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ABSTRACT 

Saudi Arabia faces many challenges, including the political instability of the Middle East as well 

as currently decreased oil prices. However, Saudi is ranked 83rd in the global creativity index. 

Thus, Saudi has developed Vision 2013 to promote innovation that includes increasing tourism. 

The Mecca Region is a center of tourism and the police directors will need to demonstrate 

creative ways to maintain safety of an increasing influx of international tourists. 

The purpose of this quantitative study was to examine the perceptions of leadership 

behaviors by directors of police force in Mecca as measured by Leaders Behavior Descriptive 

Questionnaire (LBDQ) and their perceptions on innovative behaviors as measured by Magley 

and Birdi’s instrument. These two instruments in Arabic were personally distributed to 120 

directors; 103 (86%) completed survey sets were returned. Of these, 95 were sufficiently 

complete for data analysis. 

 Demographic findings indicated that the median age of these directors was 30.5 years, 

median years of experience was 11, and median educational experience was Bachelors’ degree. 

Correlational and multiple regression analyses revealed that these leaders had moderate 

leadership scores and similar perceptions of innovation. The three largest correlations were 

between the total leadership on LBDQ and total innovation score, creativity self-efficacy, and 

team support for innovation. The fourth largest correction was between team support and 

innovation. Thus, the alternative hypotheses were accepted that these leaders’ perceptions of 

their leadership skills would predict their perception of innovations.  

 From the study, we concluded that the participating leaders believe they possess good 

leadership skills and have creative ideas, which are supported by their supervisors. Out of the 4 

subscales of LBDQ, consideration has the strongest correlations with innovation. Thus, these 
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leaders feel safe to try something new without fear of negative repercussions or others criticizing 

them if their idea or product. In addition, these leaders expressed that they work well in teams. A 

four-step model to promote innovation in any organization was developed from the finding. 

Saudi support of education for these young leaders should assist in their realization of innovation 

in police work in the Mecca Region. 
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Chapter 1: Background  

 In this era, creativity is a crucial attribute that will enable organizations to survive 

(Adnan, 2011; Algabbaa, 2015; Asad Sadi & Al-Dubaisi, 2008; Clapham, 2000; Martins & 

Terblanche, 2003; Medina, 2006; Navaresse, 2008; Robbins & Judge 2014).  The government of 

Saudi Arabia has an ambitious vision for the country called Vision 2030 (see Appendix A).  The 

main thrust of the Vision 2030 involves reducing the country’s budget dependency on oil prices.  

Thus, the country is planning on other ways to generate income.  Increasing numbers of visitors 

and pilgrims to Mecca (considered the most holy city for all Muslim people around the world) is 

a great source for that income.  The government realizes that in order to achieve its goal, it needs 

to improve the quality of the services that its employees provide for people, hence improving the 

services of governmental organizations is another aspect of Vision 2030 (see Appendix A).   

 Besides the residents of the Mecca region, the potential visitors and pilgrims to Mecca 

need to feel safe and respected, otherwise the chance is slim of having this component of Vision 

2030 succeed.  The police department in the Mecca region (PDM) needs to be strong and 

innovative.  This is a key part if the vision is to be achieved.  To make this change happen, 

leaders of PDM need to be aware of their own behaviors and how these affect creativity, as well 

as how to change the culture of their organization to be an innovation-supportive culture.   

 Leaders should seek to provide whatever is required to support employees in generating 

new ideas and innovation.  To have a creative organization, there is a need to concentrate on the 

human aspect of the organization, because humans are the key element for organizations to 

compete and improve (Amabile, Conti, Coon, Lazenby, & Herron, 1996; Navaresse, 2008).  

Bakkar (2003) in his study about creativity-enhancement in Saudi Arabia says that to generate 

new products or services to a market, an organization needs to encourage creativity.  Moreover, 



2 
	

	
	

Algabbaa (2015) argues that despite the magnificent quantity of money Saudi Arabia has, it did 

not devote enough attention to enhance creativity in the country.  Thus, this study was seeking to 

identify the influence of certain leader’s behaviors, measured by Leaders Behavior Descriptive 

Questionnaire (LBDQ as seen in Appendix B), on innovation in the public sector of Saudi 

Arabia, specifically the police department of the Mecca region, measured by Magdley and 

Birdi’s instrument.   

 Chapter I encompasses the background of the study, background of the country of 

Saudi Arabia, the new vision of Saudi Arabia, statement of the problem, statement of the 

purpose, significance of the study, definition of the terms, conceptual framework, research 

questions, limitations, assumptions, organizations of the study, and a summary.   

Background of the Country of Saudi Arabia 

 Saudi Arabia is a Middle East monarchy located in the far west of Asia.  It is the largest 

country in the Middle East, with a population of approximately 27 million people.  It contains 13 

regions (similar to the state system in the USA).  In each region, there are different governorates 

that form from different cities or villages.  Mecca and Jeddah are two of the biggest cities of the 

Mecca region as well as the whole country.  Based on its size, the climate differs around the 

country, but generally it has a desert climate.  Considered one of the most conservative countries, 

its main language is Arabic, and the primary religion is Islam (Central Department of Statistics & 

Information, n. d.).   

Established in 1932, Saudi Arabia is considered a relatively new country with many natural 

resources, especially oil, which accounts for most of the country’s revenue.  The Saudi 

government has begun to recognize that the oil at some time is going to be depleted or even be 

unavailable for use.  Saudi citizens are the most sustainable and important resource to use for 
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future development of the country.  Understanding citizens’ drive and how to help them to reach 

their potential are crucial areas for the country to improve its efficiency and improve its 

economy.   

Police Department in the Mecca Region  

The main job of the police department of the Mecca region (PDM) is to reduce the 

number of crimes within the region, as well as to arrest people who commit a crime when it 

occurs.  Thus, the police do not really deal much with traffic or immigration laws, as there are 

other departments for these issues.   

There is no public data that show the number of employees for the PDM.  Mecca region 

has 17 governorates, and the headquarters of the Mecca region is located in Mecca City.  Besides 

Mecca City, there are five governorates consider class A, meaning large (At-Tayef, Jeddah, 

Rabeg, Al-Laith and Al-Gunfuthah), and the rest are not as large.  There are about 10 police 

stations for every big city.  Every station contains 60 to 70 policemen.  There are no 

policewomen in Jeddah.  However, in the main office of the police department of each city there 

is a female section that has only female members who would be only involved if a case required 

interacting with women, which does not happen often.   

The police force in PDM is comprised of officers and soldiers.  To be an officer in the 

PDM, one has to have at least a bachelor’s degree.  In the recent past, a soldier who served more 

than 10 years could qualify with a high school diploma.  The qualifications have changed.  To be 

a soldier in PDM, one has to have a minimum of a high school diploma.  Since the culture of 

Saudi Arabia is considered a high power distance culture, where authority is highly respected, 

inside the organization people respect higher ranks, and policemen expect others to treat them 

with high respect, and to obey their orders (Hofstede, 2001). 
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The New Vision of the Country of Saudi Arabia  

 For most countries, enhancing the economy is one of the main goals for any government.  

In the country of Saudi Arabia, the economy is considered strong.  In fact, the country is one of 

the biggest 20 economies in the world.  However, the strong economy is based on extracting and 

selling huge amounts of oil that the country has.  For many decades, the country has been the 

largest oil producer on the planet.  As much as that was a privilege for the country, it is a serious 

challenge for it as well.  Now the price of oil is dramatically decreasing and the country needs to 

diverse its income sources.  Because it is obvious that the oil will not be an endless source of 

energy in the world, forward-thinking leaders are looking for ways to diversify economically.  

Technology is replacing oil, or at least reducing the dependency on it.  The price of oil these days 

sheds light on that path.  To improve the quality of life for its people, Saudi Arabia announced an 

ambitious vision for 2030.  One of the main principles of that vision is to find more resources to 

support the economy and to decrease the tremendous dependency on oil prices for the country’s 

income (see Appendix A).   

