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Abstract

This paper seeks to explore the relationship between person-organization fit and employee creativity. Specifically, it
is proposed that higher person-organization fit leads employees to develop greater degrees of creative capital, which
is defined as an individual’s resources characterized by heightened levels of intrinsic motivation, task-relevant skills
and knowledge, and external support. Greater creative capital, in turn, is proposed to facilitate employees to generate
more novel and useful ideas and solutions. Theoretical and managerial implications and future research directions are
discussed.
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1. Introduction

Person-organization (PO) fit refers to the compatibility between a person and the organization, emphasizing the
extent to which a person and the organization share similar characteristics and/or meet each other’s needs (Kristof,
1996).Evidence is mounting that employees’ PO fit predicts important work outcomes, such as job satisfaction,
affective organizational commitment, job performance, intention to stay, and citizenship behaviors (e.g., Chatman,
1991; Chuang, Hsu, Wang, & Judge, 2015; Kim, Samuel, Raymond, & Kim, 2013; Kristof-Brown, Zimmerman, &
Johnson, 2005).

While most person-organization (PO) fit research has been addressing these topics, relatively little research has
addressed the role of PO fit in employee creativity (cf. Spanjol, Tam, & Tam, 2015). It is surprising as well as
unfortunate considering the increased importance of employee creativity, or creative performance by organizational
employees in today’s extremely competitive and unpredictable business environment (e.g., Shalley & Gilson, 2004).

This paper attempts to fill this gap by providing a theoretical model between PO fit and employee creativity.
Specifically, guided by existing literature on creativity and PO fit, this paper explains why employees with higher PO
fit are likely to engage in more creative behaviors. For doing this, this paper first discusses various antecedents of
employee creativity, and based on them, develop a newly combined construct — namely, creative capital. Next, it
proposes potential roles of PO fit in developing creative capital and employee creativity. Four propositions to guide
future empirical research are presented in this paper, followed by a discussion of their theoretical and practical
implications. As a point of clarification, this paper limits its discussion to the effect of the complementary fit between
employees and organizations, as opposed to the supplementary fit between them (cf. Kristof, 1996).

2. Employee Creativity and Creative Capital

Creativity refers to generation of novel (i.e., original, unexpected) and useful (i.e., appropriate) ideas (Amabile, 1983;
Oldham & Cummings, 1996; Shalley, 1991). Creativity has long been considered as an important competency for
employees as well as for organizations (Gino & Ariely, 2011; West, 2002); it allows employees to solve problems
effectively (Mumford & Gustafson, 1998) and to remain flexible (Flach, 1990) so to take new opportunities and deal
with them successfully (Runco, 2004). Accordingly, organizations need creativity to maintain their competitiveness
and to cope with ever-increasing demands of customers (Oldham & Cummings, 1996; West, 2002).

Over the past few decades, management scholars have identified certain key factors and sources that should
contribute to employee creativity (for reviews, see Geroge, 2008; Hennessey & Amabile, 2010; Shalley, Zhou, &
Oldham, 2004; Zhou & Shalley, 2003).In particular, social psychologists have identified two personal factors that
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leads them to creative performance, such as (1) skills and knowledge about their work which help them identify
potential work problems (i.e., task-relevant skills; Amabile, 1983; Shalley, 1991) and (2) inner-directed interests or
passion to their work (i.e., intrinsic motivation; Amabile, 1983; Deci & Ryan, 1985; Taggar, 2002); creative people
are shown to be energized by challenging and interesting tasks, a sign of high intrinsic motivation (Csikszentmihalyi,
1990), and those who are intrinsically motivated are more likely to be highly creative (Amabile, Hill, Hennessey, &
Tighe, 1994).0n the other hand, interactionist scholars (e.g., Csikszentmihallyi, 1999; Woodman, Sawyer, & Griffin,
1993) have found that certain contextual factors such as supervisory support for creative performance and
empowering work climate should facilitate employee to successfully display creative performance at work (i.e.,
external support for creative performance; Amabile, Conti, Coon, Lazenby, & Herron, 1996; Zhang & Bartol,
2010).Finally, recent creativity research works focusing on employees’ behavioral aspects have proposed that
employees need to engage in certain activities like problem identification, information searching and encoding, and
idea generation in order to generate creative ideas (i.e., creativity-relevant processes; Amabile, 1983; Reiter-Palmon
& Illies, 2004; Zhang & Bartol, 2010); for example, when employees spend more time and efforts to engage in these
activities, they can understand their work-related issues and problems better and consider different perspectives of
diverse information, which should result in their generating numerous novel and useful ideas and alternatives (Zhang
& Bartol, 2010).

