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Abstract

Workplace creativity is a key element that determine an organization to be successful
in today’s era. However, it is unclear that the correlation between workplace autonomy and
coworker support on workplace creativity. Therefore, this study utilized quantitative and
cross-sectional design to examine the relationship between workplace autonomy and
coworker support on workplace creativity among Malaysian undergraduate interns. There
was a total of 85 respondents were recruited using purposive sampling by distributing the
online survey through Facebook, WhatsApp, and Microsoft Teams. The participants recruited
were mainly UTAR undergraduates who have completed their internship program. The result
reported a significant positive correlation between workplace autonomy and coworker
support on workplace creativity among Malaysian undergraduate interns through Pearson
Correlation Coefficient. Besides, workplace autonomy and coworker support were found to
significantly predict workplace creativity by performing multiple regression analysis. For
future study, longitudinal study method is suggested to determine the causal-effect

relationship between workplace autonomy, coworker support, and workplace creativity.
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Chapter |
Introduction

Background of Study

Workplace Creativity has been an essential factor in determining organizational
competence and success, throughout the production process of novel and useful ideas
(Amabile, 1996, as cited in, Helzer & Kim, 2019). The importance of creativity has been
sharply increased alongside the rapid developments in technology and global competition,
which forces the industry to innovate (Chen and Kaufmann 2008; Zhou and Hoever 2014, as
cited in Helzer & Kim, 2019). It is nearly endemic of the COVID-19 in the year 2022,
however, things changed and shifted a lot in the past three years, especially in the workplace.
One of the significant changes is virtual alternatives in replacing the physical ones, virtual or
remote work is one of them in the list. During the pandemic, where social distancing has
become a major health concern policy, people were encouraged to shift from traditional
working hours in the office to WFH (Work-From-Home). Workplace creativity has reached

another level of demand in maintaining an organization’s competence.

Autonomy has been in a debate which it is highly related to creativity (Yoo et al.,
2018). Autonomy was defined as the ‘the degree to which the job provides substantial
freedom, independence, and discretion to the employee scheduling the work and in
determining the procedures to be used in carrying it out’ (Hackman & Oldham, 1975). As a
result to optimize employees’ creativity, past research from India shows that the perceived
workplace autonomy moderates the relationship between employee engagement and
creativity (Pattnaik & Sahoo, 2020). However, another study reported that the autonomy and
practice opportunities in the workplace are usually given too much or insufficient, which

perceived tensions by employees (Olmos-vega et al., 2022). On the other hand, coworker
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support has become a critical factor creating a creativity-fit environment where employees
are expected to share ideas (Hon et al., 2014; Koseoglu et al., 2020), which was supported by
another research that sufficient coworker support and authorities are required for creative and

consistent job performance (Appu & Kumar Sia, 2015).

Internship, or Industrial Training Program, is commonly considered as one of the
most important things for university and college students, which offer opportunities for
students or fresh graduates to apply their knowledge taught from the classrooms in the
professional field settings related to their area of study (Anderson et al., 2002; Lei & Yin,
2019). It is mandatory for undergraduate students from the majority of the courses to get a
passing grade in their internship program in order to graduate from their course (Silva et al.,
2018; Hora et al., 2020). By mentioning the characteristics and importance of internship, it
seems similar compared to a regular employment, although it is common with certain
retention rate for a company and organization to hire fresh graduate interns as employees, as
the main goal of internship program is to equip students with future career readiness in their
respective fields (Maertz et al., 2014; Hora et al., 2020). Unlike regular employees, Internship
programs consist of full- or part-time options, in return of respective hours of course credits
and/or monetary incentives, within a specified duration of work at certain deadlines
(Anderson et al., 2002; Lei & Yin, 2019). Students may check out whether their interested
company or organization are opening positions for internship recruitments similar to how it
works for regular employment. On the other hand, higher education institutions are also
prioritizing to increase and enlarge their partnerships with firms and companies in order to
provide the best internship opportunities and experience they could get for the students due to

the growing education and market demands (Mario et al., 2019).

It seems relevant when the comparison has been made between the interns and the

regular employees. However, the results are the one who speaks the truth, same goes to job
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performance in the workplace. Past studies show that there are some bridging gaps of
expectations between the three main internship stakeholders: employers, academic
supervisors and students (UrquiaGrande et al., 2020). While, students were expected by the
employers to have more creativity and cognitive skills (Urquia-Grande et al., 2020).
Considering that creativity was mentioned for its importance in the workplace, it is essential
to determine how creativity is stimulated in the workplace. Past studies reflected both
positive and negative satisfaction on virtual internships experiences from supervisors and
students, however they agree in common that the soft skills, technical skills, communication,
opportunities to share information, knowledge and experiences were likely increasing due to

remote working method (Jeske & Linehan, 2020; Teng et al., 2022).

Due to the shift of the workplace environment, that flexibility and adaptability
become a demand for both workplace and interns, workplace autonomy and coworker support
has become essential in building a foundation for workplace creativity to enable creativity

performance of the interns.

Problem Statement

“Historically, internships played a vital role in education.” (Herring et al., 1990, as
cited in Lei & Yin, 2019). Internship program has been so important that it is considered as
one mandatory credit in most of the tertiary education programs. There is not much past
studies found regarding the performance of interns in Malaysian context. Considering the
current internship offers, there are both paid and unpaid offers in exchange for the internship
experience. There exists an unclear comparison between the unpaid and paid interns in terms
of efforts put into work, work behavior, and work attitudes despite the experience is unique to
each individual (Rogers et. al., 2021). This situation is a contradiction as the society is eager

to agree that internships are important for undergraduate or fresh graduates to prepare
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themselves for the future career, however, neither any actions were taken to enhance the case.
From the employers’ perspective, interns were expected to do well in creativity and cognitive

skills, or namely the transversal skills (Urquia-Grande et al., 2020).

Creativity is one of the most important impetuses in deciding the success of creative
companies. (Du et. al., 2021). Taking the creative industry in Malaysia as an example, the
Gross Domestic Products (GDPs) for the creative industry in Malaysia had been stagnant
from the year 2015 until 2019 at a low 1.5% (Department of Statistics Malaysia, 2020). The
employment rate of the creative industries had also reduced from 6.0% in the year 2015 to
5.7% in the year 2019. This is in accord with the conclusion from a previous study published
by Tan, Balaya & Goh (2022), whereby the main challenge faced by creative industries in
Malaysia is the lack of creative talents. The lack of creative talents in Malaysia caused the

reducing employment rate in the creative industries of Malaysia.

According to the Department of Statistics Malaysia (DOSM), a survey published in
the year 2022 had shown an increasing unemployment rate since the year 2019. From 2019
Quadrant 1, with a low 3.3% of unemployment rate, Malaysia had risen to its highest rate of
5.1% in the year 2020 Quadrant 2 before reducing to 4.3% unemployment rate at the end of
the year 2021 (Department of Statistics Malaysia, 2022). There is an evident increase in the
unemployment rate since pre-pandemic. The decreasing rate of employment signifies that
graduates in Malaysia are lacking and do not fulfill the basic requirements of employment in
terms of soft skills development. In accordance with this, a statistic published by Department
of Statistics Malaysia (DOSM) had shown an increasing skill-related underemployment rate
in Malaysia. The year 2019 started with a low 32.9% and reached its peak in the year 2020
with a high 37.9% of underemployment rate before reaching 37.5% of underemployment rate
by the end of the year 2021 (Department of Statistics Malaysia, 2022). According to Seetha

(2014), employers acknowledged the lack of ability within fresh graduates of Malaysia to
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think or analyze critically and creatively to generate solutions. There had been an emphasis
on the importance of workplace creativity within an organization with the establishment of
critical thinking and analytic training programs online. Other than that, Kim and Rou (2018)
had stated that Asian societies shared the collectivistic culture within organizations.
Furthermore, the collective culture within an organization contributes towards molding
coworkers’ relationships which ultimately generates similar responses or the lack of creativity

towards solving issues (Kim & Rou, 2018).

Significance of Study

Companies that face having internships who are not able or willing to perform well
caused by workplace creativity does not only affect the intern’s effort and experience in
applying their academic skills and knowledge into the workplace. It also affects the company
or organization’s profitability and performance the same as the underperforming employees
do. However, studies regarding the intern’s performance in the workplace are still under
examination as well as the importance of the issue is underrated. This study would be
beneficial to the companies and organizations’ awareness in raising awareness on improving
workplace creativity, which is essential for interns’ performance, which enhances the

organization’s performance as well.

Furthermore, companies or organizations may have the possibility of not being aware
enough of the importance of internship performances. Interns are considered as short-term,
temporary, with lower salary, and working on basic level of tasks, and even not considered as
“employees” under the labor act. However, interns are one of the main sources of occupying
the workforce for tomorrow. Therefore, this study is highly beneficial for the interns

themselves, as they will be able to identify the factors that affect their performance in the
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workplace, which may be underestimated by their supervisors and working environment, at

the same time, allow them to make improvements in their situation.

In contrast, there has been a lack of past studies regarding the internship programs as
well as interns. Many focus on regular employees, however, the number of interns are
increasing sharply in the industry along with the rise of educational importance. This research
will provide a better insight in depth, to understand how workplace creativity could be
formed along with workplace autonomy and coworker support and provide a better

foundation for researchers who are interested in the relevant topics.