 One of the most important aspects of Vision 2030 is to improve the quality as well as 

reducing the cost of the government’s work (see Appendix A).  Thus, improving the way that the 

governmental organizations accomplish their tasks is critical to successfully achieving that 

vision.  These leaders understand that “the significant need and demand for organizational 

change and innovation in local governance has been heightened by the challenges of 

decentralization, globalization, and increased citizen’s expectation” (Gross & Hambleton, 2007, 

p. 148). 
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Challenges for the Country of Saudi Arabia  

 Saudi Arabia faces many challenges, including the political instability of the Middle East  

(Dalacoura, 2012) as well as currently decreased oil prices.  Hwang (2013) states that due to the 

competitive world market, there is a critical need for organizations and governments around the 

world to try promoting creativity to deal with various economic, political, and social challenges. 

Florda, Mellander, and King (2015) ranked Saudi Arabia 83rd in the global creativity 

index (GCI).  They argue that except for countries like Saudi Arabia where their main income 

comes from their raw material, such as oil, there is a strong correlation between a country’s 

economy and its GCI.  Algabbaa (2015) argues that the main reason why Saudi Arabia does not 

have many new inventions is the lack of interest that the government provides for research and 

development (R&D).   

Alsaqqaf (1999) states that the increasing population of Saudi Arabia is considered one of 

the fastest growing populations around the world.  In an attempt to train and educate the new 

generation of Saudi Arabian people, the country has been providing an opportunity to study 

abroad in the best colleges and universities in the world.  The goal is to improve their skills and 

knowledge as well as expand their experience of different cultures.  However, that might not be 

enough for the country.  Abridah (2012) argues that despite the huge investment in human 

resources in his country, Libya, there is a lack of creativity there.  He believes the reason for that 

failure was the focus of improving people’s skills, but not providing them with the right 

environment that supports creativity.  Therefore, Saudi Arabia sees a need to provide its people 

with the right culture so that they can enhance their ability to generate new ideas and produce 

new innovations, so they avoid the same outcome as occurred in Libya.  Abridah (2012) argues 
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that unlike western culture, Arabic culture does not support curiosity, innovation, and risk taking, 

which are essential parts of creativity.   

Problem Statement 

 Saudi Arabia faces many challenges, including the political instability of the Middle East 

as well as currently decreased oil prices. However, Saudi is ranked 83rd in the global creativity 

index. Thus, Saudi has developed Vision 2030 to promote innovation that includes increasing 

tourism. The Mecca Region is a center of tourism and the police directors will need to 

demonstrate creative ways to maintain safety of an increasing influx of international tourists. 

Purpose of the Study 

 The purpose of this quantitative study was to examine the perceptions of leadership 

behaviors by directors of the police force in the Mecca Region as measured by Leaders Behavior 

Descriptive Questionnaire (LBDQ) and their perceptions on innovative behaviors as measured 

by Magley and Birdi’s instrument.  

Research Questions and Hypotheses 

 The research questions that guided the study, and the related hypotheses, are as follows: 

• RQ 1: What was the relationship between leadership behavior measured by the Leaders 

Behavior Descriptive Questionnaire (LBDQ) (namely tolerance of uncertainty, initiation 

of structure, tolerance and freedom, and consideration) on innovation measured by 

Magdley and Birdi’s instrument in the police department in the Mecca region?  

• H01: None of the five LBDQ scores will be related to any of the nine innovation 

scores: 

o Creative self-efficacy,  

o Domain expertise,  



7 
	

	
	

o Team support for innovation,  

o Team participation safety,  

o Organizational support,  

o Organizational flexibility,  

o Idea generation, 

o Idea implantation 

• Ha1: At least one of the five LBDQ will be related to at least one of the eight 

innovation scores or their total.   

• RQ 2: What were the aspects of leadership behavior as measured by the Leaders 

Behavior Descriptive Questionnaire (LBDQ) (namely tolerance of uncertainty, initiation 

of structure, tolerance and freedom, and consideration) will predict innovation as 

measured by Magdley and Birdi’s instrument in police department in the Mecca region. 

• H02: None of the five LBDQ aspects will predict the innovation total score. 

• Ha2: At least one of the five LBDQ aspects will predict the innovation total score.   

Significance of the Study 

There was a critical need to conduct different studies on creativity from different cultures.  

Hwang (2013) and Abridah (2012) claim that most of the creativity studies were conducted in 

western countries, so the results reflect the cultures of the west.  There is a lack of studies about 

creativity and innovation in the Arab countries generally, and in Saudi Arabia particularly.   

The global creativity index (GCI) of 2015 shows that there is a relationship between 

national culture and individuals’ creativity.  Almost all top 10 countries (Australia, United States, 

New Zealand, Canada, Denmark, Finland, Sweden, Iceland, Singapore, Netherlands) are defined 

as a low power distance culture.  Saudi Arabia was ranked at 83 in the GCI, and is defined as a 
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high power distance culture.  In light of Abridah’s (2012) argument that Arabic culture does not 

support curiosity, innovation, and risk taking, which are essential parts of creativity, there was a 

need to investigate the reasons behind the lack of creativity in Saudi Arabia. 

Most of the government departments do their work in a very traditional bureaucratic way, 

which (a) requires a long time for both standard and new procedures to be carried out and (b) 

costs enormous amounts of money.  Thus, to face the new challenges, the way most 

governmental organizations are currently working needs to be improved, and here is where the 

importance of innovation can be seen.  In fact, there is lack of research in the Arab world in 

regards to creativity in the workplace.   

 Besides the importance of the research on innovation in Saudi Arabia in general, research 

on successively applying the vision of 2030 is critical for the country, enhanced safety is 

important.  Without safety, it is hard for any society to develop or enhance its people’s quality of 

life.  If the society tries to improve, and the rate of crimes is high or people do not feel safe, there 

is no meaning for any development plan.  Thus, the police leaders in the entire country of Saudi 

Arabia need to be part of that Vision 2030.  However, the leaders of the Mecca police have more 

responsibility to contribute to that vision due to the potential increase of visitors and pilgrims to 

the holy city of Mecca.  Visitors from abroad need to feel safe and respected, so the target 

visitors number can be reached.  That is one of the most important elements to make sure this 

part or the new revenue for the country is achieved.  The police department in the Mecca region 

(PDM) needs to be strong and innovative.  To make this change happen, leaders of PDM need to 

realize how their own acts and behaviors interact with creating new ideas to improve their work, 

as well as encouraging them to change the culture in their organization to be a producer of new 

innovation.   
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 Human beings have many opportunities for earning and improving their lives.  Thus, 

everyone in her or his life, regardless of where or what they do, can always improve and enhance 

the job they do.  Hiatt-Michael (2008) interviewed Ralph Tyler and asked him, “What is the 

purpose of life” (p. 64).  His answer was that learning is the purpose of life.  He went on to say, 

“Each generation creates new ideas and elaborate on those ideas that have previously existed.  

We must always remember that it is man who drives ideas, not ideas that drive man” (p. 64). 

 The findings of this study were intended to provide information to policymakers in 

general, and to be used as a tool to develop training programs in innovation by the leaders of the 

police department in the Mecca region.  Also, the findings may help leaders of PDM to transform 

the workplace into one of ongoing growth creativity. 

Methodology 

A quantitative method was used in this research.  A survey was administered to the 

sample of leaders in the police department of the Mecca region.  The survey contained (a) 

demographic questions; (b) four items of the Leaders Behavior Descriptive Questionnaire 

(LBDQ), namely tolerance of uncertainty, initiation of structure, tolerance of freedom, and 

consideration); and (c) Magdley and Birdi’s instrument.  A personal letter was sent with the 

survey in order to encourage the leaders to respond.  All questions and associated letters were 

translated into Arabic. 

Definition of Terms 

To help the reader understand the context of this study, this section defines terms that are 

specific to this study. 

 Creativity and innovation.  In many studies the terms creativity and innovation are used 

interchangeably; however, other theorists give different meanings for each (Adnan, 2011; 
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Martins & Terblanche, 2003; Tidd, 2001).  Amabile et al., (1996) define creativity as “the 

production of novel and useful ideas in any domain” (p. 1155).  In the same time, they define 

innovation as “the successful implementation of creative ideas within an organization” (p. 1155).  

However, for the purpose of this study, the definition of creativity and innovation relates to 

developing a product or process to improve the way the work is done, to create a new way to 

increase customer’s satisfaction, reduce cost, or decrease the time taken to provide a service. 