Importantly, it is likely that the effects of these key factors and sources (e.g., task-relevant skills, intrinsic motivation,
and external support) on employee creativity should become greater when the employees possess them together. It is
because the ways each of these factors and sources influence creativity are different from but complementary to each
other. Specifically, intrinsic motivation drives employees to view their work from dinferent perspectives and try new
things voluntarily (cf. novelty), while task-relevant skills and knowledge enable them to develop and suggest relevant
and efficiently implementable solutions and ideas (cf. usefulness). Also, external support for creative performance
allows the employees to receive positive feedback get legitimacy on their creative ideas from their supervisors and
coworkers (cf. consensus; Amabile, 1983; Csikszentmihallyi, 1999). Interestingly, it is noteworthy that these factors
and sources are interrelated with each other, and when one factor (e.g., intrinsic motivation) is high, other factors
(e.g., task-relevant skills, external support) are also likely to be high.For example, intrinsically-motivated employees
are more likely to obtain information about their work and acquire skills for them; knowledgeable and skillful
employees are more likely to be respected and supported by others; respected and supported employees are more
likely to develop interests and passion for their works. Therefore, it is reasonable to treat their effects on employee
creativity together. Accordingly, this paper suggest a combined construct, namely “creative capital”, and define it as
follows:

An individual's resources that are characterized by (1) personal interests and passion for their work
(intrinsic motivation); (2) cognitive skills and knowledge about their work (task-relevant skills and
knowledge); (3) support from supervisors and coworkers for the creative performance (external support);
and (4) positive impacts on generating novel and useful ideas and solutions (creativity).

This line of reasoning allows the following proposition:

Proposition 1: Employees with greater creative capital (i.e., higher intrinsic motivation, more useful and
relevant task-relevant skills and knowledge, and more external support) will generate more novel and useful
ideas and solutions successfully.

Importantly, by focusing on momentary, state-like (i.e., open to development as opposed to trait-like and relatively
fixed) factors of creativity, this combined construct implies that it is possible to enhance and manage employee
creativity by developing their creative capital.It is important because extant works on creativity management have
focused on managing for creativity (i.e., managing factors such as job characteristics and organizational climate for
employee creativity) while undermining the possibility of managing creativity (cf. Amabile et al., 1996; Florida &
Goodnight, 2005). This implication is discussed later in more detail in this paper.

3. Person-organization Fit and Creative Capital

PO fit refers to the compatibility between a person and the organization, emphasizing the extent to which a person
and the organization share similar characteristics and/or meet each other’s needs (Kristof, 1996). While most
researchers agree about its importance, there is an ongoing debate in the literature regarding its operationalization.
For example, some researchers operationalize PO fit as a goal congruence with organizational leaders or peers (e.g.,
Vancouver, Millsap, & Peters, 1994; Vancouver & Schmit, 1991) while others consider it as the match between
individual preferences or needs and organizational systems and structures (e.g., Bretz, Ash, & Dreher, 1989; Cable &
Judge, 1994) or the match between the characteristics of individual personality and organizational climate —
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sometimes labeled organizational personality (e.g., Bowen, Ledford, & Nathan, 1991; Burke & Deszca,
1982).However, the most widely accepted and frequently used operationalization of PO fit is the degree of similarity
and compatibility between fundamental characteristics of person and organizations (e.g., values, goals, orientations;
Boxx, Odom, & Dunn, 1991; Chatman, 1989, 1991; Chuang, Hsu, Wang, & Judge, 2015; Kim, Aryee, Loi, & Kim,
2013; Posner, 1992).1t is because employees’ values, goals, and orientations represent not only their unique
preferences and needs, but also demonstrate what they have (i.e., supplies) and what they need (i.e., demands); thus
the operationalization based on similarity and compatibility between fundamental characteristics of employees and
organizations should capture “fit” in more comprehensive and integrative ways (such as representing both
supplementary fit and complementary fit; Muchinsky & Monahan, 1987) than others.

