of Kuwait.

The conceptual framework of the current study is as follows:

Mediator

Employee Engagement

Incentives

Employee
Relations

Employee Creative
Behaviour

Training

Empowerment

Leadership

Dependant Variable

Independent Variable
—_— Direct Effect

Mediating Effect
Figure 7Conceptual Framework

Source: Author
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The concept of employee engagement has turned out to be an essential aspect of organizations
worldwide. The long-term sustainability and competitive advantage of the organizations are
shaped by the employees working at the workplace. The prevalence of an engaged workforce
has become one of the keys and necessary factors of survival. In this rapidly changing
marketplace due to globalization, where the competition is getting intense day after day(Khan,
2013). Therefore, the organizations are continuously working towards identifying ways in which

they can ensure active employee engagement.

There are various factors identified by many different researchers that show association with
employee engagement. (Halbesleben, 2010)has highlighted the crucial of the organization’s
environment as an essential factor of employee engagement, whereas (Mukerjee 2014)

mentioned the atmosphere of the group as a factor affecting engagement.

In addition to these factors, (Schaufeli, 2012) has identified career development, feedback,
manager support, and autonomy as the main factors of engagement. Apart from these, there are
several other factors also recognized by many researchers. This study though, concentrated on
the factors of incentives, training, employee relations, empowerment, and leadership as the
factors which boost EE, leading in the creation of an environment that encourages creative
behavior among the employees of the firm. In this whole process, there are also some control
variables that have been identified in the conceptual framework. These controlling variables
are gender, age, ethnicity, education, and socio-economic background. A conceptual framework

has been shown with the help of a model that shows the relationship between the variables.

The current research has taken employees creative behavior as the dependent variable,
whereas the independent variables include the impact of employee relations, training,
incentives, empowerment, and leadership on employee satisfaction, which in turn impacts
employee engagement, which is the mediating variable. And these independent variables are
controlled by the variables of gender, age, ethnicity, education, and socio-economic background.
The framework tends to explain that the ECB has a significant impact of EE which is affected by
employee’s satisfaction on the job, and the satisfaction of an employee is dependent on the

variables of employee relations, training, incentives, empowerment, leadership, working
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environment, and organizational culture. And these variables are controlled by the variables of

gender, age, education, and socio-economic background.

Therefore, with this in mind, the variables that have a remarkable impact on the creation of
employees are control variables. Employee engagement is highly critical for all the companies,
as it can lead the organization to have various benefits in the long-run, and the inability to do so

may lead to a higher probability of related adversities.

Thus, the firms are actively seeking ways to retain their employees to create a competitive
advantage over competitors. In this case, employee engagement considers being one of the
essential factors. As shown above, employees become disposed towards leaving the firms that
fail to keep them satisfied. Even though the needs and requirements of the employees are
constantly changing, firms must establish ways to keep them engaged. That being said, the
delegation could be regarded as one of the best effective means through which employees could
be kept associated with their work. Giving them more responsibility would require them to put
in more effort and work in their job, to perform better than before, and lead towards higher

efficiency (Kompaso and Sridevi, 2010).

The factors that affect the engagement of the employees must be known for the organizations to
carry efforts in improving employee engagement. The framework has argued about the essential
factors that affect EE, and it has recognized five controlling variables that significantly affect the
factors that influence EE. If an organization wants to increase its productivity and creativity, a
complete understanding of these variables is necessary to increase employee engagement among
employees.
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CHAPTER THREE: RESEARCH METHODOLOGY

The preceding chapters have provided an overview concerning the main objectives and aims of
the study; the researcher also presented the research questions upon which the research would
revolve. It also provided the significant and rationale of conducting the study while identifying
the gap in the field of study. Moreover, the previous chapter provided significant literature
regarding the notion of the study while examining different factors of employee engagement and
assessing the mediating factors which tend to affect the employee's creative behavior within the
workplace. This helped the researcher to develop a comprehensive conceptual framework that

provided a platform to conduct a conclusive study of the notion.

In the study of Bryman and Bell (2013), it is highlighted that research methodology planned to
be a systematic plan in a research study that is improved so as to find out the relationship
betweenvarious variables of the study. There are apparently two significant variables that are
discussed and examined within the study, namely the dependent variable and the independent
variable. In a research study, the dependent variables tend to be the notion of the factors which
are depended upon the main topic of the study, also known as the independent variable. It has
been identified in the study of Goodwin (2012), that the research methodology section in the
study aims to collect and gather the important and relevant information and data from the
respondents and academic or scholarly authors having written significant literature regarding the
similar field of study.

The statement above is further approved in the study of Hughes and Sharrock (2016) in which
the author proposed that research methodology in the research study tends to be a practice which
consists of a systematic or theoretical analysis of the data which is indented to be solving the
problem of the research study. It is further appraised that research methodology consists of the
theoretical analysis model of analyzing the research model, which contributes positively to
assess in the relationship between dependent and independent variables of the research.
Similarly, the systematic analysis is made on the notion of understanding the numerical state of

the data collected through the data collection from the respondents or previous researches.
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The research methodology revolves around a certain research paradigm, which is intended to be
the common set of beliefs that are shared between different researchers and scientists about how
the research problem should be understood and solved. According to Guba (1990), the research
paradigm is characterized by ontology, epistemology, and methodology. There are many
different types of research paradigm around the globe, utilized by the researchers; however, the
most common of them are positivist, constructivist, pragmatists, and realists. The whole
research methodology would be revolving around one of the research paradigms identified

below.

The research methodology tends to be designed with the use of three important research designs,
namely, quantitative, qualitative, and mixed research design, which further is inclusive of a
certain approach to research. There are two foremost research approaches, deductive and
inductive, and are selected based on the nature and concept of the research study while
highlighting the known fact that when are the hypotheses are developed and expounded during
research. The study structures are completely relied on the idea of the research, where if the
research is required to recognize and decide the effect between the variables, it will in general
utilize the quantitative methodology with statistical analysis, so as to finish up a relationship with
distinguishing the correlation or regression of the variable (Hughes & Sharrock, 2016).
However, if the study is intended to communicate the influence or investigate a phenomenon, it
is likely going to use the qualitative approach(Bryman & Bell, 2013). The mixed approach,
however, is used when the study needs a comprehensive depth of respondent’s views and

observations and the numerical relationships.

The research methodology also identifies the sources of the data. There are two common ways
of data collection, namely primary and secondary. The primary method is used to gather new
and raw data through the use of surveys, interviews, etc. However, the second method tends to
use previous researches, articles, journals, and authentic websites to gather the data. Both the
method can be used on both the research design highlighted above, depending upon the
nature of the information needed for the study. Furthermore, a research methodology would
define a comprehensive data analysis method depending upon the research design it is being
implemented. For a qualitative research design, it is viable to use content or thematic analysis

while developing certain themes from the interview transcripts. On the contrary, for a
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quantitative study, statistical tools such as SPSS21.0are used so as to identify the relationship
between the variables and indicate their impact. Also, it is very important to mention the ethical
issues present in the research study in order to stave off any legal issues during and after
concluding the study. All the above-mentioned criterions would be addressed in the upcoming

topics of the chapter.

3.1 Research Paradigm/Philosophy

The research paradigm refers to research belief followed in the research. It is a set of common
agreements and beliefs shared among scientists regarding how issues shall be understood and
addressed.  Neuman (2013) stated that there are three research paradigms; positivists,
constructivists, and pragmatists. The selection of the research paradigm is dependent on the
topic under study; this implies types of data, whether qualitative or quantitative, described in
detail in later sections. A first research paradigm is a positivist, which implies that research is
dependent on quantitative data(Taylor, Bogdan & DeVault, 2015), this research paradigm
believes that numeric data is the accurate representation of research results without which
research results cannot be accurate. As a research philosophy, positivism follows the view that
factual data gained through surveys or observations, including measurements,are reliable. The
researcher's role is restricted to data collection and evaluation in an objective manner in this type
of study. Also, the findings of the research are quantifiable and observable. It depends on the
numeric data, which leads to statistical analysis. Positivism studies allow the researcher to be
independent and there is no inclusion of human insights and experience. Bell, Bryman, and
Harley (2018) argued that positivist studies normally follow a deductive approach because data
is made specific at the end. Furthermore, positivism is associated with the viewpoint that the
researcher should focus on facts, and the research study is properly structured. The
independence of the researcher implies that there is a minimum interaction of the researcher with
participants of the research. In simple words, the positivist paradigm is based on facts and
figures and considers the world as objective and external. If the topic requires detailed
explanation and insights from participants, this paradigm is not recommended since it makes data

very specific so as to generate specific results.
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Another research paradigm is constructivist in which the human mind is given value rather than
numbers. Research analysts have considered this paradigm as more realistic and practical since
it involves human experiences based on which reality is reached. Zikmund, Babin, Carr, and
Griffin (2013) documented that it also means interpretivism,where knowledges and penetrations
of respondents are main goals of the researcher, and the interaction between researcher and
participants is high. Researcher in the constructivist paradigm has more responsibilities as it
requires efforts to interact with a sufficient number of participants. However, the number of
participants in the constructivist model is materially low than the positivist model because it
takes effort and time to interact with each participant while in positivism, the researcher does not

interact with participants.

Bryman (2016) reported that this research paradigm is subjective rather than objective, and the
research is less structured as compared to positivism. Results of such a research paradigm are
not objective and specific but result in subjective and information is such that it explains rather
than an answer. Since the research is subjective, it makes it difficult for readers to understand
results. However, most of the researchers believe in this philosophy because it involves
experiences and insights of participants who reflect real happenings in the world.

Third and last research paradigm or philosophy is pragmatism in which positivism and
constructivism are mixed to reach more accurate and reliable results so that one kind of data
supports the other, and findings are reached with more evidence (Sekaran &Bougie, 2016). This
research philosophy covers the limitations of both research philosophies, and consequently, it is
considered more reliable than any other of the philosophies. While conducting pragmatist
research, a researcher is required to make multiple efforts by collecting both numeric data and
insights of participants. It requires more efforts and more time, but all such efforts and time
provide more valid results, and the value of research is also doubled. According to Fowler Jr
(2013), pragmatism focuses on mixed methods of research, so data collection is done two times,
first numeric data is collected through surveys or questionnaires, and then qualitative data is
collected through interviews and observations. This implies that research instruments used are
also multiple, making it obvious that time and effort are increased. This research follows both

deductive and inductive approaches because the result of numeric data is specific, while the
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result of qualitative data is not specific. It is objective as well as subjective due to multiple data
collection techniques (Saunders, 2011). Pragmatism may enhance the efforts of the researcher,

but it also enhances the value and reliability of the research.

This particular research is based on a positivist research philosophy since it has used numeric
data to answer research questions. The aim of this current study is to elicit respondents of the
employees working in various teams in Kuwait, and the main questions to be answered are ECB
and EE. Therefore, data from employees have been collected to assess factors affecting
employee creative behavior, testing mediation by employee engagement in Kuwait. Employees
have been asked about factors that are more effective in enhancing their satisfaction level so that
employee engagement is enhanced. Further, the impact of this increase has been assessed on

employee creative behavior through their responses.

3.2 Hypotheses

Based on the conceptual diagram mentioned in section 2.17 of chapter 2, the researcher proposes
the following hypotheses, which will help the researcher to achieve the overall objectives of
current research.  The hypotheses depict the relationship that needs to be
tested between DVand IV inthecontextofKuwait organizations. The researcher also tested the
effect of employee engagement as mediating behavior tested between dependent and

independent variables, specifically in the context of Kuwait organizations.

Hoi: Incentives does not significantly relate to employee creative behavior at workplace in

Kuwait.

Ho: Employee Relations does not significantly relate to employee creative behavior at

workplace in Kuwait.

Hos: Training does not significantly relate to  employee creative behavior at workplace in

Kuwait.
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Hos: Empowerment does not significantly relate to employee creative behavior at workplace in

Kuwait.

Hos: Leadership does not significantly relate to employee creative behavior at workplace in

Kuwait.

Hos: Incentives does not significantly influence employee creative behavior at workplace in

Kuwait.

Ho7: Employee Relations does not significantly influence employee creative behavior at

workplace in Kuwait.

Hos: Training does not significantly influence employee creative behavior at workplace in

Kuwait.

Hoo: Empowerment does not significantly influence employee creative behavior at workplace in

Kuwait.

Hoio: Leadership does not significantly influence employee creative behavior at workplace in

Kuwait.

Ho11: Employee Engagement does not mediate the impact of Incentives on Employee Creative

behavior at workplace in Kuwait.

Ho12: Employee Engagement does not mediate the impact of Employee Relations on Employee

Creative behavior at workplace in Kuwait.

Hoi3: Employee Engagement does not mediate the impact of Training on Employee Creative

behavior at workplace in Kuwait.
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Hows: Employee Engagement does not mediate the impact of Empowerment on Employee

Creative behavior at workplace in Kuwait.

Hois: Employee Engagement does not mediate the impact of Leadership on Employee Creative
behavior at workplace in Kuwait.

Hois: Employee creative behavior means value for male and female employees shows no

significant difference in workplace in Kuwait.

Ho17: Employee creative behavior mean value does not show significant difference for age group

of the employee in workplace in Kuwait.

Hois: Employee creative behavior mean value shows no significant difference for level of

academic qualificationof the employee in workplace in Kuwait.

Hoio: Employee creative behavior mean value shows no significant difference based upon

income of the employee in workplace in Kuwait.

Ho2o: Employee creative behavior mean value shows no significant difference based upon

Marital Status of the employee in workplace in Kuwait.

Ho21: Employee creative behavior mean value shows no significant difference based upon overall

experience of the employee in workplace in Kuwait.

Ho22: Employee creative behavior mean value shows no significant difference based upon the

Level of Employment of the employee in workplace in Kuwait.

Hoos: Employee creative behavior mean value shows no significant difference based upon

Experience at Current Position of the employee in workplace in Kuwait.
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3.3 Research Design and Strategy

According to the study conducted by (Kazdin & Blase, 2011), the use of quantitative analysis
since 1250 A.D is the main element which makes it substantial for the research study. Due to its
capability and capacity to quantify the data, it is evident that the researchers are facilitated by the
guantitative research design from the past several years. In the research methodology, the equal

importance of quantitative research design has also been observed.

Strategies that are based on inquiries, which include experimental research approaches and
surveys, are employed by the quantitative research design (Minner, Levy & Century, 2010).
Additionally, it is observed that the findings which are obtained through quantitative research are
predictive, explanatory, or confirming. So as to clarify, affirm, or foresee the connection
amonglVand DV, the researcherswill, in general utilizea quantitative approach. The data
collection approach is entailed by the quantitative research design in a way that the data which is
obtained is quantified and subjected easily to the treatments that are statistical in order to reject
or support the alternate claims of the research study (Kane & Radosevich, 2011). In order to
collect information and data from reliable and multiple sources, the quantitative research design
is used that deals with tables, numbers, graphs, statistics, and charts.

The aimofthecurrentresearch is to determinethefactorsaffecting ECB, testing mediation by EE,
and the study design picked for this study is quantitative. The quantitative study has allowed the
researcher in order to gather data that can be converted easily into numerical values and then
interpret it for the purpose of testing out the hypothesis and objectives (Brannen, 2017). In order
to collect and gather the data for deriving information, which is in accordance with the objectives

and aims of the study, the researcher has carried out primary research.

3.4 Data Collection and Sources

In this section, the researcher mentions the variable that needs to be studied. The focus will be

on the dependent, independent, and mediator variables. Also, the researcher mentions the data
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collection method, pilot study, sampling technique, inclusion & exclusion criteria, and collecting
the data.

3.4.1Variables

The first variable is employee engagement, which is a major element in human resource
management and is directly associated with employee and organizational performance.
Employee engagement refers to the workplace approach, which results in the right working
conditions for all employees within an organization to give their best performance daily. It is
linked to their commitment to the company, its goals, objectives, and its values. Baily, Mankin,
Kelliher, and Garavan (2018)Stated that employee engagement motivates employees to
participate more in the prosperity of the organization with an increased sense of one's' own well-
being. Another factor is diversity, which refers to a group of employees from different
backgrounds and cultures. This factor has its own benefits as well as shortcomings; it highly
depends upon HRM to handle diversity effectively. According to Harzing and Pinnington
(2010),themajor benefit of diversity is increased contribution and creative ideas within an
organization so as to bring creative and innovative results. However, the major drawback is the
likelihood of disputes since employees with different backgrounds and cultures also have
different thinking processes; therefore, sometimes, disagreement leads to disputes. It is a
challenge for HR management to manage such disputes and motivate employees to work
together.

The variables have also been included, such as incentives, training, empowerment, leadership,
working environment, and organizational culture. (Osibanjo et al., 2015)reported that it is
essential for the firms to undertake measures in terms of incentives, both monetary and non-
monetary, allowing the employees to comprehend the importance of organizational objectives
and goals. Furthermore, Hickland (2017) professed that employee relations are the enunciation
of a better and positive workplace environment that can satisfy the demands and needs of the
employees, improves morale, convey organizational expectations, and build culture. The

research conducted by Igbal et al. (2015) stated that the individuals at the leadership position are
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required to develop the future vision and convey this future vision to the subordinates and other

organizational members for achieving the future vision and improving job performance.

Employee behavior depends upon many factors such as reward system, working conditions,
workplace diversity, feedback, etc. Employees may or may not work creatively within a
workplace; they need reasons to work effectively and creatively. Bratton and Gold (2017) stated
that management has the responsibility to assess employee needs and try to enhance employee
engagement to ensure that they work creatively and contribute more towards the success of the
company. Workplace diversity can enhance creative behavior among employees because
employees are having different cultures, backgrounds, knowledge, and experience work together,
so ideas are generated at a high level. However, management is responsible for making sure that
the disadvantages of diversified teams are minimized. This research discusses important

concepts associated with the field of human resources.

3.4.2Data collection methods

The data collection method is reflected to be a practice or procedure of gathering, accumulating,
and collecting the relevant data for the notion of the study while fulfilling the desired
requirement of both the dependent and independent variables to study in a systematic and
established format.

According to Hughes and Sharrock (2016), the data collection method is required to attain
accurately, and hone information regarding the notion of the study and hence is deemed an

imperative aspect of the research methodology.

It has been identified by Harris and Brown (2010) that there tend to be two important sources of
data collection method, namely, primary and secondary sources. It is assessed that the primary
source is the first-hand data in raw form gathered by the researcher himself rather than using the
previous researches and/or other publications with similar information. The method proposed to
gather the primary data are surveys, interviews, observations, questionnaires and focus group

studies, etc. The primary data collection method tends to have an integrated technique to gather
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data for both qualitative and quantitative types of research. In this regard, the interviews,
observations, focus groups are intended to be the primary method of collecting qualitative data,

whereas questionnaires and surveys primary sources to collect quantitative data.

On the contrary, the secondary method of data collection is intended to collect the data from the
previously conducted researches, articles, reports, and authentic websites. Just like the primary
method, the secondary data is also used to integrate both the research design depending upon
the nature of the study. In a qualitative research design, the data is collected from the literary
work from journal articles and previous researches to provide the content analysis to the research
analysis. However, quantitative design tends to use the organization's financial statements and
reports so as to compile numerical data about the performance of the organization, which is

analyzed through statistical tools in data analysis.

3.4.3Pilot study — validation of the procedure

A pilot study is regarded as an important measure taken by the researcher for ensuring research
validity and make appropriate changes in the overall research process. This is often executed
prior to the actual investigation. The main and major aim of the pilot study is to determine and
identify the mistakes and issues pertinent in the current investigation and to eliminate those
issues for accomplishing the best possible results. A pilot test is done prior to the actual
distribution of the survey to check on the understanding of the questions as intended by the
author. This was done by distributing 20 questionnaires among employees. Based on the
feedback obtained, some statements were further simplified and modified to clarify their
meanings. Furthermore, the pilot test participants were gently asked to write any comments and
provide any suggestions to enhance the questionnaire further and decrease any perceived
ambiguity.

Actually, pre-testing the questionnaire is a vital step as (Brown, & Suter, 2014) suggested that

pilot testing serves the in-questionnaire design just as test marketing typically serves in any new

product development.
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Table One is illustrating the descriptive statistics showing the median, mode, and mean values
for the tested variables. Such values are supposed to explain the central tendency. If the mode,
median, and mean are all close in value, hence this would signalize that the distribution of the
examined details typically symmetrical. This basically means that there may be no skewness in
the shape of the histogram for each examined variable (Saunders et al., 2016). Actually, by
looking at the median, mode, and mean values for the of the tested variables, it can be easily
noticed that these values are close to each other for each individual variable indicating that the

distribution of data is symmetrical for each of the conceptual variables.

Table 1 Descriptive Analysis of the tested variables

Factor Mean Median Mode
Incentives 3.95 4.00 4.00
Emplovyee Relation 444 4.50 4.50
Training 4.50 3.75 375
Empowerment 3.81 3.15 315
Leadership 333 3.33 333
Employee 3.85 4.12 412
Engagement
Employee Creative 374 4.00 4.00
Behavior

Table One provides descriptive for main variables as per the pilot study data. Training has the
uppermost meanvalue (M=4.44), indicating mostly respondents agree towards the statements
measuring openness. The mean value for Incentives is (M=3.95), which is more towards the
agreement. Empowerment (M=3.81), Employee Engagement (M=3.85), and Leadership
(M=3.33) have mean values that are almost similar. Moreover, the author has analyzed the 20
filled out questionnaires from the pilot testing and found that all variables were reliable. To
clarify, reliability stands for consistency in terms of giving similar results for the same variable

(Anderson et al., 2018). TableTwo is showing the reliability of the studied variables confirming
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that all of them are reliable for additional analysis as per all of them gained a Cronbach alpha

value of above 0.7




ISSN 2320-5407 International Journal of Advanced Research (2021)

Table 2Cronbach Reliability Test

Dimension Name Number of Cronbach’s Alpha

statements (a) (Standardized)
N=20
Incentives 6 728
Emplovee Relation 9 754
Tramming ] 798
Empowerment 12 760
Leadership 11 752
Emplovee Engagement 12 22
Employee Creative 13 750
Behavior

h3.4.4Sampling Technique and Research sample

As indicated by the investigation of Walliman (2016) in statistics- based and survey-based
methodology, sampling inclines to be the area of targeting proportion of population while
evaluating the qualities of the populace and select the applicable sample to gather the data for the
study. In the previous segment of this chapter, it was noticed that it is difficult to achieve large
target respondents utilizing qualitative measures; thus, the quantitative structure would achieve a
bigger respondent's size. In this regard, from the population of thousands of respective
individuals, a small sample of a group of respondents is selected through an effective sampling
method and technique. Moreover, the response gathered by the selected group of respondents
was then generalized over the entire population of the study with similar characteristics. Using
the generalization, the researcher was able to cover the whole dynamics of Kuwait in a limited

amount of funds and time limitations.

In this methodology, the sampling method will support the researcher in recruiting the
respondents so as to implement the primary research in the study. It is highlighted in the study
of Goodwin (2012) that there are two important methods of sampling the respondents, namely
probability and non-probability method.
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A probability method of sampling is defined that all the respondents are given equal
opportunity to participate in the research study (Etikan, Musa & Alkassim, 2016). The
sampling technique for the probability sampling method is random and stratified(Etikan et al.,
2016). According to Harwell (2011), in random sampling, respondents are chosen at random

while giving equal chances of selection to every respondent.