 Culture.  Hofstede, Hofstede, and Minkov (1991) define culture as, “the collective 

programming of the mind distinguishing the members of one group or category of people from 

another” (p. 5).  However, for the purpose of this study, culture referred to the culture of Saudi 

Arabia, the nation about which the study was conducted.   

 Gatekeeper.  Mallette (2014) defines the gatekeeper as the person who allows a 

researcher to have access to the population she or he has targeted for the study.  The gatekeeper 

in this study was a person who has a doctoral degree, held a leadership position, and has more 

than 30 years of work experience in the PDM.  He was the connection between the researcher 

and the sample for the study as well as the person who distributed and collected the surveys, then 

mailed them to the researcher.   

 LBDQ definitions.  These four terms represent the concepts measured by four subscales. 

• Tolerance of uncertainty: This is the ability to tolerate uncertainty and 

postponement without anxiety or upset. 

• Initiation structure: This clearly defines leadership roles and lets followers know 

what is expected.   

• Tolerance of freedom: This allows followers scope for initiative, decision, and 

action. 
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• Consideration: This is in regards to the comfort, well-being, status, and 

contributions of followers. 

 Leadership.  Northouse (2013) defines leadership as “a process whereby an individual 

influences a group of individuals to achieve a common goal” (p. 3).  Robbins and Judge’s (2014) 

definition was not far from that of Northouse; they define leadership as “the ability to influence a 

group toward the achievement of a vision or set of goals” (p. 160).  However, for the purpose of 

this study, the term leadership refers to people who are in positions of authority in the police 

department of the Mecca region.   

 Magdley and Birdi’s instrument of innovation definitions.  These four terms represent 

the concepts measured by this scale. 

• Creative self-efficacy: The ability to produce new and creative ideas. 

• Domain expertise: The level of experience and knowledge in a specific subject 

matter.   

• Team support for innovation: Team member support for producing and 

implementing creative and new ideas. 

• Team participation safety: The level of team buy-in, understanding, and 

acceptance of innovation efforts.  Team collaboration on work-related issues. 

• Organizational support for innovation: Support is measured by the provided time, 

assistance, cooperation, and practical support. 

• Organizational flexibility: The organization’s reaction to change of the 

organization. 

• Idea generation: Conceptualizing new ideas that encompass policies, service, or 

products; methods to realize targets or objectives, and work procedures. 
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• Idea implementation: The implementation of new ideas is measured in terms of 

polices, service or products, methods to realize target or objectives, and work 

procedures. 

 Organizational culture.  The most famous definition of organizational culture comes 

from Schein (2004), who describe organizational culture as follows:  

A pattern of shared basic assumptions that was learned by a group as it solved its 

problems of external adaptation and internal integration, which has worked well enough 

to be considered valid and, therefore, to be taught to new members as a correct way to 

perceive, think, and feel in relation to those problems.  (p. 17) 

Conceptual Framework  

The framework of the study was based on reviewing different literature related to the 

research topic, including creativity, leadership, culture (national and organizational), and 

organization’s structure.  Different perspectives of creativity and innovation are reflected in 

different theories and definitions of them (Adnan, 2011; Algabbaa, 2015; Asad Sadi & Al-

Dubaisi, 2008; Clapham 2000; Robbins & Judge, 2014; Medina, 2006; Navaresse, 2008; Martins 

& Terblanche, 2003).  One of the most significant studies about creativity was conducted by 

Amabile in 1997; she came up with her componential theory of individual creativity.  That 

theory argues that individual creativity required the following: 

• Expertise: Work-related knowledge and experiences. 

• Creative thinking skills: How people perceive problems and are capable of 

finding new ways to overcome challenges.   

• Motivation: Extrinsic motivation is not as effective as intrinsic motivation.   
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Linking individual creativity in the componential theory with the work environment, 

Amabile (1997) came up with her model of the impact of the organizational environment on 

creativity.  In her study, Amabile describes a tool for research and theory development called 

KEYS.  This tool was developed as a result of the collaboration between Amabile and the Center 

for Creative Leadership.  The purpose of this tool was to help scholars who are interested in 

creativity to evaluate the environment that positively or negatively impacts creativity.  However, 

the innovation measurement for this study was based on the Magdley and Birdi’s instrument of 

innovation.  They created their questionnaire to measure different areas that affect creativity, 

namely creative self-efficacy, domain expertise, team support for innovation, team participation 

safety, organizational support, organizational flexibility, idea generation, and idea 

implementation.   

Other parts of that study are the leadership theories.  Different leadership theories that are 

taught in graduate schools in Pepperdine University were reviewed.  One of the most significant 

works is that of Northouse (2013).  Other works include those of Senge (2006) in regard to the 

importance of shared vision, Robbins and Judge (2014) on organizational behavior, and Edgar 

Schein (2004) on the organizational structure as well as organizational culture and leadership.   

Jogulu (2010) conducted research to ascertain whether or not there is a link between a 

culture and the leadership style.  He chose organizations from Malaysia (a high power distance 

culture) and Australia (a low power distance culture) as two different cultures to examine.  In his 

research, the leaders of the organizations were from the same level of power and had the same 

work environment.  From this research, Jogulu (2010) concluded there is a main difference in 

leadership style in different cultures.  Transactional leadership was associated with the managers 

from Malaysia, while transformational leadership was associated with the Australian 
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managers. Thus, transactional and transformational leadership styles are considered relevant to 

the power distance of a culture.   

Another part of the theoretical framework of this study is related to work of Stogdill 

(1963).  He designed one of the main instruments that will be utilized for this study, the Leaders 

Behavior Descriptive Questionnaire (LBDQ).  The work of Geert Hofstede (1984) in his famous 

study at the IBM Company is a principal conceptual basis for this study.  Hofstede measured 

culture (national or organizational) in four different dimensions that will be discussed in more 

detail in the literature review: power distance, uncertainty avoidance, individualism versus 

collectivism, and masculinity versus femininity.   

Assumptions  

 This study assumed that the participants’ responsible were truthful and reliable.  Also, 

there was no guiding or influence to suggest how the participants “should” answer or what the 

researcher expected for any of the instruments used for this study.  Another assumption, based on 

prior research, was that in the leaders in the PDM would have low scores on the LBDQ score in 

tolerance of uncertainty and tolerance of freedom.  Furthermore, the leaders would score high in 

initiation structure and consideration. 

 Other assumptions were that the following traits would be likely in this sample:  

• Directors perform their role as managers not leaders.   

• Directors do not choose or select new employees who will work directly under 

them. 

• Some directors are not qualified for their positions.  They are hired because of 

their family name or their relationships with organization leaders. 

• Few opportunities exist to move up to the top of organizational levels.   
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• There is a lack of trust between employees and their managers regarding stealing 

their ideas.  In other words, employees do not expect to get recognition for their 

ideas. 

• Employees at all levels are expected to maintain a status quo in their jobs 

throughout their employment.   

• In-services or additional job training is lacking at all levels.   

• Directors lack transformational leadership skills in their work.   

• Employees do not feel comfortable talking about their complaints or ideas with 

their managers because of the high power distance.   

Limitations of the Study 

 The following are considered the most limitations most likely to impact the present 

study’s generalizability. 

• Type of organization: This study was only of a governmental organization, 

specifically a police department of the Mecca region.   

• Geographical part: It was conducted within the country of Saudi Arabia, so it 

might not apply to other countries.  Moreover, this study was conducted in Mecca, 

one region of Saudi Arabia.   

• Size: The size of the sample for the study was limited. 

Summary 

 This chapter describes the Saudi vision for 2030.  One part of that vision is to reduce the 

dependency on oil prices for the country’s economy.  Increasing the number of visitors and 

pilgrims to Mecca is a great opportunity for the country’s economy.  However, without having a 

safe environment, this vision cannot survive.  Thus, improving the way the work has been done 
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in PDM is essential.  Having an innovation culture in PDM might be the best way to improve the 

quality of services it provides for people of the Mecca region, whether local or visitors.  Leaders 

of PDM need to be aware of their own behaviors and how these affect creativity, as well as how 

to change the culture in their organization to be an innovation-supportive culture.  Thus, this 

study was seeking to identify the influence of (a) certain leadership behaviors as measured by the 

Leaders Behavior Descriptive Questionnaire (LBDQ) and (b) on innovation as measured by 

Magdley and Birdi’s instrument.   