3.1 Person-organization Fit and Intrinsic Motivation.

Employees who are (or who feel) highly similar and compatible to their organizations are more likely to display great
degrees of creativity at their work because they are likely to have heightened levels of intrinsic motivation.
Employees with high PO fit are, by definition, more likely to perceive and recognize the similarity to their
organizations. Because (1) people are attracted to and prefer to be with similar others (cf. social identity theory;
Hogg & Abrams, 1988; Tajifel & Turner, 1986) and (2) people have a strong need to fit their environment (cf. theory
of work adjustment; Dawis & Lofquist, 1984; Deci & Ryan, 2000), employees’ perception of high PO fit should lead
them to experience positive feelings at work and form positive job attitudes (e.g., job satisfaction, organizational
identification and affective organizational commitment; Bretz & Judge, 1994; Chatman, 1991; Mowday, Porter, &
Steers, 1982; O’Reilly & Chatman, 1986).Importantly, this heightened positivity should lead them to develop strong
intrinsic motivation to their work because job attitudes and affective experiences are closely and strongly interrelated
with their intrinsic motivation (Fisher, 2000; Ilies & Judge, 2002; Seo, Barrett, & Bartunek, 2004).Furthermore,
employees with high PO fit should have high intrinsic motivation because those employees are likely to engage in
activities that their coworkers, supervisors, and organizations prefer, and thus may receive great amount of positive
reinforcements from them (e.g., recognition, rewards).The positive reinforcements, in turn, will also heighten the
employees’ feelings of interests and confidence toward their work, which contribute to their intrinsic motivation
(Gagné, Senécal, & Koestner, 1997; Zhang & Bartol, 2010). Taken together, I propose that:

Proposition 2: Employees with higher PO fit will have higher intrinsic motivation.
3.2 Person-organization Fit and Task-relevant Skills and Knowledge.

Employees with high PO fit are also likely to have great levels of knowledge, skills, and information about their
tasks and organizations (cf. task-relevant skill; Amabile, 1983). Given that people tend to perceive and understand
events based on what they know and believe (e.g., memory, prototype; Hastie & Dawes, 2001), employees with high
PO fit, or employees with relevant and appropriate values, orientations, and goals to their organization are likely to
better understand the meanings of organizational events and work-related issues. This enhanced understanding, in
turn, allows those employees to obtainfurther relevant and appropriate knowledge and information. Furthermore, it
also enables them to identify successfully areas for the performance improvement (i.e., areas of misaligned work
practices to organizational values or goals); organizational events and practices that employees with high PO fit can’t
understand their meanings are likely to ones that are not congruent with organizational values and goals and thus
undermine organizational performance. Successful identification of areas for the performance improvement, in turn,
should direct those employees’ attention and guide them to obtain useful and implementable knowledge and skills to
change the areas. Accordingly, I propose that:

Proposition 3: Employees with higher PO fit will have more useful task-relevant skills and knowledge.
3.3 Person-organization Fit and External Support.