According to Uprichard (2013), non-probability sampling methods do not give equal chances to
the respondents of being selected in the sample. There are two commonly used techniques for
the non-probability sampling method, namely convenience sampling, and snowball sampling. In
the convenience sampling technique, the researcher has full control to choose his sample
respondents because of the ease of accumulating a considerable number of data from a large
sample size. Inconvenience sampling, the respondents are recruited due to personal links of the
researcher to whom it is easily reachable to approach in order to gather the information. The
snowball sampling is efficient when there are limited time and large sample size and is not
feasible to reach the number of the given sample size with hot links of the researcher. Hence, the
researcher provides the instrument of data collection to its hot links, and they provide another
link of respondents or pass on the instruments to another person helps to accumulate with the
same formality allows the researcher to get a larger respondent base. Thus, it is known to be the

snowball sampling technique.

The current study used the primary data collection method by conducting a survey to
respondents, keeping in mind the secondary data collection that collected from previous
researches. The respondents have been collected via a market research company, which ensures
preventing multiple and anonymous responses and have a high response rate. The target
population is all employees in Kuwait, the population size (n) is (2,641,489)(Central Statistical
Bureau, 2019), the confidence level (e) is 95%, sample proportion (p) is 0.5, z- score (z) is 1.96,

and it will be calculated using Cochran’s Formula as follows:
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Where:

e = margin of error

p = the estimated proportion

q=1-p

z-value is found in z-table

the result will be = ((1.96)% (0.5) (0.5)) / (0.05)? = 385

This had allowed the researcher to accumulate accurate and authentic data regarding employee
engagement and creative behavior in the workplace while choosing the right sample audience
consisting of employees, managers, and executives. According to The public for civil

information (2019), the total population is 4,651,009,as shown in figure8:

Kuwait Population

5,000,000
4,500,000
4,000,000
3,500,000
3,000,000
2,500,000
2,000,000
1,500,000
1,000,000
500,000

0

Kuwaiti Non Kuwaiti Total

population 1,416,495 3,234,514 4,651,009

Kuwaiti Non Kuwaiti M Total

Figure 8 Population of Kuwait

3.4.5 Inclusion and Exclusion Criteria

The researcher applied the following criteria in this study:

Inclusion criteria are
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1- All employed participants live in Kuwait country

2- 3 level of employment

Exclusion criteria are
1- Age group under 18 years

2- Imperfect responses

The research instrument for the study is survey questionnaires that are distributed among
participants. The survey questionnaire was 5 scale Likert questionnaires, including the

responses,strongly agree, agree, neutral, disagree, and strongly disagree.

3.4.6Collecting the data and Research Instrument

For the current study, the researcher had used the primary source of a data collection method in
which insightful knowledge and information regarding employee engagement, workplace
diversity, and employee creative behavior. The research is aimed to be carried with the
perspective of Kuwait, and there is no appropriate information field. Moreover, in order to
assess factors affecting employee creative behavior, testing mediation by employee engagement,
it was not a viable option to use previous data as due to changing business dynamics, the
perception and views of people tend to change significantly, and old information would have
given the researcher outdated data. Hence, the instrument applied to collect the data was a
survey questionnaire, which allowed the researcher to convene immense information and helped
able to create standardized data set that can be tested using statistical models and platforms; this
considered the primary method of data collection. By using the information collected through
a survey questionnaire, the researcher has been able to reach out to a useful conclusion. For this
research, the primary study has allowed the researcher to be able to compare the results of factors
affecting employee creative behavior, testing mediation by employee engagement for Kuwait

with the previously implemented studies.
As mentioned above, the respondents have been collected via market research company, and the

survey conducted took around two months, and that because of holidays and allowed sufficient
time to send the questionnaire out, and to increase the participation rate. The researcher
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collected 390 responses, the complete responses was 334, and the complete response rate

calculated is around 85 percent.

Validity and reliability are two ways through which the accuracy and consistency of the
instrument or the questionnaire are measured. It assists the researcher in identifying whether the
questionnaire is genuine enough or not, and if the same questionnaire is given to the same
respondents sometimes later, will they response likewise. Validity expresses the clarity or
resemblances to which a questionnaire measures what it is presumed to measure(Bolarinwa,
2015). Whilst reliability refers to the degree to which the outcome achieved by a research
process can be simulated(Bolarinwa, 2015). Lack of reliability may occur from a divergence
between observers of measurement, such as a questionnaire or instability of the attribute being
measured, which will invariably affect the validity of such a questionnaire. SPSSversion

21.0will be utilized to analyze the validity and reliability of the questionnaire.

3.5Discussion of statistical test

As stated by Hughes and Sharrock (2016), data analysis is inspecting, modeling, transforming
the acquired data so as to extract and reveal the relevant information from the data so as to
produce a conclusive outcome to the study. In research methodology, there are diverse
techniques to conduct the research work while using various facets and approaches to the data
analysis. While reviewing the notion of the data analysis, the study of (Walter & Andersen,
2013) projected that in order to analyze the qualitative data, it is viable to use content analysis if
the data gathered is from secondary sources. For primary qualitative research, it is required
thematic analysis in which the outcome of the data accumulation is defined using different

themes that are aligned with the research objectives and aims.

On the other hand, if the data is in numeric nature and has been accumulated through quantitative
research design using surveys or questionnaires, it is proposed to use statistical tools like SPSS
21.0s0 as to analyze the outcome. The data gathered through the questionnaires are mostly

numeric in nature due to the Likert scale; hence, they are analyzed using correlation, regression,
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Anova and T-test model, etc. So as to evaluate the impact and relationship of independent
variables on the dependent variable(Bryman & Cramer, 2012). Also, it is possible that in the
qualitative study, open-ended questionnaires are filled by the respondents; nevertheless, so as to
analyze it, the data needs to be transformed into numerical form so as to be analyzed using
statistical tools.

The conceptual framework, including the hypothesis of the study, is as follows:

Mediator

Demographic

Employee Engagement Variables

HO016,H017,H018,H019
H020,H-21,H022,H023

Incentives

Employee / HO02, HO7
Relations
H03, H08 Employee Creative
Training Behaviour
H04, HO9
Empowerment
H05, HO10
Leadership »
Independent Variable Dependant Variable
e Direct Effect
Mediating Effect

Figure 9 Conceptual Framework with the hypothesis

Source: Author
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Table Three shows a summary of the research objectives, research questions, hypothesis, and statistic tests of the study:

Table 3Mapping of Research Objectives, Research Questions, hypotheses, and statistical tests

Source: Author

o ) ] Variables Suggested Test
Research Objectives Research Questions Hypothesis
v DV M
oT0 analyze the impact of
incentives, Hor, Hoz Hos, INC
.. i i i ini Ho4, Hos, Hoe, i
training,employee What is the effect of incentives, training, e EMPREL
) employee relations, empowerment, and Hoz, Hos, Hoo, Multiple
relations, empowerment, i _ H -TRN | ECB _
leadership factors on employee creative 010 LEAD Regression
and leadership factors on behavior at workplace in Kuwait?
. . - EMPWMNT
employee creative behavior
at workplace in Kuwait.
Hierarchical
. Regression
o Does employee engagement mediate the o Ho1, Hoxz, - INC g
To assess the mediating effect e ) ) ) o Ho H Sobel
impact of incentives, training,employee 013, o014, - EMPIRE
of employee engagement on ) ] H
. . relations, empowerment, and leadership on 015 - TRN EE
employee creative behavior at . .
) ) employee creative behavior at workplace - LEAD
workplace in Kuwait ) )
in Kuwait? - EMPWMNT
To evaluate the difference in o | ®*Does age, gender, level of Ho1s, Ho17, - Gender ECB - Independent
employee creative behavior on | academic qualification, income, Hozs, HO19, - Age Sample T-test
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the basis of age, gender, level of | marital status, overall experience, Ho20, Ho21, - Educational - ANOVA
academic qualification, income, level of employment, and Ho22, Ho23 Level - Tuckey
marital status, overall ) .. - Income
. experience at the current position )
experience, level of - Marital Status
employment, and experience at affect employee creative behavior - Overall
current position of employees at | at workplace in Kuwait? Experience
workplace in Kuwait. - Level of
Employment

- Experience at
Current Position
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3.5.1Frequency analysis

One of the major and essential parts of descriptive statistics is the frequency analysis, in which
frequency is the number of times a certain event occurs. This research has also incorporated
frequency analysis for the tables and figures generated from the SPSS version 21.0 tool. Each
frequency is being generated on the basis of questionnaire results showing the responses of the
participants on five points Likert scale options such as strongly agree, agree neutral, disagree, and
strongly disagree. In addition to this, frequency analysis has been essential for identifying how
many respondents have chosen the option strongly agree, agree, neutral, disagree, or strongly
agree for the statement given in the questionnaire. For the results of frequency analysis, the
researcher inserted results in SPSS version 21.0 and generated tables and graphs, which later on

was analyzed by the researcher.

3.5.2 Factor analysis

The researcher of the study conducted exploratory factor analysis (EFA) in order to analyze the
relevance of the indicators or items considered in this study representing the key variables. The
study conducted by Thompson (2004)declared that the technique of EFAisone of the
most commontechniques which isexploited to analyze the fundamental data structure. In this
aspect, the EFA has been applied to the variables like incentive, employeerelationship, training,
leadership, empowerment, employee engagement, and employee creative behavior. Given this,
the EFA analysis on SPSS includes KMO and Bartletts’ sampling adequacy to assess whether the

undertaken sample is adequate enough or not.

3.5.3 Descriptive analysis

Subsequent to the preliminary testing, the researcher has employed descriptive statistics in order

to analyze the general behavior of the respondents with respect to each variable. As a part of
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descriptive statistics, the researcher has used frequency analysis because of the categorical nature
of the variables. The description includes modal values for analyzing central tendency along with
the most frequent answers, standard deviation, skewness, and kurtosis to depict the data
dispersion and frequency percentage to analyze the weight of each category, respectively.
Moreover, it has also depicted the missing values which are present in the data, which are then
filled with the series average for further testing. In addition, the frequency analysis has also

included graphical depiction for better comprehension.

3.5.4Hypothesis testing

For the purpose of hypotheses testing, the researcher has conducted correlation and regression
analysis. While considering the nature of the research which tends to assess factors affecting
employee creative behavior; testing mediation by employee engagement at workplace, it is
obvious that the notion of the research would tend to analyze the relationship between 1.V that are
incentives, employee relations, training, empowerment, and leadership, along with the mediating
variable which is employee engagement on D.V. which is employee creative behavior while
signifying the impact of them. Hence, the researcher used a quantitative research design while
collecting data on the survey questionnaire. The numerical data were analyzed using statistical
tools of SPSS version 21.0. Wherewith the “correlation” assessed the link  between the two
variables, and the “regression model” indicated the impact of the I.V. on the D.V. The statistical
tool assisted the researcher in providing the study with decisive findings to the notion of the
study. It also helped the researcher to compare the result with previous researches in order to

compare and contrast the variability in the notion of the topic within the time frame.

The following tests used by the researcher for data analysis:

ANOVA
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ANOVA or the one-way analysis of variance determines statistically, whether there are any
major alterations amid the means of three or more independent groups. The researcher of the
study has employed this test to analyze the differences in employee creative behavioron the basis
of marital status, age-group, educational background, and income level. Given this, this
technique is specifically utilized because the socio-demographic variable comprised of more than
2 categories. In addition, the researcher has additionally used Levene’s test to determine the
homogeneity of the variances, while Tukey’s test has also been utilized to compare the
differences in the categories specifically. Moreover, this is also followed by the means plot

interpretation for more comprehensive analysis.

Independent Sample T-test

The independent sample t-test associates the means of the two independent variables, in order
to recognize whether there is statistical evidence that the related population means are
suggestively dissimilar, or not. When there are two categories, then this test is specifically
employed to analyze the differences in terms of average. Therefore, it has been employed in this

research to analyze differences on the basis of gender and people having children’s responsibility.

Hierarchical Regression

One type of regression is multiple linear regression that utilizes different explanatory variables to
predict the outcome of a response variable. All these four techniques would be applied to analyze
and assess the collected data. It is similar to regression; however, it is specifically used to
analyze mediation effects. With respect to thisstudy, the mediating effect of employee
engagement has been tested between different factors like incentives, employee relationships,
training, leadership, empowerment, employee engagement, and employee creative behavior. It
has been conducted on SPSS version 21.0 with four steps as prescribed by Baron and Kenny
(Jose, 2013). Therefore, the hypotheses pertaining to moderation has been tested using

hierarchical regression.
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Sobel Test

Sobel testing is considered as an additional step to test the mediations’ significance. In this
concern, the mediation of employee engagement has been tested accordingly. On the other hand,

it can be employed on large samples where direct and indirect effects are tested accordingly.

3.6 Ethics

Ethics holds importance in almost every field due to which every field has value, and
professionals avoid dishonesty. These guidelines reinforce the value of any field; in the field of
research, ethics hold equal significance. The first and most important consideration is the
avoidance of plagiarism since plagiarism is not allowed in academic writing. This factor is
considered an offense in academic writing; therefore, researchers and writers are strictly not
allowed to use copied work in their researches. Even when writers or researchers use the work of
other writers and researchers, they are required to give exact reference to the work used so that
readers get to know that such a statement or findings are associated with the mentioned writer or
researcher. This research has been conducted avoiding plagiarized work, and credit is given to all
researchers and writers whose work has been used in the research. Avoidance of plagiarism is

the primary consideration in this research.

Furthermore, honest reporting is an ethical requirement which states that the researcher is
required to report information honestly so that there is no dishonest statement or information to
mislead readers. The researcher must not include any personal opinion or statement in
documenting information because, in the field of research, evidence work more than the opinions
of researchers. In this research, the researcher has made sure that information is presented and
reported is the same meaning without transforming it into another meaning. The researcher has
been honest and avoided personal suggestions and recommendations, but all recommendations

are based on findings of the study.
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Confidentiality also holds great importance in research, which refers to keeping personal
information of participants private so that they do not face any disturbance or harm during or
after the research. Their names are not mentioned with responses, and their contact information
such as contact number and address are also not disclosed. In this research, participants’ private
information was kept confidential, and additionally, they were told clearly about the purpose of
research so that only participants willing to respond are included in the sample. The researcher
has taken great care of confidential information since it is a major ethical consideration in the
field of research. Other than that, the researcher has displayed professional behavior by
structuring the report in an appropriate manner and following appropriate dissertation structure in

an effort to make the research understandable for all.

Professional behavior does not only involve structuring the report, but the researcher also
behaved professionally with participants and completed the research on time. Objectivity and
integrity are also two aspects to be followed in research. In this research, the researcher has
exercised objectivity while deciding for research methods so that research methods reflect the
topic of the study well, and the results reached are reliable and valid. Ethical considerations
enhance the scope and value of the research; therefore, these guidelines were given significant

importance during the research.
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CHAPTER FOUR: RESEARCH FINDINGS

4.1 Introduction

Chapter Three focuses on the research methodology used in this study, which is the quantitative
method. Data was gathered with the help of the questionnaire to analyze the impact of employee
engagement on employee creative behavior at workplace in Kuwait. This chapter is dedicated to
present the analysis of the data collected. The chapter is organized into various sections and
covers all the statistical assumptions, tests which will help the researcher to achieve the
objectives of current research. The type of analysis includes the descriptive analyses to describe
the sample profile of participants, frequencies analysis to identify the percentage of survey
statements, independent sample t-test to identify statistical significance of differences between
genders, one-way ANOVA to determine the differences between age, academic qualification,
marital status, income (Kuwaiti dinar), overall experience, level of employment, experience at
current position.  Moreover, the factor analysis to identify dimensions of determinants.
Accordingly, all the hypotheses are tested, and results are presented in different sections. The
first section describes the demographics of the sample. The second section presents the factor
analysis. The third section presents the breakdown or each service quality factor. The fourth
section presents the results of ANOVA and t-test analysis that addressed the research hypotheses.

The fifth section provides a correlation and finally provides a review of findings.

4.2 Sample Profile

In this section, the researcher provides the personnel characteristics of respondents, which plays a
very significant in expressing the responses about the problem. Therefore, researcher studiesthe
personal characteristics of respondents. These characteristics are namely, gender, age, academic

qualification, marital status, income (Kuwaiti dinar), overall experience, level of employment,
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experience at current position. There wasa total of 334 complete respondents who have been
examined, and their ample profile is presented in this section. Table Four shows the sample

profile of all the respondents.

Table 4 Sample profile of respondents (n=334)

Frequency  [Percent Valid Percent Cumulative
Percent
Less than 25 years |68 20.4 20.4 20.4
25-34 years 139 41.6 41.6 62.0
Age 35-44 years 95 28.4 28.4 90.4
45-54 years 32 9.6 0.6 100.0
Total 334 100.0 100.0
Male 197 59.0 59.0 59.0
Gender Female 137 41.0 41.0 100.0
Total 334 100.0 100.0
High school 82 24.6 24.6 24.6
Diploma 61 18.3 18.3 42.8
/Academic Bachelor’s Degree (149 44.6 44.6 87.4
Qualification Master’s Degree (33 9.9 9.9 97.3
Any Other 9 2.7 2.7 100.0
Total 334 100.0 100.0
Single 169 50.6 50.6 50.6
Married 157 47.0 47.0 97.6
Marital Status |[Divorced/widowed|3 0.9 0.9 98.5
Other 3) 1.5 1.5 100.0
Total 334 100.0 100.0
Income Less than 1000 266 79.6 79.6 79.6
(Kuwaiti dinar)1000-2000 58 17.4 17.4 97.0
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2001-3000 7 2.1 2.1 99.1

Above 3000 3 9 0.9 100.0

Total 334 100.0 100.0

0-5 year 92 27.5 27.5 27.5
overall 6 -10 years 130 38.9 38.9 66.5
Experience 11-15 years 51 15.3 15.3 81.7

Above 15 Years 61 18.3 18.3 100.0

Total 334 100.0 100.0

Lower Level 168 50.3 50.3 50.3
Levelof Middle level 153 45.8 45.8 96.1
Employment [Top level 13 3.9 3.9 100.0

Total 334 100.0 100.0

Lessthan 1 year (127 38.0 38.0 38.0
Experience Atl-2 years 83 24.9 24.9 62.9
Current 3-4 years 54 16.2 16.2 79.0
Position Above 4 years 70 21.0 21.0 100.0

Total 334 100.0 00.0

The data collected shows that out of 334, 59.0% (n=197) were male and 41% (n=137) were
female. The number of male respondents is more than the number of female respondents. This is
aligned with the fact that there are more males than females in Kuwait, as shown in figure
10(The public for civil information, 2019).
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Gender
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Figure 10 Gender for Kuwait population and Sample of the study

The next variable of the study is age. The researcher has categorized age into four categories,
namely less than 25 years, 25-34 years, 35-44 years, and 45-54 years. The data collected shows
that most of the respondents (n=68, 20.4%) belong to category Less than 25 years, respondents
(n=139, 41.6%) belong to the age group 25-34. There were 28.4% (n=95) respondents who
belong to the age group 35-44 years. Finally, there were only 9.6% (n=32) respondents who
belong to the category 45-54 years. It is evident from the table that there arefewer respondents in
the 45-54 years’ age group as compared to a number of respondents who are in the age group 25-
34 years. The researcher will apply the t-test and Anova to check the difference in the perception
of respondents with different age groups. It is also aligned with Kuwait statistics age categories,

as shown in figure 11(The public for civil information, 2019).
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Figure 11 Age of Kuwait population and Sample of the study

The next demographic variable is Academic Qualification. The researcher categorized it into the
following groups, namely high school, diploma, bachelor’s degree, master’s degree, and any
other. Most of the respondents (n=149, 44.6%) have a Bachelor’s Degree, which is followed by a
group who have High school is 24.6% (n=82) as the highest qualification. 18.3% (n=61) have
diploma and 9.9% (n=33) have master degree. Only 2.7% (n=9) have other qualifications. The
results also aligned with Kuwait statistics, as shown in figure 12 (The public for civil
information, 2019).
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Education
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Figure 12 Academic Qualification for Kuwait population and Sample of the study

The next demographic variable is Marital Status. The researcher categorized it into the following
groups, namely single, married, divorced/widowed, and others. Most of the respondents (n=169,
50.6%) are single, which is followed by a group who are married (n=157, 47%). 1.5% (n=5)
have another marital status. Only 0.9% (n=3) are divorced or widowed. Again, this is aligned

with Kuwait statistics, as shown in figure 13 (The public for civil information, 2019).
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Figure 13 Marital status of Kuwait population and sample of the study

The researcher also gathers the information related to monthly income. The researcher
categorized it into the following groups less than 1000, 1000-2000, 2001-3000, and above 3000.
Most of the respondents (n=266, 79.6%) have a monthly salary of less than 1000, which is
followed by a group that has salaries in the range of 1000-2000. 17.4% (n=58) respondents have
salaried in the mentioned range. 2.1% (n=7) have monthly income as 2001-3000. Only 0.9%

(n=3) have salaries above 3000, as shown in figure 14 (Central Statistical Bureau, 2019).
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Figure 14 Income for Kuwait population and sample of the study

As far as the level of employment is concerned, the researcher categorizes it into the
following categories. Lower Level, Middle Level, and Top level. There were 50.3% (n=168)
respondents who work at a lower level. 45.8% (n=153) work at middle level and 3.9% (n=13)

work at top level. The results aligned with (Central Statistical Bureau, 2019).

The next variable is “Overall Experience”,the categories are 0-5 year, 6 -10 years, 11-15 years
and above 15 Years. 38.9% (n=130) have 6-10 years, 27.5 %(n=92) have 0-5 year, 18.3% (n=61)
above 15 years and 15.3 % (n=51) have 11-15 years of overall experience. Also, the results

aligned with Kuwait statistics (Central Statistical Bureau, 2019).

The next variable is “Experience at Current Position,”the researcher collected the data into
groups named as less than 1 year, 1-2 years, 3-4 years, and above 4 years. 38% (n=127)
respondents have less than one year of experience at current position. 24.9% (n=83) respondents
have 1-2 years’ experience at current position. 21% (n=70) respondents have above 4 years of
experience, and 16.2% (n=54) have 3-4 years of experience. This result aligned witha statistical
report(Central Statistical Bureau, 2019).
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The sample is representing the population of Kuwait; this will help the researcher to sum up the
outcomes to the entire population, as shown in figures 10,11,12,13,14.

4.3 Descriptive Analysis

In this current section, the researcher presented the outcomes of the descriptive analysis, which is
an essential part of this analysis. The Researcher checks the normality of the data, which is
important as a requirement for conducting other inferential statistics. Mean, standard deviation,
skewness and kurtosis values are used to check the normality of data. As mentioned in chapter 3,
the researcher studies factors, namely, employee relation, incentives, training, empowerment,
leadership, employee engagement, and employee creative behavior. Table Five shows the coding
used for various factors and their items for the current study. The factors are abbreviated as
employee relation (EMPREL), incentives (INC), training (TRN), empowerment (EMPWMNT),
leadership (LEAD), employee engagement (EMPENG) and employee creative behavior
(EMPCRTBEH).

Table 5 Detail of coding of factors and its items

Statements Code
Incentives INC
My organization provides enough payment to meet the
requirements of life. INCL
My organization provides rewards for skilled employees ING2
commensurate with their performance.