 After stating the background of the study, the chapter articulates the statement of the 

problem, statement of the purpose, and the significance of the study.  To avoid any confusion a 

reader might face, definitions of the terms used in this study were provided.  Also included were 

a description of the conceptual framework, research questions, limitations, and assumptions.   
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Chapter 2: Literature Review 

The first section of the chapter examines creativity and innovation, including different 

theories and studies that describe innovation from different perspectives.  The second section 

reviews leadership theories and their connection to innovation.  The third section describes the 

effect of national culture on creativity, with focus on the Arabic and in particular the Saudi 

culture as the main culture of this study.  The last section examines organizational culture and 

organizational structure, and the role they play to enhance or inhibit creativity.   

Creativity and Innovation 

In a competitive new world, organizations cannot afford to be passive to the change 

around them.  They need to create new ideas to adapt and be able to survive during the 21st 

century (Adnan, 2011; Algabbaa, 2015; Angle, 2006; Asad Sadi & Al-Dubaisi, 2008; Clapham, 

2000; Martins & Terblanche, 2003; Navaresse, 2008; Robbins & Judge, 2014). 

According to the Dictionary website (2016), creativity is “the ability to transcend 

traditional ideas, rules, patterns, relationships, or the like, and to create meaningful new ideas, 

forms, methods, interpretations, et cetera; Originality, progressiveness, or imagination” (para.  

1).  West and Farr (1990) define innovation as “the intentional introduction and application with 

a role, group, or organization of ideas, processes, products, or procedures, new to the relevant 

unit of adoption, designed to significantly benefit the individual, the group, organization, or 

wider society” (p. 9).  However, in many studies the concepts creativity and innovation were 

interchangeably used (Adnan, 2011; Martins & Terblanche 2003; Tidd, 2001).   

 Noyes (1992) claimed that creativity is the first step of innovation.  Without creativity, 

there is no innovation, and without innovation, creativity is just ideas.  Taking the same path, 
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Martins and Terblanche (2003) argue that creativity and innovation are a result of combining 

ideas, generating ideas, and implementing them (see Figure 1).   

 

Figure 1.  Martins and Terblanche’s definition of creativity and innovation.   
 
From “Building Organizational Culture that Stimulates Creativity and Innovation,” by E.  C.  
Martins and F.  Terblanche, 2003, European Journal of Innovation Management, 6(1), 64-74.  
Copyright [2003] by Martins and Terblanche.  Reprinted with permission. (see Appendix J).  
 

 In 1996, Amabile et al. conducted one of the most significant studies about creativity.  

They defined creativity as “the production of novel and useful ideas in any domain” (p. 1155).  

At the same time, they defined innovation as “the successful implementation of creative ideas 

within an organization” (p. 1155).  They stated that, “All innovation begins with creative ideas” 

(p. 1154).  It is clear that the main source for new ideas is individual or team creativity.  

Therefore, allowing or encouraging creativity and innovation is one factor that high performing 

organizations have in common.   
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 To have a creative organization, there is a need to concentrate on the human capital of the 

organization, because humans are the key element for organizations to compete and improve 

(Amabile, 1997; Navaresse , 2008; Taylor, 1964).  Bakkar (2003), in his study about creativity-

enhancement in Saudi Arabia, says that to generate new products or services to a market, there is 

a need to encourage creativity.  Asad Sadi and Al-Dubaisi, (2008) stated that, ”For most 

organizations, change is inevitable” (p. 58).  However, many people do not feel comfortable with 

new ideas because they involve change.  Drucker (1985) mentioned that innovation is normally 

associated with change. 

A high performance organization supports and encourages its employees to be creative, 

and not just that, it also tries to attract creative people to work with it.  Organizations that do not 

grow with new ideas will slowly lose their place to other competitors or will have unhappy 

clients.  Judge and , (2014) state, “Today’s successful organizations must foster innovation and 

master the art of change, or they’ll become candidates for extinction” (p. 9). 

Different Forms of Innovations 

Balkin (1990) thinks there are three factors that identify creativity; he calls them the 

Three Ps: “people, process and product” (p. 29 ).  He believes new products are a result of ideas 

created by people through different processes.  Abridah, (2012) divided innovation into many 

different forms, for example: 

• Product innovation: creating a new product.   

• Service innovation: developing a new services or improve on an existing one.   

• Process innovation: creating a new way of doing a job.   

• Management innovation: applying a new technique in a management role.   

• Market or positions innovations: finding or opening a new market for a product.   
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However, there are different questions that arise when talking about creativity.  The first 

question is: What makes a creative person? There are many theories that try to answer this 

question.  For example, Davis (1999) (as cited by Abridah, 2012) argues that intelligence, 

cognitive style, and personality are the three integrative psychological variables that a creative 

person possesses.  Another answer was created by Amabile (1997) who states that,  

although part of intrinsic motivation depends on personality, my student, colleagues, and 

I discovered in 20 years of research that a person’s social environment can have a 

significant effect on that person’s level of intrinsic motivation at any point in time.   

(p. 40)  

In her componential theory of individual creativity, Amabile (1997) argued that there are 

three major components for individual creativity (see Figure 2):  

• Expertise: knowledge technical, procedural, and intellectual.   

• Creative thinking skills: how flexibly and imaginatively people approach 

problems.   

• Motivation: intrinsic is more effective than extrinsic.   
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Figure 2.  Three components of creativity.   
 
From “Motivating Creativity in Organizations: On Doing What You Love and Loving What You 
Do,” by T.  M.  Amabile, 1997, California Management Review, 40(1), 39-58.  Copyright [1997] 
by The Regents of the University of California.  Reprinted with permission. (see Appendix J).   

 
The second question is: What are the stages for an innovation? According to Balkin 

(1990) who borrowed Wallas (1926) model, the four fundamental stages in creative process are:  

• Preparation: gathering the requirements (including data) to accomplish a task.   

• Incubation: letting the unconscious mind handle the issue that the person or group 

facing or looking to explore. 

• Illumination: start forming new things, and be able to explain it to other.   

• Verification: the level where the ideas get to the real world to face the real test to 

live or die. 

The third question is: What can an organization do to enhance creativity? Bakkar (2003) 

states that to enhance creativity, there is a need to hire creative people, have the right leadership 
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style, have an effective communication system, and create a culture that supports creativity.  

Amabile et al. (1996) argued that when there is enough interest and challenges in their work, 

humans enjoy it, and it provides them satisfaction that will increase creativity.  Linking 

individual creativity with the work environment, Amabile (1997) came up with her model of the 

impact of the organizational environment on creativity.  As can be seen in the Figure 3, Amabile 

believes that the work environment impacts individual creativity.  This impact happens via the 

resources, organizational motivation, and management practices.   

 

Figure 3.  The impact of the organizational environment on creativity. 
 
From “Motivating Creativity in Organizations: On Doing What You Love and Loving What You 
Do,” by T.  M.  Amabile, 1997, California Management Review, 40(1), 39-58.  Copyright [1997] 
by The Regents of the University of California.  Reprinted with permission. (see Appendix J). 
 
 Amabile embodied, the management practice in challenging work, work group supports, 

supervisors encouragement, and freedom scales.  At the same time, she discussed three external 

factors that support internal motivation that influence creativity as:  
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• The person’s initial motivational state: If employees are internally motivated 

enough they might not depend much on the external motivation whether that 

motivation was positive or negative.  They are enjoying the task that they are 

doing and the outside influence might not affect their desire to complete a project.   

• The type of extrinsic motivator used: different people need different kinds of 

reward.  Some need recognition; other might need money or promotion. 

• The timing of the extrinsic motivation: In different stages of creativity’s process, 

external support might be more needed, such as gathering data or applying 

solutions. 

Amabile et al. (1996) describe a tool for research and theory development, called KEYS.  