Finally, employees with high PO fit are also likely to have greater degrees of acceptance and support from their
coworkers and supervisors. According to Schein (1985), organizational values and goals refer to what most
employees have shared with others through certain organizational processes like selection and promotion (cf.
attraction-selection-attrition framework; Schneider, 1987) as well as interpersonal processes like socialization (Van
Maanen & Schein, 1979). Therefore, employees’ high PO fit means, by essence, the similarity and compatibility of
the employees’ values and goals with other employees such as their supervisors and coworkers. Thus, employees
with high PO fit are likely to perceive the great degrees of similarity of values and goals with their supervisors and
coworkers and vice versa. This similarity perception allows them to exchange more positive and supportive attitudes
and behaviors (cf. similarity-attraction paradigm; Byrne, 1961), which, in turn, results in the consequence that
employees with higher PO fit receive greater degrees of support and acceptance from coworkers and supervisors

Published by Sciedu Press 26 ISSN 1927-6001  E-ISSN 1927-601X



www.sciedupress.com/bmr Business and Management Research Vol. 4, No. 3; 2015

about their work ideas and behaviors.Consistently with this line of reasoning, past studies show that work groups
with greater levels of fit with organizations tend to receive more support from higher-level of that organization (e.g.,
Enz, 1988; Klein, Conn, & Sorra, 2001). Therefore, I propose:

Proposition 4: Employees with higher PO fit will have more external support from coworkers and
SUpervisors.

Given that the levels of creativity is determined by creative capital of which factors and sources include heightened
levels of intrinsic motivation, relevant and useful task-relevant skills and knowledge, and external support (as
proposed in Proposition 1), and these factors and sources are proposed to be positively associated with PO fit (as
proposed in Proposition 2, Proposition 3, Proposition 4), it is reasonable to propose that employees with higher PO
fit will display greater levels of creativity, and this relationship is mediated by their creative capital. Therefore, I
propose:

Proposition 5: Employees’ creative capital will mediate the positive association between their PO fit and
creativity. More specifically, employees with higher PO fit will have greater levels of creative capital, which
facilitate them to generate more novel and useful ideas and solutions.

The theoretical model based on the propositions above is shown in Figure 1.

r — - Creative Capital = —

Intrinsic
Motivation

Skills &
Knowledge

Employee
Creativity

External
Support

Figure 1. Person-organization fit, creative capital, and employee creativity

4. Discussion

Despite PO fit’s prominence in organizational research, little is understood about its role in employee creativity. This
paper seeks to address this concern by proposing a positive link between PO fit and employee creativity. Drawing
from research in social psychology and organizational behavior, a combined construct, namely, creative capital is
developed and proposed to mediate the link between PO fit and employee creativity; the higher PO fit, the greater
creative capital, and the greater creative capital, the more creative performance. Overall, the propositions presented
in this paper set the foundation for further research in creativity management by highlighting the possibility of
increasing PO fit and developing creative capital of employees.

4.1 Managing Creativity

As creativity is subjective in its nature and different from the current ideas and practices (Amabile, 1983), managing
creativity is extremely challenging, if not impossible (Amabile & Khaire, 2008; Levitt, 1963). Indeed, Amabile and
colleagues (1996) concluded that creativity is unmanageable, and managers can only manage for creativity by, for
example, managing creativity-undermining environmental elements. Sutton (2001), similarly to them, argued that
current management practices in organizations are not suitable for the creativity, and managers and organizations
who wish to enhance employee creativity should abandon what they have done so far.

However, the modelof this paper implies that this conclusion is premature, and managers can manage employee
creativity successfully by developing their creative capital. Specifically, by providing sufficient training opportunities
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with displaying more supportive and positive attitudes, managers can directly develop employees’ creative capital,
which, in turn, facilitates them to engage in creative performance. Furthermore, by selecting candidates with high PO
fit and promoting them later in the organization, managers can nurture and foster employees’ creative capital and
their creativity. The proposed model in this paper also yields a few important practical implications to managers who
wish to enjoy great employee creativity. In particular, to enhance employee creativity, managers need to identify
organizational operating values and goals accurately (Schein, 1985). Second, they need to assess values and goals of
employees (or job candidates) when they evaluate their performance (or credentials). Third, they need to emphasize
the compatibility or homogeneity between employees, so that they can recognize the similarly among them and thus
exchange positive and supportive attitudes and behaviors (cf. Byrne, 1961; Schneider, 1987).