My organization provides bonuses for workers according to

their post and consistent with their level of performance. INGS
My organization provides overtime payments to employees INCa
after working hours.
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My organization provides transportation allowances for those INCS
who live in far areas.
My organization provides a fair and adequate compensation on INCE
retirement.
Employee Relation. EMPREL
Some co-workers are hard to work with* EMPREL1
There are certain co-workers that | come into conflict with* EMPREL2
| find it hard to work with at least one group of workers* EMPREL3
| am valued by my supervisor. EMPREL4
My supervisor respects me. EMPRELS5
| find it hard to work with my supervisor* EMPRELG6
A culture of harmonious working relationships is encouraged in
this organization. =MPRELT
Positive working relationships are encouraged in this

o EMPRELS
organization.
The organization favors certain groups or individuals over
others® EMPREL9
Training. TRN
This organization is much concern about my career
development and growth opportunities for the future by | TRN1
performance management.
Training programs provided by the organization are adequate TRN?
for my development.
Staff training allows employees to proactively identify future TRN3
challenges.
In my organization, employees adapt quickly to difficult TRNA
situations due to training.
With training, | am completely focused on my work. TRN5
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I am now more involved in my work, and days go by very

quickly due to training. TRNG
Leadership. LEAD
My leader is considerate. LEAD1
My leader is flexible and ready to rethink his / her point of view | LEAD?2
My leader creates trust in other people LEAD3
My leader stands up for his / her subordinates LEAD4
My leader has an open and honest style LEADS
My leader is just in treating subordinates LEADG6
My leader creates an atmosphere free of conflict LEAD7
My leader allows his / her subordinates to decide LEADS
My leader listens to ideas and suggestions LEAD9
My leader criticizes in a constructive way LEAD10
My leader shows regard for the subordinates as individuals LEAD11
Employee Empowerment EMPWMNT
The work | do is very important to me. EMPWMNT1
My job activities are personally meaningful to me. EMPWMNT?2
The work 1do is meaningful to me. EMPWMNT3
| am confident about my ability to do my job. EMPWMNT4
| am self-assured about my capabilities to perform my work

A EMPWMNT5
activities.
| have mastered the skills necessary for my job. EMPWMNT6
| have significant autonomy in determining how I do my job. | EMPWMNT7
| can decide on  my own how to go about doing my work. EMPWMNTS
| have considerable opportunity  for independence and
freedom in how | do. my job. =MPWMNTS
My impact on what happens in my organization is large. EMPWMNT10

| have a great deal of control over what happens in my | EMPWMNT11
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organization.

| have significant influence over what happens in my

o EMPWMNT12

organization.
Employee Engagement EMPENG
I really “throw” myself into my job. EMPENG1
Sometimes | am so into my job that I lose track of time. EMPENG2
This job is all-consuming; | am totally into it EMPENG3
My mind often wanders, and | think of other things when doing

) EMPENG4
my job (R).
I am highly engaged in this job EMPENGS5
Organization Engagement EMPENG6

Being a member of this organization isvery captivating EMPENG7

One of the most exciting things for me is getting involved

) _ o o EMPENGS
with things happening in this organization.
I am really not into the “goings-on” in this organization. ® EMPENG9
Being a member of this organization make me come
EMPENG10

“alive.”

Being a member of this organization is exhilarating for me | EMPENG11

I am highly engaged in this organization. EMPENG12
Employee Creative Behavior. EMPCRTBEH
Suggests new ways to achieve goals and objectives. EMPCRTBEHL1
Comes up with new and practical ideas to improve
EMPCRTBEH2

performance.
Searches out new technologies, processes, techniques, and/or

] EMPCRTBEH3
product ideas.
Suggests new ways to increase quality. EMPCRTBEH4
Is a good source of creative ideas. EMPCRTBEH5
Not afraid to take risks. EMPCRTBEHG6
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Promotes and champions ideas to others. EMPCRTBEH7
Exhibits creativity on the job when given the opportunity to. EMPCRTBEH8
Develops adequate plans and schedules for the implementation

of new ideas. =MPCRTBERS
Often has new and innovative ideas. EMPCRTBEH10
Comes up with creative solutions to problems. EMPCRTBEH11
Often has a fresh approach to problems. EMPCRTBEH12
Suggests new ways of performing work tasks. EMPCRTBEH13

The researcher used statistical software SPSS version 21.0 to run the descriptive analysis. The
results of the test are summarized in table Six. As shown in the table, it includes mean, standard
deviation (SD), skewness and kurtosis values, which are used to describe the normality of the
data. The Mean or average is possibly the most commonly used method of describing central
tendency. The Standard Deviation demonstrates the relation that set of scores has to the mean of
the sample. SD provides a signal of how far the individual responses to a question vary or
"deviate" from the mean. Skewness is a degree of asymmetry, and kurtosis is a measure of
‘peakedness’ of a distribution. Skewness is a degree of the asymmetry of the distribution of a
variable. The skew value of a normal distribution is zero, usually implying symmetric
distribution. A positive skew value indicates that the tail on the right side of the distribution
is longer than the left side and the vast majority of the values recline to the left of the mean.
In contrast, a negative skew value indicates that the tail on the left side of the distribution is
longer than the right side and the bulk of the values recline to the right of the mean. The data is
considered normal if its skewness values are between -2 and +2, and kurtosis values are between
—7.0 and +7.0 (Hair, Celsi, Money, Samouel, & Page , 2015). The researcher will use these

criteria to test the normality of the distributions.

Table 6 Descriptive Analysis of all the items (N=334)

Mean SD Skewness Kurtosis

Statistic [Statistic |Statistic |Std. Error [Statistic [Std. Error
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INC1 3.49 .958 =777 133 527 .266
INC2 3.38 1.027 -.654 133 -.091 .266
INC3 3.47 1.095 -.592 133 -.255 .266
INC4 3.53 1.073 -.819 133 161 .266
INC5 3.49 1.084 -.830 133 .075 .266
INC6 3.50 1.040 -.901 134 401 .266
EMPREL1 3.65 917 -.505 133 .067 .266
EMPREL2 3.45 981 -.491 133 -.093 .266
EMPREL3 3.35 1.039 -.492 133 -.342 .266
EMPREL4 3.72 .894 -.780 133 .883 .266
EMPRELS5 3.75 871 -.803 133 1.044 .266
EMPRELG6 3.29 1.135 -.347 133 -.688 .266
EMPRELY 3.69 .892 -.792 133 .984 .266
EMPRELS 3.75 .848 -.827 133 1.286 .266
EMPREL9 3.54 979 -.681 133 299 .266
TRN1 3.54 .985 -.716 133 422 .266
TRN2 3.58 951 -.760 133 487 .266
TRN3 3.60 .956 -.750 133 590 .266
TRN4 3.57 .883 -479 133 161 .266
TRNS 3.70 .903 -.830 134 1.045 .267
TRNG6 3.67 .836 -.608 134 .750 267
LEAD1 3.64 .868 -.824 133 1.373 .266
LEAD2 3.66 .840 -.924 134 1.537 .266
LEAD3 3.70 .860 -.826 133 1.194 .266
LEAD4 3.64 .889 -.754 133 .864 .266
LEADS 3.71 929 -.855 133 947 .266
LEADG 3.66 .882 - 781 133 1.105 .266
LEAD7 3.69 .838 -.738 133 1.010 .266
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LEADS 3.64 878 -.847 133 1.030 .266
LEAD9 3.75 .869 -.844 134 1.242 .266
LEAD10 3.63 .894 -.754 134 791 267
LEAD11 3.70 .849 -.862 134 1.375 .268
EMPWMNT1 3.99 184 -.875 133 1.465 .266
EMPWMNT2 3.94 710 -.670 133 1.472 .266
EMPWMNT3 3.94 747 -.855 133 2.017 .266
EMPWMNT4 4.06 .7186 -1.070 133 1.364 .266
EMPWMNT5 4.01 .786 -.990 133 1.132 .266
EMPWMNTG6 3.95 773 - 779 133 1.537 .266
EMPWMNT7 3.90 .750 -.943 133 1.339 .266
EMPWMNTS8 3.86 172 =777 133 1.269 .266
EMPWMNT9 3.80 .818 -1.044 133 1.031 .266
EMPWMNT10 3.72 171 - 767 133 1.387 .266
EMPWMNT11 3.61 .886 -.759 133 .683 .266
EMPWMNT12 3.62 .862 - 747 134 794 .267
EMPENG1 3.75 .800 -. 781 133 1.201 .266
EMPENG2 3.62 .888 -.832 133 .857 .266
EMPENG3 3.72 .832 -.642 133 .887 .266
EMPENG4 3.50 .987 -.599 134 -.076 .266
EMPENG5 3.81 .806 -.956 134 1.064 .266
EMPENG6 3.70 164 -.694 134 1.335 .266
EMPENG7 3.70 811 -.619 134 1.180 .266
EMPENGS 3.70 .854 -.726 134 1.034 .266
EMPENG9 3.47 949 -.484 134 021 .266
EMPENG10 3.66 .858 -.653 134 1.009 .268
EMPENG11 3.58 .853 -.530 134 412 .267
EMPENG12 3.73 .835 -.704 134 1.248 267
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EMPCRTBEH1 3.79 841 -.839 133 1.461 .266
EMPCRTBEH2 3.83 .803 -.844 133 1.792 .266
EMPCRTBEH3 3.83 .850 -.794 133 1.359 .266
EMPCRTBEH4 3.86 821 -.881 133 1.696 .266
EMPCRTBEH5 3.78 810 -.951 133 1.116 .266
EMPCRTBEHG6 3.79 .825 -.858 133 1.500 .266
EMPCRTBEH7 3.82 784 -.958 133 1.194 .266
EMPCRTBEHS8 3.85 .805 -1.013 133 1.275 .266
EMPCRTBEH9 3.79 .801 -1.006 133 1.135 .266
EMPCRTBEH10 3.76 .829 -.864 133 1.557 .266
EMPCRTBEH11 3.84 .809 -.942 133 1.081 .266
EMPCRTBEH12 3.77 .818 -.826 134 1.497 .266
EMPCRTBEH13 3.83 .784 -.957 135 2.231 .269

The values of skewness and kurtosis for all the items lie between the ranges specified by the
skewness and kurtosis standards as shown in the table above. That is those values lie between
+2.0 and -2.0. The skewness value is less than 2, and, in many cases, close to zero. Negative
skewness was noticed in the above results. As the results are within the acceptable range, it
can be concluded that the data is very close to normal distribution. It also indicates that the
data fulfills the requirement of other inferential statistics that are performed in the later sections

of this chapter.
The researcher also checks the overall mean, standard deviation, skewness, and kurtosis values
for all the factors. Table Seven shows the descriptive statistics for all the factors of the current

study.

Table 7 Descriptive Statistics for all the factors
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N Mean |Std. Deviation) Skewness Kurtosis
Statistic| Statistic Statistic Statistic | Std. | Statistic | Std.
Error Error
INC 334 347 851 -.581 133 -034 266
EMPREL 334 357 682 -.596 133 1.453 266
TEN 334 361 778 -.689 133 730 266
LEAD 334 367 747 -.967 133 1.753 266
EMPWMNT 334 386 607 -1.118 | 133 1519 266
EMPENG 334 366 632 -.848 133 1.169 266
EMPCETBEH | 334 3.81 697 -1.356 | .133 3857 266
Valid N 334
(listwise)

Table Seven shows the values of mean, standard deviation, skewness, and kurtosis for all the
factors of the main study. The values are within the acceptable range, as mentioned above. This
further givesan indication that the data can be assumed as normally distributed. The results also
shows that EMPWMNT has highest mean value (M=3.86, SD=.607) followed by other factors
namely EMPCRTBEH (M=3.81, SD=.697), LEAD (M=3.67, SD=.747), EMPENG (M=3.66,
SD=.632), TRN (M=3.61, SD=.778), EMPREL (M=3.57, SD=.682) and INC (M=3.47,
SD=.851).

4.4 Reliability test of the data

In this section, the researcher discusses the results of the reliability of the data. The researcher
conducted the reliability test for all the factors as well as for all the items of the study. The

researcher uses Cronbach alpha to test whether the data is reliable or not. The test was conducted
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using SPSS software version 21.0 The results are presented in Table Eight. The result shows that
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the value of Cronbach alpha is 0.895, which is highly acceptable.

Table 8 Reliability for Factors

Reliability Statistics

Cronbach's Alpha

N of Items

895

7

Next, the researcher shows the results of the Item's total statistics and Cronbach's Alpha value for
each factor if it is deleted in the current study. This will help the researcher to identify the
impact of each factor in the current study. The results are presented in Table Nine. As shown,
the values are greater than .7; therefore, it is highly acceptable.

researcher finds that there is no need to delete any item. All the items are able to define the factor

very well and make the scale consistent and reliable.
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Table 9 Item-Total Statistics

Scale Mean iffScale VanancelCorrected |Cronbach's
Item Deleted |if Item Deleted [Item-Total |Alpha if Item
Correlation |Deleted

INC 222027 11.608 630 902
EMPREL 22.1037 12.061 735 887
TEN 22.0670 11.392 781 884
LEAD 22,0052 11.593 776 854
EMPWMNT 21 8139 12.719 696 894
EMPENG 22.0167 12.403 41 859
EMPCRTBEH 21. 8663 12 357 665 897

In this section, the researcher explains the results of the reliability test conducted using SPSS
software version 21.0 The researcher uses Cronbach alpha to test whether the data is reliable or
not. Table 10 shows the overall results of Cronbach's alpha for all the items of the current study.
The results of the test show that the value of Cronbach alpha is 0.970. The value indicates the

data is highly reliable.

Table 10 Reliability statistics for all the item

Reliability Statistics
Cronbach's Alpha N of Ttems
979 69

Table 11 shows the results of Item total statistics and Cronbach's Alpha value for all the items of
the current study. The overall coefficient (Cronbach’s) alpha for these items of incentives factor
is 0.861, which is found to be good (above 0.80) as per the rule of thumb. For all the items, the
value of Cronbach alpha is greater, and the results also show that the value of Cronbach alpha is

not changing drastically even if the item is deleted. Therefore, the researcher decided to keep all
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the items to proceed further. All the items are able to define the factor very well and make the
scale consistent and reliable.

Table 11 Item-Total Statistics for all the items

Scale Mean ifiScale Variance ifCorrected Item-Cronbach's Alpha
Item Deleted Item Deleted Total Correlation |if Item Deleted
INC1 250.52 1480.334 509 978
INC2 250.65 1471.646 .582 978
INC3 250.58 1469.770 .568 978
INC4 250.50 1473.135 533 978
INCS 250.55 1474.140 517 978
INC6 250.53 1471.070 579 978
EMPREL1 250.37 1484.829 463 979
EMPREL?2 250.59 1479.044 511 978
EMPRELS3 250.69 1473.593 551 978
EMPREL4 250.30 1477.507 .585 978
EMPRELS 250.27 1474.798 .637 978
EMPRELSG6 250.75 1477.451 458 979
EMPRELY 250.33 1474.023 .637 978
EMPRELS 250.27 1473.767 .675 978
EMPREL9 250.50 1482.052 474 979
TRN1 250.49 1465.251 .690 978
TRN2 250.44 1467.748 .684 978
TRN3 250.41 1467.647 .682 978
TRN4 250.45 1468.845 125 978
TRN5 250.31 1474.747 .617 978
TRNG6 250.34 1476.564 .651 978
LEAD1 250.38 1471.178 .696 978
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LEAD2 250.35 1472.113 .703 978
LEAD3 250.31 1472.092 .690 978
LEAD4 250.38 1468.153 123 978
LEADS 250.31 1468.643 .687 978
LEADG 250.36 1473.252 .652 978
LEAD7 250.33 1471.683 17 978
LEADS 250.38 1471.659 .680 978
LEAD9 250.27 1470.351 112 978
LEAD10 250.40 1468.516 716 978
LEAD11 250.32 1467.544 770 978
EMPWMNT1 250.01 1489.769 466 978
EMPWMNT2 250.06 1489.497 525 978
EMPWMNT3 250.07 1483.569 .602 978
EMPWMNT4 249.94 1486.506 .523 978
EMPWMNT5 249.98 1485.913 531 978
EMPWMNT6 250.05 1483.809 574 978
EMPWMNT7 250.10 1481.987 .622 978
EMPWMNTS 250.15 1483.619 .582 978
EMPWMNT9 250.20 1473.281 .708 978
EMPWMNT10 250.30 1475.999 710 978
EMPWMNT11 250.41 1472.589 .663 978
EMPWMNT12 250.39 1470.789 719 978
EMPENG1 250.27 1488.184 480 978
EMPENG2 250.40 1485.921 465 979
EMPENG3 250.29 1480.181 .585 978
EMPENG4 250.52 1480.103 493 978
EMPENG5 250.19 1481.053 .588 978
EMPENG6 250.30 1477.751 .687 978
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EMPENG7 250.31 1476.011 675 978
EMPENGS 250.31 1471.229 711 978
EMPENG9 250.56 1474.664 .590 978
EMPENG10 250.34 1472.348 .695 978
EMPENG11 250.43 1476.304 .637 978
EMPENG12 250.29 1472.866 710 978
EMPCRTBEH1 250.22 1472.632 .696 978
EMPCRTBEH2 250.17 1476.925 .657 978
EMPCRTBEH3 250.18 1473.229 674 978
EMPCRTBEH4 250.14 1474.461 .689 978
EMPCRTBEH5 250.23 1472.234 129 978
EMPCRTBEHG6 250.23 1475.099 .670 978
EMPCRTBEH7 250.18 1475.889 .698 978
EMPCRTBEHS8 250.15 1477.690 .644 978
EMPCRTBEH9 250.22 1475.446 .687 978
EMPCRTBEH10 [250.24 1472.646 711 978
EMPCRTBEH11 [250.16 1475.513 .681 978
EMPCRTBEH12 [250.23 1475.820 .670 978
EMPCRTBEH13  [250.18 1477.301 .676 978

Based on the results displayed in table 11, it is clear that all items have corrected item to
correlation values greater than .05. Moreover, have a look at column “Cronbach's Alpha if Item
Deleted,” it is clear that thevalue of Cronbach alpha is not affected therefore it indicates that it is
of no use to delete any item as deletion of any item does not improve the overall reliability of this
scale. It also shows the internal consistency of data is there. The results are shown in Table 11.
Overall the results of reliability statistics show that the scale is good and consistent to proceed
further. Therefore, these results allow the researcher to carry on other statistical tests as required

in the current research.
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4.5 Factor Analysis

The researcher has clearly mentioned in chapter Two that there are five independent factors that
define employee creative behavior, and there is an employee engagement variable that has a
moderating effect as per literature. The researcher used several items to measure each of the
variables of the present study. In this section,the researcher wants to confirm the theoretical

dimension using a statistical test called factor analysis.

Factor analysis is a statistical method that is utilized to depictthe variability among observed,
correlated variables in terms of a potentially lower number of undetected variables
named factors(Sekaran & Bougie, 2016). The researcher used principal component analysis, also
called PCA, with varimax rotation to examine the internal consistency of the composite variable.
This technique is used to extracts maximum common variance from all studied variables and puts
them into a common score. As an index of all variables, the researcher can use this score for

further analysis.

It is essential to run Kaiser-Meyer-Olkin (KMO) and Bartlett's Test; which is used to measure the
suitability of data for Factor Analysis before conducting factor analysis. The test measures
sampling adequacy for each variable in the model and for the complete model. The statistic is a
measure of the proportion of variance among variables that might be a common variance. KMO
values between 0.8 and 1 imply that the data is acceptable for sampling. Table 12 shows the
results of the KMO and Bartlett's Test. It shows that the value of the Kaiser-Meyer-Olkin
Measure of Sampling Adequacy is .921, which is again highly acceptable. Results of Bartlett's
Test of Sphericity are also significant (p<.05). Therefore, the data is sufficient to apply PCA.

Table 12 KMO and Bartlett's Test
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EMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 921
Approx. Chi-Square H781.891
Bartlett's Test of Sphericity Df 333
Sig. 000

The next following table shows the details about communalities, which indicate the quantity of
variance in each variable that is accounted for. Initial communalities are estimates of the
variance in  each variable accounted for by all components or factors. For principal
components extraction, this is always equal to 1.0 for correlation analyses. Extraction
communalities are consideredestimates of the variance in each variable accounted for by the
components. Table 13, mentioned below, presents communalities values for the factors before
and after extraction. The communalities in this table are all high (greater than 0.5), which shows
that the extracted components represent the variables well. This also indicates that data is good
for PCA. The results of all the communalities are presented in table 13. The communality values

are high, and therefore there is no need to delete the item at this stage.

Table 13 Communalities

Initial Extraction
INC1 1.000 518
INC2 1.000 .675
INC3 1.000 .624
INC4 1.000 .562
INCS 1.000 .590
INC6 1.000 .606
EMPREL1 1.000 523
EMPREL?2 1.000 741
EMPRELS3 1.000 7135
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EMPREL4 1.000 464
EMPREL5 1.000 529
EMPRELG6 1.000 .630
EMPREL7 1.000 526
EMPRELS 1.000 .604
EMPREL9 1.000 518
TRN1 1.000 .701
TRN2 1.000 .658
TRN3 1.000 .596
TRN4 1.000 .697
TRNS 1.000 .659
TRNG 1.000 .651
LEAD1 1.000 .668
LEAD2 1.000 755
LEAD3 1.000 .707
LEAD4 1.000 770
LEADS 1.000 167
LEADG6 1.000 .664
LEADY 1.000 .807
LEADS 1.000 754
LEAD9 1.000 .743
LEAD10 1.000 755
LEAD11 1.000 .827
EMPWMNT1 1.000 .653
EMPWMNT2 1.000 .659
EMPWMNT3 1.000 721
EMPWMNT4 1.000 .800
EMPWMNT5 1.000 74
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EMPWMNTG6 1.000 155
EMPWMNTY/ 1.000 .682
EMPWMNTS8 1.000 .654
EMPWMNT9 1.000 .678
EMPWMNT10 1.000 735
EMPWMNT11 1.000 7184
EMPWMNT12 1.000 747
EMPENG1 1.000 .669
EMPENG2 1.000 .635
EMPENG3 1.000 734
EMPENG4 1.000 .538
EMPENG5 1.000 .664
EMPENG6 1.000 675
EMPENG7 1.000 .653
EMPENGS 1.000 .685
EMPENG9 1.000 .630
EMPENG10 1.000 .666
EMPENG11 1.000 .605
EMPENG12 1.000 729
EMPCRTBEH1 1.000 142
EMPCRTBEH2 1.000 771
EMPCRTBEH3 1.000 .695
EMPCRTBEH4 1.000 755
EMPCRTBEHS5 1.000 787
EMPCRTBEHG6 1.000 .678
EMPCRTBEH7 1.000 132
EMPCRTBEHS8 1.000 .662
EMPCRTBEH9 1.000 716
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EMPCRTBEH10 1.000 .753
EMPCRTBEH11 1.000 773
EMPCRTBEH12 1.000 744
EMPCRTBEH13 1.000 .816

Extraction Method: Principal Component Analysis.

Table 14 below provides the results of Eigenvalues before extraction and after the extraction. A
total of 69 items are there in data. Eigenvalues represent the variance explained by a precise
linear component. The first five factors explain the comparatively larger amount of variance. In
other words, it’s the first five factors that explain nearly 80 percent of the variance, with the
remaining 19 factors explaining less than 20% of the variance. The Eigenvalues seen under the
column of extraction sums of squared loadings are just the same as in the initial Eigenvalues
column, but the only difference is that the values of discarded items are ignored. Lastly, under
the column of rotation sums of squared loadings, Eigenvalues post rotation is presented.
Therefore, this results in the reduction of the complexity of the data set by using these
components, with only a 20% loss of information. Table 16 shows that five factors are loaded
that can be used to explain the major dimensions of the data. These resultsindicate that the
dimensions obtained statistically are matching with the theoretical dimensions discussed in

chapter 2 and later used in chapter 3 to develop hypotheses.