This tool was developed as a result of collaboration between Amabile and the Center for 

Creative Leadership.  The purpose of this tool was to help researchers, interested in creativity, to 

evaluate the environment that positively or negatively impacts creativity.  The measures that are 

expected to positively impact creativity are mentioned as “stimulant scales” (p. 1158) and those 

expected to negatively impact creativity are indicated as “obstacle scales” (p. 1158) (see Figure 

4). 

 These categories were taken from two different resources: (a) review of previous 

research, and (b) the answers of 120 R&D scientists and technicians to what they think affect 

creativity.  The result of that study indicates that there are five categories of work environments 

that influence creativity: 

• Encouragement of creativity  

• Autonomy of freedom 

• Resources 
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• Pressures  

• Organizational impediments to creativity  

 

Figure 4.  Conceptual model underlying assessment of perceptions of the work environment for 
creativity.   

 Reprinted with permission. (see Appendix J). 
 
The KEYS Instrument 

KEYS contains of 78 items that shape 10 work environment dimensions.  Four items 

describe management practices, two describe resources, and two describe organizational 

motivation to creativity.  The closing two dimensions do not define the work environment; 

instead, they describe the perceptions of outcomes the productivity and creativity of the 

workplace in the organization that being analyzed (Amabile et al., 1996).  These are listed below. 
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Management practices.  These consist of the following: 

• Freedom: Deciding what work to do or how to do it (i.e., controlling others’ ways 

of doing their work). 

• Challenging work: A sense of having to work hard on tasks that require intense 

focus, demand one’s highest skill level, and are important projects. 

• Managerial encouragement: A good leader should be a good example, set goals, 

support employees, value individual contributions, and show confidence in the 

work of members. 

• Work group supports: Diversely skilled work groups that communicate trust, and 

help each other; who are open to new ideas and positively challenge each other’s 

work. 

Organizational motivation.  These consist of the following: 

• Organizational encouragement: An organizational culture that supports creativity 

reward, recognition, and shared vision. 

• Lack of organizational impediments: Organizational culture that does not impede 

creativity.  Harsh criticism for new ideas, avoided of risk taking, overemphasis on 

the status quo. 

Resources.  These consist of the following: 

• Sufficient resources: Access to appropriate resources: funds, material, faculties 

and information. 

• Realistic workload pressure: Absence of extreme time pressures, unrealistic 

expectation for productivity and distractions from creative work.   

Outcomes.  These consist of the following: 
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• Creativity: People believe they produce creative work.   

• Productivity: An efficient, effective, and productive organization.   

Magdley and Birdi’s Instrument of Innovation 

The measures of innovation are encompassed in Magdley and Birdi’s (2012) study.  This 

study was grounded on various theoretical frameworks and research.  It was designed to 

investigate factors that enable idea generation as well as idea implementation.  In their study, 

they measured aspects that affect creativity: creative self-efficacy, domain expertise, team 

support for innovation, team participation safety, organizational support, organizational 

flexibility, idea generation, and idea implementation (see Appendix C).  The measured 

characteristics are defined as follows: 

• Creative self-efficacy: the ability to produce new and creative ideas. 

• Domain expertise: the level of experience and knowledge in a specific subject 

matter.   

• Team support for innovation: team member support for producing and 

implementing creative and new ideas. 

• Team participation safety: the level of team buy-in, understanding, and 

acceptance of innovation efforts.  Team collaboration on work-related issues. 

• Organizational support for innovation: this support is measured by the provided 

time, assistance, cooperation, and practical support. 

• Organizational flexibility: The organization’s reaction to change of the 

organization. 
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• Idea generation: how many new ideas have been generated in the past three 

months? New ideas encompass policies, services, work procedures, or products as 

methods to realize targets or objectives. 

• Idea implementation: how many of the new ideas have been implemented in the 

past three months?  

Obstacles to Creativity 

Sometimes, older people and people in higher positions would resist a change the most, 

and they might be the reason for a decrease in the creativity.  Argyris (1977) wrote, “their lives 

are primarily full of successes, so they have rarely experienced the embarrassment and sense of 

threat that comes with failure” (p. 104).  Hence, showing the importance of change is a vital 

aspect to increase creativity.  Argyris (1977) claimed the following: 

people are taught to have a limited set of maps for how they must act, and they 

erect elaborate, defensive smoke screens that prevent themselves and anyone else from 

challenging either their actions or the assumptions on which they are based.  (p. 121) 

Amabile (2003) stated that, “Our analysis of team members’ diary entries revealed that 

the negative leader behaviors evoked more emotionality that the positive behaviors” (p. 3).  

Moreover, Hwang (2013) argues that controlling leaders’ behaviors discourage employees from 

being creative.  Leaders need to improve the learning ability of their employees.  Since learning 

is a main source for creativity, an organization needs to continue to learn and improve to reach 

the innovation stage.  Senge (2006) believed that the ability to learn faster than its competition is 

the most critical advantage that an organization can possess.   Senge (2006) felt that to promote 

creativity, internal motivation plays a more important role than external motivation. When 

people strive to accomplish a task that they want to achieve true learning takes place.  
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Structured Systems and Innovation 

Robbins and Judge (2014) define the organizational structure as, “How job tasks are 

formally divided, grouped, and coordinated” (p. 231).  In fact, an organization’s structure can tell 

many things about the organization.  Generally, a structure should have ways to maintain smooth 

functioning and handle conflict that might occur in an organization.  A clearly structured system 

should work as a catalyst for innovation in an organization.  Al-Beraidi and Rickards (2003) 

found the structural features of the firm that they studied inhibited the creativity there.  Knowing 

the significance of the structure for an organization, and how it influences the morale and 

productivity, Bolman and Deal (2013) suggest that a leader deciding on a structure for the 

organization should think of different aspects in that organization such as the number of 

employees, the vision, and the size of the organization.  Bakkar (2003) claims that some 

organizational structures are better than others for enhancing certainty.  He describes flexibility 

as an essential element of encouraging creativity within an organization.  Derksen (1998) agreed 

with Bakkar (2003) that flexibility and freedom were the words most used by his respondents to 

describe organizational designs that support creativity. 

Nagubadi (2013), as well, emphasized the importance of the organization’s structure for 

any organization to continue the innovation process.  From the previous studies, it can be 

concluded that to increase creativity in an organization, there is a need for a clearly structured 

system.   

There is not one perfect structure for all organizations.  Depending on the organization’s 

goal, every structure is different and unique.  Furthermore, the structure of an organization 

cannot be the same forever.  It needs to be reviewed for any needed updates to fit the challenges 
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or opportunities that the organization faces.  The organizational structure of yesterday might not 

be ideal for today or tomorrow. 

Haken (as cited in Bakkar, 2003) argues that free flow of information within an 

organization is a fundamental factor for enhancing creativity.  It cannot be highlighted enough 

that if employees are vague about what they are required to accomplish, or with whom they need 

to follow up, it would possibly impact their performance and increase the possibility of creating 

conflict and decreased morale at the workplace.  Bolman and Deal (2013) state that, “if 

employees are unclear about what they are supposed to do, they often tailor their roles to fit 

personal preferences instead of shaping them to meet system-wide goals.  This frequently leads 

to trouble” (p. 72).   

To show the importance of structure, Bolman and Deal (2013) state that, “clear well-

understood goals, roles, and relationships and adequate coordination are essential to 

performance” (p. 44).  Also, they wrote, “The right structure enhances team performance” 

(Bolman & Deal, 2013, p. 107).  Senge (2006) agrees with the ideas by stating that a behavior is 

affected by structure, and generally people under identical systems provide almost the same 

products.  Robbins and Judge (2014) state, “managers recognize they can handle a wider span 

best when employees know their job inside and out or can turn to co-workers when they have 

questions” (p. 235).  Clear structure helps employees to accomplish their work easier and faster, 

and at the same time it allows leaders to be efficient and able to improve creativity in their 

workplace. 

Leadership 

Leadership is a crucial factor to build organizations that stimulate creativity and 

innovations.  Different studies confirm the importance of setting innovation as a goal for the 
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organization.  The more the management emphasizes this, the more likely it would positively 

reflect on the creative performance of the employees (Algabbaa 2015; Amabile et al., 1996; 

Carson, Carson, & Roe, 1993; Derksen, 1998; Hemlin & Olsson, 2011; Lok & Crawford, 2001; 

Martins & Terblanche, 2003; Ollila, 2000; Schein, 1992).   