In conclusion, based on the statistical data we collected, we hope our findings may
raise the awareness among undergraduate students and companies. The results will be
beneficial to human resource managements, consultants, and interns themselves in order to
implement helpful strategies and changes to the current workplace environment. We hope our

study could contribute to future relevant research regarding this topic.
Research Objective

The main objective of this study is to investigate the relationship between workplace
autonomy, coworker support, and workplace creativity among undergraduate interns in
Malaysia. Our current study will focus on the significant correlation between workplace
autonomy and workplace creativity, at the same time, between coworker support and

workplace creativity among undergraduate interns in Malaysia.
Research Questions

1. Is there any significant relationship between workplace autonomy and workplace

creativity among undergraduate interns in Malaysia?
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2. s there any significant relationship between coworker support and workplace

creativity among undergraduate interns in Malaysia?

3. Will workplace autonomy and coworker support predict workplace creativity among

undergraduate interns in Malaysia?
Hypotheses

Hol: There is no significant relationship between workplace autonomy and workplace

creativity among undergraduate interns in Malaysia.

H11: There is a significant relationship between workplace autonomy and workplace

creativity among undergraduate interns in Malaysia.

Ho2: There is no significant relationship between coworker support and workplace creativity

among undergraduate interns in Malaysia

H12: There is a significant relationship between coworker support and workplace creativity

among undergraduate interns in Malaysia.

Ho3: Workplace autonomy and coworker support will not predict workplace creativity

among undergraduate interns in Malaysia.

H11: Workplace autonomy and coworker support will predict workplace creativity among

undergraduate interns in Malaysia.
Conceptual Definitions

Workplace creativity. Workplace creativity is the environment which stimulates
creativity in work and operation within employees. According to Zhou & Hoever (2014),
workplace creativity is an essential motivation for organizational innovation and victory

demonstrated by groups and individuals in the organization. Creativity could be seen as the
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product of novelty and usefulness, in terms of fluency and flexibility, which is the number of
ideas generated or in different categories (Zhou & Shalley, 2011, as cited in Zhou & Hoever,

2014), or originality of ideas (Shalley & Zhou, 2008).

Workplace autonomy. Workplace autonomy is the level of autonomy and authority
one employee was given by the organization or supervisor over their work. According to
Breaugh (1985), workplace autonomy is formed by criteria that determine the degree of
choice regarding the procedures to execute on one individual’s work, the extent an employee
feels they have controlled their work activity schedules, and the degree of choosing the

criteria of their performance appraisal.

Coworker support. Coworker support is the level of support given by members of the
organization in the workplace. According to Tews et al. (2013), coworker support is
distinguished into instrumental and emotional support, which stands for task-focused and

person-focused support respectively.

Operational Definitions

Workplace creativity. Workplace creativity is measured by the Creativity at
Workplace Organization Scale, a 20-item Likert scale. A higher score shows a higher level of
workplace creativity characteristics (Musek, 2020). Related instruments of workplace
creativity were measured using the 13-item creativity scale (Zhou & George, 2001),

measuring the creativity and innovation behavior of employees in the workplace.

Workplace autonomy. Workplace autonomy is measured by the Work Autonomy
Scale, a nine-item Likert scale with three subscales which are method autonomy, scheduling
autonomy, and criteria autonomy. The higher scores indicate the higher level of autonomy
(Breaugh, 1999). One related instrument for workplace autonomy is the Factual Autonomy

Scale (Spector & Fox, 2003), consisting of 10 items, the higher scores representing a higher
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level of autonomy. Another measurement is the Job Diagnostic Survey (Hackman & Oldham,

1975), which measures several characteristics of jobs, including workplace autonomy.

Coworker support. Coworker support is measured by the Coworker Support Scale, a
14-item scale with two subscales which are instrumental support and emotional support. The
higher scores demonstrate a higher level of coworker support (Tews et al., 2013). Related
measurement for coworker support by (O’Driscoll et al., 2004), which consists of five items,
ranging from “Strongly Disagree” to “Strongly Agree” (O’Driscoll et al., 2004, as cited in,

Hoang, 2014).
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Chapter 11

Literature Review

In the present day, organizations need creative talents to adjust to the ever-changing
market trends as well as to conform to the changes within the industries. Cekmecelioglu &
Gunsel (2011) stated that provision of the same services as well as products over a long
period do not satisfy the market and will not last long enough for the organization to survive
in the mature phase of industry cycle. In accordance with that, Sarkar & Chakrabarti (2015)
mentioned that job opportunities come with requirements to a certain level of creativity as
both individual and group creativity is significant for organizations performance.
Furthermore, the same author had also mentioned that extrinsic factors such as environmental
and social factors contribute towards creativity. Paramitha & Indarti (2014) classify the
factors which contribute to creativity into personal and contextual factors. The presence of
coworker support generates intrinsic motivation which leads to an increased interaction
between the employees. High volume of interaction between employees ensures the
exchanges of information as well as relay of knowledge which is significant towards

enhancing creativity.

Workplace Autonomy and Coworker Support

Based on a past study conducted by Sia and Appu (2015), the authors had stated that
the workplace autonomy namely method, schedule and criteria autonomy in the workplace
have a positive influence towards workplace creativity. Attih & Agbarakwe (2021) had also
stated that internship programs with high flexibility such as Teaching Practice (TP) should be
included within internship programs among undergraduate students to encourage the
development of creativity in the workplace. High participation rate among employees

encourages different perspectives which in return stimulates creativity. According to Lee et.
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al. (2021), coworker’s support has a significant positive relationship in enhancing workplace
creativity. Coworker support significantly increases workplace autonomy. However,
according to a past study conducted by Van Mierlo et.al, (2006), the effects of coworker
support on autonomy were restricted with increasing coworker support. Similarly, Marjolein
et.al. (2022) stated that creativity has minimal association with coworker support under
moderate levels of work autonomy. Therefore, research on the relationship between coworker
support and workplace autonomy on workplace creativity should be conducted to understand

the relationship between the factors affecting workplace creativity.

Workplace Autonomy and Workplace Creativity

According to Kahn (1990, as cited in Pattnaik & Sahoo, 2020), the concept of
employee engagement as “harnessing of organization members’ selves to their work roles; in
engagement, people employ and express themselves physically, cognitively, and emotionally
during role performances”. Which indicates that the way employees engage and interact with
their job and environment is a crucial key to employee performance. In a meanwhile,
employee engagement was also indicated as one of the essential contributing factors to
workplace creativity in affecting the level of task performance (Slatten and Mehmetoglu,
2011; Alfes et al., 2013; Eschleman et al., 2014, as cited in Pattnaik & Sahoo, 2020).
Throughout the study done by Pattnaik & Sahoo (2020), they found that there is a relationship
between employee engagement and creativity through the moderating effect of perceived
workplace autonomy. Employees who are engaged and involved showed more dedication and
enthusiasm and were more likely to contribute different ideas to their tasks (Pattnaik &
Sahoo, 2020). According to componential theory of creativity (Ambile, 1988), it states the
importance of workplace autonomy which contributes to workplace creativity, which
autonomy was defined as “the degree to which the job provides substantial freedom,

independence, and discretion to the individual in scheduling the work and in determining the
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procedures to be used in carrying it out” (Hackman & Oldham (1974, p. 162, as cited in
Pattnaik & Sahoo, 2020). According to Hackman and Lawler (1971, p.264, as cited in
Pattnaik & Sahoo, 2020), it further emphasized that it is the employees’ experience in the

workplace that matters towards their attitude and behavior, compared to their objective state.

Learning opportunities could contribute to a creative workplace, while autonomy and
active engagement were described as the essential elements of workplace learning (Olmos-
Vega et al., 2017). However, between the negotiation of employees and their supervisors,
there may be tensions happening due to the level of autonomy given to the employees.
Firstly, employees may feel tension when supervisors give too much autonomy and too many
opportunities to participate. Secondly, supervisors give too little autonomy or too few
opportunities to participate (Olmos-Vega et al, 2017). Employees may feel unprepared to take
over the opportunities or autonomy given when the complexity of tasks is higher than
expected or they are not well equipped with the skills required. This happens when
supervisors overestimate their employees’ capabilities or capacity of work. Employees may
enlist support from their supervisors to “call for help” or reach out experienced peers when
they feel the learning environment is unsafe. However, when little autonomy or opportunities
are given, employees would feel that their supervisors are literally restricting their
opportunities to be involved and their autonomy to make decisions, presuming they are not
prepared to perform the task. In this case, employees may negotiate with their supervisors or

turn into passive observers (Olmos-Vega et al., 2017).

According to Binnewies and Gromer (2012), having a high level of work control does
not influence the idea creation of an employee. Moreover, a past study from Zhang et. al.
(2016) stated that under certain circumstances, there is no positive relationship between work
autonomy and creativity. Whenever the learning goal orientation is low, and the

psychological performance pressure of the employee is high, the creative performance of the
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employee tends to be irrelevant (Zhang et. al., 2016). Furthermore, from a study conducted by
Lu et. al. (2017), work autonomy and workplace creativity are double-edged swords and
could produce different outcomes based on the employee values on having work autonomy.
The mixed findings regarding workplace autonomy and creativity signify the need to conduct
research on workplace autonomy and creativity of students having internship experience in

organizational environments.

Coworker Support and Workplace Creativity

Coworkers hold a significant role for an intern at work. Coworker support in
workplace creativity involves both instrumental and emotional support through generating,
communication, and implementation of ideas (Binnewies & Gromer, 2012). The daily social
interaction at the workplace between both coworker and intern encourages sharing of
information. According to Paramitha & Indarti (2014), coworkers provide resources such as
information, ideas, and knowledge to stimulate the thought process and ultimately increase
the capability to generate new ideas. Madjar (2008), stated that coworker support creates an
environment which enhances creativity by increasing the willingness to share their ideas.
Therefore, the presence of coworker support will increase the production of new ideas which
is associated with increasing creativity (Paramitha & Indarti, 2014; Appu et. al., 2015). While
individuals receive social or work support from coworkers, the interns will benefit from the
experience as well as different ideas and solutions provided to them which ultimately leads to
a more creative performance at work (Appu et. al., 2015). According to Kim (2019),
creativity requires resources such as knowledge and stimuli such as situations to develop and

does not appear within a dry and vacuum environment.