Table 14 Total Variance Explained

Component. [Initial Eigenvalues. Extraction Sums of Squared Loadings.
Total. % of Variance.Cumulative %. [Total. % of Variance [Cumulative %.

1 29.168 |42.272 42.272 29.168 42.272 42.272

2 6.120 8.870 51.142 6.120 8.870 51.142

3 3.479 5.042 56.184 3.479 5.042 56.184

4 2.863 4.150 60.334 2.863 4.150 60.334

9) 2.066 [2.995 63.329 2.066 [2.995 63.329
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6 1.813 [2.627 65.956 1.813 [2.627 65.956
U 1.659 [2.404 68.360 1.659 2.404 68.360
8 1.474 [2.137 70.496
9 1.178 [1.707 72.204
10 979 (1418 73.622
11 884 [1.282 74.904
12 .868 [1.258 76.162
13 77 (1126 77.288
14 712 [1.031 78.319
15 664  |.963 79.282
16 .643 931 80.213
17 .603 |.873 81.086
18 587 |.851 81.937
19 570 826 82.764
20 543|787 83.551
21 507|734 84.285
22 473 686 84.970
23 458 |.664 85.634
24 444 644 86.279
25 434 629 86.908
26 404|586 87.494
27 396|574 88.068
28 384 |.556 88.624
29 380 | 551 89.174
30 371 538 89.712
31 349 |.506 90.218
32 339 491 90.709
33 322|467 91.176
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34 321|465 01.641
35 309|448 02.089
36 296 430 92.519
37 280  |.405 02.924
38 269 389 03.313
39 262 380 93.693
40 258  |.375 94.067
41 240 348 94.415
42 236|341 94.757
43 218|316 95.073
44 207 300 95.373
45 200 |.289 95.663
46 195|283 05.946
A7 190 276 96.222
A8 182|263 96.485
49 179 260 96.745
S50 165 239 96.984
51 160|232 97.216
52 156 226 97.443
53 152 1220 97.663
54 144 1209 97.872
55 141 1205 98.077
56 138 199 98.276
S7 128 185 08.461
58 123|178 98.639
59 116|169 08.808
60 115|166 08.974
61 110 160 99.134




ISSN 2320-5407 International Journal of Advanced Research (2021)

62 100|145 99.279
63 092 |133 09.411
64 084 122 99.534
65 078 |113 99.647
66 .067  .098 99.745
67 062  .090 99.835
68 .060 |.087 99.922
69 .054 078 100.000

Further, the researcher uses the scree plot diagram to display the results of loaded factors
graphically. A scree plot shows the eigenvalues on the y-axis and the number of factors on the x-
axis. It always displays a downward curve. The point where the slope of the curve is manifestly
leveling off shows the number of factors that should be generated by the analysis. Figure
15noticeablyexhibits that seven factors are loaded during the extraction process while applying
PCA.
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Scree Plot
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Figure 15 Scree Plot

Further to this, table 15 shows the results of the rotation component matrix. The idea
of rotation is to decrease the number of factors on which the variables under investigation have
high loadings. Rotation does not actually change anything but makes the clarification of
the analysis simpler. The higher the absolute value of the loading, the more the factor contributes
to the variable. In our case, all the loading is above.05, which is cut offloading point in our
study. Some items are loaded within two factors, so the researcher decided to keep it in a factor
with high loading. Items whose loadings are less than .05 are automatically not considered for
further analysis. The results of the rotated component matrix confirm that the factors obtained

and item loaded into each factor matched with the theoretical dimensions and its defining items.
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Rotated Component Matrix®
Component
1 2 3 4 5 6 7
INC1 616
INC2 .659
INC3 584
INC4 565
INC5 647
INC6 644
EMPREL1 .622
EMPREL2 .789
EMPRELS3 744
EMPREL4 575
EMPRELS 522
EMPRELG6 .695
EMPRELY .505
EMPRELS .566
EMPREL9 .611
TRN1 .656
TRN2 .569
TRN3 542
TRN4 S77
TRN5 529
TRNG .626
LEAD1 .690
LEAD2 164
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LEAD3 728

LEAD4 .788

LEADS .808

LEADG6 .708

LEADY .823

LEADS 751

LEAD9 .759

LEAD10 .760

LEAD11 794

EMPWMNT1 715

EMPWMNT2 126

EMPWMNT3 125

EMPWMNT4 821

EMPWMNT5 192

EMPWMNTG6 .758

EMPWMNT7 671

EMPWMNTS8 597

EMPWMNT9 .621

EMPWMNT10 .662

EMPWMNT11 .637

EMPWMNT12 529

EMPENG1 691

EMPENG?2 .649

EMPENG3 714

EMPENG4 .508

EMPENG5 .561

EMPENG6 551

EMPENG7 535
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EMPENGS .602
EMPENG9 .686
EMPENG10 125
EMPENG11 .620
EMPENG12 731
EMPCRTBEH1 179
EMPCRTBEH2 814
EMPCRTBEH3 750
EMPCRTBEH4 791
EMPCRTBEHS 784
EMPCRTBEHG6 731
EMPCRTBEH7 751
EMPCRTBEHS 715
EMPCRTBEH9 740
EMPCRTBEH10 176
EMPCRTBEH11 .809
EMPCRTBEH12 .798
EMPCRTBEH13 .836
Extraction Method: Principal Component Analysis.

Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 9 iterations.

In the next sections, the researcher will test the hypotheses and discuss their results based on the

adoption of appropriate statistical tests.

142



ISSN 2320-5407 International Journal of Advanced Research (2021)

4.6 Hypothesis Testing

In this section,the researcher tests the different hypotheses discussed in chapter Three.

The
following are the hypothesis.
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4.6.1 Testing Hol to Ho5 using Pearson correlation test

In this section, the researcher examines the following hypotheses

Hoi: Incentives does not significantly relate to employee creative behavior at workplace in

Kuwait.

Ho2: Employee Relations does not significantly relate toemployee creative behavior at workplace

in Kuwait.

Hos: Training does not significantly relate toemployee creative behavior at workplace in Kuwait.

Hos: Empowerment does not significantly relate toemployee creative behavior at workplace in

Kuwait.

Hos: Leadership does not significantly relate toemployee creative behavior at workplace in

Kuwait.

The researcherusesthe Pearson correlation test to test the above hypothesis. The level of
significance is 0.05 for the correlation analysis. Table 16 displays the results of the Pearson
correlation (r) for all the variables of the study. The correlation matrix identifies the
relationship between the IV and the DV.
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INC | EMPREL | TRN | LEAD | EMPWMNT | EMPENG | EMPCRTBEH

INC Pearson Correlation 1 B77** | .630** | .599** 416** S17** .636**
Sig. (2-tailed) 0 0 0 0 0 0

EMPREL Pearson Correlation | .677** 1 .655** | .668** 535** .594** 184**
Sig. (2-tailed) 0 0 0 0 0 0

TRN Pearson Correlation | .630** | .655** 1 L7 H579** H587** 718**
Sig. (2-tailed) 0 0 0 0 0 0

LEAD Pearson Correlation | .599** | .668** | .717** 1 599** 587** 552**
Sig. (2-tailed) 0 0 0 0 0 0

EMPWMNT | Pearson Correlation | .416** | .535** | 579** | 599** 1 .614** .686**
Sig. (2-tailed) 0 0 0 0 0 0

EMPENG Pearson Correlation | .517** | .594** | 587** | 587** 614** 1 T714**
Sig. (2-tailed) 0 0 0 0 0 0
EMPCRTBEH | Pearson Correlation | .636** | .784** | .718** | .552** .686** T14** 1

Sig. (2-tailed) 0 0 0 0 0 0

**_ Correlation is significant at the 0.01 level (2-tailed).
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Based on the foregoing table, the researcher revealed that there is a substantialrelationship between the IV
and the DV of the current study. The researcher performed the statistical test named Pearson correlation
to check the inter-relationship between variables “incentives, employee relations, training, empowerment,
leadership, and employee creative behavior”’at workplace in Kuwait. The significance was also tested for
each relationship of the study. The results show the significance level is .05. (p<.05) The result of the
Pearson correlation test displays that there is an (r = .784, p < .05) very positive correlation between the
factor “Employee Relations” and “employee creative behavior” at workplace in Kuwait. The result also
shows that there is a great positive correlation (r=.718, p<.05) between the factor “training” and
“employee creative behavior” at workplace in Kuwait. Further (r=.636, p <.05) a very strong positive
correlation between the factors “incentives” and “employee creative behavior” at workplace in Kuwait.
There exist a strong positive correlation (r = .686, p < .05) between the factor “empowerment” and
“employee creative behavior” at workplace in Kuwait, (r = .552, p < .05) positive correlation between the
factor “leadership “ and “employee creative behavior” at workplace in Kuwait. Based on above results,

the researcher accepted or rejected the hypothesis; the results are summarized in Table 17.

Table 17 Results of Hypothesis (p<.05)

Hypothesis Result

Hol: Incentives does not significantly relate to employee creative behavior at workplace in Kuwait. | Rejected

Ho2: Employee Relations does not significantly relate to employee creative behavior at workplace in | Rejected

Kuwait.

Ho3: Training does not significantly relate to employee creative behavior at workplace in Kuwait. | Rejected

Ho4: Empowerment does not significantly relate to employee creative behavior at workplace in Kuwait. | Rejected

Ho5: Leadership does not significantly relate to employee creative behavior at workplace in Kuwait. | Rejected

4.6.2 Testing Hob6 to Ho15

In this section, the researcher tests the influence and mediating effect of employee engagement between
all the independent variables (incentives, employee relations, training, empowerment, and leadership) and
dependent variables (employee creative behavior). In order to achieve the above objectives, the

researcher tested the following hypothesis under this section.
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Hoe: Incentives does not significantly influence employee creative behavior at workplace in Kuwait.

Ho7: Employee Relations does not significantly influence employee creative behavior at workplace in

Kuwait.

Hgg: Training does not significantly influence employee creative behavior at workplace in Kuwait.

Hge: Empowerment does not significantly influence employee creative behavior at workplace in Kuwait.

Hoio: Leadership does not significantly influence employee creative behavior at workplace in Kuwait.

Ho1:: Employee Engagement does not mediate the impact of Incentives on Employee Creative Behavior at

workplace in Kuwait.

Ho12: Employee Engagement does not mediate the impact of Employee Relations on Employee Creative

Behavior at workplace in Kuwait.

Ho1s: Employee Engagement does not mediate the impact of Training on Employee Creative Behavior at
workplace in Kuwait.
Ho14: Employee Engagement does not mediate the impact of Empowerment on Employee Creative

Behavior at workplace in Kuwait.

Hois: Employee Engagement does not mediate the impact of Leadership on Employee Creative Behavior

at workplace in Kuwait.

The first condition to be tested to establish or check the mediation effect is to check the correlation
between all the variables. As shown in Table 16, the relationship between independent variables
(incentives, employee relations, training, empowerment, and leadership) and dependent variables
(employee creative behavior) is tested using Pearson’s correlation test. The test values show that a strong
positive and significant relationship exists among the variables. This is discussed in the previous section,

also. Moreover, when the researcher checks the relationship between independent variables (incentives,
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employee relations, training, empowerment, and leadership) and employee engagement, the results are

significant and strong also.

The relationship of EMPENG with INC is positive and significant (r=.517, p<0.05). The same kind of
relationship is observed with EMPREL (r=.594, p<0.05), with TRN (r=.587, p<0.05), with LEAD (r=.587,
p<0.05), with EMPWMNT (r=.614, p<0.05). The researcher also examines the relationship between
EMPENG and EMPCRTBEH. Relatively stronger correlation is observed between EMPENG and
EMPCRTBEH (r=.714, p<0.05). The results are shown in Table 16.

To examine the mediating role of EMPENG, the researcher has followed the steps mentioned by
Baron and Kenny (1986). The Baron and Kenny (1986) method is an analysis scheme for testing
mediation hypotheses. In this method for mediation, there are two pathways to the dependent
variables.The independent variables (incentives, employee relations, training, empowerment, and
leadership) must predict the dependent variable (employee creative behavior), and the independent
variable must predict the mediator (employee engagement). Mediation is tested by conducting the
following regressions

1. Independent variables (incentives, employee relations, training, empowerment, and leadership)

predicting the dependent variable (employee creative behavior).

2. Independent variable (incentives, employee relations, training, empowerment, and leadership)

predicting the mediator (employee engagement).

3. Mediator (employee engagement) and dependent variable (employee creative behavior).

4. Independent variable (incentives, employee relations, training, empowerment, and leadership) and

mediator (employee engagement) predicting the dependent variable (employee creative behavior).
Step Two and Three regression coefficients are multiplied to get the indirect effect.
Total effect =Direct effect+ indirect effect
If regression One, Two, and Three are indicating significant relationships, then regression Four is

conducted.

The following conditions must be met in the results to support mediation:
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e The independent variable (incentives, employee relations, training, empowerment, and leadership)is
shown to significantly influence the dependent variable (employee creative behavior).in the first model.

¢ Independent variable (incentives, employee relations, training, empowerment, and leadership) is shown
to significantly influence the mediator in the second regression equation.

e The mediator must significantly influence the dependent variable (employee creative behavior) in the
third equation. Here, the independent variable (incentives, employee relations, training, empowerment,

and leadership) and mediator (employee engagement) are entered as predictors.

As per rule, there is a complete mediation when the independent variable no longer influences the
dependent variable after the mediator has been controlled, and all of the above preconditions are met.

Partial mediation arises when the 1V’s influence on the DV is reduced after the mediator is controlled.

Table 18 presents the output for regression model One, wherein predictors were incentives, employee
relations, training, empowerment, and leadership. The outcome variable was employee creative behavior.
A strong positive relationship was found between the predictors and outcome variables (r=.73). The R
square value (0.561) suggests that a significant positive impact of INC, EMPREL, TRN, LEAD, and
EMPWMNT on EMPCRTBEH. 56.1% of the variance in EMPCRTBEH is explained by INC, EMPREL,
TRN, LEAD, and EMPWMNT. The F value and it’s level of significance implies model fit [F(4,330)=
110.721, p<0.05]. The beta values are also significant for each of the variables. As shown in Table 18,
the beta values of INC (B=.240,p<0.05), EMPIRE (B=.596,p<0.05), TRN (p=.302,p<0.05), LEAD
(B=.418,p<0.05) and EMPWMNT (p=.528,p<0.05) have significant impact on on EMPCRTBEH. As per
the output of Table 18, the following hypotheses are rejected.

Hoe: Incentives do not significantly influence employee creative behavior at workplace in Kuwait.

Rejected

Hq7: Employee Relations does not significantly influence employee creative behavior at workplace in

Kuwait. Rejected

Hgg: Training does not significantly influence employee creative behavior at workplace in Kuwait.

Rejected
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Hoo: Empowerment does not significantly influence employee creative behavior at workplace in Kuwait.

Rejected

Hoio: Leadership does not significantly influence employee creative behavior at workplace in Kuwait.

Rejected




Table 18 Regression output for model 1
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Unstandardized Coefficients

Standardized Coefficients

B Std. Error Beta t Sig. R R Square | Adjusted R Square F Sig.
(Constant) .981 .201 4.460 | .000 | .730° | 0.573 0.561 110.721 | .000°
INC .243 .061 .240 0.968 | .000
EMPREL .613 .063 .596 1.851 | .000
TRN 445 .058 .302 2.641 | .000
LEAD .253 .023 418 2.001 | .000
EMPWMNT 443 .011 .528 1.118 | .000

a. Dependent Variable: EMPCRTBEH

b. Predictors: (Constant), INC, EMPREL, TRN, LEAD , EMPWMNT
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Next, as mentioned above, the second regression was between INC, EMPREL, TRN, LEAD , and
EMPWMNT as independent variables and EMPENG as the dependent variable (model Two). Table 19
shows the results of the regression for model Two. Based on the ANOVA output, it is implied that the
variance in the DV is significantly predicted by the TV’s[F(4,330)=310.014, p<0.05]. A significant and
strong correlation was found between INC, EMPREL, TRN, LEAD , and EMPWMNT as independent
variables and EMPENG (r=.812). Based upon the R square value, it is concluded that one unit change in
the independent variables results in a 63 percent variance in the outcome variable. INC (B=.065,p<0.05)
has a very strong and positive influence on employee engagement, EMPREL (p=.718,p=.048), TRN
(B=.707,p=.048), LEAD (p=.689,p=.048) and EMPWMNT (B=.713,p=.048). Thus ,it can be stated that
INC, EMPREL, TRN, LEAD , and EMPWMNThave a significant influence on EMPENG. The results
are presented in Table 19.
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Table 19 Regression output for model 2

Unstandardized Standardized
Coefficients Coefficients
Std. Adjusted
B Error Beta T Sig. R R Square | R Square F Sig.
(Constant) 164 213 .1086 433
INC 215 022 .065 1.112 .048
EMPREL .258 .024 718 11.314 .000 b
.812° .634 630 310.014 .000
TRN 314 .034 707 9.562 .002
LEAD 458 041 .689 3.562 .001
EMPWMNT .356 205 713 4.897 .000
a. Dependent Variable: EMPENG
b. Predictors: (Constant), INC, EMPREL, TRN, LEAD , EMPWMNT
Table 20 Regression result for model 3
Unstandardized Standardized
Coefficients Coefficients ] Adjusted .
t Sig. R R Square F Sig.
Std. R Square
B Beta
Error
(Constant) 1.978 216 7.161 .000 .706a 674 .640 410.061 .000°
EMPENG Ja17 .057 716 11.131 .000

a. Dependent Variable: EMPCRTBEH b. Predictors: (Constant), EMPENG

A K
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Model Three output for regression between EMPENG as predictor and EMPCRTBEH as the dependent
variable is given in table 20. A strong positive relationship is observed between these two variables
(r=.706). The impact caused by EMPENG on EMPCRTBEH is also significant and strong, positive with
67.4 percent of the change being predicted by EMPENG. This model is a significant predictor of changes
in EMPCRTBEH[F(1,333)=410.061,p<0.05].  The unstandardized coefficient value suggests that
EMPENG is a strong predictor of EMPCRTBEH (3=.716,p<0.05).

Lastly, INC, EMPREL, TRN, LEAD , EMPWMNT, and EMPENG were regressed with EMPCRTBEH
(model Four). Table 21 shows result of model Four. All the predictors INC, EMPREL, TRN, LEAD ,
EMPWMNT, and EMPENG were regressed against EMPCRTBEH. The model was found a fit with F
value being large and significant [F(2,264)=100.991,p<0.05]. All three predictors were found to have a
significant correlation. This correlation is strong and positive. R square value too implied that a
significantly strong and positive impact is caused by the predictors. Employee engagement when added to

the model as predictor the R squre value has shown slight increase as against the one in model One.
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Table 21 Regression result for Model 4

Unstandardized Standardized
Coefficients Coefficients T Sig. R R Square Adjusted R E Sig.
Std. Square
B Beta
Error
(Constant) .922 .208 4.441 .000
INC .338 .070 371 4.848 .000
a b
EMPREL 11 058 208 3633 000 .795 0.632 0.626 100.991 .000
TRN .332 .084 .318 3.935 .000
LEAD
EMPWMNT
EMPENG

a. Dependent Variable: EMPCRTBEH b. Predictors: (Constant), INC, EMPREL, TRN, LEAD , EMPWMNT and EMPENG
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Further, the researcher used Sobel’s test calculator (Preacher and Leonardelli, n.d.) to investigate
the significance level of the mediation effect. Based upon the same, the following findings are
derived. The results of the Sobel’s test are presented in Table 22. The result indicates that for
both relationships, employee engagement was found to be significantly mediating the impact of
INC, EMPREL, TRN, LEAD , and EMPWMNT on EMPCRTBEH. Thus, the hypotheses
HollandHy16are rejected.

Table 22 Sobel's Test statistics

Sobel's Test Test statistic | Std. error p-value
INC— EMPENG — EMPCETEBEH 7.714 0.037 000
EMPEEL — EMPENG — EMPCRTBEH 6.465 0.132 031
TRN — EMPENG — EMPCRTBEH 5359 0.256 001
LEAD— EMPENG — EMPCERTBEH 6.398 0.425 021
EMPWMNT — EMPENG — EMPCETBEH 8714 0.754 000

The above discussion shows that the hypotheses Hy11andHg16are rejected.

Ho1: Employee Engagement does not mediate the impact of Incentives on Employee Creative

Behavior at workplace in Kuwait. Rejected

Ho12: Employee Engagement does not mediate the impact of Employee Relations on Employee

Creative Behavior at workplace in Kuwait. Rejected

Ho1s: Employee Engagement does not mediate the impact of Training on Employee Creative

Behavior at workplace in Kuwait. Rejected

Ho14: Employee Engagement does not mediate the impact of Empowerment on Employee

Creative Behavior at workplace in Kuwait. Rejected

Hois: Employee Engagement does not mediate the impact of Leadership on Employee Creative

Behavior at workplace in Kuwait. Rejected
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4.6.3 Testing hypothesesHo16 using the t-test

The researcher inthis section observeswhether there isany difference in ECBon the basis ofmales
and femalesin the workplace in Kuwait. The researcher tests the following hypothesis in this

section.

Hows: Employee creative behavior mean value for male and female employees shows no

significant difference in workplace in Kuwait.

Table 23 presents the results of group statistics of the t-test, where the researcher examines the
difference between males and females towards employee creative behavior. The first table
provides group statistics, and the second table shows the value of the t-test. Table 23 provides
group statistics for the factor employee creative behavior based upon the gender of the
respondent at workplace in Kuwait. The results of group statistics show that the mean value for
the EMPCRTBEH factor for male and female respondents is not the same. Female respondents
(M=3.849, SD=.654) have slightly higher mean value as compared to male respondents
(M=3.787, SD=.726) at workplace in Kuwait.

Table 23 Group Statistics for Male and Female

Gender | N | Mean std. Deviation std. Error Mean
Male (197 3.787 726 051
Female [137| 3.849 654 033

EMPCRTEEH

The second part of this analysis shows the t-statistics results, which helps the researcher
understand whether the factor EMPCRTBEH was perceived differently by the male and female
respondents. The following table 24 shows the results of the independent sample t-test for the
factor EMPCRTBEH of the current study.

Table 24 provides the output of an Independent sample t-test that includes the results of
Levene’s test for equality of variance. The researcher first checks the results of Levene’s test to
check the equality of variance for the t-test. The output indicates that Levene’s test for equality

of variances (F=0.687, p>0.05) is met, suggesting that there is no significant difference exists
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between two group’s variances. Thus,the homogeneity of variance assumption is fulfilled for
variables.

Based upon the t statistics and its significance value for variable employee creative behaviort
(332) =-.787, p>0.05, it is interpreted that male and female respondents show no significant

differences in their perception towards employee creative behaviorat workplace in Kuwait.
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Table 24 Independent Samples Test for Male and Female

IndependentSamples Test

.Levene's Test for
Equality of t-test for Equality of Means
Variances
95% Confidence
) Sig. (2- Mean Std. Error Interval of the
F Sig. t df ) ] ] .
tailed) Difference | Difference Difference
Lower Upper
Equal variances
) .687 408 -.787 332 432 -.06110 .07760 -21375 | .09155
Employee Creative assumed
Behavior Equal variances
-.802 | 310.607 423 -.06110 .07616 -21096 | .08876
not assumed
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4.6.4 Testing hypothesesHo17 to Ho23 using ANOVA

In this section, the researcher tests the hypotheses Hy17 to Hy23 using statistical test ANOVA.
The test is conducted to know the difference in creative behavior on the basis of age, education
level, income, marital status, overall experience of the employee, level of employment, and
experience at current position. Therefore, the researcher tests the following hypotheses under

this section.