Definition of Leadership  

There are many different definitions for leadership.  Most of them share the idea of 

influence over others and having a common goal.  For example, Northouse (2013) defines 

leadership as “a process whereby an individual influences a group of individuals to achieve a 

common goal” (p. 3).  Robbins and Judge’s (2014) definition was not far from that of Northouse; 

they define leadership as “the ability to influence a group toward the achievement of a vision or 

set of goals” (p. 160).   

Leadership and Shared Vision 

Leaders set the vision for the organization, and innovations can be part of the vision.   

A shared vision moves people beyond simple compliance.  A community embraces 

common ‘pictures of the future’ that foster genuine commitment lived out in the shared 

experiences of people.  A new vision often begins with one or two individuals; the 

challenge is to share that vision and transform the agency.  (Hatter & Van Bockern, 2005, 

p. 40)  

The power of shared vision has been examined in different studies.  For instance, Senge (2006) 

does not think of a shared vision as just an idea; he believes it goes beyond that.  He sees vision 

as this: 

a force in people’s hearts, a force of impressive power.  It may be inspired by an idea, but 

once it goes further, if it is compelling enough to acquire the support of more than one 
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person, then it is no longer an abstraction.  It is palpable.  People begin to see it as if it 

exists.  Few, if any, forces in human affairs are as powerful as shared vision.  (p. 192) 

Senge (2006) described the importance of sharing vision by arguing that “a shared vision 

changes people’s relationship with the company.  It is no longer “their company; it becomes our 

company” (p. 192). 

Generally, when an employee has his own vision, he will not be as motivated or inspired 

to work towards the organization’s goal (Senge, 2006).  Many people need to believe in 

something bigger than themselves.  Goran Carstedt, former president of Volvo Sweden and 

IKEA North America, confirms the significance of shared vision by stating a goal of “having a 

purpose worthy of people’s commitment” (as cited in Senge, 2006, p. 263).  “The psychologist 

Abraham Maslow studied high-performing teams.  One of their most striking characteristics was 

shared vision and purpose” (Senge, 2006, p. 194). 

The Influence of Leaders on Creativity and Innovation 

Besides setting the vision for the organization, leaders play a vital role that influences 

creativity and innovation in their organizations.  Murray (1992) argues organizational creativity 

contains a minimum of two human acts: individual creativity and leadership.  While individual 

creativity deliveries the new ideas, leadership contributes the encouragement and capability to 

direct resources to produce and implement those ideas.  Amabile (1997) argues that executives at 

all levels have a strong impact on an organization’s work environment, which affect the level of 

creativity in that organization.  Generally, when employees are happier, they are more creative.  

Robbins and Judge (2014) say that leaders need to provide the best environment for their 

employees to be motivated and happy, and that will evoke creativity in them.  Hwang (2013) 

reviewed the results of Andrew and Farris’ (1967) study where they found that scientists’ 
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creativity was enhanced as supervisors listened to their concern sand provided them with the 

opportunities to share in decisions making in areas that affect them.  An example of a leader who 

values creativity and innovation is Steve Jobs from one of the largest innovation companies in 

the world, Apple.   

Moreover, Amabile et al. (1996) argue that to reach a higher level of creativity and 

innovation in their organizations, management of all levels need to not just concentrate on hiring 

creative individuals, but they need to provide them with the right environment that supports and 

evokes their creativity.  Schein (2004) states that, “When we examine culture and leadership 

closely, we see that they are two sides of the same coin; neither can really be understood by 

itself” (pp. 10-11).   

Ollila (2000) emphasized the important role that leadership plays in increasing creativity 

in an organization.  Algabbaa (2015) argues that leaders can create the environments that breed 

and improve creativity by using their leadership skills.  He says innovation and transformational 

leadership are connected.  A transformational leader provides more engagement and interaction 

with their employees as well as support by offering better communication and consulting 

activities (Algabbaa, 2015).  However, not all people in leadership positions act like leaders.  

Managers concentrate more on the task completion and do not provide the same attention toward 

peoples’ needs and their motivations.  Zaleznik (as cited in Algabbaa, 2015) conducted a study 

of the differences between managers and leaders.  One of the major findings was the risks taken.  

Leaders are more risk takers, whereas managers are not.  Moreover, leaders care for people and 

are considered friendly; on the other hand, managers give more attention to the task and are not 

perceived as friendly.   
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Nagubadi (2013) agreed that creativity most of the time requires risk taking, and 

discovering new areas that might not have been discovered before.  It is essential for 

organizations to take reasonable risks.  Otherwise, the organization would not be able to change 

in ways that help it survive or compete with other organizations.  Abridah (2012) agrees that risk 

taking is a crucial part of the creativity process.  Also, Schein (2004) states that, “if one wishes to 

distinguish leadership from management or administration, one can argue that leadership creates 

and changes cultures, while management and administration act within a culture” (p. 11).  

Hemlin and Olsson (2011) in their study classify leadership behaviors as three different types: 

• Task-oriented leadership.  These leaders concentrate on accomplishing the task in 

a routine way.   

• Relationship-oriented leaders.  They try to accomplish the task by supporting, 

improving, guiding, and providing power to their followers.   

• Change-oriented leaders.  They concentrate on encouraging change in their 

workplace by stimulating creativity and innovation. 

As a result of their study, Hemlin and Olsson (2011) describe six leaders’ behaviors that 

seemed to encourage creativity among their followers: 

• Provide expertise 

• Co-ordinate group research 

• Allocate tasks 

• Enhance group conditions 

• Improve external contacts  

• Support independence 
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Abridah (2012) stated that six leadership behaviors that encourage creativity include the 

following: 

• Focus on idea generation 

• Support a continuous leaning culture 

• Risk taking 

• Tolerance of mistakes  

• Support change 

• Conflict handling  

Amabile (2003) named four best behaviors that promote feeling of leadership support as the 

following:  

• Monitoring effectively 

• Consulting 

• Supporting 

• Recognizing 

Another study by Derksen (1998) stated that modeling, facilitating, helping, and 

networking are four types of leadership roles that leaders have to improve the creativity of their 

employees.  Hemlin, and Olsson (2011) recommend that in order to enhance creativity in R&D, 

leaders need to have a rewards system for their employees. 

Leadership and Culture 

Since cultures differ around the world, how people assess a successful leader differs as 

well.  Hwang (2013) argues that favorable leadership style varies around the world based on the 

national culture.  For example, in collectivist countries such as Saudi Arabia, the culture puts 

more emphasis on the group’s benefits and the loyalty to an organization.   
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Power distance also varies in cultures.  In the USA for example, a low power distance 

culture, people will accept a leader that worked from lower up to a higher rank in the societal or 

organizational hierarchy and would see such a leader as successful, while in high power distance 

cultures, a leader might be expected to come from a certain class or family, and “climbing the 

ladder” would not be permitted.  Jogulu (2010) carried out research to see if there is a link 

between a culture’s power distance and the leadership style.  He chose organizations from 

Malaysia (a high power distance culture) and Australia (a low power distance culture) as two 

different cultures to examine his question.  In his research, the leaders of the organizations were 

from the same level and had the same work environment.  From this research, Jogulu (2010) 

concluded there is a main difference in leadership style in different cultures.  Transactional 

leadership was associated with the managers from Malaysia, while transformational leadership 

scales were linked to the Australian managers. Jogulu states, “Organizations are managed as 

families where father is the head of the organization and employees are the children” (p. 715).  

He explains why for years employees have not been able to freely express their needs, feelings, 

or ideas to their leaders in work organizations. 

Algabbaa (2015) argue that in Saudi Arabia there is a huge need to establish a culture that 

stimulates and supports creativity.  Moreover, leaders and policymakers need to concentrate on 

having the right leadership traits that enhance creativity in their employees.  Schein (2004) states 

that, “culture is the result of a complex group learning process that is only partially influenced by 

leader behavior” (p. 11). 

Leadership Style 

Al-Beraidi and Rickards (2003) state, “transformational style has attracted attention, 

being one that encourages innovative behaviors” (p. 14).  Moreover, Kim and Yoon (2015) 
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emphasize the role of transactional leader in enhancing organizational innovation in local 

government.  They argue this leadership style helps motivate employees to be more creative.  