4.2 Future Research Directions

Some researchers may disagree to the propositions this paper presents. In particular, Schneider (1987) theorized that
organizations with great levels of homogeneity (i.e., employees with high PO fit) tend to have low levels of creativity
and eventually fail to achieve their goals. Consistently, some past studies show that employees with low PO fit play
positive roles in improving organizational creativity (e.g., Park & DeShon, 2010; Van Knippenberg, De Dreu &
Homan, 2004). Additionally, there are pieces of anecdotal evidence that non-traditional and weird practices result in
great degrees of organizational creativity (e.g., Senge, 1990; Sutton, 2001).

However, it should be noted that the current paper is not contrary but complementary to the above. For example, the
ideas of negative impact of PO fit to employee creativity may be more useful in situations where current work rules
and practices are totally inappropriate or out-of-dated and thus they should be replaced with new ones.The present
ideas of positive impact of PO fit to employee creativity, on the other hand, may be more relevant in situations where
focus is given to improve (rather than abandon) current work rules and practices incrementally. While it is beyond the
scope of this paper, future research may need to investigate this important issue more clearly. Such research would be
able to guide managers and organizations how PO fit can contribute to employee creativity, and thus how they can
manage creativity under different situations.

5. Conclusion

Research on PO fit has overlooked its potential impact on creativity in organizations. This paper attempts to fill this
gap by conceptualizing creative capital as an antecedent of employee creativity and theorizing its positive link with
PO fit. It is hoped that this paper offers new insights and provides the impetus for new and existing scholars to
further explore and investigate this important and timely issue in the future.

References

Amabile, T. M. (1983). The Social Psychology of Creativity. New  York:  Springer
Verlag.http://dx.doi.org/10.1007/978-1-4612-5533-8

Amabile, T. M., & Khaire, M. (2008). Creativity and the role of the leader. Harvard Business Review, 86 (10),
100-109.

Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work environment for
creativity. Academy of Management Journal, 39, 1154-1184. http://dx.doi.org/10.2307/256995

Amabile, T. M., Hill, K. G., Hennessey, B. A., & Tighe, E. M. (1994). The Work Preference Inventory: Assessing
intrinsic and extrinsic motivational orientations. Journal of Personality and Social Psychology, 66,
950-967.http://dx.doi.org/10.1037/0022-3514.66.5.950

Bowen, D. E., Ledford, G. E., & Nathan, B. R. (1991). Hiring for the organization, not the job. Academy of
Management Executive, 5, 35-51. http://dx.doi.org/10.5465/ame.1991.4274747

Boxx, W. R., Odom, R. Y., & Dunn, M. G. (1991). Organizational values and value congruency and their impact on
satisfaction, commitment, and cohesion. Public Personnel Management, 20,
195-205.http://dx.doi.org/10.1177/009102609102000207

Bretz, R. D., & Judge, T. A. (1994). Person-organization fit and the theory of work adjustment: Implications for
satisfaction, tenure, and career success. Journal of Vocational Behavior, 44,
32-54.http://dx.doi.org/10.1006/jvbe.1994.1003

Bretz, R. D., Ash, R. A., & Dreher, G. F. (1989). Do people make the place? An examination of the
attraction-selection-attrition hypotheses. Personnel Psychology, 42,
561-581.http://dx.doi.org/10.1111/j.1744-6570.1989.tb00669.x

Published by Sciedu Press 28 ISSN 1927-6001  E-ISSN 1927-601X



www.sciedupress.com/bmr Business and Management Research Vol. 4, No. 3; 2015

Burke, R. J., & Deszca, E. (1982). Preferred organizational climates of Type A individuals. Journal of Vocational
Behavior, 21, 50-59.http://dx.doi.org/10.1016/0001-8791(82)90052-5