Filieri & Alguezaui (2014) also stated that knowledge is the raw material for developing

creativity and the relay of knowledge within organizational employees will be the start of an
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improved workplace creativity. Coworker support such as social cues as well as exchange of
ideas are significant in fostering employees’ creativity (Kim, 2019). Following that,
Binnewies & Gromer (2012) stated that the greater the amount of support received from
coworkers, the greater the number of resources such as thought process and skills available
for developing creativity. Past research had shown that there was evidence of a positive
relationship between coworker support and employee workplace creativity (Hammond et. al.,

2011).

On the other hand, from a past study carried out by Zaitouni and Ouakouak (2018),
although there is a significant positive relationship between coworker support and creativity,
there is no relationship between coworker engagement in moderating coworker support and
creativity. Moreover, according to Kim et. al. (2020), support from coworkers involving
hierarchy produces a negative relationship with creativity. The author mentioned that
employees would prioritize the support from individuals from higher roles as compared to
workers who performed the same role. Therefore, individuals would opt for the supervisor’s
resources which would decide the salary, incentives as well as promotions and ignore the help
from other individuals with less influence within the organization (Kim et.al, 2020).
Although past studies have had mixed findings regarding the relationship between coworker
support and creativity. However, the research papers are focused on employee level and
there is still no research found on the relationship between coworker support and workplace

creativity of students having internships at organizational level.

Theoretical Framework

Componential theory of creativity. According to a study by Amabile (2012), the
componential theory of creativity is a comprehensive model of social and psychological

elements that are necessary for producing a creative work. In this theory, there are four
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components necessary for creative response. Three of them are within the individual and one
component is outside the individual, which is the social environment in which the individual
is working. The social environment or work environment includes all the extrinsic motivators

like work autonomy and coworker support.

Componential theory of creativity emphasizes the role of workplace autonomy in
improving an individual’s creativity based on the definition of creativity as the production of
ideas or outcomes that are both novel and appropriate to some goal. This theory claims that
work autonomy is conducive to employee creativity (Amabile, 1988). Besides, Oldham &
Cummings (1996) study found that the autonomy supportive supervisory style encourages
employees to be more cognitively flexible and produce creative ideas and solutions
persistently. Amabile & Gryskiewicz (1989) study found that work autonomy is the most
important element of the working environment that boosts employee’s creativity. Work
autonomy perceived by employees may facilitate creative work performance as it helps in
improving adaptability in the creative process (Ryan & Deci, 2000). According to Amabile &
Mueller (2008) study, workplace creativity increases when employees experience high work

autonomy in fulfilling their job or when they have a sense of control of their work process.

This theory also suggested that coworker support can improve workplace creativity.
Paramitha & Indarti (2014) study found that coworker support can promote the creativity of
the employees. Also, Appu & Surendra (2015) study found that employees' mutual respect

and support can have a positive influence on their creative work performance.
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Conceptual Framework

Work Autonomy

Workplace Creativity

Co-worker Support

Figure 1. Conceptual framework model

Based on past research, the conceptual framework model is proposed and
demonstrated as shown in Figure 1, which is about the relationship of work autonomy and
coworker on workplace creativity. In this framework, work autonomy and coworker support
are the predictor variable, while workplace creativity is the outcome variable. This study will
examine the relationship between work autonomy and workplace creativity, the relationship
between coworker support and workplace creativity, and whether both work autonomy and

coworker support will predict workplace creativity.
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Chapter 111
Methodology
Research design

This research utilized a cross-sectional research method to study the relationship
between work autonomy and coworker support on workplace creativity, and prediction of
work autonomy and coworker support on workplace creativity. The quantitative method was
applied in this research for data collection and data analysis as this study did not involve
manipulated variables and data were only collected once from the participants. The
quantitative data would be collected using an online questionnaire by distributing it through
an online survey (Qualtrics) to collect data from undergraduate interns in Malaysia. Utilizing
quantitative research enables a larger number of participants to be recruited in a short time for
data collection. It is also a cost- effective way as data would be collected once only (Wang &

Cheng, 2020).
Sampling technique

Sample size. This study used G-Power to evaluate the sample size with the expected
effect size, f°=0.19, statistical power level of 0.95 and error probability level of 0.05. The
numbers of predictors were inserted as two which were work autonomy and coworker
support. Based on the G-Power sample size calculator, the sample size for this study is 85.
However, this study would recruit more than 150 participants for a more accurate result and

to avoid some issues in the raw data like not truthful answers and incompatible data.

Participants. There was a total of 140 responses collected in this study. After
removing uncompleted responses and incompatible data, 85 valid responses were retained for

data analysis. In the present study, it involved 21 male respondents (24.7 percent) and 64
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female respondents (75.3 percent). The age of respondents was between 19 to 27 years old.
The respondents mostly were Chinese, and their quantity was 73 (85.9%), followed by eight
Indian (9.4 percent), three Orang Asli (3.5%) and one Malay (1.2%). 76 of the respondents
were in Year 3 (89.4%), eight Year 4 students (9.4%), and one Year 2 student (1.2%)
participated in this study. Most of the respondents were studying in University Tunku Abdul
Rahman with a quantity of 82 (96.5 percent), and one respondent (1.2 percent) was from
University of Malaya, HELP University, and Management & Science University

respectively.

Sampling method. The sampling technique that applied in this research is
convenience sampling. It is a non-probability sampling technique and participants were
recruited nonrandomly. It is fast and can be achieved easily (Jupp et al., 2011). By utilizing
this sampling method, less time and lower cost are required for data collection. Many
participants are expected to be recruited as convenience sampling enables participants to be
accessed easily through the internet. Researchers can collect responses from participants who
are currently doing their industrial training or those who have done it in a short period of

time.

Research Location

This study was conducted at Universiti Tunku Abdul Rahman Kampar (UTAR)
Campus in Perak, Malaysia. It is a private university, and majority of students are from
different states of Malaysia. Since the undergraduate interns are the targeted population for
this research, the students who are currently conducting their industrial training and the
students who have completed their industrial training can contribute their experience or

thought which is associated with this research for studying the relationship between work
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autonomy and coworker support on workplace creativity, and prediction of work autonomy

and coworker support on workplace creativity.

Pilot study

A pilot study was performed to measure the reliability of the instruments used in
Malaysian context. An online questionnaire that contains all items of Work Autonomy Scale,
Coworker Support Scale, and Creativity at Workplace Organization Scale were created and
distributed to participants who fulfilled the requirement. The participants were requested to
fill in their basic demographic information and a consent form. After data collection, a total
of 106 responses were collected and seven responses were removed from the pilot study due
to incomplete response. Finally, the number of responses that were involved in the pilot study

was 92.

Research procedure

An online questionnaire was created using the Qualtrics platform. The participants
were needed to complete a consent form to express their agreement in taking part in this
research voluntarily. Only the respondents who agreed with the terms and conditions attached
on the first and second page, which contains the purpose of the study and informed consent
will be allowed to participate in this research. The consent form consisted of six questions
and the respondents needed to answer all questions to show their willingness to participate in
this anonymous survey voluntarily. By filling out the consent form, it showed that they
agreed that their responses will only be used for academic purposes and their information and
privacy will be kept confidential. After completing the consent form, they will be asked to
complete the questionnaire. The questionnaire requested respondents to complete an
informed consent form, demographic information, and education level. Then, the respondents

had to spend around five minutes answering the questionnaire in English. To collect
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responses from target respondents, the survey link with description was sent to people around
us who fulfill the requirement using “WhatsApp” and was being shared on “Facebook”. Also,
we went to UTAR library and politely asked UTAR students who fulfilled all requirements to
help in contributing their data. In addition, a private message of survey link with description
was sent to potential participants using “Microsoft Teams”. If the respondents had any
inquiries, they were welcome to contact us through the email provided in the description.
After data collection, the data was transferred to IBM SPSS Statistics version 23 for further

analysis.

Instruments

Three instruments are used in the current study to examine the relationship between
workautonomy and coworker support on workplace creativity, and prediction of work
autonomy and coworker support on workplace creativity. Then, nine questions were

designed to obtain demographic information of participants.

Demographic Information. The respondents were requested to fill in their
demographic information such as age, gender, ethnicity, educational level, current
institution, course of study, and year of study. Then, they had to answer whether they had

completed their internship program and the duration of their internship program.

Work Autonomy Scale. This scale is generated by Breaugh (1985). This scale
consists of nine items and three aspects of work autonomy are measured by three items
each which are method autonomy, scheduling autonomy, and criteria autonomy. A sample
item of method autonomy is: | am free to choose the method(s) to use in carrying out my
work. Then, a sample item of scheduling autonomy is: | have control over the scheduling
of my work. Besides, a sample item of criteria autonomy is: My job allows me to modify

the normal way we are evaluated so that | can emphasize some aspects of my job and play
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down others. The items are measured using a five-point Likert scale (1 = Strongly
Disagree, 2 = Disagree, 3 = Disagree Slightly, 4 = Neither Agree Nor Disagree, 5 =
Slightly Agree, 6 = Agree, 7 = Strongly Agree). The scores of all items will be summed up
and higher values reflect greater autonomy. The Coefficient Alpha for method autonomy,
schedulingautonomy, and criteria autonomy are .93, .88, and .85 (Breaugh, 1999), and the

average value obtained was .809.