Northouse (2013) stated of this leadership style, “[It] is a process that changes and transforms 

people.  It is concerned with emotions, values, ethics, standards, and long-term goals, and 

includes assessing followers motives, satisfying their needs, and treating them as full human 

beings” (p. 185).  Shin and Zhou (as cited in Hwang, 2013) found that employees would be more 

creative when their leaders apply the transformational leadership style. 

Northouse (2013) described transformational leadership factors with the four Is:  

• Idealized influence (charisma): the leader has a vision and inspires others to 

follow. 

• Inspirational motivation: the leader helps people achieve more than what they 

thought they could.   

• Intellectual stimulation: the leader helps create an atmosphere that supports 

creativity and generating new ideas. 

• Individualized consideration: the leader shows special interest for every employee 

and provides one-on-one coaching.  (p. 191) 

One of the unique aspects of this leadership style is the high consideration it gives to 

people’s needs in the organization.  Bolman and Deal (2013) said, “if you show people you don’t 

care, they’ll return the favor.  Show them you care about them, they might surprise you” (p. 88).  

Also, Tichy and De Vanna (as cited in Kim & Yoon, 2015) show that transformational leaders 

apply change in organizations via three activities: 

• Recognition of the need for change 

• Creation of a vision 
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• Implementation of change. (p. 150) 

However, Podsak, Mackenzie, Moorman, and Fetter (as cited in Kim, & Yoon, 2015), identify 

five features of transformational leadership that affect innovation: 

• Articulate the organization’s vision. 

• Provide appropriate role models.   

• Promote goals and collaboration.   

• Provide individualized support. 

• Intellectually stimulate employees.  (p. 150) 

Leaders Behavior Descriptive Questionnaire (LBDQ)  

This instrument was developed at Ohio State University (1963), as one of Ohio State 

Leadership Study’s project directed by Dr.  Carroll L.  Shortly.  This instrument contains 100 

items; each one represents a leadership behavior.  These items can be grouped in 12 sub-scales.  

Each sub-scale consists of 5 or 10 items (statements) as follows: 

1. Representation: speaks and acts as a representative of the group.   

2. Demand reconciliation: reconciles conflicting demands and reduces disorder to 

the system.   

3. Tolerance of uncertainty: is able to tolerate uncertainty and postpone without 

anxiety or upset. 

4. Persuasiveness: uses persuasion and argument effectively; exhibits strong 

convictions. 

5. Initiation of structure: clearly defines roles and lets followers know what is 

expected.   

6. Tolerance of freedom: allows followers scope for initiative, decision, and action. 
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7. Role assumption: actively exercises the leadership role rather than surrendering 

leadership to others. 

8. Consideration: regards the comfort, well-being, status, and contributions of 

followers. 

9. Production emphasis: applies pressure for productive output. 

10. Predictive accuracy: exhibits foresight and ability to predict outcomes accurately. 

11. Integration: maintains a close-knit organization; resolves inter-member conflict. 

12. Superior orientation: maintains cordial relations with superiors; has influence with 

them; is striving for higher status. (p. 3) 

The Saudi National Culture 

There are two kinds of cultures that an employee lives in: first the societal culture, and 

second the organizational culture.  Schein (2004) stated, “Culture as a concept has had a long and 

checkered history” (p. 13).  Hofstede (2011) distinguishes national culture from organizational 

culture as the first culture refers to affiliation of one country and not another, whereas the 

organizational culture distinguishes employees of one organization from another. 

 Since this study was related to Saudi Arabia as a nation as well as its people, it was 

suitable to provide some information about its culture.  Saudi Arabia is considered one of the 

most conservative countries, meaning the most tradition-based and resistant to change.  Its main 

language is Arabic, and the primary religion is Islam.   

National Culture and Creativity  

Hofstede et al.  (1991) define culture as, “the collective programming of the mind 

distinguishing the members of one group or category of people from another” (p. 5).  Abridah 

(2012) argues that based on a culture a person grew up in, it can be expected that there are 
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certain similar acts in their behavior as they face similar situations.  He believes that the culture 

in which one was raised shapes the mindset from childhood and continues throughout a person’s 

lifetime. Hofstede, (1984) stated that, “culture determines the identity of a human group in the 

same way as personality determines the identity of an individual” (p. 21).  Hwang (2013) states 

that people’s beliefs, and their behavior, influence the process of emerging and preventing new 

ideas.  Culture does not just influence creativity at the level of organization; it goes beyond that 

to the entire country as well (Hoffman, as cited in Abridah, 2012).  Hofstede (1994) argues that 

starting in childhood and throughout their lifetime, the family and schools shape people’s 

“mental programs.” Then, although they still have their uniqueness, in their society, they share 

that mental programming.  Hofstede’s mental programing  is divided into three different levels 

(see Figure 5).   

 

 

Figure 5.  Three levels of mental programing. 

From Cultures and Organizations: Software of the Mind (p. 6), by G.  Hofstede, G.  J.  Hofstede, 
and M.  Minkov, 2010, New York, NY: McGraw Hill.  Copyright [2010] by G.  Hofstede.  
Reprinted with permission. (see Appendix J).  
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 Level one.  The most basic level is universal, contains the human nature need level, for 

example, eating, laughing, crying, and so forth.  All humans share this level regardless of where 

they are from.   

 Level two.  One step above the human nature is the culture.  While people do not need to 

be taught their human nature because it is biologically inherited, in contrast, it can be concluded 

culture is learned.  Different groups of people share their way or eating, laughing, or even how to 

express their sadness.  That’s where mental programing comes in as a culture.  Hofstede (1994) 

states that people carry different levels of cultures in their mental programming: 

• A national level 

• A regional and/or ethnic, religious, linguistic affiliation level  

• A gender level  

• A generation level  

• Social class level (educational, position in society or work)  

• An organization or corporate level 

 Level three.  Here at the peak of the human mental programming is the personality level.  

In this level our behavior differs from one to another within the same culture.  Depending on our 

personality and our mentality, it is a mix between inherited and learned behavior.   

Abridah (2012) argues that despite the different kind of cultures around the globe, there 

are certain features that are common for all of them: 

• Language.  It is the main way of communication among people, and thus they can 

share their stories, feeling, or knowledge among themselves.   

• Religion and belief.  Hollensen (2007) states that for many people in different 

countries, religion strongly influences the values of a society.  Moreover, many 
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people in different countries consider religion as a sensitive and unarguable topic.  

On the other hand, beliefs change over time.  What a parent believes in, his or her 

children might not share a belief in (Ghauri & Cateora, 2006).   

• Education system.  The difference between what is right and what is wrong, what 

to do and what not to do, is taught in society, and the education system can be 

considered as one of the best tools to transfer the culture through generations and 

show the boundaries (Hollensen, 2007). 

 To determine the features of national culture, Adler and Gundersen (2008) claim that 

national culture encompasses three different characteristics: 

• Most, if not all members of a society share it.   

• It transfers from one generation to another.   

• It forms people’s behaviors and their opinions of the world around them. 

 Isaksen, Puccio, and Treffinger (1993) explain a similar belief about creativity and how it 

can be impacted by multiple aspects of culture, such as politics and social interaction (p. 8).  

When individual creativity is supported by a culture, this helps people to be more creative.   

Hofstede Study 

 Hofstede (1994) measured national culture in four dimensions:  

• Power distance.  Hofstede (1994) defines power distance as “the power distance 

between a boss B and a subordinate S in a hierarchy is the difference between the 

extent to which B can determine the behavior of S and the extent to which S can 

determine the behavior of B” (p. 72).   



42 
	

	
	

• Uncertainty avoidance.  Intolerance of ambiguity, where people feel unsafe when 

they face a situation they are new to, and consider it as a threat rather than an 

opportunity.   

• Individualism versus collectivism.  In collectivist cultures, people value the 

relationship between themselves and the society.  In collectivist cultures, family 

well-being comes first, so individual needs are sometimes sacrificed.  On the 

other hand, individualist culture puts individuals’ needs first, and family or 

society comes after. 