Hoi7: Employee creative behavior mean value does not show a significant difference for age

group of the employee in workplace in Kuwait.

Hoiws: Employee creative behavior mean value shows no significant difference for academic

qualificationof the employee in workplace in Kuwait.

Howe: Employee creative behavior mean value shows no significant difference based upon

income level of the employee in workplace in Kuwait.

Hozo: Employee creative behavior mean value shows no significant difference based upon

Marital Status of the employee in workplace in Kuwait.

Hoa1: Employee creative behavior mean value shows no significant difference based upon overall

experience of the employee in workplace in Kuwait.

Ho,: Employee creative behavior mean value shows no significant difference based upon Level

of Employment of the employee in workplace in Kuwait.

Ho2s: Employee creative behavior mean value shows no significant difference based upon

Experience at Current Position of the employee in workplace in Kuwait.

The results of the Anova tests are presented in Table 25, 26, and 27. The researcher first
checked the assumption for the ANOVA test, and the results are presented in Table 25. For
this, researcher conducted test of homogeneity using statistical software SPSS 21.0 The results
show that the p-value (p=.236, p=.057, p=.416, p=.150, p=.325,p=.937, and p=.406) for age,
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education, marital status, income, overall experience, level of employment, experience at current
position respectively and is greater than .05. This result indicates that the condition of

homogeneity of variance is met, and the researcher is allowed to conduct the ANOVA test.

Table 25 Test of Homogeneity of Variances for all the control variables

Levene Statistic dfl df? Sig.
Age 1421 3 330 236
Education 3047 4 329 057
Marital Status 950 3 330 416
Income 3606 3 330 150
Overall Experience 1.160 3 330 325
Level of Employment a5 2 331 937
Experience at current position a72 3 330 406

The results of the ANOVA test are shown in the following table 26. The results are summarized
for all the variables, namely age, education, marital status, income, overall experience, level of
employment, and experience at current position. The various ages are Less than 25 years, 25-34
years, 35-44 years, and 45-54 years. For education, the various categories are High school,
Diploma, Bachelor’s Degree, Master’s Degree, and Any Other. Further, the researcher also
checks the other variables according to various categories specified and mention in sample
profile section 4.2. It is clear from the output that employee creative behavior shows no
significant difference based upon different age (F (3,330) =.229, p = .876). The F value and p-
value areclosely scrutinized and reveal that there is no difference in employee creative
behaviour on the basis of the age of respondents. The F and p-value for variables education,
marital status, income, overall experience, level of employment and experience at current
position has results as (F (4,329) = 2.539, p = .040), (F (3,330) = .491, p = .689), (F (3,330)
=2.189, p =.089). (F (3,330) = 1.757, p = .155), (F (2,331) = 3.415, p =.034) and (F (3,330) =
1.043, p = .374) respectively. The results imply that there is no significant difference shows up
among different groups of age, marital status, income, overall experience, and experience at
current position towards the employee's creative behavior at workplace in Kuwait. However,
there exists a difference in groups of education and level of employment towards employee

creative behavior at workplace in Kuwait.
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Table 26 ANOVA results for Employee Creative Behavior

Sum of Mean )
Squares a Square Fo|se
Between Groups .336 3 112 229 | .876
Age Within Groups 161.517 330 489
Total 161.853 333
Between Groups 4.846 4 1.212 | 2.539 |.040
Education Within Groups 157.006 329 AT77
Total 161.853 333
Between Groups 720 3 240 491 | .689
Marital Status Within Groups 161.133 330 .488
Total 161.853 333
Between Groups 3.158 3 1.053 | 2.189 |.089
Income Within Groups 158.694 330 481
Total 161.853 333
Between Groups 2.544 3 .848 1.757 | .155
Overall Experience Within Groups 159.309 330 483
Total 161.853 333
Between Groups 3.272 2 1.636 | 3.415 |.034
Level of Employment Within Groups 158.580 331 479
Total 161.853 333
Between Groups 1.520 3 507 1.043 | .374
Experience at Within Groups 160.332 330 .486
Current Position Total 161.853 333

Next, researcher conducted a post-hoc test called Tuckey HSD(Honest Significant Difference) to
determine which education and employment level groups are different. The results are presented
in Table 27.
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Table 27 Post-hoc Test for Education and Level of Employment

95% Confidence
Mean
. . Std. ] Interval
Variable m ) Differenc Sig.
(1) Error Lower | Upper
e -
Bound | Bound
Diploma -121 116 | 835 | -.442 .1985
Bachelor’s
] -246 | .094 | .074 | -.506 014
High school Degree
Master’s Degree| -.273 142 | .307 | -.664 116
Any Other -.522 242 | 200 | -1.180 | .142
High school 121 116 | .835 | -.198 442
Bachelor’s
) -124 | 105 | .761 | -.412 163
Diploma Degree
Master’s Degree| -.152 149 | 847 | -561 257
Any Other -400 | .246 | 483 | -1.077 | .275
High school .246 .094 | 074 | -.014 .506
) Bachelor’s Diploma 124 105 | 761 | -.163 412
Education
Degree Master’s Degree| -.027 132 |1.000| -.392 .336
Any Other -.276 237 | 771 | -927 373
High school 273 142 | 307 | -.116 .664
Diploma 152 149 | .847 | -.257 561
Master’s
Bachelor’s
Degree .027 132 |[1.000| -.336 392
Degree
Any Other -248 | 259 | 874 | -.961 463
High school 522 242 | .200 | -.1428 | 1.188
Diploma 400 246 | 483 | -275 | 1.077
Any Other Bachelor’s
276 237 | 771 | -.373 927
Degree
Master’s Degree| .248 259 | .874 | -.463 961
Middle level -.078 077 | 568 | -.260 103
Lower Level .
Levelof Top level -.509 199 | .030 | -.978 -.039
Employment ) Lower Level .078 .077 | .568 | -.103 .260
Middle level
Top level -.430 199 | .081 | -.901 .040
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Top level

Lower Level

509"

199

.030

.039

978

Middle level

430

199

.081

-.040

.901

*. The mean difference is significant at the 0.05 level.

Results of Tukey HSD exist in Table 27. The results show that it is only the mean difference

between the educational groups and level of employment that reaches significance. The p-value

for the different educational group is (p>.05), which shows that there is significant difference

exists among different educational groups. There exists a difference among all the categories of

education group’s namely high school, diploma, bachelor’s degree, master’s degree, and any

other. Similarly, the results (p>.05) shows that there is a difference exists among respondents

who were working at a different level of employment, namely lower level, middle level, and

top level. These results of the hypotheses related to group Hol7 and Hy23 are summarized in

Table 28.
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Table 28 Summarization of hypotheses Hy17 and Hy23

Hypotheses Result

Hoi17: Employee creative behavior mean value does not show significant difference for age | Accepted
group of the employee in workplace in Kuwait.

Ho1s: Employee creative behavior mean value shows no significant difference for academic | Rejected

qualification of the employee in workplace in Kuwait.

Ho1o: Employee creative behavior mean value shows no significant difference based upon | Accepted

income level of the employee in workplace in Kuwait.

Ho2o: Employee creative behavior mean value shows no significant difference based upon | Accepted

Marital Status of the employee in workplace in Kuwait.

Hoo1: Employee creative behavior mean value shows no significant difference based upon | Accepted

overall experience of the employee in workplace in Kuwait.

Ho,: Employee creative behavior mean value shows no significant difference based upon | Rejected

Level of Employment of the employee in workplace in Kuwait.

Hoas: Employee creative behavior mean value shows no significant difference based upon | Accepted

Experience at Current Position of the employee in workplace in Kuwait.

4.7 Review of Findings

The researcher provides a detailed analysis of the data in chapter Four. The analysis outcomes
were organized into sections; each of them allows for a detailed analysis of all the dependent
variables and employee creative behavior factors at workplace in Kuwait.  Frequency and
descriptive analysis were used to find the distribution of responses to each item. Mean values
are used to know the importance of each factor. Further, researcher conducted factor analysis
to explore the theoretical dimensions employee relation (EMPREL), incentives (INC),
training (TRN), empowerment (EMPWMNT), leadership
(LEAD),employee engagement (EMPENG),and employee creative behavior (EMPCRTBEH)
with more available items to explore the relationship between the variables.  Correlation
analysis was used to define the relationship between “employee relation, incentives, training,
empowerment, leadership and employee engagement” and employee creative behavior at
workplace in Kuwait. One-way ANOVA and Tukey post hoc analysis was used to analyze data
to identify the significant impact of age, education level, income, marital status, the overall
experience of the employee, level of employment and experience at current position while

independent sample t-test was used to determine the significant impact of gender. The
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researcher conducted a mediation analysis to check the mediation effect of employee
engagement  between employee relation, incentives, training, empowerment,
leadership,and employee engagement” and employee creative behavior at workplace in Kuwait.
The researcher followed the steps mentioned by Baron and Kenny (1986). Regression analysis
was used to analyze the various models to analyze the mediation effect. Further, the researcher
used Sobel’s test calculator to investigate the significance level of the mediation effectresults of

the study were summarized and presented using tables.

The data collected indicates that out of 334, 59.0% (n=197) were male and 41% (n=137) were
female. The data collected also shows that most of the respondents (n=68, 20.4%) belong to
category Less than 25 years; respondents (n=139, 41.6%) belong to the age group 25-34. There
were 28.4% (n=95) respondents who belong to the age group 35-44 years. Finally, there were
only 9.6% (n=32) respondents who belong to the category 45-54 years.

The next demographic variable is Academic Qualification. Most of the respondents (n=149,
44.6%) have a Bachelor’s Degree, which is followed by a group who have High school is 24.6%
(n=82) as the highest qualification. 18.3% (n=61) have a diploma and 9.9% (n=33) have a
master degrees. Only 2.7% (n=9) have other qualifications.

Data collected related to Marital Status shows that most of the respondents (n=169, 50.6%) are
single, which is followed by a group who are married (n=157, 47%). 1.5% (n=5) have another

marital status. Only 0.9% (n=3) are divorced or widowed.

The researcher also gathers the information related to monthly income. Most of the respondents
(n=266, 79.6%) have a monthly salary of less than 1000, which is followed by a group that has
salaries in the range of 1000-2000. 17.4% (n=58) respondents have salaried in the mentioned
range. 2.1% (n=7) have monthly income as 2001-3000. Only 0.9% (n=3) have salaries above
3000.

As far as the level of employment is concerned, there were 50.3% (n=168) respondents who

work at a lower level. 45.8% (n=153) work at middle level and 3.9% (n=13) work at top level.
The next variable is “Overall Experience”. 38.9% (n=130) have 6-10 years, 27.5 %(n=92) have

0-5 year, 18.3% (n=61) above 15 years and 15.3 % (n=51) have 11-15 years of overall

experience.

166



ISSN 2320-5407 International Journal of Advanced Research (2021)

The next variable is “Experience at Current Position.” 38% (n=127) respondents have less than
one year of experience at current position. 24.9% (n=83) respondents have 1-2 years’
experience at current position. 21% (n=70) respondents have above 4 years of experience, and

16.2% (n=54) have 3-4 years of experience.

The results of descriptive values shows that EMPWMNT has highest mean value (M=3.86,
SD=.607) followed by other factors namely EMPCRTBEH (M=3.81, SD=.697), LEAD
(M=3.67, SD=.747), EMPENG (M=3.66, SD=.632), TRN (M=3.61, SD=.778), EMPREL
(M=3.57, SD=.682) and INC (M=3.47, SD=.851).

The researcher performed the statistical test named Pearson correlation to check the inter-
relationship between variables “incentives, employee relations, training, empowerment, and
leadership”at workplace in Kuwait. The significance was also tested for each relationship of the
study. The results show the significance level is .05. (p<.05) The result of the Pearson
correlation test displays that there is an (r = .784, p < .05) very positive correlation between the
factor “Employee Relations” and “employee creative behavior” at workplace in Kuwait. The
result also shows that there is a great positive correlation (r =.718, p <.05) between the factor
“training” and “employee creative behavior” at the workplace in Kuwait. Further (r =.636, p <
.05) a very strong positive correlation between the factors “incentives” and “employee creative
behavior” at workplace in Kuwait. There exist a strong positive correlation (r =.686, p < .05)
between the factor “empowerment” and “employee creative behavior” at workplace in Kuwait,
(r=.552, p <.05) positive correlation between the factor “leadership *“ and “employee creative
behavior” at the workplace in Kuwait. The relationship of EMPENG with INC is positive and
significant (r=.517, p<0.05). The same kind of relationship is observed with EMPREL (r=.594,
p<0.05), with TRN (r=.587, p<0.05), with LEAD (r=.587, p<0.05), with EMPWMNT (r=.614,
p<0.05). The researcher also examines the relationship between EMPENG and EMPCRTBEH.
Relatively stronger correlation is observed between EMPENG and EMPCRTBEH (r=.714,
p<0.05). The result of Sobel’s test indicates that for both relationships employee engagement
was found to be significantly mediating the impact of INC, EMPREL, TRN, LEAD , and
EMPWMNT on EMPCRTBEH.

The results of group statistics show that the mean value for the EMPCRTBEH factor for male

and female respondents is not the same. Male respondents (M=3.787, SD=.726) have slightly
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higher mean value as compared to female respondents (M=3.849, SD=.654) at workplace in
Kuwait. Based upon the t statistics and its significance value for variable employee creative
behaviort (332) =-.787, p>0.05, it is interpreted that male and female respondents show no
significant differences in their perception towards employee creative behaviorat workplace in

Kuwait.

It is clear from the results of the ANOVA test that employee creative behavior shows no
significant difference based upon different ages (F (3,330) =.229, p = .876). The F and p-value
for variables education, marital status, income, overall experience, level of employment and
experience at current position has results as (F (4,329) = 2.539, p =.040), (F (3,330) = 491, p =
.689), (F (3,330) =2.189, p =.089). (F (3,330) = 1.757, p = .155), (F (2,331) = 3.415, p =.034)
and (F (3,330) = 1.043, p = .374) respectively. The results imply that there is no significant
difference exists among different groups of age, marital status, income, overall experience, and
experience at a current position towards the employee's creative behavior at workplace in
Kuwait. However, there exists a difference in groups of education and level of employment

towards employee creative behavior at workplace in Kuwait.
As this chapter was devoted to present the outcomes of data scrutiny and the statistical

significance of the analysis, the next chapter five will be dedicaed to the outcomes of the case

study. It also involves a comparison of the results of the main study and case study.
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CHAPTER FIVE: CASE STUDY

5.1 Introduction

Chapter Four encompassed various statistical analysis based on data collected and its
interpretation for the main study of current research. The researcher has tested all the
hypotheses and interpreted the results thoroughly. The main objectives of the current study
are as follows:

e To analyze the impact of incentives, training, employee relations, empowerment, and
leadership factors on employee creative behavior at workplace in Kuwait.

e To assess the mediating effect of employee engagement on employee creative behavior at
workplace in Kuwait.

e To evaluate the difference in employee creative behavior on the basis of age, gender, level of
academic qualification, income, marital status, overall experience, level of employment, and

experience at current position of employees at workplace in Kuwait.

After an extensive literature review, the researcher came up with a conceptual diagram, as
mentioned in chapter two of the current study. Based on that conceptual diagram and in order
to achieve the above-mentioned objectives, the researcher formulates twenty-three
hypotheses.  Depending upon the hypothesis, various statistical tests were applied using
statistical software SPSSversion 21.0. Based on the results of the test applied, the researcher
accepted or rejected the hypotheses. The researcher examines the relationship as well as the
influence of factors (incentives, employee relations, training, empowerment, and leadership)
on dependent variables (employee creative behavior) at workplace in Kuwait. The researcher
also uses the appropriate statistical technique to examine the mediating effect of employee
engagement between all the independent variables (incentives, employee relations, training,
empowerment, and leadership) and dependent variables (employee creative behavior) at
workplace in Kuwait. The researcher examines whether there is any difference in employee
creative behavior on the basis of males and females in workplace in Kuwait. The test is
conducted to know the difference in creative behavior on the basis of age, level of academic
qualification, income, marital status, overall experience of the employee, level of employment,

and experience at current position.
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The researcher conducted a case study to check the practical applicability of the findings of
current research. Therefore, the devotion of this chapter is the case study, its methodology,
and interpretation of itsoutcomes. Simultaneously, the researcher has composed comparisons
of the outcomes of the case study. In this chapter,the researcher provides a case study
discussion. The case study was conducted with the intention of applying the model of the main

study in a different study setting.

The case study supports the researcher to replicate the results of current research as this will
certify that the outcomes of the current study can be applied to any firm of similar type.
Researchers are expected to follow and present the research design and methodology that
they followed while conducting the case study. This also allows other researchers to replicate
it in different settings. The result of the main study shows that there exists a positive and
strong relationship between the factors INC, EMPREL, TRN, LEAD, EMPWMNT, EMPENG, and
EMPCRTBEH. The findings of the main study also show that there is no statistical
difference in the EMPCRTBEH on the basis of gender, age, Income, experience. Therefore,
the researcher decided to conduct a case study here that refers to researchers' attemptsto
replicatethe model of the main study to a study setting thatis different and similar to original
study settings. The case study will help the researcher to check whether the results of the

current study can be applied in a practical real situation or not.

This chapter is devotted to the outcomes of the case study as well as equating the results
of the case study with the main study in order to highlight any differences (if exists) in
the results of both the studies. In this chapter, under various sections, researchers have

discussed case study methodology, case study findings, and limitations of the study.

5.2 Case study research design

The researcher used the same research design as used in the main study to conduct the case
study. The design used is quantitative research design. As mentioned above, thecase study will

help the researchers to check whether the results of any research can be applied in real

170



ISSN 2320-5407 International Journal of Advanced Research (2021)

organization settings. Keeping this in mind, the researcher conducted a current case study;the
Researcher used the same questionnaire as the tool for collecting data as is used in the main
study. The results will become more transparent and reliable. The inclusion and exclusion
criterion are also the same as mentioned before in chapter Three for the main study. The
respondents should be working in one of the companies in Kuwait, and age must be greater
than eighteen. Incomplete responses were not considered for examination and finalization of
results. The researcher identified respondents using a probability sampling method.
Respondents of the case study were unique in a manner that they did not participate in the
main study. This has been ensured by the researcher. Data was collected post-analysis of
main study data. The case study is also crossectional in nature. The questionnaire used in the
main study is used for collecting the data for the case study also. Data collected from 30
respondents were considered for analysis. The researcher analyzed data using the frequency
analysis, Independent sample t-test,one way ANOVA and regression analysis. As the sample

size is small researcher did not conduct the mediation analysis for the case study.

5.3 Case study data analysis and interpretation

In this current section,the researcher presented the outputs of the statistical tests conducted
to check the validity of the outcomes of the main study. The researcher discussed the
findings of the case study with the findings of the main study. The main objective of the
case study is to assess if the findings are aligned with the main study; data is best presented in
a manner for the reader to make it easier to compare. Case study data were analyzed with the
help of statistical software SPSS version 21.0, and the researcher conducted independent
sample t-test, one-way ANOVA, and Pearson’s correlation analysis. Independent sample t-test
assisted in analyzing mean value differences employee creative behavior for males and females
at workplace in Kuwait. One-way ANOVA was used to test the group mean value differences
for employee creative behavior based upon age, gender, academic qualification, marital status,
income, (Kuwaiti dinar), overall experience, level of employment, experience at current

position.

Sample Profile of Respondents of case study
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This section of the chapter is dedicated to providing the characteristics of all the
respondents. The sample profile consists of information like age, gender, academic
qualification, marital status, income (Kuwaiti dinar), overall experience, level of

employment, experience at current position. The results are summarized inthe next table

Table 29 Sample Profile of case study respondents (N=30)

Cumulative
Frequency. | Percent. | Valid Percent.
Percent.

Less than 25 years 1 3.3 3.3 3.3

25-34 years 16 53.3 53.3 56.7
Age 35-44 years 12 40.0 40.0 96.7

45-54 years 1 33 33 100.0

Total 30 100.0 100.0

Male 18 60.0 60.0 60.0
Gender Female 12 40.0 40.0 100.0

Total 30 100.0 100.0

High school 6 20.0 20.0 20.0

Diploma 5 16.7 16.7 36.7
Academic Bachelor’s Degree 15 50.0 50.0 86.7
Qualification [Master’s Degree 3 10.0 10.0 96.7

Any Other 1 3.3 3.3 100.0

Total 30 100.0 100.0

Single 9 30.0 30.0 30.0

Married 20 66.7 66.7 96.7
Marital Status

Divorced/widowed 1 33 3.3 100.0

Total 30 100.0 100.0

Less than 1000 16 53.3 53.3 53.3
Income 1000-2000 6 20 20 73.5
(Kuwaiti dinar)2001-3000 5 16.67 16.67 90.17

Above 3000 3 10 10 100.0
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Total 30 100.0 100.0

0-5 year 6 20.0 20.0 20.0

6 -10 years 6 20.0 20.0 40.0
Overall

11-15 years 6 20.0 20.0 60.0
Experience

Above 15 Years 12 40.0 40.0 100.0

Total 30 100.0 100.0

Lower Level 9 30.0 30.0 30.0
Level of Middle level 19 63.3 63.3 93.3
Employment [Top level 2 6.7 6.7 100.0

Total 30 100.0 100.0

Less than 1 year 7 23.3 23.3 23.3
Experience at |1-2 years 3 10.0 10.0 33.3
Current 3-4 years 3 10.0 10.0 43.3
Position Above 4 years 17 56.7 56.7 100.0

Total 30 100.0 100.0

The sample profile of case study respondents shows that that out of 30, 60.0% (n=18) were
male, and 40% (n=12) were female. The number of male and female respondents is similar to
the main study. This is aligned with the fact that there are more males than females in Kuwait.
The next variable of the study is age. The data collected shows that most of the respondents
(n=1, 3.3%) belong to category Less than 25 years, respondents (n=16, 53.3%) belong to the age
group 25-34. There were 40% (n=12) respondents who belong to the age group 35-44 years.
Finally, there were only 3.3% (n=1) respondents who belong to the category 45-54 years. It is
apparent from the table above that there isan equal number of respondents in45-54 years’
age group as compared to a numeral of respondents who are in the age group 25-34
years.This is not aligned with the data of the main study. The researcher will apply the t-test

and Anova to check the difference in the perception of respondents with different age groups.

The next demographic variable is Academic Qualification. The researcher categorized it into

the following groups, namely high school, diploma, bachelor’s degree, master’s degree, and

any other. Most of the respondents (n=15, 50%) have a Bachelor’s Degree, which is followed
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by the group who have High school is 20% (n=6) as the highest qualification. 16.7% (n=5) have

diploma and 10% (n=3) have master degree. Only 3.3% (n=1) have other qualifications.

The next demographic variable is Marital Status. Most of the respondents (n=20, 66.7%) are
married, which is followed by a group who are single (n=9, 30%). 1.5% (n=5) have another
marital status. Only 3.3% (n=1) are divorced or widowed. This pattern of data collection is not

as per the pattern of the main study.

The researcher also gathers the information related to monthly income. Most of the
respondents (n=16, 53.3%) have a monthly salary of less than 1000, which is followed by a
group that has salaries in the range of 1000-2000. 20% (n=6) respondents have salaried in the
mentioned range. 16.67% (n=5) have monthly income as 2001-3000. Only 0.9% (n=3) have

salaries above 3000.

As far as the level of employment is concerned, the researcher categorizes it into the following
categories. Lower Level, Middle Level, and Top level. There were 50.3% (n=168) respondents
who work at a lower level. 45.8% (n=153) work at middle level and 10% (n=3) work at top

level.