Coworker Support Scale. Settoon and Mossholder (2002) measures are utilized to
assess coworker support. There are six items to measure instrumental support and eight
items tomeasure emotional support. A sample item of instrumental support is: My
coworkers help me when I’'m running behind in my work. A sample item of emotional
support is: My coworkers try to cheer me up when I’'m having a bad day. The respondents
will indicate the extent to which they agree with each statement with a five-point Likert
scale (1 = strongly disagree, 5 = strongly agree). The scores of all items will be summed up
and higher values reflect greater coworker support. The Cronbach’s alpha for the scale was

.87 (Tews et al., 2013).

Creativity at Workplace Organization Scale. This scale is generated by Musek
(2020) and it measures the level of creativity at the workplace by measuring how much the
employees view their organization as fostering and rewarding creativity. A sample item
this scale includes,”Fosters finding new ways of doing things”. There are a total of 20
items, and they are measured using a five-point Likert scale (1 = no characteristic at all, 5
= highly characteristic). The respondents who score below 30 means that they see their
organization has low responsibility infostering and rewarding creativity. The respondents
whose scores are between 30 and 40 meanthat they see their organization has under

average responsibility in fostering and rewarding creativity. Those whose scores are
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between 40 and 60 mean that they see their organization has average responsibility in
fostering and rewarding creativity. Respondents who obtain scores between 60 and 70
means that they see their organization has over average responsibility in fostering and
rewarding creativity. Lastly, respondents who score above 70 mean that they see their

organization has high responsibility in fostering and rewarding creativity.

Data Cleaning

A total of 140 responses were collected in the present study. There were 55 cases
that were excluded due to incomplete answers, or the respondents did not fulfill the
requirements. After removing incompatible data, a final 85 responses were obtained for

further data analysis.

Data Analysis Plan

After data collection is completed, analysis of collected data will be performed using
Statistical Package for Social Science (SPSS). Data analysis will be run to identify the
descriptive statistics, including mean and standard deviation, frequency for descriptive
statistics, outliers through screening, and the total scores from Work Autonomy Scale,
Coworker Support Scale, and Creativity at Workplace Organization Scale. Then, the
correlation coefficient will be evaluated to identify the inferential statistics by performing
Pearson Correlation Coefficient to answer the first and second research questions to
scrutinize the association between workplace autonomy and coworker support on the
workplace creativity. This significance level for the findings is fixed to be less or equal to
0.05 as the significance level for hypothesis testing in which the P value less than or equal
to alpha (a) is considered as statistically significant. Then, multiple linear regression will
be conducted to test if work autonomy and coworker support significantly predict

workplace creativity among Malaysia undergraduate interns.
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To determine whether the target population is normally distributed, the normality of
the data is examined through skewness and kurtosis. To support normal univariate
distribution, the acceptable range for skewness and kurtosis value are within the range of
+2 (Gravetter & Wallnau, 2014). Furthermore, Kolmogorov-Smirnov Test (KS test) would
be conducted as it can determine some specified continuous distribution (Lilliefors, 1967)
and the quantile-quantile (Q- Q) plot would be referred for distributional evaluation (Wilk

etal., 1968).

To assess the multicollinearity of predictors which are work autonomy and coworker
support, Tolerance and the Variance Inflation Factor (VIF) is used. Hair et al. (2010) study
indicates that there is a low association between predictors when Tolerance value > .10 and
VIF value < 10. Normality of residual, linearity of residual, and homoscedasticity are
accessed using scatterplot. Then, Durbin Watson will be used to test the assumption of
independence of errors. Norusis (1999) study indicates that the value closer to 2 showed

congruent to the assumption and value < 1 or > 3 violates the assumption.

The reliability test was conducted for the pilot study. The alpha Cronbach’s
coefficient for Work Autonomy Scale was (o = .89), while the alpha Cronbach’s
coefficient for Coworker Support Scale was (a = .92), and the alpha Cronbach’s coefficient
for Creativity at Workplace Organization Scale was (o = .94). According to Hinton et.al
study (2004), the value of Cronbach’s Alpha of .8 is considered highly reliable. The results
were shown in Table 3.1, and it showed that all three instruments have a higher reliability

value.

In the actual study, the alpha Cronbach’s coefficient for Work Autonomy Scale was
(0 =.86), followed by the alpha Cronbach’s coefficient for Coworker Support Scale was (o

=.92), and the alpha Cronbach’s coefficient for Creativity at Workplace Organization
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Scale was (o = .94). There was no past study on reliability of Creativity at Workplace
Organization Scale found, but the results of our pilot study and actual study indicated that
it has high reliability. The results for the reliability test were shown in Table 3.1 and it

showed that all the instruments were highly reliable.

Table 3.1

Reliability of the Instrument

Variable No. of Items Cronbach Alpha
Past study Pilot study Actual study
Work
Autonomy 9 89 889 860
Scale
Coworker 14 87 921 917
Support Scale
Creativity at
Workplace 20 936 942

Organization

Scale
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Chapter 1V

Results

Introduction

For chapter IV, the test of normality was conducted to determine the normality of the
distribution. Continuous distribution of the data was tested with Kolmogorov-Smirnova Test
(KS Test) and Shapiro-Wilk Test (SW Test), whereas Q-Q plot and histogram were also
plotted to determine the normality of the distribution. Following that, demographic data were
grouped and tabulated accordingly to provide a clearer picture of the demographic of the
target respondents. Moreover, correlation analysis was conducted to determine the
relationship between the variables. Lastly, a multiple regression analysis was conducted to
determine if the variables workplace autonomy and coworker support can predict workplace

creativity.

Normality Tests
Table 4.1

Skewness and Kurtosis

Skewness Kurtosis
Statistic Standard Error  Statistic Standard Error
Workplace .016 .261
Autonomy -.597 517
(WA)
Coworker -431 .261
1.536 517

Support (CS)
Workplace -.558 261

o 548 517
Creativity (WC)

Note: Significant at p<.05.
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The normality of distribution of the population was determined through the test of
normality via skewness and kurtosis. According to Gravetter & Wallnau (2014), the
acceptable range for normal and univariate distribution falls between the ranges of £2.
According to Table 4.1, the normality assumptions of the distribution are met. Following that,
referring to Figure 2 to Figure 7 (from the appendix), the Q-Q plot of each distribution was
close to the normal distribution line for all the variables. The histogram has also shown a bell
curve for the distribution of each variable. Therefore, the normality assumptions of all the

variables are met.

Table 4.2

Kolmogorov-Smirnov & Shapiro-Wilk Test

Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.

Workplace .067 85 .200* .982 85 .018
Autonomy

Coworker 077 85 .200* .982 85 273
Support

Workplace .080 85 .200* 978 85 147
Creativity

* This is a lower bound of the true significance.

a Lilliefors Significance Correction

For the test of normality, the Kolmogorov-Smirnov test was used as it was appropriate
to determine sample size of higher numbers (n > 50). According to Table 4.2, the significant
value for all the variables is greater than the confidence interval p >.05. Therefore, the data
for the null hypotheses are all accepted following a normal distribution. However, the
Kolmogorov-Smirnov test indicates that there is a need for higher number of sample size due

to the lower bound of true significance. Although the Shapiro-Wilk test is more appropriate
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to measure a smaller sample size (n<50), but the test can still measure up to the sample size
collected. Therefore, the test results are obtained to interpret the normality of the distribution
of the variables. The significant value from the variables needs to be within the confidence
interval set where p >.05 in order to be within a normal distribution. From Table 4.2, the
results indicate that both the variable coworker support (D (85) = .98, p =.273) and
workplace creativity (D (85) =0.98, p =.147) follow a normal distribution. However, the
Shapiro-Wilk test indicates that the distribution of workplace autonomy (WA) does not
follow a normal distribution, D (85) = 0.98, p = 0.018. The significant value of the variable
WA showed a significant value lower than confidence interval p<.05, therefore, the data of
the variable WA deviates from a normal distribution according to the value shown p =

0.018<.05.

Demographic Information

Table 4.3

Descriptive statistics

n % mean Standard

Deviation

Demographic Information

Age 22.38 2.58
Gender

Male 21 24.7

Female 64 75.3

Ethnicity

Malay 1 1.1

Chinese 73 85.9

Indian 8 9.4

Others 3 3.6

Internship
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Undergoing 16 18.8
Completed 69 81.2

From Table 4.3, the present study had collected a total number of 85 valid responses
after careful screening of valid responses. All the participants are Malaysian with an average
age of 22.38 years old. Among the participants, 24.7% of the participants are male (n = 21)
whereas the remaining 75.3% are female (n = 64). Ethnicity wise, 1.1% of the participants are
Malay (n = 1), 85.9% are Chinese (n=73), 9.4% are Indian (n = 8), and 3.6% (n = 3) are
from the minor ethnicity other than the major ethnicity mentioned above. Out of all the 85
participants, 18.8% (n = 16) are still undergoing internship or industrial training whereas

81.2% (n = 69) had already completed their internship or industrial training.