Byrme, D. (1961). Interpersonal attraction and attitude similarity. Journal of Abnormal and Social Psychology, 62,
713-715.http://dx.doi.org/10.1037/h0044721

Cable, D. M., & Judge, T. A. (1994). Pay preferences and job search decisions: A person-organization fit
perspective.Personnel Psychology, 47, 317-348.http://dx.doi.org/10.1111/j.1744-6570.1994.tb01727.x

Chatman, J. A. (1989). Improving interactional organizational research: A model of person-organization fit. Academy
of Management Journal, 14, 333-349. http://dx.doi.org/10.5465/amr.1989.4279063

Chatman, J. A. (1991). Matching people and organizations: Selection and socialization in public accounting firms.
Administrative Science Quarterly, 36, 459-484.http://dx.doi.org/10.2307/2393204

Chuang, A., Hsu, R. S., Wang, A, 7 Judge, T. A. (2015). Does west “fit” with east? In search of a Chinese model of
person-environment fit. Academy of Management Journal, 58, 480-510.
http://dx.doi.org/10.5465/amj.2012.1076

Csikszentmihalyi, M. (1990). Flow. The Psychology of Optimal Experience. New York: Harper and Row.

Dawes, R.V. & Lofquist, L.H. (1984). A Psychological Theory of Work Adjustment. Minneapolis, MN: University of
Minnesota Press.

Deci, E. L. & Ryan, R. M. (2000). The “what” and “why” of goal pursuits:” Human needs and the self-determination
of behavior.Psychological Inquiry, 11, 227-268.http://dx.doi.org/10.1207/s15327965pl11104 01

Deci, E. L., & Ryan, R. M. (1985). Intrinsic Motivation and Self-determination in Human Behavior. New York:
Plenum.http://dx.doi.org/10.1007/978-1-4899-2271-7

Enz, C. A. (1988). The role of value congruity in intraorganizational power. Administrative Science Quarterly, 33,
284-304.http://dx.doi.org/10.2307/2393060

Fisher, C. D. (2000). Mood and emotions while working: missing pieces of job satisfaction.Journal of
Organizational Behavior,21,
185-202.http://dx.doi.org/10.1002/(sici)1099-1379(200003)21:2<185::aid-job34>3.0.co;2-m

Flach, F. (1990). Disorders of the pathways involved in the creative process. Creativity Research Journal, 3,
158-165.http://dx.doi.org/10.1080/10400419009534349

Florida, R., & Goodnight, J. (2005). Managing for creativity. Harvard Business Review, 83 (7/8), 124-132.

Gagné, M., Senecal, C., & Koestner, R. (1997). Proximal job characteristics, feelings of empowerment, and intrinsic
motivation: A multidimensional ~model.  Journal of  Applied  Social  Psychology, 27,
1222-1240.http://dx.doi.org/10.1111/j.1559-1816.1997.tb01803.x

George, J. M. (2008). Creativity in organizations. The Academy of Management Annals, 1,
439-477 http://dx.doi.org/10.1080/078559814

Gino, F., & Ariely, D. (2011). The dark side of creativity: Original thinkers can be more dishonest.Journal of
Personality and Social Psychology, 102, 445-459. http://dx.doi.org/10.1037/a0026406

Hastie, R., & Dawes, R. M. (2001). Rational Choice in an Uncertain World: The Psychology of Judgment and
Decision Making. Thousand Oaks, CA: Sage.

Hennessey, B. A., & Amabile, T. M. (2010). Creativity. Annual Review of Psychology, 61,
569-598.http://dx.doi.org/10.1146/annurev.psych.093008.100416

Hogg, M. A., & Abrams, D. (1988). Social Identifications: A Social Psychology of Intergroup Relations and Group
Processes. London: Routledge.