The next variable is “Overall Experience”. 20% (n=6) have 6-10 years, 20 %(n=6) have 0-5 year,

40% (n=12) above 15 years and 20 % (n=6) have 11-15 years of overall experience.

The next variable is “Experience at Current Position.” 23.3% (n=7) respondents have less than
one year of experience at current position. 10% (n=3) respondents have 1-2 years’ experience
at current position. 56.7% (n=17) respondents have above4 years of experience, and 10%
(n=3) have 3-4 years of experience.

Next, the researcher conducted a descriptive analysis of the case study data.

Descriptive analysis
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The researcher used statistical software SPSS version 21.0 to run the descriptive analysis. The
results of the test are summarized in table 30. It includes Mean values, standard deviation,
skewness, and kurtosis values. The researcher has checked the normality of data for the main
factors of the study. As the sample size is small, therefore, the researcher did not check the
normality for individual items of the below-mentioned factors. The descriptive analysis of
variables, namely INC, EMPREL, TRN, LEAD, EMPWMNT, EMPENG, and EMPCRTBEH, are
presented in Table 30. The results of the descriptive analysis show that all the mean values of
studied variables are above 3, and some are close to 4 also. The variable EMPWMNT has the
highest mean value (M=3.8944, SD=.701) followed by EMPCRTBEH with values (M=3.61,
SD=.945), followed by variable LEAD (M=3.467, SD=0.91). The mean value for variables INC and
EMPREL are almost the same. INC and EMPREL have values (M=3.3389, SD= 1.01) and
(M=3.31, SD=0.59) respectively. The skewness and kurtosis values show that the values are
within the range, as mentioned in Chapter Three. All the skewness and kurtosis values are in
the range of -2 and 2, which indicates that data is almost normal, and the researcher can
proceed with other inferential statistics. Although it can be seen from the table that some

values are negative also, but that does not violate the rules of normality.
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Table 30 Descriptive analysis of Case study data

N Mean |Std. Deviation| Skewness Kurtosis
Statistic | Statistic Statistic Statistic | Std. Error| Statistic | Std. Error

NC 30 3.3389 1.01378 103 A27 -.599 833
EMPREL 30 33148 59233 1.276 427 1.608 833
TRIN 30 34333 B1934 -.174 427 -.144 833
LEAD 30 34667 50901 =753 A27 635 833
EMPWMNT 30 3.8944 70130 -.981 427 1.108 833
EMPENG 30 34222 67414 275 427 -127 833
EMPCETBEH 30 3.6103 94556 -1.268 A27 1.320 833
Valid N 30

(listwise)

Next table 31, the researcher compares the mean values of all the factors for case study data

and main study.

Table 31 Comparison of Mean Values for the case study and the main study

Case Study Main Study
Mean Std. Deviation Mean Std. Deviation
INC 3.3389 1.01378 3.47 .851
EMPREL 3.3148 .59233 3.57 .682
TRN 3.4333 .81954 3.61 778
LEAD 3.4667 .90901 3.67 747
EMPWMNT 3.8944 .70130 3.86 .607
EMPENG 3.4222 .67414 3.66 .632
EMPCRTBEH 3.6103 .94556 3.81 .697

Table 31 shows that the mean values for all the variables, namely INC, EMPREL, TRN, LEAD,
EMPWMNT, EMPENG, and EMPCRTBEH, are the same and matched with the main study
results. However, the close scrutiny of mean values also depicts that the preference of
variables on the basis of mean values is different for the case study and main study.
EMPWMNT is most important in both studies. The second important factor is EMPCRTBEH,

according to the case study as well as according to main study respondents. The same
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behavior is noticed for the variable LEAD. For the main study, the next important variable is
EMPENG, and for a case study, the next important variable is TRN and EMPENG, as the mean
values for both the variables are almost the same. The difference in the preference of
variables might be due to the difference in the sample profile data for the case study. The
following chart compares the mean values of the case study with the original study and displays

the results using the chart.

Figure 16 Comparison of mean values of the Case study and main studydata

Mean values of factors for case study and main study

EMPCRTBEH | e —
M P EN G | —.
EMPWIMIN T |,
LA D =
TRN | —
EIV P R E L | —=.
INC | e—
3 31 3.2 33 34 3.5 3.6 3.7 3.8 3.9 4
INC EMPREL TRN LEAD EMPWMNT  EMPENG EMPCRTBEH
W Main Study 3.47 3.57 3.61 3.67 3.86 3.66 3.81
M Case Study 3.338 3.314 3.433 3.466 3.894 3.422 3.61

Pearson Correlation values between Variables

The researcherusesthe Pearson correlation test to test the above hypothesis. The level of
significance is 0.05 for the correlation analysis. Table 16 shows the results of the Pearson
correlation (r) for all the variables of the study. The relationship between the IV and the DV

showed by the correlation matrix above.
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Table 32 Comparision of Pearson Correlation values between Variables

DV: EMPCRETEEH Case Study Main Study
Independent Vanables E Values Significance E Values Significance
INC 606 p=03 636 p=053
EMPREL 711 P=05 784 P=05
TRN 706 P=05 718 P=05
LEAD 334 P=05 552 P=05
EMPWMNT 623 P=05 686 P=05
EMPENG 701 P=05 714 P=05

The results of the case study and the original study are the same. The case study
discloses that there is a robust, positive relationship between DV and 1V of the study.
Also, the correlation between different variables is the same as in the case of the
original study. The results of Pearson coefficients for the case study data show that the

hypotheses Hol, Ho2, Ho3, Ho4, and Hy5 were rejected in the case study also.

Regression

In this section, the researcher executes the regression analysis test for the case study data and
compares the results to the main study data. Table 33 presents the output of case study data
for regression model 1, wherein predictors were incentives, employee relations, training,
empowerment, and leadership. The outcome variable was employee creative behavior. A
strong positive relationship was found between the predictors and outcome variables (r=.89),
which is more stronger than the main study results. The R square value (0.757) suggests that a
significant positive impact of INC, EMPREL, TRN, LEAD, and EMPWMNT on EMPCRTBEH. 75.7%
of the variance in EMPCRTBEH is explained by INC, EMPREL, TRN, LEAD, and EMPWMNT. The
case study results are aligned with the results of the main study. The F value and its level of
significance for the case study data show interesting information, as depicted in Table 33. The
result implies model fit [F(4,26)=16.076, p<0.05]. This shows that the results of the model are
significant.

Table 33 Comparison of Model Summary for the case study and the main study
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Model R R Square Adjusted R Square F Statistics Sig
Case Study .899° .807 0.757 16.076 .000°
Main Study .730° 0.573 0.561 110.721 .000°
a. Predictors: (Constant), EMPENG, INC, EMPWMNT, TRN, LEAD, EMPREL

Coefficients of the case study and the main study are shown in table 34. The

beta values are also significant for each of the variables. As shown in Table 34, the beta
values of INC (B=.029,p<0.05),EMPREL ($=.016,p<0.05), TRN (B=.450,p<0.05),
LEAD (B=.045,p<0.05) and EMPWMNT (B=.674,p<0.05) have significant impact on on
EMPCRTBEH. The results are significant and similar to the results of the main study.
This indicates that EMPENG, INC, EMPWMNT, TRN, LEAD, EMPREL influence the

EMPCRTBEH.

Table 34 Comparisons of coefficients of the case study and main study

Standardized Coefficients Main Study | Standardized Coefficients Case Study

> Beta Sig. Beta Sig.
(Constant) .000 .036
INC 240 .000 .029 .847
EMPREL .596 .000 .016 923

' TRN .302 .000 450 .009
LEAD 418 .000 .045 71
EMPWMNT] 528 .000 674 .000

Next researcher conducted t-test to understand and validate the findings of the main study

regarding the perception of male and female towards employee creative behavior

(EMPCRTBEH).
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T-Test

The result of the t-test is presented in two tables, namely Table 35 and Table 36. Table 35
summarizes the results of group statistics for the case study and compares it with the results of
the main study. Table 35 presents the. results of group statistics of the t-test for the case
study, where the researcher examines the difference between males and females towards
employee creative behavior. The first tables provide group statistics, and the second table
shows the values of the t-test. Table 35 provides group statistics for the factor employee
creative behavior based upon the gender of the respondent at workplace in Kuwait. The
results of group statistics for case study data show that the mean value for EMPCRTBEH factor
for male and female respondents is not the same. Male respondents (M=3.4487, SD=1.091)
have slightly lower mean value as compared to female respondents (M=3.8526, SD=.638) at
workplace in Kuwait. These results are not different from the results of the main study. As it
is clear from Table 35, for the main study, male respondents have lower mean value as

compared to the female mean value. These results are the same results to case study results.

Table 35 Comparision of Group Statistics of Main Study and Case study

EMPCRTEBEH Gender N Mean Std. Deviation | 5td. Error Mean
Male 18 3 4487 1.09177 25733
Case Study
Female 12 38326 (63894 18444
Male 197 3.787 726 051
Main Study
Female 137 3.849 654 055

The second part of this analysis shows the t-statistics results, which helps the researcher
understand whether the factor EMPCRTBEH was perceived differently by the male and female
respondents. The following table 36 shows the results of the independent sample t-test for

the factor EMPCRTBEH of the case study.

Table 36 provides the output of an Independent sample t-test that includes the results of

Levene’s test for equality of variance. The researcher first checks the results of Levene’s test

to check the equality of variance for the t-test. The output indicates that Levene's test for
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equality of variances (F=1.976, p>0.05) is met, suggesting that there is no significant difference
exists between two group’s variances. Thus, homogeneity of variance assumption is fulfilled

for the variable.

Based upon the t-statistics and its significance value for variable employee creative behavior t
(29) =-1.152, p>0.05, it is interpreted that male and female respondents show no significant
differences in their perception towards employee creative behavior at workplace in Kuwait.

These results are aligned with the results of the main study.
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Table 36 Comparison of t-test results of Main Study and Case study

Independent Samples Test

Levene's Test t-test for Equality of Means
. . Mean Std. Error 95% ClI
F Sig. t df Sig. ) )
Difference Difference Lower | Upper

Equal variances assumed 1976 .171 |-1.152| 28 .259 -.403 .35041 -1.12 313
Case Study i

Equal variances not assumed -1.276 | 27.668 | .213 -.403 .31661 -1.05 .245

) Equal variances assumed .687 | .408 | -.787 | 332 432 -.061 07760 -.213 .091
Main Study i

Equal variances not assumed -.802 |310.607| .423 -.061 .07616 -.210 .088
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Results of ANOVA by Age, Qualification, Marital status, Income, Overall Experience, Level of

Employment, Experience at Current Position for the case study data are presented in table 37.

Table 37 Comparison of ANOVA results for the case study and main study

Case Study Main Study
Variable EMPCRTBEH

Sum of df | Mean F Sig. F Sig.
Squares Square

Age BG 1.557 3 .519 | .554 |.650| .229 | .876
WG 24.371 26 | .937

Qualification BG 2.114 4 .529 | .555 |.036| 2.539 | .040
WG 23.814 25 | .953

Marital Status BG 377 2 .188 | .199 |.821| .491 | .689
WG 25.552 27 | 946

Income BG .309 1 .309 | .337 |.566| 2.189 | .089
WG 25.620 28 915

Overall Experience BG 4.176 3 | 1.392 |1.664|.199| 1.757 | .155
WG 21.752 26 | .837

Levelof Employment BG 4.213 2 | 2106 |2.619|.021| 3.415 | .034
WG 21.715 27 | .804

Experience at Current BG 1.779 3 593 | .638 |.597| 1.043 | .374
Position WG 24.149 26 | .929

*BG between Groups

*WG within Groups

The results of the ANOVA test are shown in the following table 37. The results are summarized
for all the variables, namely age, level of academic qualification, marital status, income, overall
experience, level of employment, and experience at current position. It is clear from the

output that employee creative behavior shows no significant difference based upon different
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age (F (3, 26) =.554, p = .650). The Fvalue and p-value are closely scrutinized and reveal that
there is no difference in employee creative behavior on the basis of the age of respondents.
The F and p-value for variables qualification level, marital status, income, overall experience,
level of employment and experience at current position has results as (F (4,25) =.555, p = .036),
(F(2,27) = .199, p = .821), (F (3,26) =0.337, p = .566). (F (3, 26) = 1.664, p =.199), (F (2, 27) =
2.619, p =.021) and (F (3, 26) = 0.638, p = .597) respectively. The results imply that there is no
significant difference exists among different groups of age, marital status, income, overall
experience, and experience at current position towards the employee's creative behavior at
workplace in Kuwait. However, there exists a difference in groups of qualification levels and
levels of employment towards employee creative behavior at workplace in Kuwait. These

results are similar to the results of the main study.

5.4 Discussion ofcase study findings

Within this section, the researcher discusses the findings of the case study. The researcher
checks whether the results of the case study can be applied in real organizations or not. In
order to achieve this, the researcher conducted a detailed analysis of all the dependent
variables and employee creative behavior factors at workplace in Kuwait. Frequency and
descriptive analysis were used to find the distribution of responses to each profile
characteristics. Mean values are used to know the importance of each factor for the case
study data. The importance of all the factors for the case study and the main study is the same
except EMPENG, TRN, and EMPENG. The difference in the preference of variables might be
due to the difference in the sample profile data for the case study. The researcher conducted
co-relation analysis to check the relationship between “employee relation, incentives, training,
empowerment, leadership and employee engagement” and employee creative behavior at
workplace in Kuwait. The results show the same pattern as in the main study and case study
witha positive relationship between DVand IV of the study. One-way ANOVA was used to
analyses data to identify the significant impact of age, qualification level, income, marital
status, overall experience of the employee, level of employment, and experience at current
position while independent sample t-test was used to determine the significant impact of

gender. The results prove the same pattern as in main study. The results imply that there is no
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significant difference exists among different groups of age, marital status, income, overall
experience and experience at current position towards the employee's creative behavior at

workplace in Kuwait.

However, there exists a difference in groups of academic qualification levels and levels of
employment towards employee creative behavior at workplace in Kuwait. These results are
similar to the results of main study. The case study findings also prove the interesting results
that validate the results of findings of main study. The researcher conducted t-test to compare
respondent’s perception (on the basis of male and female) towards employee creative
behavior factors for case study. There is a difference in the perception of males and females
towards ECB factors at workplace in Kuwait, this is what the results of the test showed. The
results are similar to main study. The results of the case study ensures the researcher that the
research is significant from the perspective of employees in Kuwait Necessary steps and

policies can be undertaken on the basis of results of this research.

5.5 Case study limitations

As there is no research without limitation so is true for the case study also, and the researcher
is well aware of the limitations of the case study that can affect the applicability of case study
on a universal scale in real organizations. First of all, the sample size is very small compared to
the sample size of the main study. The sample is consisting of only 30 respondents who fulfill
the inclusion criterion mentioned for the case study and who completed the questionnaires.
This sample size is very small as compared to the main study sample size, which is 334 for the
main study. Therefore, practically, in some instances, the researcher really finds it difficult to
compare the results. Moreover, the case study analysis did not include mediation analysis,
which was conducted in chapter four. The researcher will discuss the findings in detail in the
next chapter. Further, the emphasis will be given on the implications, limitations, and

recommendations of the current study.
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5.6 Summary of the chapter

This chapter presents the details of one of the most important aspects of scientific
research, i.e., generalizability (Sekaran and Bougie, 2013). Accordingly, any research is
considered as complete if it is able to reproduce the results in other study settings and can be
applied. Therefore, this chapter is very important to the entire dissertation. The results of
chapter four were mostly similar to that of the case study. Some variations were found, which
are mainly on account of the differences in the characteristics of participants. The next chapter
encompasses a discussion of findings, implications of the study, and future research

recommendations.
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CHAPTER SIX: DISCUSSION, CONCLUSION, AND RECOMMENDATIONS

6.1 Introduction

This chapter is the culmination of the entire research study. The researcher started off with an
observation, which was with the help of preliminary investigation developed into the research
problem. The problem was further presented in the form of objectives and questions of
the research. The main objective of this study is to examine factors affecting ECB at
workplace in  Kuwait. The researcher investigated if employee engagement mediates the
mentioned impact. Chapter one sets the background of the entire investigation. Further, in
chapter two,the researcher critically reviewed existing literature to identify research gaps.
Based on this conceptual framework of this study is developed. The researcher explained the
philosophy behind the research in chapter three. In the same chapter,the elaboration of
research design, methods, and pilot study findings are provided. Chapter four covered data
analysis and interpretation. The researcher includes hypotheses testing results in chapter four.
The previous chapter, i.e., chapter five, focused upon the relevance and importance of
conducting a case study. The researcher critically reviewed the results of a case study in line
with those of the original study. The present chapter takes the research study towards its

culmination.

6.2 Discussion of findings

This section will be focusing mainly on arguing the outcomes of the current study, and further,
the researcher tries to mention and elaborate on the link of the results of the current study
with literature. The ultimate. aim of this discussion is to. find out where the results. of the
current study are. aligned with previous literature. and where the results are against. the
findings of other. academicians. As mentioned above, the key purpose. of current research
is to assess the impact of employee engagement. on employee creative behavior at workplace

in Kuwait. The secondary objective is to assess the mediating effect of employee engagement
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on employee creative behavior at workplace in Kuwait and to evaluate the difference in
employee creative behavior on the basis of age, gender,academicqualification,income, marital
status, overall experience, level of employment, and experience at current position of

employees at workplace in Kuwait.

Employee engagement could be regarded highly critical for all organizations, as this may lead to
having various benefits to companies in the long-run, and the inability to do so may lead to a
higher probability of related adversities. As mentioned earlier, employees have become
inclined towards leaving the organizations that fail to keep them satisfied. Even though the
needs and requirements of the employees are constantly changing, firms must establish ways
to keep them engaged. With regard to the complex working environment and rising
competition, it has become imperative for organizations to develop a culture and work
environment in which employees are highly motivated towards work and are influenced to
adapt a creative behavior. Change has become inevitable for organizations in today’s
environment, and in order to sustain their position in the industry, it is imperative for them to
have the flexibility to adapt to the required changes. The research objectives designed based

on the main intention of the research study are as follows:

e To analyze the impact of incentives, training, employee relations, empowerment, and
leadership factors on employee creative behavior at workplace in Kuwait.

e To assess the mediating effect of employee engagement on employee creative behavior at
workplace in Kuwait.

e To evaluate the difference in employee creative behavior on the basis of age, gender, level of
academic qualification, income, marital status, overall experience, level of employment, and

experience at current position of employees at workplace in Kuwait.

Given below. are the research questions. that were designed for research. study in order to

address. the purpose of research:

1- What is the effect of incentives, training, employee relations, empowerment, and leadership

factors on employee creative behavior at workplace in Kuwait?
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2- Does employee engagement mediate the impact of incentives, training, employee relations,
empowerment, and leadership on employee creative behavior at workplace in Kuwait?

3- Do age, gender, level of academic qualification, income, marital status, overall experience,
level of employment, and experience at current positionaffect employee creative behavior at

workplace in Kuwait?

There is a positive significant relationship between incentives and ECB at workplace in Kuwait,
this is what is the findings of the current study show. The consequences of incentives on
creative behavior have already been controversial, and scholars discovered that bonuses for
acknowledging the task of individuals are amazing, especially when they expect a bonus.
(Eiggio & Lee, 2007). Other researchers, like Malik et al. (2015), found results that are
controversial to above. Although rewards generally correlated and positively with creativity
significantly, financial rewards showed very little significant influence on creativity. Several
new analyses have examined the effect of reward on staff members ‘creative behaviors (Malik
et al.,, 2015). Extensive evidence indicates that worker creativity can be attributed to
organizational innovation, fundamentally, efficiency, and survival (Shalley et al., 2004). Piccolo
and Colquitt (2006) figured on employee ingenuity, including idealized impact, intellectual
stimulation, and individualized consideration. Likewise,George and Zhou (2002) considered
three alternate ways in which employee creativeness can be enhanced. It includes feedback by

displaying interactional justice and trustworthiness.

There is a positive significant relationship between employee relations and ECB at workplace in
Kuwait;theseresults are shown by this research. Gill and Meyer (2013) also mentioned that
employee relationsare the way the organization keeps the employees productive and happy
within the organization. This way, the results of current research match the findings of Gill and
Meyer (2013). However, Delellis and Sauer (2015) stated that the management always must
ensure that there exists a collective relationship between the employees and business and this
kind of relationship are managed appropriately; in retrospect, the morale of the employees
could be negatively affected, and it leads to lower performance levels of employees. As per the
study of Townsend et al. (2014), employees are believed as the most crucial resource of the
business and also its valuable property; for this purpose, employee relations are required and

maintained through an acceptable framework that providesa positive place of work.
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Therefore, the results of the current study aligned with this study also. Based on the empirical
evaluation conducted by Hickland (2017), employee relations will be the enunciation of a
positive and better place of work environment that may fulfill the needs and needs of the
employees, build culture, improves convey, and morale organizational targets. Nevertheless,
Ntalianis et al. (2015) have shown the argument that organizations often neglect to maintain
positive interactions amongst employees because of their rigid plans and strategies linked to

employee management.

There surely is a positive significant relationship between training and ECB at workplace in
Kuwait, this is was the outcomes of the existing research. Employee training would also affect
the capability of the employees to produce more understanding and affect the advancement of
knowledge management capability. Companies offer trainings to all or any of their employees
regardless of their hierarchical level. These exposures to various types of training enable
employees to take maximum benefits of these diverse knowledge assets, broaden their insight,
find out more understanding and equip them with more different cognitive knowledge
assets(Nonaka & Takeuchi, 1995). These developmental training programs encourage
employees to talk about what they understand uniquely, exchange knowledge and
experiences, acquire understanding from others, and apply and use this new knowledge at the
job. Therefore, training programs are believed more crucial for the advancement of knowledge
management capability of the institutions(Argote, McEvily, and Reagans, 2003). In this context,
the outcomes of the current research are mapped to the findings of other authors mentioned

above.

Generally, in most modern researches, training employees to accomplish their jobs effectively
has been seen to be the main activity undertaken by managers to boost their
competitiveness(Saks & Belcourt, 2006). Gandolfi (2009) described how liberalization and
globalization possess changed the situation of corporate training and holds various difficulties.
Martinez-Ros and Orfila-Sintes (2012)proposed that training strategies possess a positive
impact on innovation-related decisions. Preissl (2000) proved that the acquisition of new
abilities and qualifications are relevant resources for improvements. Wong & Pang (2003) also
found training and development applications to become a critical element in enhancing staff

creativeness. Training sharpens the thinking capability in order to improve creativeness and
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really helps to consider better, timely, and effective decisions(Banaji, Burn off & Buckingham,
2006). An excellent training program motivates employees to offer better solutions (Martinez-

Ros &OrfilaSintes, 2012).

In this current study the outcomesdemonstrate that there is a positive substantial relationship
between empowerment and ECB at workplace in Kuwait. Ahmad and Oranye (2010), stated
that employees would be a significant way to obtain competitive benefits to the organizational
business and administration; as a result, the empowerment and the involvement of employees
declared as the main element to success with regards to the business efficiency. The previously
released studies which were executed to analyze the potential impacts of employee
empowerment uncovered that empowering the employees is likely to donate to the employee
inspiration, the organizational dedication (Ahmad and Oranye, 2010). Baird and Wang (2010)
mentioned that the extent up to which the employees are empowered to fulfill their delegated
responsibilities would depend on the organizational environment. For example, the research
carried out by Ismail et al. (2011) stated that businesses having a democratic organizational
environment would probably better follow the concepts of employee empowerment.
Furthermore, the outcomes of a study carried out by Amundsen and Martinsen (2015) also
mentioned that as long as the employees associated to any business possess the motivation to
include creativity in their overall performance and possess the energy to influence their
personal working schedule, they are able to better perform their routine procedures. In
addition, another study carried out by Elnaga and Imran (2014) mentioned that empowered
employees could also monitor their own overall performance will probably more willingly take
part in routine actions within the organization. The results of the current study are not

different from the above results.