Pearson Correlation

Pearson product-moment correlation was run to determine the linear relationship
between the variables workplace autonomy (WA) and coworker support (CS) with workplace
creativity (WC). The test indicates the magnitude of association as well as direction of
relationship, either positive or negative, through the coefficient value. The range of the
coefficient value is within +1. The coefficient value -1 indicates a perfect negative
relationship whereas +1 indicates a positive relationship between the variables measured. On
the other hand, a coefficient value of 0 indicates that there is no relationship between the
variables. The coefficient values from 0 to 1 are differentiated into different degrees of
correlation such as strong, medium, and weak correlation. The p-value of the Pearson
product-moment correlation test was obtained to determine whether to reject the null
hypothesis. In order to accept the null hypothesis obtained, the p-value determined is required
to be greater than the significance level of a > .05. Therefore, any value of p <.05 is

determined as rejecting the null hypothesis.
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Table 4.4

Correlations between Workplace Autonomy (WA) and Workplace Creativity (WC)

wC
r p n
WA 491 .000 85

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

Hol: There is no significant relationship between workplace autonomy and workplace

creativity among undergraduate interns in Malaysia.

The Pearson product-moment correlation was run to determine the linear relationship
between both Workplace Autonomy (WA) and Workplace Creativity (WC). Table 4.4 shows
a medium positive association (+.3 <r + .5) between both WA and WC variables. (r =.491, n
=85, p =.000 < .05). Therefore, we conclude that the Hol was rejected, and the correlation is

statistically significant.

Table 4.5

Correlations between Coworker Support (CS) and Workplace Creativity (WC)

wC
r p n
CS 276* 011 85

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

Ho2: There is no significant relationship between coworker support and workplace creativity

among undergraduate interns in Malaysia.
Similarly, A Pearson product-moment correlation was run to determine the relationship

between Coworker Support (CS) and Workplace Creativity (WC). Table 4.5 shows a weak,
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positive relationship (+.1<r £ .3) shared between the two variables, (r =.276, n =85, p =.011
<.05). Therefore, we concluded that the Ho2 was rejected, and the data was statistically

significant.

Regression Analysis

Referring to the linear scatterplot model (Figure 2, Figure 4, and Figure 6 from
appendix) of both independent variables on dependent variable, it is determined that a
multiple regression analysis will be conducted to determine whether workplace autonomy

and coworker support can predict workplace creativity.

Table 4.6

Multiple regression analysis of workplace autonomy and coworker support on workplace

creativity.
Workplace Creativity

t p p F d.f. Sig. Adj.
Workplace 4.221 .355* .000 35.617 84 .000 452
Autonomy
Coworker  5.861 493* .000
Support
Note*p <.05

Ho3: Workplace autonomy and coworker support will not predict workplace creativity

among undergraduate interns in Malaysia.

The model was statistically significant with F (2, 84) = 35.617, p< .001 and accounted
for 45.2 % of the variance. Other than that, the independent variable coworker support can
predict workplace creativity better than workplace creativity, f =.493 and £ =.355. Following
that, the null hypotheses, Ho3 is rejected as the significant value is lower than the significance

level of p=.05
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Summary of Chapter

Through different runs of normality tests, the skewness and kurtosis showed a normal
distribution of the sample size. However, the SW test determined that the workplace
autonomy does not follow a normal distribution whereas the KS test requires more sample
size to be significant. The Pearson product-moment test produced results that show positive
relationships between workplace autonomy and workplace creativity as well as between
coworker support and workplace creativity. Lastly, the regression analysis shows that the
both the variables workplace autonomy and coworker support can predict the workplace

creativity of internship undergraduate students in Malaysia.
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Chapter V
Discussion and Conclusion
Discussion
Introduction

In accordance with the main objective of the study, to investigate the relationship
between workplace autonomy, coworker support, and workplace creativity, the present study
had produced results which show positive correlation between the variables. The results
proved that there is positive relationship between workplace autonomy and coworker support
with workplace creativity. Furthermore, the present study also indicates that both workplace

autonomy and coworker support are able to predict workplace creativity.
Relationship between workplace autonomy and workplace creativity

The Pearson product-moment correlation shown that there is a significant positive
relationship between workplace autonomy and workplace creativity among undergraduates
who had either completed or undergoing internship or industrial training. r =.491, n =85, p
<.05. Therefore, the null hypothesis suggested by the present study that there are no
significant relationship between workplace autonomy and workplace creativity among

undergraduates in Malaysia was rejected.

The results obtained from the present study shows similarity with past studies from
Khoshnaw & Alavi (2020) whereby the authors concluded that individuals with high job
autonomy in workplace produces greater job performance. The reason suggested by
Khoshnaw & Alawi (2020) are individuals provided with high job autonomy get to
experience continuous learning through raising self-efficacy in completing complexed tasks

which in return raises their job performance. Similarly, from a study conducted by Orth &
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Volmer (2017), the study concluded that there is a relationship between jo b autonomy and
creative behaviours. The authors followed up with the statement that innovative behaviours
are encouraged with the presence of increasing self-efficacy through job autonomy.
Therefore, job autonomy encourages an individual’s creativity to grow and ultimately
increases self-efficacy in work as well as work performance. A study carried out by Sia and
Appu (2015) investigating the relationship between workplace autonomy and workplace
creativity had also shown the same results as the present study whereby there is a significant
relationship between workplace autonomy and workplace creativity. The authors had also
suggested the addition of level of complex tasks as a moderator to increase workplace

creativity of the individuals.

On the other hand, past study had also found that excessive job autonomy produces
negative job performance. A study conducted by Lu et al., (2017) proved that too much job
autonomy provided to an individual produced negative results. Aside from that, the authors
also added, suggesting that the higher the job autonomy, the higher the possibility for the
individuals to commit unethical behaviours. Following that, according to a study conducted
by Olmos-Vega et al., (2017), excessive work autonomy will lead to an increase in perceived
stress. The authors stated that excessive work autonomy on inexperienced individuals will
perceive the extra responsibilities as too complex to be completed individually which
ultimately became stressful. Although the variable work autonomy shares a significant
relationship with work creativity. However, there are past studies which provided
inconsistencies in terms of results. Therefore, moderating effect of variables could be
investigated in the future studies to understand more about the strength between the

relationships (Noureen et al., 2021).

Relationship between coworker support and workplace creativity
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From the results of the present study, the Pearson product-moment correlation showed
that there is a significant positive relationship between coworker support and workplace
creativity for undergraduates who are either undergoing internship or had completed the
internship experience. r = .276, n =85, p <.05. Therefore, the null hypothesis suggested by the
present study in which there are no significant relationship between coworker support and

workplace creativity was rejected.

The results obtained from the present study share similar results from the past study.
One past study conducted by Attiq et al., (2017) stated that coworker support has a significant
positive relationship with workplace creativity. The authors added that coworker support
encourages individuals to be involved in tasks and increases the self-esteem of the individuals
at work. This ultimately leads to the individuals being encouraged to engage in creative work
behaviour as there is positive support from the coworkers. Similarly, a study conducted by
Zaitouni and Ouakouak (2017) believed that positive coworker support enables individuals to
be more productive and creative. Moreover, a study from Pattnaik and Sahoo (2020) stated
that coworker support in the form of engagement creates a positive experience which
encourages individuals to work in a creative manner. The author added that positive
experiences increase the willingness of individuals to explore more options in work and
increase their level of awareness through expending their creative resources from the
coworkers. In accordance with this, a past study conducted by Appu and Sia (2015) stated
that support from coworker is likely to increase the creative production of the individuals.
The authors had also added that the effect of coworker support acted as the catalyst to
increase the individual’s interest at work which ultimately increases the motivation to
perform better at work. Therefore, based on past studies as well as present study, there exists

a positive relationship between coworker support and workplace creativity.

Workplace autonomy, coworker support, and workplace creativity
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The main objective of the present study is to investigate the relationship of workplace
autonomy and coworker support with workplace creativity. The findings proved that both
workplace autonomy and coworker support share a positive significant relationship with
workplace creativity among undergraduates who are undergoing or had completed their
internship. From the findings, it is also proved that the variable coworker support predicts
workplace creativity better than workplace autonomy. § =.493 and f =.355. Following that,
the results obtained rejected the null hypothesis suggested in the present study whereby the
workplace autonomy and coworker support will not predict the workplace creativity among

undergraduate interns in Malaysia.

The present study had indicated that workplace autonomy can predict workplace
creativity which is consistent with past study conducted by Truer and McMurray (2012). The
past study concluded that one of the factors which could predict an individual’s creativity at
work is autonomy provided in the work environment. Furthermore, the same study had also
mentioned that coworker cohesion, or coworker support functions to reduce conflict as well
as enhance communication within the team which ultimately predicts the workplace
creativity. Other than that, in a past study conducted by Hammond et al., (2011), workplace
autonomy may be an important factor in predicting the creativity of an individual in the
workplace. The authors suggested that workplace autonomy which is under organizational
climate enhances workplace creativity through providing the individuals with freedom to

have options as well as to make decisions on the method and resources.

Summary of Discussion

In conclusion, the present study provided findings which rejected the null hypotheses
suggested and this achieved the objectives of the study which is to investigate the relationship

between workplace autonomy, coworker support, and workplace creativity among
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undergraduate interns in Malaysia context. The results obtained are consistent with the past
studies which indicated that workplace autonomy and coworker support shares a positive
significant relationship with workplace creativity (Aneesh et al., 2015; Attiq et al., 2017;
Khosnaw & Alawi, 2020; Lu et al., 2017; Noureen et al., 2021; Olmos-Vega et al., 2017;
Orth & Volmer, 2017; Pattnaik & Sahoo, 2020; Zaitouni & Ouakouak, 2018)). Furthermore,
the positive predictability of workplace autonomy and coworker support onto workplace
creativity is consistent with findings from previous studies as well (Hammond et al., 2011;
Truer & McMurray, 2012). The findings suggested that workplace autonomy and coworker

support both contribute towards the level of workplace creativity.