Ilies, R., & Judge, T. A. (2002). Understanding the dynamic relationships among personality, mood, and job
satisfaction: A field experience sampling study.Organizational Behavior and Human Decision Processes, 89,
1119-1139.http://dx.doi.org/10.1016/S0749-5978(02)00018-3

Kim, T., Aryee, S., Loi, R., & Kim, S. (2013). Person-organization fit and employee outcomes: Test of a social
exchange model. International Journal of Human Resource Management, 24, 371903737.
http://dx.doi.org/10.1080/09585192.2013.781522

Published by Sciedu Press 29 ISSN 1927-6001  E-ISSN 1927-601X



www.sciedupress.com/bmr Business and Management Research Vol. 4, No. 3; 2015

Klein, K. J., Conn, A. B., & Sorra, J. S. (2001). Implementing computerized technology: An organizational analysis.
Journal of Applied Psychology, 86, 811-824 http://dx.doi.org/10.1037//0021-9010.86.5.811

Kiristof, A. L. (1996). Person-organization fit: An integrative review of its conceptualizations, measurement, and
implications. Personnel Psychology, 49, 1-49.http://dx.doi.org/10.1111/j.1744-6570.1996.tb01790.x

Kristof-Brown, A., Zimmerman, R., & Johnson, E. (2005). Consequences of individuals’ fit at work: A meta-analysis
of person-job, person-organization, person-group, and person-supervisor fit. Personnel Psychology, 58, 281-342.
http://dx.doi.org/10.1111/j.1744-6570.2005.00672.x

Levitt, T. (1963). Creativity is not enough. Harvard Business Review, 41 (3), 72-83.

Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employee-Organizational Linkages. New York: Academic
Press.

Muchinsky, P. M., & Monahan, C. J. (1987). What is person-environment congruence? Supplementary versus
complementary models of  fit. Journal of  Vocational Behavior, 31, 268-277.
http://dx.doi.org/10.1016/0001-8791(87)90043-1

Mumford, M. D., & Gustafson, S. B. (1988). Creativity syndrome: Integration, application, and innovation.
Psychological Bulletin, 103, 27—43.http://dx.doi.org/10.1037/0033-2909.103.1.27

Oldham, G. R., & Cummings, A. (1996). Employee creativity: Personal and contextual factors at work. Academy of
Management Journal, 39, 607-634 http://dx.doi.org/10.2307/256657

OReilly, C. A., & Chatman, J. (1986). Organization commitment and psychological attachment: The effects of
compliance, identification and internalization on prosocial behavior. Journal of Applied Psychology, 71,
492-499. http://dx.doi.org/10.1037/0021-9010.71.3.492

Park, G., & DeShon, R. P. (2010). A multilevel model of minority opinion expression and team decision-making
effectiveness. Journal of Applied Psychology, 95, 824-833. http://dx.doi.org/10.1037/a0019939

Posner, B. Z. (1992). Person-organization values congruence: No support for individual differences as a moderating
influence.Human Relations, 45, 351-361.http://dx.doi.org/10.1177/001872679204500403

Reiter-Palmon, R. & Illies, J. J. (2004). Leadership and creativity: Understanding leadership from the creative
problem-solving perspective. Leadership Quarterly, 15, 55-77. http://dx.doi.org/10.1016/j.leaqua.2003.12.005

Rokeach, M. (1973). The Nature of Human Values. New York: Free Press.

Runco, M. A. (2004). Creativity. Annual Review of Psychology, 55,
657-687.http://dx.doi.org/10.1146/annurev.psych.55.090902.141502

Schein, E. (1985). Organizational Culture and Leadership. San Francisco: CA: Jossey-Bass.