Thisstudyoutcomes  display that there is a substantialpositive relationship between
leadership and ECB at workplace in Kuwait. Leadership plays a significant role in the creativity
behavior of employees. Leadership make a difference in the performance of employees,
commitment of employees and directly creativeness of the employees; (Scott & Bruce , 1994;
(Tierney & Farmer , 2002). The mediation and moderation of the leadership role for the
creativity of employees show a positive effect. (i.e., George & Zhou, 2002). The current

research findings are aligned with the above findings. But surprisingly, leadership function
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remained limited by direct influence on the creativity of employees. Leaders make a difference
the performance, dedication, and creativity of employees (Scott & Bruce, 1994; Tierney &
Farmer, 2002). Further, this result partly differs from the findings of Baer and Kaufman (2008),
who argue that creativity of females and males is equal with regards to intrinsic creativity, but

different with regards to extrinsic creativity (i.e., performance).

The study conducted by Paul and Elder (2013) identified that organizations tend more towards
placing value on the characteristics of men getting critical thinkers, aggressive, devoted, and
rational toward the paid work. Another research undertaken by Trevino and Nelson (2016)
uncovered that the characteristics of males have already been regarded and rewarded as the
main requirements of profitability and achievement of the business, and these characteristics
are also believed to possess a quantity of effect on the efficiency of the firm. Nevertheless,
Johns (2013) mentioned that the characteristics of males are powered by the procedure of
performance appraisals than that of females. gender is undoubtedly an important factor in
recognizing the degrees of employee engagement across gender diversity and how it could
impact the entire employee's innovative behavior (Paustian-Underdahl, Walker &Woehr,
2014). There are several studies, not supported empirically, however, that the elderly is
thought to be untapped resources for the business as their encounter and skills are very
important for keeping quality in the workforce (Urwin et al., 2013). However, when it comes to
age group diversity, Kulik, Perera&Cregan (2016) argued that old employees could block the
profession progression of young employees in the business, and older employees may also cost
a lot more than the children due to improved absenteeism. In this real way, age diversity is
vital to understand since it is directly linked to employee engagement and differentiating
elements that motivate both youthful and older employees in the business (Drabe, Hauff&
Richter, 2015). Relating to Dwertmann et al. (2016), the diversified climate may be the one
where employees perceive the degree to which firms can value diversity by means of structural

and formal ideals along with interpersonal integration of workers in the organization.

Human capital, also called the organizational workforce, might be the most intellectual asset
for a company by which it ensures its creativity and powerful (Hajiha and Hasanloo, 2011). It's
been highlighted in the analysis of Amundsen and Martinsen (2015) that organization

creativeness behavior is very important to an organization to accomplish a competitive edge on
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the market, and employees are the main way to obtain creative behavior and development
generation within the company. Additionally, it is believed that different employees have

different degrees of creativity within the business.

6.3Implications of the Study

Based on empirical findings, it is provided some support to the interpretation of some practical

implications for organizations intended to nurture the increased creativity of employees.

The creativity of employees is always seen as an effective tool for an organization.
Specifically, the creativity of individual employees are important as all creative things
originate in the minds of individuals. In this research, the researcher specifically focused on
these two important aspects of organizational life. The researcher investigated how the
factorslike incentives, employee relation,training, leadership, and employee empowernment
are related withthe creativity of employees,which has both practical contributions as well as
theoretical advancement in the literature. Contemporary researchers of management

focused on the contextual factors which can foster or impedes the creativity of employees.

Employees can be better motivated to enhance their creativity and performance through
incentives based on knowledge sharing. This encourages the employee to get recognized well
as in becoming a good team player. The performance of the organization as a whole s
enhanced through this method while the employee reaches the peak of creativity by this
method of nonmonetary incentive allotment. This method is likely to be effective in creating
a feeling of cooperation, ownership, and commitment amongst the employees and develops

competence, recognition, trust and expertise.

Moreover, the researcher also contributed to creativity research by investigating the
antecedents of creativity from the organization's side. Most of the. creativity research
mainly focused on the personal, individual, motivational, knowledge, contextual, and social
factors that can affect the creativity of employees (Amabile, 1998, 1996, Adeel & Zhang,

2016). The researcher investigated the factors which are mostly not given proper attention
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tothe creativity of employees. The focus of previous research remained with investigating
the factors which are either more personal in nature, contextual, or more social in. nature.
The researcher uniquely modelled, tested and found support for the creativity of employees
from organizational perspectives. The researcher investigated how the creativity of
employees is affected by organizational ability to manage its human resource management
practices and also, with the ability to acquire, share, and apply knowledge of its employees.
Therefore, by investigating the creativity from the organizational side,the researcher also
made a distinctive contribution to creativity literature. Third, leadership roles remained very
significant in  creativity research. Leadership can affect the performance of employees, the
commitment of employees and directly creativity of the employees (Scott & Bruce, 1994;

Tierney & Farmer, 2002).

Empirical findings revealed that when leaders at organizations demonstrate a transactional
leadership style, it negatively affects the creativity of employees; however, when leaders
demonstrate a transformational leadership style, it positively affects the creativity of
employees. The results of the current study indicate that leaders should create a service
context where employees perceive the essence of being a servant to organizations, colleagues,
and customers; in this way, they can find that their work is more meaningful and thus engage in
more innovative work. Relatively, organizations have the responsibility to build a friendly
working environment that benefits teams’ and individuals’ psychological strengths, such as
providing supports, encouraging challenges and engagement, and offering opportunities for
participation. For example, designing systems of knowledge sharing may motivate employees
to connect with their surroundings in order to broaden their perspective in devising creative

products.

The findings of this study have significant managerial implications. They provide a direction to
the companies who wish to enhance their training effectiveness for improving employee
morale, reducing turnover, and enhancing employee creativity. To achieve this, companies
should consider improving not only the immediate training facilities but also focus on their
recruitment practices to involve qualified and professional staff that is interested in building a
career in this sector. This will create a professional environment in the organization and will

help to improve the morale of employees. The high rate of employee turnover that
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organizations are currently facing brings down the morale of employees left behind, who then
only focus on holding on to their current job and looking for job prospects outside the
organization. These employees can never be creative. The organizations can bring about
changes in the working conditions of employees currently to do away with challenges like long
working hours, lack of job security, regular benefits, and proper compensation and growth

opportunities.

This study has useful implications for HR managers who are involved in designing training
programs for the employees. Need-based training programs are not well recognized in this
industry, and the importance of training evaluation has not been well understood by managers
and employees alike. The organization might do this by taking a systems approach towards
training. The organization should provide assistance to managers to publicize training

importance more widely to their subordinates and create a learning environment.

Organizations can be advised to ensure the transfer of training to the work-relatedbehavior as
this can help employees to improve training outcomes and enhance their creative skills. The
individual employee behavior is influenced by the organizational culture and climate, as
the employees will actively innovate if they perceive that they are in a non-discriminatory,

friendly, supportive, and innovation-driven work environment (Wang, Xu & Peng, 2013).

This study findings concerning the benefits of leaders and personal psychological attributes
have important practical implications for organizations in fostering creativity among their
employees and teams. Concurrently, HR departments need to offer training and courses for
employees to acquire abilities and knowledge that may enhance their individual psychological
characteristics (e.g., efficacy belief) for identifying and fixing difficulties. Additionally,
organizations can build a comfortable environment to enable employees to experience a sense

of excitement that fosters their positive psychological traits.

Organizations should provide opportunities for employees to acquire various abilities and skills,
such as assigning various tasks to stimulate employees’ learning skills and implementing
personal development courses with their employees to facilitate employees’ obtainment of

new knowledge. To help employees have a sense of task identity, organizations should
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broaden job designs by assigning entire tasks to employees, which allows employees to
complete a project from the beginning to end. Developing group-oriented tasks is also needed
for organizations to strengthen employee’s identifications. Organizations should also develop
performance appraisal systems and encourage employees to have performance appraisal
themselves in order to obtain feedback from their work completely and timely. More
importantly, the results in Chapter 5 highlight the critical role of job autonomy. Since job
autonomy not only significantly motivates employees to have more responsibility and control
in their work but also influences how leaders foster employee’s outcomes, the provision of
autonomy should be guaranteed in order to provide employees with more discretion to make
decisions and to work on their own schedule. organizations need to appoint an
entrepreneurial leader who makes plans, coordinates teamwork, and is responsible for
developing creative efficacy among teams and employees. As discussed above, entrepreneurial
leaders may be an appropriate candidate for building teams to produce creative outcomes. In
addition, it is suitable to assemble the right group of employees to work together. For
example, the HR department can select employees with a high level of creative efficacy
beliefs to organize an effective team that may have a strong sense ofcollective efficacy beliefs
toward creativity. Meanwhile, team members should be encouraged to share knowledge,
information, and goal setting, which is likely to strengthen team creative efficacy. The practices
should include allocating resources for creativity, progressing creative goal achievements,
encouraging individuals’ expression of opinions, exploring multiple strategies, and avoiding
negative facets to leverage the potential benefits of team efficacy. The HR department should
consider providing effective practices that are oriented toward enhancing employees’ ability,
motivation, and opportunities to participate, which together promote their creative and
innovative achievements. Based on extant research and the studies in this thesis, some bundle
practices can be suggested to help organizations better manage employee creativity. For
example, when HR departments select employees embodying high levels of capabilities,
organizations should also provide well-designed jobs to employees and develop managers'
supportive behaviors in order to fully active employees’ ability to utilize their positive

psychological resources for creative performance.
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6.4 Conclusion

Most of the previous research used sample by focusing on knowledge environment, and
temporal order investigations of human resource management dimensions for performance
and creativity of employees, this is because studies on employees of the real-life work
environment for creativity of employees are very rare(e.g., Vecchio, 2002). Therefore, there is
little knowledge about the true relationship between the factors that enhance the creativity of

employees (Vecchio, 2002).

Creativity is an asset in the workplace that can help organizations grow and compete in the
ever-changing market. When individuals are highly creative, they are likely better able and
equipped to identify problems and opportunity, gather pertinent information, generate ideas

to address the problem, and evaluate these ideas.

The significance of this study is to make an important contribution in the leadership
and creativity literatures. In this study, significant and positive association has been found
between behaviours of leaders and creativity that are sufficient similar across cultures. It helps
to compare different aspects of leader’s behaviours and make the comparisons for interesting
research and development professional that are seeking authority and have high level of
knowledge and experiences. This study will also suggest that leaders or managers of such
employees should empower them related to making decision according to their work, job and
tasks. Managers must combine task-oriented behaviours prudently with empowering
behaviours. The roles, responsibilities, assigned deadlines of every employee must be clarified
however; they must be stayed away from operating details of the projects. Furthermore; the
relation-oriented behaviours are also very important as they are more influential signal of
management supports related to creative activities. Creative Behaviours can be enhanced and
improved through benefits and incentives that generates creative output and encourage risk-
taking behaviours. Direct provision of resources for a project serves the purpose of support for
creative experimentation. The most important things that is done by professional is to take
challenging tasks. Therefore; many employees prefer to utilize their skills in order to make an

import make a contribution and achievement for something that are challenging (McCall,
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1988). The leader finds it interesting to take risk in order to inspire and motives other and
support them to stay that are interested and see the point. The technical competence of the
leader/supervisor has also significant important if they have command respect from research
and development professionals. Moreover; sometimes, the technical professional’s work
independently as a member of the particular project teams or specific group related to
technology. Hence; the successful innovation are not the results of the professional functions
but it is based on the integration with each other within organization or within specified project
(Katz, 2004a). R&D managers should emphasize on collaboration, integration, sharing of
information and knowledge in details, support each other in their task and determine a shared

and common goal.

Today, the benefit of human resource is measured to be one of the essential advantages of any
firm; and in order to acquire the results with the highest efficiency and effectiveness from
human resource, motivation of employee is essential. In fact, employees will do their

maximum when they feel or hope that their hard work are to be rewarded by their managers.

6.5 Limitations and Future Research Recommendations

This research is not without limitations. In fact, these limitations open the door for future
recommendations. The limitation and recommendations are discussed in the following
paragraphs. Another limitation that the researcher would like to mention is with respect to the
usage of the questionnaire scale. In the current research, the researcher used a Likert scale to
measure items in the questionnaire. The researcher would like to recommend to use one to
seven scale rather than one to five scale. This will enable the researcher to get more and
analyze the statistically significant difference. As far as statistical analysis is concerned, the
researcher recommends usinga more sophisticated statistical technique such as a structural
equation modeling method (SEM) for examining the complex multivariable relationship. It will

also help in examining the impact of individual dimensions.
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The current research can be extended to relate employee’s creative behavior with innovations.
This will determine how employee creative behavior can be enhanced by using innovate tools
and technologies. Another possible area for future research is to replicate the present study
with respect to specific industries such as manufacturing, health, and others. As each industry

has its own specifications that can make a difference in the results.

Additionally, when increasing the size of the sample, it might be very relevant to develop
multilevel research, to include not only the individual level but also the organizational, industry,
and society level of analysis. This direction of future research could help to a better
understanding of the employee creativity ruling out variations explained by organization,

industry, or social characteristics.

When put under the scrutiny of the research methodology approach used by this study, the
researcher can observe some clear limitations. As mentioned in chapter 3, this researcher
chose a quantitative methodology approach for this study. So, qualitative research around the
hypotheses proposed in this study would be very helpful, not only to extend empirical findings
but also to explore complementary perspectives that can be only gathered through case-based
methodologies or other qualitative techniques, e.g., with interviews to get insights from

employees of their (not easily) explainable values and beliefs.

The current research is cross-sectional in nature. Further, the researcher can use longitudinal
studies to actually measure the impact of studied factors on employee creative behavior. This
will really help the organizations and government of the country to formulate the regulations

that will actually help in increasing the creativity of employees.

Moreover, it has also been detected that the factors which have been used in this
research are not limited, the future study can also incorporate more of the factors in their
study to test the hypotheses and make the outcomes of the. research more authentic.
Another aspect that has been observed in this study is that only employee engagement has
been used as a mediating factor in this study. However, some other factors can also be used as
mediating factors for future study and test that if they have been changing the outcomes or

not. Together the implication of the study regarding all of the factors which have been
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influencing the employee's creative behavior would increase the probability for the firm to earn

more profits, and it has been observed that the major objective of every organization is to
maximize their profits.
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APPENDICES

Appendix 1 Questionnaire
Cover Letter

Dear Sir/Madam,

I am currently pursuing my Doctrate in Business Administration from Swiss Business
School. This dissertation is an integral part of my degree program. The topic of my
research study is “Employee engagement and employee creative behavior at workplace in
Kuwait.” This survey is designed with a purpose of collecting data from the respondents.
This survey will be helpful in completing my research study successfully. | would like to
request you to dedicate few minutes of your valuable time to complete this survey. Your
responses will be strictly used for academic purpose only. | assure you that under no
circumstance any of the information shared by you through this survey will be used for
any other purpose. While answering any of the questions, if you feel like not sharing any

personal details, then you are free to do that.

In case you have any concerns about the questions or you would like to know more about
the study, feel free to contact me on the below mentioned email address.
Thanks in advance for your co-operation.

Yours sincerely
Suha Alhaddad
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Questionnaire

Important Instruction: Read questions carefully. Please indicate your response throughout

the questionnaire by x the appropriate option.

PART 1: Personal Information
Q.1. Mention your age group
1. Less than 25 years

2. 25-34 years

3. 35-44 years

4. 45-54 years

5. 55 years and above

Q.2. Gender
1. Male

2. Female

Q.3.What is your highest academic qualification?
1. High school (12 years of education)

2. Diploma

3. Bachelor’s Degree

4. Master’s Degree

5. Any other

Q.4. Marital status
1. Married

2. Single.

3. Divorced/widowed
4. Other
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Q.6 What is your monthly income (in Kuwaiti Dinar)?
1. Less than 1000

2. 1000-2000

3. 2000-3000

4. Above 3000

Q.7. How long you are working in your current organization?
1. 0-1 year

2.1 -3 years

3. 3-5 years

4. 5 years and above

Q.8. What is your level of employment in current organization?
1. Lower level

2. Middle level

3. Top level

Q.9. How long you are working at your current position?
1. Less than 1 year

2. 1-2 years

3. 2-3 years

4. Above 3 years




ISSN 2320-5407 International Journal of Advanced Research (2021)

PART 2- Factors affecting Employee engagement

Incentives Strongly | Disagree | Neutral | Agree | Strongly
Disagres Agree
My organization provides enough payment | 1 2 3 4 5

to meet the requirements of life.

My organization provides rewards for 1 2 3 4 5
skilled employees commensurate with
their performance.

My organization provides bomses for 1 2 3 4 5
workers according to their post and

consistent with their level of performance.

My organization provides overtime payment | 1 2 3 4 5

to employees after workang hours.

My organization provides transportation 1 2 3 4 5
allowances for those who live in far areas.

My organization provides a fair and 1 2 3 4 5
adequate compensation on retirement.

Employee relationship

Some co-wotkers are hard to work with* 1 2 3 4 5
There are certain co-workers that I come mnto | 1 2 3 4 5

conflict with*®
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I find it hard to work with at least one group | 1 2 3 4 5
of workers*
[ am valvued by my supervisor 1 2 3 4 3
My supervisor respects me 1 2 3 3
I find it hard to work with my supervisor® 1 2 3 3
A coltwre  of harmondous working | 1 2 3 4 3
relationships 13 encouraged 1 this
organization
Positive  working  relationships  are | 1 2 3 4 3
encouraged in this orgamization
The organization favors certain groups or | 1 2 3 4 5
individuals over others™®

*items to be reverse coded
Training Strongly | Disagree | Neutral | Agree | Strongly

Disagres Agree

This organization is mmch concern about my | 1 2 3 4 5
career development and growth Opportunities
for the future by performance management
Training programs provided by the |1 2 3 4 5
organization are adequate for my development
Staff training allows employees to proactively | 1 2 3 4 5
identify futnre challenges
In my crganization emplovees adapt quickly to | 1 2 3 4 5
difficult sitnation duee to fraining.
With training, I am completely focused on my
work
I am now more involved in my work and days | 1 2 3 4 5
goes by very quickly due to training.
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Leadership

Wy leader 15 considerate 1 2 3 4 3
My leader 15 flexable and ready to rethink his /| 1 2 3 4 5
her point of view

My leader creates trust in other people 1 2 3 4 5
My leader stands up for hus / her subordinates | 1 2 3 4 5
My leader has an open and honest style 1 2 3 4 5
Wy leader 15 just in treating subordmates 1 2 3 4 3
My leader creates an atmosphere free of | 1 2 3 4 5
conflict

My leader allows his / her subordmates to | 1 2 3 4 5
decide

My leader listens to ideas and suggestions 1 2 3 5
Wy leader criticizes in a constructive way 1 2 3 3
My leader shows regard for the subordinates as | 1 2 3 4 5
mdividuals

Empowerment 1 2 3 5
The work I do 15 very important to me. 1 2 3 5
My job activities are personally meanmgfil to | 1 2 3 4 5
me.

The work I do 15 meaningful to me. 1 2 3 5
I am confident about myy ability to do my job. | 1 2 3 5
[ am self-assured about my capabiliies to | 1 2 3 4 5
perform my work activities.

I have mastered the skills necessary for my job. | 1 2 3 3
I have sigmficant autonomy in determmng | 1 2 3 5
how I do oy job.

I can decide on my own how to go about domg | 1 2 3 4 5
Ty work.
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I have considerable opportumty for|l 2 3 4 5
mdependence and freedom m how I do my job.

My mmpact on what happens m my|1 2 3 4 5
organization 15 large.

(]
Lad
o
(]

[ have a great deal of comfrol over what | 1
happens m my orgamzation
I have sigmficant mfluence over what happens | 1 2 3 4

In mIy orgamzation.

LA

PART 3- Employee engagement and Employee Creative Behavior

Indicate your level of agreement to the below mentioned statements.

Employes engagement strongly | Disagree | Neufral | Agree | Strongly
Job engagement Disagres Agree
I really “throw™ myself into my job 1 2 3 4 5
Sometimes [ am so into my job that I| 1 2 3 4 5
lose track of time
This job 15 all consuming; T am totally | 1 2 3 4 5
nto 1t
My mind offen wanders and I think of | 1 2 3 4 5
other things when doing my job (B).

I am highly engaged in this job 1 2 3 4 5

Orgamration engagement
Being a member of this organization 15 | 1 2 3 4 5
very captivating
One of the most exciting things for me | 1 2 3 4 5
15 getting involved with things
happening in this erganization
I am really not into the “goings-on™ in | 1 2 3 4 5
this crgamization &
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Bemg a member of thus orgamzation | 1 2 3 4 3
make me come “alive.”

Bemg a member of this orgamzation 15 | 1 2 3 4 5
exhilarating for me

I am lghly engaged m ths|1 2 3 4 3
Organization.

Employee creative behavior Strongly | Disagree | Neuiral | Agree | Strongly

Disagres Agres

Suggests new ways to aclieve goals and | 1 2 3 4 5
objectives

Comes up with new and practical ideas | 1 2 3 4 5

to mprove performance

Searches out new technologies, | 1 2 3 4 5
processes, techmiques, and/or product

1deas

Suggests new ways to mcrease quality | 1 2 3 4 5

5 a good source of creative 1deas 1 2 3 4 5

Not afrand to take nsks 1 2 3 4 5
Promotes and champions ideas to others | 1 2 3 4 5
Exhibits creativity on the job when given | 1 2 3 4 5

the opportumty to

Develops adequate plans and schedules | 1 2 3 4 5

for the mplementation of new ideas

Often has new and mmovative 1deas 1 2 3 4 5
Comes up with creative solutions to |1 2 3 4 5
problems

Often has a fresh approach to problems | 1 2 3 4 5
Suggests new ways of performing work | 1 2 3 4 5
tasks ‘
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Creative behavior: Source: George and Zhou (2001). “When openness to experience and
conscienfiousness are related fo creative behavior: An interactional approach™

Item 3 adopted from (adopted from Scot & Bruce, 1996), 7 (adopted from Scot & Bruce,
1996) , 9 (adopted from Scot & Bruce, 1996)

Employee engagement: scale by Saks.

The measurement of worker relations: the development of a three-component scale
Article (PDF Awailable) in Leaderslip & Organization Development Jourmnal 37(1):2-
12 - March 2016 with 866 Feads

DO 10.1108/L0ODJI-08-2012-0098

Leadership items takm from tems for leadership styles were adopted from Ekvall and
Amonen (1991) that comprise 36 ifems measuring change orentation (10 items),
emplovee orientation (14 items) and production onentation leadership styles (12
items). Only employee orientation items were taken,

Training scale adopted from Business Management and Strategy ISSN 2157-6068 2019,
Vol 10, No. 1 The Impact of Training & Development and Communication on Employee
Engagement — A Study of Banking Sector Danish Ahmed Siddiqui and Noor-us-5ahar (

Organizational culture is dropped from the vanables list.
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Appendix 2 Ethics Form

Submitted by: Suba Alhaddad, Stadent ID: 6423
e e Raceived L10 L2030

Human Research Ethics Committes
Ethics Approwval for Research Involving Humans

INITIAL APPLICATION - EXPEDITED REVIEW

PART A — ELIGIBILITY FOR EXPEDITED ETHICAL REVIEW

Dipes your research involve the following ?