Limitations of Current Study

Hereby to consider and address the limitations of the current study. Firstly,
convenience sampling method was used in the data collection procedure, due to time, cost,
and manpower constraints. Hence, there is a possibility of selection bias due to non-
probability sampling, which the collected sample might not be convincing to represent the

respective population.

Secondly, cross-sectional study was used in data collection, which is unlikely to
trace the long-term changes of the independent variables which contribute to the dependent
variable. Hence, the causal-effect relationship between variables was not sufficient to draw

from the findings.

The third limitation of the current study is the language barrier. As the instruments were just
distributed in English as the only medium of language, it may be causing misunderstandings
or difficulties for the participants, as majority of our sample are Chinese (85.9%), which is

less likely to be native speaker in English language.



37
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

The fourth limitation is generalizability. As mentioned in the third limitation, there
is an imbalance distribution of demographic percentage among participants, which Chinese
(85.9%); females (75.3%) also weighted higher than males. In addition, 81.2% of respondents
already completed their internship while the rest of the minority sample are currently
undergoing internship duration (18.8%), which shows high contrast within these two criteria.
The imbalance rate of response in gender and ethnicity might not be represent the Malaysian

population in general.

Recommendations for Future Study

To address the first limitation regarding the possibility of selection bias, it is
recommended for future researchers to conduct research study through probability sampling,
as it could increase the likelihood to cover the whole population in general as much as
possible.

Since cross-sectional study is not sufficient to draw the causal-effect relationship
between variables, it is recommended to use longitudinal study method in order to determine
the causal-effect relationship between the variables, as which the causal-effect findings are
more competent to generate solution on the specific issues.

Hence, it is recommended for further studies to convert the instruments into
different language versions for the limitation of language barrier, such as Malay and
Mandarin. It would be ideal to evaluate if all the items are clearly delivered with instructions
and the meanings in each language.

The last recommendation to improve generalizability for future studies which is to
include a larger sample size, at the meantime, balance across races and gender profile, to
minimize selection bias in order to be more sufficient in order to represent the diverse

Malaysian population.
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Implication of the study

Theoretical Implications

Creativity has been a more critical factor required in job performance and it is
essential to bring performance up to a whole new level. The present study provided a more
in-depth insight of the Componential Theory of Creativity, which emphasizes the importance
of workplace in enhancing individual’s creativity (Amabile, 1988). It provides a different
perspective which beyond how workplace autonomy can improve a person’s creativity in
work, however, in combination with coworker support, organizations and employers are able
to build a workplace environment which sparks and enlighten creative and innovative

performance among employees.

Furthermore, there is a lack of existing study that relates workplace autonomy and
coworker support in contributing workplace creativity specifically. Workplace autonomy and
coworker support are both factors that come from the environment, such as supervisors and
coworkers, in two different dimensions. In determining the correlation between the two
factors, the efficient way of interpersonal or intergroup communication and interaction in an

organization could be found effectively.

Practical Implications

Studies targeting the sample of undergraduates’ internship experiences are lacking as
well. Along with the rise of tertiary education needs in society, internship or industrial
training has become an unavoidable stage to completion of study. However, the situation and
scenario faced by interns could not mark equivalent to regular employees, due to the
differences in duration and the levels of commitment. At the individual level, the study
provides undergraduates who are currently having or going to have internships to further

understand how the interpersonal workplace environment benefits or withdraws their
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creativity performance; at the organizational level, employers are able to enhance the
workplace environment in order to provide employees a better workplace to perform more

creatively.

Moreover, the findings can be related to other relevant studies regarding creativity in
other environments as well, contexts such as family and classrooms. School counselors or
educational parties could organize talks or workshops to let students understand that
environment could be a factor in enhancing individual’s creativity as well. In which,
individuals are able to get prepared with sufficient knowledge and understanding before they

step into the workplace.

Conclusion

In conclusion, the current findings support the hypothesis and successfully fulfilled
the objective of the study which intended to determine the relationship between workplace
autonomy and the coworker helping and support on the workplace creativity among
undergraduate interns in Malaysia. Both workplace autonomy and coworker support share
positive relationship with workplace creativity (r = .491, n =85, p <.05; r =.276, n =85, p
<.05). Other than that, the present study had also proved that the variables workplace
autonomy and coworker support are able to predict workplace creativity. (B=.355, p<.05;

B=.493, p<.05). The results are in line with previous findings.



40
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

References

Amabile, T. M. (2012) Componential Theory of Creativity. Harvard Business School

Working Paper No. 12-096._https://www.hbs.edu/ris/Publication%20Files/12-096.pdf

Amabile, T. M., & Gryskiewicz, N. D. (1989). The creative environment scales: Work

environment inventory. Creativity Research Journal, 2(4), 231-253.

Amabile, T.M. (1988) A Model of Creativity and Innovation in Organizations. Research in

Organizational Behavior, 10, 123-167.

Amabile, T.M. and Mueller, J.S. (2008) Studying Creativity, Its Processes, and Its
Antecedents: An Exploration of the Componential Theory of Creativity. In Zhou, J.
and Shalley, C.E., Eds., Handbook of Organizational Creativity, Lawrence Erlbaum

Associates, New York, 33-64.

Aneesh V. Appu, Surendra Kumar Sia, & Bharat Chandra Sahoo. (2015). Creativity at
Workplace: Proposing Some Contributors. International Journal of Innovative
Research and Development, 4(5).

Appu, A. V., Sia, S. K., & Sahoo, B. C. (2015). Creativity at Workplace: Proposing Some
Contributors | Appu | International Journal of Innovative Research and

Appu, Aneesh V., & Kumar Sia, Surendra. (2015). Organizational Social Support: A
predictor of Employees Workplace Creativity. Annamalai International Journal of

Business Studies & Research, p1-5. 5p. 2 Charts.

Attih, J. A., & Agbarakwe, H. A. (2021). An assessment of communication, collaboration and
creativity skills from internship programmes among undergraduates. Rivers State
University Journal of Education, 2(24), 26-36. Retrieved August 3, 2022, from

https://rsujoe.com.ng/index.php/joe/article/view/73/61


https://www.hbs.edu/ris/Publication%20Files/12-096.pdf
https://www.hbs.edu/ris/Publication%20Files/12-096.pdf

41
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Attiq, S., Wahid, S., Javaid, N., Kanwal, M., & J.Shah, H. (2017). The impact of employees’
core Self-Evaluation personality trait, management support, coworker support on job
satisfaction, and innovative work behaviour. Pakistan Journal of Psychological
Research, 32(1), 247-271. https://www.prdb.pk/article/the-impact-of-employees-
core-self-evaluation-personality-2030

Binnewies, C., & Gromer, M. (2012). Creativity and innovation at work: The role of work
characteristics and personal initiative. Redalyc.Org. Retrieved July 17, 2022, from

https://www.redalyc.org/articulo.0a?id=72723431016

Breaugh, J.A. Further investigation of the work autonomy scales: Two studies. Journal of
Business and Psychology 13, 357—373 (1999).

https://doi.org/10.1023/A:1022926416628

Cekmecelioglu, H. G., & Giinsel, A. (2011). Promoting creativity among employees of
mature industries: The effects of autonomy and role stress on creative behaviors and
job performance. Procedia - Social and Behavioral Sciences, 24, 889-895.

Department of Statistics Malaysia. (2020). Malaysian Economic Statistics Review.
https://www.dosm.gov.my/v1/index.php?r=column/cthemeByCat&cat=481&bul_id=
OUNOYIpDMGQxSUhod1Q2SONrcFpwQT09&menu_id=azJjRWpYLOVBYU90TV

hpclBy WjdMQT09

Department of Statistics Malaysia. (2022). Principal Statistics of Labour Force, Malaysia,
Fourth Quarter (Q4) 2021 [Press release].
https://www.dosm.gov.my/v1/index.php?r=column/cthemeByCat&cat=149&bul_id=e
nI5bmdtdHpXa2QrbXdWbHdibFhjQT09&menu_id=Tm8zcnRjdVRNWWIpWjRIbm

tlaDk1 UT09


https://doi.org/10.1023/A:1022926416628
https://doi.org/10.1023/A:1022926416628
https://doi.org/10.1023/A:1022926416628

42
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Development. International Journal of Innovative Research and Development. Retrieved July
17, 2022, from
http://www.internationaljournalcorner.com/index.php/ijird_ojs/article/view/135653/9

47177

Du, X., Zhang, H., Zhang, S., Zhang, A., & Chen, B. (2021). Creativity and leadership in the
creative industry: A study from the perspective of social norms. Frontiers in
Psychology, 12. https://doi.org/10.3389/fpsyg.2021.651817

Filieri, R., & Alguezaui, S. (2014). Structural social capital and innovation. Is knowledge
transfer the missing link? Journal of Knowledge Management, 18(4), 728-757.

https://doi.org/10.1108/jkm-08-2013-0329

Gravetter, F., & Wallnau, L. (2014). Essentials of statistics for the behavioural sciences (8th

ed.). Wadsworth.

Hair, J., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis (7th

ed.). Pearson Education International.

Hammond, M. M., Neff, N. L., Farr, J. L., Schwall, A. R., & Zhao, X. (2011). Predictors of
individual-level innovation at work: A meta-analysis. Psychology of Aesthetics,

Creativity, and the Arts, 5(1), 90-105. https://doi.org/10.1037/a0018556

Helzer, E. G., & Kim, S. H. (2019). Creativity for workplace well-being. Academy of

Management Perspectives, 33(2), 134-147. https://doi.org/10.5465/amp.2016.0141

Hinton, P. R., Brownlow, C., McMurray, I., & Cozens, B. (2004). SPSS explained. London:

Rutledge.