Scheneider, B. (1987). The people make the place. Personnel  Psychology, 40,
437-453 http://dx.doi.org/10.1111/j.1744-6570.1987.tb00609.x

Senge, P. M. (1990). The Fifth Discipline: The Art and Practice of the Learning Organization. New York: Doubleday

Seo, M., Barrett, L. F., & Bartunek, J. M. (2004). The role of affective experience in work motivation. Academy of
Management Review, 29, 423-439. http://dx.doi.org/10.5465/amr.2004.13670972

Shalley, C. E. (1991). Effects of productivity goals, creativity goals, and personal discretion on individual creativity.
Journal of Applied Psychology, 76, 179 —185. http://dx.doi.org/10.1037/0021-9010.76.2.179

Shalley, C. E., & Gilson, L. L. (2004). What leaders need to know: A review of social and contextual factors that can
foster or hinder creativity. Leadership Quarterly, 15, 33-53 http://dx.doi.org/10.1016/j.leaqua.2003.12.004

Shalley, C. E., Zhou, J., & Oldman, G. R. (2004). The effects of personal and contextual characteristics on creativity:
Where should we go from here? Journal of  Management, 30, 933-958.
http://dx.doi.org/10.1016/j.jm.2004.06.007

Spanjol, J., Tam, L., && Tam, V. (2015). Employer-employee congruence in environmental values: An exploration
of effects on job satisfaction and creativity. Journal of Business Ethics, 130, 117-130.
http://dx.doi.org/10.1007/s10551-014-2208-6

Sutton, R. I. (2001). The weird rules of creativity. Harvard Business Review, 79, 94-103.

Published by Sciedu Press 30 ISSN 1927-6001  E-ISSN 1927-601X



www.sciedupress.com/bmr Business and Management Research Vol. 4, No. 3; 2015

Taggar, S. (2002). Individual creativity and group ability to utilize individual creative resources: A multilevel model.
Academy of Management Journal, 45, 315-330. http://dx.doi.org/10.2307/3069349

Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In S. Worchel & W. G. Austin
(Eds.), Psychology of Intergroup Relations (2™ ed., pp. 7-24). Chicago: Nelson-Hall.

Van Knippenberg, D., De Dreu, C. K., & Homan, A. C. (2004). Work group diversity and group performance: An
integrative model and research agenda. Journal of Applied Psychology, 89, 1008-1022.
http://dx.doi.org/10.1037/0021-9010.89.6.1008

Van Maanen, J., & Schein, E. H. (1979). Toward a theory of organizational socialization. In B. M. Staw & L. L.
Cummings (Eds.), Research in Organizational Behavior (vol. 1, pp. 204-264), Greenwich, CT: JAI Press.

Vancouver, J. B., & Schmitt, N. W. (1991). An exploratory examination of person-organization fit: Organizational goal
congruence. Personnel Psychology, 44, 333-352. http://dx.doi.org/10.1111/j.1744-6570.1991.tb00962.x

Vancouver, J. B., Millsap, R. E., & Peters, P. A. (1994). Multilevel analysis of organizational goal congruence. Journal
of Applied Psychology, 79, 666-679.http://dx.doi.org/10.1037/0021-9010.79.5.666

West, M. (2002). Sparkling fountains or stagnant ponds: An integrative model of creativity and innovation. Journal
of Applied Psychology, 51, 355-387.http://dx.doi.org/10.1111/1464-0597.00951

Woodman, R. W., Sawyer, J. E., & Griffin, R. W. (1993). Toward a theory of organizational creativity. Academy of
Management Review, 18, 293-321. http://dx.doi.org/10.5465/amr.1993.3997517

Zhang, X. M., & Bartol, K. M. (2010). Linking empowering leadership and employee creativity: The influence of
psychological empowerment, intrinsic motivation, and creative process engagement. Academy of Management
Journal, 53, 107-128. http://dx.doi.org/10.5465/am;j.2010.48037118

Zhou, J., & Shalley, C. E. (2003). Research on employee creativity: A critical review and directions for future research.
In J. Martocchio & G.R. Ferris (Eds.), Research in Personnel and Human Resource Management (vol. 22, pp.
165-217), Greenwich, CT: JAI Press.http://dx.doi.org/10.1016/s0742-7301(03)22004-1

Published by Sciedu Press 31 ISSN 1927-6001  E-ISSN 1927-601X