{insart X i box)
[ A1 | A focus on egal actvity or highly ikely 1o discover ibegal activity | | ves | [ Mo [ x|
A2 Access o personally identifiabée information'reconds without specific Yes Mo | x
consent from the individuals to whom the information/reconds relate
|.A.13 |Af-:l-:usunHmnrmmwm.w,muniﬁesnrimes | | fes | | | an }{l
Al A focars on women who are pregnant, and'or research involving the Yis Mo | x
hurnan fostss
An innowation or intersention which is not standard praches in the
- study population = i
A focus on people with a cognitive impaiment, an intellectual
- disability. or a mental illness = i
AT People highly dependent on medical care who may be unable to gve Yes Mo | x
consent, &g wneonsciows of too il
Access to human tissue samples without specific consent from the
Ad ndividuals from whom the tisswe was collected (s Includes c2ll Ines fes Mo | X
{
other than thoss acquired commercialiy)

[A2 [ Human genetic studies | [ves| | [me]x]
[ 410 [ Human stern celis | [ves| | [me]x]
e = | [v] | [mo[X
[ 812 [ Exposing participants to ionising radiation | [ves| | [me]x]

i ywou have answered YES to any of the above do not continue completing this form. Your ressarch
is mot eligible for expedited review and must be submitted for L3 review. Please go direct to the
MNEAF application form.

i you have answered NO to all of A1 — A12, proceed to PART B. Please note, depending on your
answers to the following sections you may still be directed to L3 review.
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PART E1 - PROJECT

Project Title

Project Summany

Factors Affecting Emplovee Creative Behavior At Workplace
In Ewwait: Testing Mediation By Employes Engagemsnt

The study aimed to analyse the factor affecting employes
creative bahavipur at the workplace in Kowait using
quantitative research design. The smdy invelved the primary
methiod of collection of data from 390 employeses.

PART B2 — CHIEF INVESTIGATOR or PROJECT SUPERVISOR if student research

MName e /given rame s family name;

Gualifications

SBS ID
or Organisation if external

School & Faculty § Division

Mailing address

Contact Phome § Fax

Email

Dr. Beenu Mago

PhL.

Al Tareegah Management Studies [ATMS)

University Building, F-12 Smeet, EAKILA FZ, Al Jazesrah Al
Hamra, Bas Al Ehaimah TAE

+071 T 2433055

beamnmagoi@email com

FPART C — IDENTIFICATION OF ETHICAL ISSUES

g | VWl participants be iderfiiable, eitfier direclly or iIndrecty, n Yes No ¥
reporting of the research? Go o D 0o G2
oo Are adult participants who will niot be compsient to gwe s [ o X
consent expected to be recruited? M32.212 G0 o 02 GoinC3
c3 Will the research invohve children, or young people < 18 Yag Ma X
years who are not higher educalion studenis? N54.2 oo D3 GoinCd
4 | Are the potential participants in an unequal relationship? s Mo %
HE43 Goio D4 GoinCS
c5 Will exsting data sets, databanks or human tissue banks b e 5] X
aceessed for the research? W53.2 Go fo 5 o o OB

A K
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cg | Do=s ihe research invalve physically Invasive procedures? fm‘fﬁm - T
HE52.1 then O ot C7
P
D026 the research INVolve CollSciion, Sxiraciion or Uee of Y5 "
CcT humian issue [Inciuding c2ll lines), bood or other body oo DS ':Eg‘ll}m X
Mwids? HS3.4 tren 3
CE& | 15 there a risk of physical INjury 1o parmcpants? NS2.1 e = X
i } o o DS S0 Ca
cg | Miaht the research Involve pain of Giscomeod for Y5 Mo -
particlpanmis? HS21 oo DS o Cih
=10 | iGNt he research cause paricipants peyehalogical of e Ho »
amotional siress? oo D0 o i C11
=17 | COUWd Ihe res=arch expose paricipants 1o civil, ciminal of e no }z
abner proceedindgs oo Dl =0 inci2
12 | D0=6 ihe recearch INvoive Me colleclion of Sensiiive pereonal e Ho »
Information® oo D2 [Eahie]ng k]
cq3 | CoWd the res=arch expose participants 1o ECONOMIC 086 of Y26 ) .
damage o thalr reputation? oo D13 oo Cld
14 | Could the res=arch have a negative impact on personal Y25 Na .
relationships? oo D4 W C1s
eE
cis Wil potenilal panicipamts b2 offered Inducemeants that coukd Goto Ha X
oe consldered cosrohve? m— oo ClE
then C16
C16 | Do=s the research Involve covert obsenvation? Vs NO x
) 0 o DS e sl el ey g
17 | Do=s ihe research Involve decaption or imited disclosurs to Y5 Na x
" | participants? G0 b D17 o fo C18
C1E | Wl the research be conducted In @n Overseas seting? vies NO x
i oo DS o mC1s

C1% [T you anewersd Mo To all C1-168. the project appears to quallfy for Expediied Review L1
Procesd to Part E.

If you answarsd Yes to one or more C1-18, but wers not adviesd that an L3 application was
raquired by the corresponding quesilens In Part D, then your project appears to quallfy for
Expsaditad Review LZ. Procsed [o Part E.

PART D — ELIGIBILITY FOR EXPEDITED REVIEW L2

Only complste the quastions In this part If Instructsd to do 50 on the basls of a regponse o a
quasticn In Pan C.

o1 D3 I= prior warning gven o potentlal parbicipants that they b (=3 Mo
may be Identimable (aither grectly or iIndreciy)? =0 o DD o bo D21

Db Wil speciic consent for use of ldeniffying or potentially a5 Mo
Identitying Information be obtalned™ =0 o D =0 bo D21
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Sic | ATE there strateqgies for participanis to confirm thelr Yas T
~ | consent? oo G2 o o D21
Yee Mo
D2 | D2a | Wil consent be sought from a 'person resporsibie’? o bo D139
na then C3
YEE —
D3 D3a Wil parental f carer consent b= sougnt? =0 b O3 =0 o O3
then DiS0
. Mo
- WIIl the consent or assent of the chikdren J yourg Yas
030 | peopie be sougnt? Go to D3c G“'" mnfgzﬂ
D3c | Are children / young people a focus of the reseanch? — —
) 50 o |D3Ed =0 bo OEd
g | 15 e research conirary to the best Interests of the Yas MO
- childran J youndg people? 30 o 021 o bo C4
D | pag | ¥l e recrultment process agdress the issues with Tas T
- respect to the dependent relationship? G0 bo D4 o bo D21
Dap | 'S recrultment of peopie In the dependent relationshin Yas gg -
essantial for the purposes of the research? o to Dde Then mmi
= . Yas Mo
m T
Ddc | Is It a capbive relationship? o to 021 o to C5
55 | osa | & e datatissue held in idenifabie or pobentally re- Yas T
- Ideniflable form? G0 o D50 =0 10 CE
qsp | 15 Mere 2xisling consent from e Individuais that as Mo
Cavars this ressarch? =0 o 05 =0 bo D21
D3 | DEa | Is pror warning given to patertial participants? fes M
- m Jghveniop paricipants: 0 to DED 0 to D21
hep | YVl Mers be appropdate screening of potental Tas T
participants io lgentfy those at higher msk? o bo Do Gobo 021
sec | ™Il procedures be conducted by expenenced and Yas T
€ | aporoprately llcensediaccremtad person(s)? o to Dad Go to D21
i . Yas
neg | W there be complance with relevant safety Enla Mo
procaduras ther Dm; o bo D21
09 | Dma | Is priorwaming given to patential participants? — —
- - - 50 0 DS =0 0o D21
qap | VIl Mers be aporopdate screening of potental Yas )
parniicipanis io ldeniify those ai higher nsk? =0 o DSe Go bo D
noe I= the exposure llkedy 1o have a skgnincant Imgast an Yas ggtl] o3
© | participants or be potentially life threatening™ Go o DE1 e 40
— - , " Tes L]
[ i
D10 | D10a | Is prior waming given fo potential paricipants? e 10 D Go 1o D21
hiop | VIl thers be aporoanate screening of patental Yas Mo
parihcinanis io kdendify ihosa at higher nsky 50 o OHOc o fo D
Dige | 18 he exposure Iikely to have a significant Impact on Yag ;g s
participanis or be potentialy IHe threatening® =0 o D men C1
D11 | Di1a | Is prior waming given o potential parbcipants? — =
) ’ =0 10 011D 50 o D21

251
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TEE
214
I
D11k | Wil researchers have a duty of fisdosure” GIII‘H]CE:1$ oo 1
Yes Ro
D12 | Di2a | Is prior waming given o potential participanis? e Goto D21
Tes
O12b | Wil the Infoomation b= kdeniified or re-denifagle? oo D13 il
SoioCld
i3
ves D
D13 | D13a | Is prior waming given fo patential participants? o oM Go to D13
— then g
ves [ o)
D14 | D14a | Is prior waming given io potential participants? e Go o 013
_— then C1
MO
__ | Is the obsenved activity something which generally Yes
e e T Ga ta D15b I
TEB — —
D160 | Wil ‘participants’ b= ldenifanlie? s a1 k- oo CIT
then C17 —
Is the deception or Bmited disclosune Hkely bo harm Yog -
017 | Di7a | pasticipanis or compound the rsks assoclated with 2 P
he research? — ° '
Di7p | Fiave allematives involving ful Seciosure been YEs ND
conskiered? oo DH7c Go o D21
oiTe Wil participants be givan full and promipt disclosune Yas Mo
and debrefing afier their pariicipation? Soto D17d Co to D21
Oi7g | ™Il parficipants have the ootion of withdrawing their Yag Ha
daia once the decepltion Is disciosed? 5o io O17e =0 io D2l
Oi7e | Following gebriefing are participants likety to regard ;Ef - HMa
the research as [ustfed and acceptable conduci? s Go o 02
215 | piga | M ihere ethics or other approval processes In the Yes MO
OVETSEas country ™ G ko OISR So bo DHEb
niap | YV co-Tesearchers be recrulted In the overseas Ya5 N
couniry? G bo D1EC Go o DMEC
Al2 the proposed recrulimens and consen: methods, . —
Di8c | and remumeration (where used) acceptable o the o o1Ea = s
local culture and ks belefs and practices? —
Digg | Are there soclal, educational or others factors that TGE'EE' o HiO
may compromise free and Informed consent? i So o Dige
L]
Wil participanis be given a local contact for questions Yes
D128 | o complainis? G to D20 o 13
| | Tes | MO
o149 | Can the risks be easlly negated, minimised or managed? | Continue | | Co to D | |
Dratalls Quesstion [Inesrt numbser]:
Prowide detals for (rreane SO0 wads |

ea3dh Part CorPart D
queston M gieced  guestion [Inasrt numiber):
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you i D15, Then
eham o that question (rmaw SDO wors:|
and continus.
Click on e gueston o relumn oo O6, OF, OIS DZ, D2 D8, D0, D99, D11, D12, D74, DI D7, DEg

D20 | I you have completad questions In Part D but wera not advised that am L3 application was
required then your projact appears to quallfy for Expediied Review L2 Procead be Part E.

D21 | Your project requires full L3 ethical review. You showuld stop completimg this form
and go to Swiss Ethics

Ammm K

N
\—_J,
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PART E - PROJECT DETAILS — answsr all guestlons

E1

Brisf ‘plaln English’ description of project M3

Detalls
{Max 1,000 words)

The smdy aim to analyze the factor affecting employves creagve behaviour at the workplace in

Ewwait nsing quantitagve research desizn The smdy will involve the primary methed of collection
of data from 380 employeess. The smdy will imvolve an analysis of the impact of work-life balance
on the creative behawiour of employess. The five factors pertaining to work-life balance will be

discussed in the smdy and those are incenfives, raining, employes raming, leadership and
empowerment. However, the important aspect of the smdy will be the evaluaton of the moderating
effect of employee enpagement inflnencing the reladonszhip berween WLE and emploves creamve
behaviour. The analysis techoiques will include demographic analysis, frequency snalysis,
independent samples t-test, one-way ANOVA, Moldple and Hierarchicsl Fegression.

E2

Exparence and skillz of ressarchers H51.1

Datallz

{Max 100 words per
ressaATer

27 years of experience working in public sector in Eaowait.

Driploms in Accounting from PAAET-Kuwait, 1097

Bachelor in Accounting from Applied Science University-Bahrain, 2011
MBA from AUM-Fuwait, 2015

MABE. from SB5-Dubai, 2018

Level 3 IVQ) Advanced Dhiploma in Teaching, Training and Aszessing Leaming

Particlpants

E3.1 | The participants being sought for tis resaanch are: (X ¥ that apply)

AdURS = 18 y=ars of age

Children or young people < 18 years

The general puslic

Stwdents or staff of 585

Students or sta' of other universities | colleges
School chikdren, e recnulted through schools
Vaoluntesr registers or databasss

Members of parficular community groups | organisations
Employess of parcular organisatons
Clients / patienis of health service providers
Hospital In-patients

Clients of organisations / commumity services
Prisoners or those held In detention

People whao have a sight or hearng impalrment

LITTTTTTTTT I I
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People with a specific health condition

People in a dependent or unequal relaticnship with the researchers
Records/information about people without contact with those people
Human tissue collections without contact with the donors

Cither (please specily in mo more than S0 wonds)

Identify the research sites, ie the communities | schools [ hospitals [ onganisations etc from
Research site{s)

&l employess in Kuwait

How, and by whorm, will poteniial participants be selected, and (a) initially contacted, and (b)
recnuited? NS1.4; M531

Dietails The method proposed to gather the primary data are surveys, it will be

[k J:IIJ:] E;.:.abmw samphng, and private company will contact and collect the

E3.4 | How many paricipants will be recnuited and what is the rationales for that namber?

Total number coversd by this application: 385
the population size (n) is (2,641 489) (Central Statistical Burean,
2019}, the confidence lewvel (&) 15 95%, sample proporhon (p) 15 0.5,
z- score () 15 1.96, and 1t wall be caleulated using Cochran’™s

Foomomlz as followrs:
_Z'pq
By 5 =0
Rafionale: £
iz 300 :I Where:

& = margin of error
p = the estmated proportion
q=1-p
z-value 15 found m z-table
the result will be = ((1.96) (0.5) (0.5)) / (0.05)*= 385
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E3.5 | List the Incluslon and exciusion orierna MS1.4

Datalls
Inchosion criteria ans

1- Al employed participants live in Enwait couniry
- 3 lewel of employmuent

Exclhasion criteria are

1- Age sroup under 18 years

2- Imperfect responses

E3.E | wWnat Is required of pariicipants?

Datalls answer all questions.
{iax 300
WOrts)

E3.T | What, If army, b=nefMs might there b= from the research for particlpants or others? M51.6

Dratalls Mo benefits for pardcipants, bur for all individuals thar can bensf
woreis) | from the results of the smdy.

Wl panticlpants recaive any relmioursemants | payments / rewands
for participating In the research?
{Dﬁ!;gn Mo payment nor any rewards are there for participating in the survey.
WOrtEs)

E3.B Yes Mo | X

E3S Wil panicipants b= proficient In the English language?
i Mo, frAnsiations are fo be alflached o the Sopicaton.
Dratalks Yes as English Language is the second main lanmsge.
(i 300
Words)

Yes | X Hig

ga | Ressarch methods § technlquas

E4.1 | The research methods / techniques to be sad In this research are: (X aif that appiy)
C:H'HFILH.ET basad tesls

Data linkage

Foous groups
Interview — face-ip-face
Interview — telephone
Intemet / web based research
Dbservation

Obsarvation - cowert

Photographs of people

Physical aciviles J Ie5ts! exercises
Piacebo

Psychological tests

[ L e— ——— (W SH SV T SRy S—-—
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Questionnalre f survey ! diary - anonymous
Questionnalre f survay | diary - identifying
Record f document analysis

Tagping — audin § video

Case siudy

Casa-conbrol shady

Epldemiological research

Intenvention study

Cualitative resaansh

Randiomised controdled trial

Omer (plesse spechy in no MOre than 300 wWorms)

International Journal of Advanced Research (2021)

It any tests or procedures to be wsad are on the 1esi, please Identily by the reglstration

E4.Z | number and tte. Ctheratse, prowide detalls and a2mrach a copy of guesilonnalres f sUrveys |

Int=rview scripts J 1e61s [ Instruments or procadures that are not on e Reglster?

Datallz Quesiionnalne attached
[kl = 300
Wonds]

ES

Analysls

Cetalls Descriptive Staistics, Multipls regression, Hierarchical Fegression,
—r iR Independent Sample T-test, and ANOWA

E&

Informed consent Nzz2.2

Consent method: (X al that aoply)

Wiitien Irformed consent
Recortad Informed consent

Parent ! Guandian § Carer consent

Child's assent with parent / guardlan consant
Young person 16-17 years consent

Child = 16 years consant

Impiied consent

HE-‘I.I'!]-E-FI'E{'-'I.HE- coneent

Wabver of Informed consent sought

VWalver of parent § guardian consent sought
Existing consant (provide detals below)

Diher [please specy below)

Detalls of process  NA
Alax 300 words)

ET

My 300 words )

Communication ﬂ[mﬂlﬂ'ﬂl}ﬂfﬁﬂﬂ HELA, M31LE HE31.4; HEZ DS, MEZ1.4, HEZ1A1

Datalls The reporting fHom  Swiss

Business School, Al Taresgah
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Management and the research supervizor simce the research iz part of

DEA program.

E8 Storage. access and dis=posal of data

E['r:ti'fm words) Feeping personal information of participants private so that they do
' mot face aoy dismurbance or harm dunng or after the research. Their
mEmes  are not mentioned with responses and their cootsct
information swch as contact momber and address are also oot
dizclosed.

E3 Dwuration of data collection /| human ressarch

L
From: 2162018 To: Trsizans
Has the reasarch basn approwvad, or ks wndsr consldsration, YeE ™
E10 | by another Human Ressarch Ethics Committas (HRECHT? T X
i war gndd oo et m EEny af - e Az FowmEN
2L and Sponcved, sftach a ooy of e Sosnchaijs;
. Wihat, FFany, amenromenis
Name of HREC Refarence MNO. Decision e
I= the ressarch the sUDJecE of a CONLIACE | apresmant, or an
11 | @pmication for funding to am Imfernal or sexitemal grants | Yes Hio o
body, sponsor., sbe? G detals Go o E12
if Yoz, sttsch a copy of the confract Sagresment Sspolicatonis)
Cupansaron £ Funcing Sody
Projecr 6= on confract /' agres=meant
firnding applicaion
Fir= named investigaior
Administening instton
Research Gince Refersnne (if
apoNcable)
Copy fabie and repeat fior each confract £ Sgreament / grant
Does the Tundng/support consifiie a confiic of Intersst [ N
E11.1 | for eRher the researchesis) of provideris) of the [ 155 e | X
SUppoOMT MEE4
Datalls
Alax
300
s

E12 | sarety Impdications
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Dot the proposed resaarch Involve work on, us= of, or 2xposure to any of the following?

Cash relmbursements | payments to research pariicipants fas Mo [X ]
Fleicwork | off-campus actvity, eg nterdews Yes [ | Mo [ & |
Recombinant DMA ves | | Mo x|
Geneticaly mogiied organismes ves | | Mo [ X |
Blologically hazarous micro-organtsms ves | | Mo[X|
Chemically hazardous masarials vas [ Mo [
Human body ulds or tisswe ez [ | Mo [ X |
Radloisoiopes | unsealed SOUrCES Yes || Mo ||
korising radiation ez [ | Mo [ X |
Hon-iariking radlazon ez [ | Mo [ X |
Any other potential safaty NAzard for eftner particlpants of researchers?  Yas | | No | X |

It "Yag" bo any of the above, you may need bo submit a Safety Clearance application bo the
Unkiersity's Health and Safety Team. Please refer to the Safery in Rasaarch and Teaching she for
miofe Information.
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PART F1 — COANVESTIGATORS other than student researchers

List all co-Investigations on the project who ane mot students conduciing the reseanch as a component of thelr
stsdles. I slwdents of the University are working on the project, g as reseanch assistants, but not using the
ressearch for theair shadies, they should De Bsbed here.

Hama [MFe . ghen narme Sl mae)
Gualfications
SBS D

Diwvl=lon
Malling address
Contact phons | Tax

Hame mye - gven ame S famly rame)
@ualimcations

SBES ID
of Organization
Divislon

Confact phons | Tax
Emall
Capy fahie and repedl fior e3ch adiivonal co-invesHganor

PART F2 — STUDENT RESEARCHERS
Lis? @l sTdents Working on the project wino are condwciing the ressarch a5 a componant of their shudies.

Hame (MEe e nome Sl fame) Nirc. Suba Al-Haddad
- Deplomas in Accounting from PA AFT-Forwadt, 1997
-  Bachelor in Accomnting from Applied Science
University-Bahrain, 2011
Gualfications -
ua - MNBA fiom ATN-Fomait, 2015
-  MARE from SBS5-Dubai 2018

School SBS-Drbai

Malling addrass Surra B 6 5t 10 H 10

Contact phons | fax G5 BRESEZ1E

Emal S ke a Eai L oo
Hamg of $agres program nEA

SBS 7 L] Other [cheass soectir

Sobmitted by: Suha Alhaddad, Stodent IT: 6423
SB35 1D G423

Princlpal supsrvizor D Baem Mazo
Capy fabie and repear for e3ch adaitional stdent.
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PART G1 — DECLARATION BY APPLICANTS

All of the required signatures in this part must be provided before this application can be processed. (Refer to
Special Cil in the Appendix — How to submit your application.)l declare that the information provided in this
application is truthful and as complete as possible.

« In signing this application, | declare that the research protocol conforms to the Swiss Ethical
Standards.

« | undertake to conduct the research in accordance with the approved protocol, the National Statement,
relevant legislation and the policies and procedures of SBS Swiss Business School.

« Where | am the project supervisor for the research described herein which will be conducted by a
student of SBS Swiss Business School, | declare that | have provided guidance to the student in the
design, methodology and consideration of ethical issues of the proposed research.

| make this application on the basis that the information it contains is confidential and will be used by
SBS Swiss Business School for the purposes of ethical review and monitoring of the research
project described herein, and to satisfy reporting requirements to regulatory bodies. The information
will not be used for any other purpose without my prior consent.

All investigators named at B2 , F1 and F2 are to sign this declaration.

Name Signature Date
Chief investigator/ | Dr. Beenu Mago
project supervisor bm_

Investigator 2

Investigator 3

Investigator 4

Investigator 5

Investigator 6

To be completed by the Chief Investigator / Project Supervisor

Level of Review
Having completed this application, | believe that this project qualifies for (X one box):

Expedited Ethical Review Level 1 [ ] or Expedited Ethical Review Level 2 ]

Attachments:
| have attached the required documents as follows: (please X)

o Participant Information Statement(s)

» Verified translations of Participant information Statement(s) N/A
e Participant Consent Form(s) N/A
o All recruitment material, eg advertisements, posters N/A
e Surveys / questionnaires X | NA
e Focus group / Interview schedule(s) N/A
e Funding application(s) / Contract / Agreement N/A
e Approval(s) from other HRECs N/A

SBS Human R h Ethics Committee — Initial Application - Expedited Review

Submitted by: Suba Alhaddad, Stodent ID: G422

Comnents
o ane Invited io add comments to suppiemant your application i you think something has not besn
covensd, or o provide Tesdoack on this Torm.

A
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