43
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Hoang, H. (2014). The Roles of Social Support and Job Meaningfulness in the Disturbing
Media Exposure-Job Strain Relationship (Doctoral dissertation, Minnesota State

University, Mankato). https://doi.org/10.1016/j.sbspro.2011.09.020

International journal of environmental research and public health, 18(24), 13302.

https://doi.org/10.3390/ijerph182413302

Jupp, V. (2011). Non-Probability (Non-Random) Sampling . The SAGE dictionary of social
research methods:_https://methods.sagepub.com/reference/the-sage-dictionary-

ofsocialresearch-methods/n130.xml

Khoshnaw, S., & Alavi, H. (2020). Examining the Interrelation Between Job Autonomy and
Job Performance: A Critical Literature Review. Multidisciplinary Aspects of
Production Engineering, 3(1), 606-616. https://doi.org/10.2478/mape-2020-0051

Kim, S. L., Cheong, M., Srivastava, A., Yoo, Y., & Yun, S. (2020). Knowledge Sharing and
Creative Behavior: The Interaction Effects of Knowledge Sharing and Regulatory
Focus on Creative Behavior. Human Performance, 34(1), 49-66.

https://doi.org/10.1080/08959285.2020.1852240

Kim, S. S. (2019). Exploitation of shared knowledge and creative behavior: the role of social
context. Journal of Knowledge Management, 24(2), 279-300.

https://doi.org/10.1108/jkm-10-2018-0611

Lee, S., Byun, G., & Kim, S. (2021). Effects of Coworkers' Helping Behavior on Employees'
Knowledge Sharing and Creativity: The Moderating Role of Interactional Justice.

Lilliefors, H. W. (1967). On the Kolmogorov-Smirnov test for normality with mean and
variance unknown. Journal of the American Statistical Association, 62(318), 399

402. https://doi.org/10.2307/2283970


https://methods.sagepub.com/reference/the-sage-dictionary-ofsocial-research-methods/n130.xml
https://methods.sagepub.com/reference/the-sage-dictionary-ofsocial-research-methods/n130.xml

44
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Lu, J. G., Brockner, J., Vardi, Y., & Weitz, E. (2017). The dark side of experiencing job
autonomy: Unethical behavior. Journal of Experimental Social Psychology, 73, 222—

234. https://doi.org/10.1016/j.jesp.2017.05.007

Madjar, N. (2008). Emotional and informational support from different sources and employee
creativity. Journal of Occupational and Organizational Psychology, 81(1), 83-100.

https://doi.org/10.1348/096317907x202464

Marjolein C.J. Caniéls, Jeroen P. de Jong & Hannes Sibbel (2022) The Curvilinear Relation
between Work Predictability and Creativity, Creativity Research Journal, 34:3, 308-
323,
https://doi.org/10.1080/10400419.2021.1994204https://doi.org/10.1348/096317907x2

024 64

Musek, J. (2020). Creativity at workplace organization scale.

https://doi.org/10.13140/RG.2.2.23152.48641

Norusis, M. J. (1999). SPSS 9.0 guide to data analysis. Prentice Hall.

Noureen, G., Noshaba, A., Arshad, T., & Younis, J. (2021). Relationship between work
autonomy and work place creativity as moderated by task complexity at university
level. PJERE, 9(2), 35-43.
http://journals.pu.edu.pk/journals/index.php/PJERE/article/view/5305

Oldham, G. R., & Cummings, A. (1996). Employee creativity: Personal and contextual
factors at work. Academy of Management Journal, 39(3), 607—634.

https://doi.org/10.2307/256657

Olmos-Vega, F. M., Dolmans, D. H. J. M., Vargas-Castro, N., & Stalmeijer, R. E. (2017).
Dealing with the tension: how residents seek autonomy and participation in the

workplace. Medical Education, 51(7), 699-707. https://doi.org/10.1111/medu.13326


https://doi.org/10.13140/RG.2.2.23152.48641
https://doi.org/10.13140/RG.2.2.23152.48641
https://doi.org/10.2307/256657
https://doi.org/10.2307/256657
https://doi.org/10.2307/256657

45
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Orth, M., & Volmer, J. (2017). Daily within-person effects of job autonomy and work
engagement on innovative behaviour: The cross-level moderating role of creative self-
efficacy. European Journal of Work and Organizational Psychology, 26(4), 601-612.
https://doi.org/10.1080/1359432x.2017.1332042

Palinkas, L. A., Horwitz, S. M., Green, C. A., Duan, N., & Hoagwood, K. (2013). Purposeful
sampling for qualitative data collection and analysis in mixed method implementation
research. Administration and Policy in Mental Health and Mental Health Services

Research, 42(5), 533-544. https://doi.org/10.1007/s10488-013-0528-y

Paramitha, A., & Indarti, N. (2014). Impact of the environment support on creativity:
Assessing the mediating role of intrinsic motivation. Procedia - Social and
Behavioral Sciences, 115, 102-114. https://doi.org/10.1016/j.sbspro.2014.02.419

Pattnaik, S. C., & Sahoo, R. (2020). Employee engagement, creativity and task performance:
role of perceived workplace autonomy. South Asian Journal of Business Studies,
10(2), 227-241. https://doi.org/10.1108/sajbs-11-2019-0196

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic
motivation, social development, and well-being. American Psychologist, 55(1), 68—
78. https://doi.org/10.1037/0003-066X.55.1.68

Sarkar, P., & Chakrabarti, A. (2015). Creativity: generic definition, tests, factors and
methods. International Journal of Design Sciences and Technology, 21(1), 7-37.

https://doi.org/10.12816/0010052

Sia, S. K., & Appu, A. V. (2015). Work Autonomy and Workplace Creativity: Moderating
Role of Task Complexity. Global Business Review, 16(5), 772-784.

https://doi.org/10.1177/0972150915591435


https://doi.org/10.1007/s10488-013-0528-y
https://doi.org/10.1007/s10488-013-0528-y
https://doi.org/10.1016/j.sbspro.2014.02.419

46
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Tan, L. O., Balaya, S. A., & Aaron Goh, P. H. (2022). Creative struggle in Malaysia: a case
study of the advertising, film, and animation industry sectors. Creative Industries

Journal, 1-13. https://doi.org/10.1080/17510694.2022.2077530

Tews, M. J., Michel, J. W., & Ellingson, J. E. (2013). The impact of coworker support on
employee turnover in the hospitality industry. Group & Organization Management,
38(5), 630-653. https://doi.org/10.1177/1059601113503039

Treuer, K. V., & McMurray, A. J. (2012). The role of organisational climate factors in
facilitating workplace innovation. International Journal of Entrepreneurship and
Innovation Management, 15(4), 292. https://doi.org/10.1504/ijeim.2012.048078

Van Mierlo, H., Rutte, C. G., Vermunt, J. K., Kompier, M. A. J., & Doorewaard, J. A. M. C.
(2006). Individual autonomy in work teams: The role of team autonomy, self-efficacy,
and social support. European Journal of Work and Organizational Psychology, 15(3),
281-299. https://doi.org/10.1080/13594320500412249

Wang, X., & Cheng, Z. (2020). Cross-Sectional Studies Strengths, Weaknesses, and
Recommendations. Chest Journal, 158(1), 65-71.

https://doi.org/10.1016/j.chest.2020.03.012

Wilk, M. B., & Gnanadesikan, R. (1968). Probability Plotting Methods for the Analysis of

Data. Biometrika, 55(1), 1. https://doi:10.2307/2334448.

Yoo, S., Jang, S., Ho, Y., Seo, J., & Yoo, M. H. (2019). Fostering workplace creativity:
examining the roles of job design and organizational context. Asia Pacific Journal of

Human Resources, 57(2), 127-149. https://doi.org/10.1111/1744-7941.12186

Zaitouni, M., & Ouakouak, M. L. (2018). The impacts of leadership support and coworker

support on employee creative behavior. International Journal of Productivity and



47
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Performance Management, 67(9), 1745-1763. https://doi.org/10.1108/ijppm-10-
2017-0264

Zhang, W., Jex, S. M., Peng, Y., & Wang, D. (2016). Exploring the Effects of Job Autonomy
on Engagement and Creativity: The Moderating Role of Performance Pressure and
Learning Goal Orientation. Journal of Business and Psychology, 32(3), 235-251.

https://doi.org/10.1007/s10869-016-9453-x



WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Appendix A

Figures

Figure 2: Normal Q-Q plot of Work Autonomy (WA)
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Figure 3: Histogram of Work Autonomy (WA)
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Figure 4: Normal Q-Q plot of Coworker Support (CS)
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Figure 5: Histogram of Coworker Support (CS)
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Figure 6: Normal Q-Q plot of Workplace Creativity (WC)
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Figure 7: Histogram of Workplace Creativity (WC)
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Figure 8: G Power for Sample Size

B G*Power 3.1.9.7 — X
File Edit View Tests Calculator Help

Central and noncentral distributions Protocol of power analyses

critical F = 3.10789

0.8 4
0.6 4
0.4 4
0.2 4
- (x ——— e
0 -\', \-L. - r — ._ —= ————m v v '
0 5 10 15 20 25
Test family Statistical test
F tests A Linear multiple regression: Fixed model, R2 deviation from zero g
Type of power analysis
A priori: Compute required sample size - given «, power, and effect size ~
Input Parameters Output Parameters
Determine == Effact size 2 0.19 Noncentrality parameter A 16.1500000
o err prob 0.05 Critical F 3.1078913
Power (1-B err prob) 0.95 Numerator df 2
Number of predictors 2 Denominator df 82
Total sample size 85
Actual power 0.9515339

X-Y plot for a range of values Calculate



55
WORK AUTONOMY AND COWORKER SUPPORT ON WORKPLACE CREATIVITY

Appendix

Informed Consent Form & Questionnaire Sample

11/9/22, 8:07 PM Qualtrics Survey Software

UTCR

UNIVERSITI TUNKU ABDUL RAHMAN

Wholly owned by UTAR Education Foundation
(Co. No. 578227-M)
DU012(A)

Default Question Block

Personal Data Protection Statement
In accordance with Personal Data Protection Act 2010 (“PDPA”) which came into force on 15 November 2013,
Universiti Tunku Abdul Rahman (“UTAR?”) is hereby bound to make notice and require consent in relation to
collection, recording, storage, usage and retention of personal information.
Notice:
1. The purposes for which your personal data may be used are inclusive but not limited to:-
o For assessment of any application to UTAR
o For processing any benefits and services
o For communication purposes
o For advertorial and news
o For general administration and record purposes
o For enhancing the value of education
o For educational and related purposes consequential to UTAR
o For the purpose of our corporate governance
o For consideration as a guarantor for UTAR staff/ student applying for his/her scholarship/
study loan

2. Your personal data may be transferred and/or disclosed to third party and/or UTAR
collaborative partners including but not limited to the respective and appointed outsourcing
agents for purpose of fulfilling our obligations to you in respect of the purposes and all such
other purposes that are related to the purposes and also in providing integrated services,
maintaining and storing records. Your data may be shared when required by laws and when

disclosure is necessary to comply with applicable laws.

3. Any personal information retained by UTAR shall be destroyed and/or deleted in accordance
with our retention policy applicable for us in the event such information is no longer required.

https:/ /utarpsy.au 1 qualtrics.com/Q /EditSection / Blocks/ Ajax /GetSurveyPrintPreview?ContextSurveylD=SV_ai7F S5TaMzi 1 0BE& ContextLibrarylD=UR_ODR5ht 1 6QorpX Wl 1/8
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11/9/22, 8:07 PM Qualtrics Survey Software
4. UTAR is committed in ensuring the confidentiality, protection, security and accuracy of your
personal information made available to us and it has been our ongoing strict policy to ensure
that your personal information is accurate, complete, not misleading and updated. UTAR would

also ensure that your personal data shall not be used for political and commercial purposes.

Consent Form for Research Participation and Personal Data Protection

Title of Project: Learning environment, academic stress, and quality of parent-adult-
child relationship as predictors of psychological distress during Covid-19 pandemic
among undergraduate students in Malaysia.

NOTE: This consent form will remain with the UTAR researchers for their records.

| understand | have been asked to take part in the research project specified above by
UTAR students for the purpose of their course assignment for UAPZ3023 FINAL YEAR
PROJECT IlI. | have had the project explained to me, and | have read the Explanatory
Statement, which | keep for my records.

Yes No
I will be asked to complete a questionnaire about the learning environment,
academic stress, quality of parent-adult-child relationship, and psychological ®) O
distress during the Covid-19 pandemic among undergraduate students in
Malaysia.
My participation is voluntary, that I can choose not to participate in part or all of
the project, and that I can withdraw at any stage of the project without being O O
penalised or disadvantaged in any way
I may ask at any time for my data to be withdrawn from the project O O
No information I have provided that could lead to the identification of any other O O
individual will be disclosed in any reports on the project, or to any other party
I will remain anonymous at all times in any reports or publications from the O O
project
It is my sole responsibility to look after my own safety for the above project. In
the event of any misfortune or accidental injury involving me, whether or not O O

due solely to personal negligence or otherwise, I hereby declare that UTAR shall
not be held responsible.

https:/ /utarpsy.au 1 qualtrics.com/Q /EditSection /Blocks/Ajax /GetSurveyPrintPreview?ContextSurveylD=SV_ai7F S5TaMzi 1 0BE& ContextLibrarylD=UR_ODR5ht 1 6 QorpXWI 2/8
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By submitting this form, | hereby authorise and consent to UTAR processing (including
disclosing) my personal data and any updates of my information, for the purposes
and/or for any other purposes related to the purpose.

| acknowledge that if | do not consent or subsequently withdraw my consent to the
processing and disclosure of my personal data, UTAR will not be able to fulfil their
obligations or to contact me or to assist me in respect of the purposes and/or for any
other purposes related to the purpose.

PART A
Instructions: Please read the following statements and for each, choose the number
that best represents you in the workplace during internship. The rating scale is as

follows:
Strongl Rather Rather Strong|
. ongly Disagree . Neutral Agree ong
Disagree Disagree Agree Agree
1 2 3 4 5 6 7

I am allowed to decide how to go about
getting my job done (the methods to use).

I am able to choose the way to go about my
job (the procedures to utilize).

I am free to choose the methods to use in
carrying out my work.

I have control over the scheduling of my
work

I have some control over the sequencing of
my work activities (when I do what).

My job is such that can decide when to do
particular work activities.

O O 0 O 0O O
O OO0 O 0O O
O O O O 9 O
 © 0 0 0 ©
O O 9 0 O ©
2 © 0 O © 9
O O 0 O O 0O

My job allows me to modify the normal way
we are evaluated so that I can emphasize

ome asnecte (\f mv in]’\ and ﬂ] av r‘]nvvn O O O O O O O

https:/ /utarpsy.au | qualtrics.com/Q /EditSection/ Blocks/Ajax /GetSurveyPrintPreview?ContextSurveylD=SV_ai 7F S5TaMzi 1 0BE& ContextLibrarylD=UR_ODR5ht 16 QorpXWI 3/8
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UVasiv GUS VLS VA aaa) JUC s Aty Seu vras

others. 1 2 3 4 5 6 7

I am able to modify what my job objectives B & & B B Ok 0

are (what I am supposed to accomplish)

I have some control over what I am

supposed to accomplish (what my supervisor L) O O ) O c) O

sees as my job objectives).

PART B
Instructions: Please read the following statements and for each, choose the number
that best represents your co-workers. The rating scale is as follows:

Strongly Disagree Disagree Undecided Agree Strongly Agree

1 2 3 4 5

—_
N}
w
N
W

My coworkers assist me with heavy
workloads.

My coworkers go out of their way to help
me with work-related problems

My coworkers help me out when things get
demanding

My coworkers help me when I'm running
behind my work.

My coworkers help me with difficult
assignments, even when I don't directly
request assistance.

My coworkers show me where things are
that I need to do my job.

My coworkers compliment me when I
succeed at work.

My coworkers listen to me when I have to
get something off my chest.

My coworkers make an effort to make me
feel welcome in the work group.

My coworkers make an extra effort to
understand my problems and concerns.

O © O 0O O 0 0 0O O
 ©Q 0 0 © 0 0 O O O

My coworkers show concern and courtesy
toward me, even when things are difficult.

O O 0 0 0 O 0 0 O @
O @ D0 © 0 0 0O 0
C O 0 0 OO0 O 0 Q0 © 0

O
O
O
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My coworkers take a personal interest in

me.

My coworkers take time to listen to my

concerns.

My coworkers try to cheer me up when I'm

having a bad day.

PART C Instructions: Please read the following statements and for each, choose the

Qualtrics Survey Software

2 3

O O
O O
O O

© O O

number that best represents your working environment during internship. The rating

scale is as follows:

Not characteristic at all

Highly characteristic

5

Fosters creativity.

Fosters creative
atmosphere.

Cares to make the tasks
and jobs more
interesting and
attractive.

Fosters imagination
and new ideas.

Finds good solutions
for new problems.

Copes successfully
with challenges and
changes.

Rewards creative
achievements.

Offers many new
products of high

quality.
Fosters and rewards
creative teamwork.

O

O

g @8 9 & O D

@)

O

2 Q0 QO O Q9 ©O

@)
@)

O
O

2 9 8 9 O O
Q 8 g O O O

O

O

B @ O 9 O B
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1 2 3 4 5

Performs many new

approaches in S| O O O O

production and
marketing.

Is known for creative O O O O O

improvements.

Cares for customers in

efficient and creative O O O O O

ways.

Fosters finding new O O O O o

ways of doing things.

Stimulates employees

to think and reflect O O O O O

over tasks and
performance.

Rewards innovations. O ) ) O )
Successfully handles O ®) ®) ®) O

complex problems.

Cares for employees

who are more complex

and thoughtful than O O O O O
others.

Provides many cultural

activities. O O O O O

Avoids work that is too O O O O O

routine and tedious.

Provides positive
thinking about

creativity in O O O O O

management and
executives.

PART E
Please fill in your personal details or circle ONE option.

a.) Age:
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b.) Gender :
@) 1. Male
O 2.Female
O ( j3. Others (specity)

c.) Ethnicity :

@) 1. Malay

QO 2. Chinese

O 3.Indian

O | p. Others ( specify )

d.) Educational level :

O 1. Full-time Undergraduate Student
O 2. Part-time Undergraduate Student
) | P. Non Undergraduate Student (specify)

e.) Current Institution (e.g. UTAR) :

f.) Course of Study (e.g. Psychology) :
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g.) Year of Study (e.g. Year 3) :

h.) Have you completed your internship program? :

O 1. Yes

O 2. Not yet.
) | P. Currently in internship.

i.) How long is your internship duration? :

O 1. 3-4 months
(O 2. Less than 3 months
O | P More than 4 months
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Appendix D

Ethical Approval Letter