• Masculinity or femininity.  According to Hofstede (1994) this concept is not 

about gender, but it is about assertiveness.  Masculine culture is more assertive, 

whereas feminine culture is more nurturing.  Saudi Arabia culture was placed on 

the feminine side of the spectrum. 

Based on the result of his study, Abridah (2012) claimed that there is a strong relationship 

between power distance and creativity.  Moreover, the connection between individualism and 

creativity was remarkable.  However, his study did not find a direct connection between 

uncertainty avoidance, femininity, and creativity.   

The Effect of Saudi Culture on Creativity 

Bjerke and Al-Meer (1993) stated that, “as in other nations, Arab managers do not exist 

in an economic or social vacuum.  They are heavily influenced by society’s social structure and 

by the values, norms and exceptions of its people” (p. 30).  Saudi culture is mainly based on the 

traditions and guidelines of the Islamic religion, the holy Quran and the act of prophet 

Mohammed (peace be upon him) (Algabbaa, 2015).  Moreover, Al-Shahri (2002) stated, “The 

religion of Islam is the main, though not the only, factor that shapes the Saudi culture” (p. 133).   
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Abridah (2012) describes the principles of Libyan culture (which are similar to Saudi 

culture) as follows: 

• Family system is characterized by inequality in gender roles and the type of 

relationships between parent and their children. 

• Education system is characterized by the lack of free communications between 

teachers and their students negatively affects the relationships among them and 

their learners as well as the old way of teaching which focuses the most on the 

memorizing and not understanding.   

• Hierarchical relationships among people in general (gender, age, positions etc.). 

• Self-effacement is feared, such as the fear of making a mistake and looking “like 

a fool” in the eyes of the society.   

The national culture of Saudi Arabia might have an affect on the low (83rd) creativity 

ranking in the GCI.  Herbig, Golden, and Dunphy (as cited in Abridah, 2012) argue that national 

culture might be an obstacle for people to be creative.  Noyes (1992) claimed that in terms of 

Hofstede's four dimensions of work-related values, “it is hypothesized that innovative 

organizations will have lower power distance, lower uncertainty avoidance, somewhat higher 

levels of individualism, and somewhat lower level of masculinity relative to the levels of less 

innovative organizations” (p. 25).  According to Noyes (1992), it seems obvious that lower 

power distance culture makes it easier for employees to communicate their ideas and get more 

support from their leaders to be more creative. 

 In his famous study mentioned above, Hofstede (2016) ranks Saudi Arabia as one of the 

highest in the world with a score of 95 in the Power Distance Index.  He interprets this to mean 

that people accept a hierarchical order in which everybody has a place and that placement needs 
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no further justification.  Hierarchy in an organization is seen as reflecting a system with inherent 

inequalities, where centralization is popular, subordinates expect to be told what to do, and the 

ideal boss is a benevolent autocrat (para.  1)  

 In Saudi Arabia, respect of subordinates is clearly understood as an advantage to people 

in higher positions.  The higher a position held within the hierarchy, the more respect the holder 

of that position receives.  Moreover, people of Saudi Arabia have a high respect toward any 

person who is older than them; the cultural norm is that the older one gets, the more respect one 

deserves (Shafee & Rhodes, 2016).  This concept, although ingrained in the mentality of Saudi 

Arabian people, can actually have a negative impact on the overall country, because it is 

implicitly discouraged to question the decisions of leaders and their procedures, and this 

discourages an individual to come up with new ways or ideas to accomplish a task that he or she 

was assigned to complete.  Thus, in an organization, the power and authority were always on the 

higher position.  Most of the decision-making was coming from the top to the bottom.  Jones and 

Harbert (as cited on Abridah, 2012) argue that a low power distance society is more encouraging 

for creativity due to its flexibility and the flow of communication and ideas. 

 Unlike the individualized culture of Western societies, most Middle Eastern countries, 

including Saudi Arabia, embrace a more collective culture where people put more emphasis on 

the benefit to the overall group than on ones individual needs.  Hofstede (1984) ranked Saudi 

Arabia 74th on uncertainty avoidance, which puts Saudi culture in a high level of uncertainty 

avoiders, where people resist change.  Bjerke and Al-Meer (1993) stated that, “Saudi Arabia 

scores considerably higher on power distance and uncertainty abidance; considerably lower on 

individualism, and relatively lower on masculinity” (p. 35).  The same concept can be applied to 

the uncertainty avoidance, where people can be more creative when they do not fear change and 
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the unknown.  Herrmann and Felfe (2014) maintain that there are effects of leadership style for 

creating an encouraging environment to improve employees’ creativity.  He continues to explain 

the importance of open-minded societies, where people are willing to try new ideas and new 

approaches of doing things towards enhancing creativity.  Saudi leadership style and resistance 

to change do not enhance creativity. 

The Change in Saudi Culture  

 With the advent of social media, now the interaction between those in leadership 

positions and those in entry- and mid-level positions is much easier.  For example, the King of 

the country has an account on Twitter.  As a result of the new use of social media, the national 

culture in Saudi Arabia is changing in a way that provides a great opportunity for employees to 

express their ideas or concerns.  Simultaneously, organizational leaders have the opportunity to 

interact directly with their followers to get more honest and instant feedback.  Interestingly 

enough, these days, many Saudi leaders of government agencies have an account on Facebook or 

Twitter to interact with the public, including their employees.  In this manner, utilization of 

social media could change leadership style and increase creativity in Saudi governmental 

organizations. 

To determine elements that significantly enhance creativity in the United Arab Emirates, 

which is very similar to the country of Saudi Arabia, a study by Mohammad (2002) was 

conducted by examining 150 governmental departments.  The result suggests these elements are 

as follows: right leadership style, more delegation, unbiased employee evaluation system, 

updating management styles in a scientific way, improving quality of products, cultural 

tolerance, and customer service based system, and enhanced creativity. 

 To improve the rate of innovation in Saudi Arabia, Algabbaa (2015) recommends: 
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• Changing the way of teaching a student from elementary to university into a way 

that helps the student develop critical thinking skills.   

• Have more investment in human resource to encourage them to be creative.  

Especially, in the leadership level to help them understand and support innovation 

in their organizations.   

• Show the public the benefit society would gain because of creating new ideas, and 

help them to be more open minded. 

The Effect of National Culture on Organizational Culture 

  Zhu and Huang (as cited by Abridah, 2012) argue the national culture affects an 

organization that works within that country.  Beside leadership style and organizational 

commitment, Wu and Lin (2011) identify organizational culture as one of the three aspects of 

organizational innovation.  Abridah (2012) argues that organizational culture has a direct 

relationship on an employee’s creativity, and national culture has an indirect effect.   

To describe his belief about the link between national and organizational culture, Abridah 

(2012) used a powerful analogy of a tree.  He believes the national culture is the roots of that 

tree, and the organizational culture is the branches and leaves, which might look different from 

the roots, but they absorb their power and life through the roots.  In fact, Adler (2008) believes 

that organization culture does not have as much impact on an organization’s employees as their 

national culture.  Hofstede (1994) argues that organizational culture and national culture overlap 

and that they have an influence in programming people’s minds.   

 Lees (as cited in Abridah, 2012) argues that there are five features of a country that shape 

an organizational culture: 
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1. The political characteristics: The way of ruling the country and appointing its 

leaders affect the organizational culture. 

2. The nature of the economy: How much money the society has, and what it does 

with it. 

3. The legal context: It coordinates and protects both individuals, as well as how 

business is done and secured.   

4. The sociocultural background: The values or beliefs of the country.   

5. The national history of the country: It helps to determine the relationship to other 

countries (p. 75).   

 Schneider and Barsoux (2003) stated that management style, which affects the 

organizational culture, is highly influenced by the national culture.  Then, they display that effect 

in six fundamental expects: 

1. Architecture and design.  The way that the physical building of an organization is 

designed.   

2. The way of greeting.  In many countries, handshakes are expected or the other 

person might be perceived as rude.  However, in Saudi Arabia, outside of the 

close family members, persons of opposite sex should not shake hands.   

3. Form of address: The way people address each other in an organization depends 

on their national culture, such as addressing one by their first name, last name, or 

a title. 

4. Making contact: The personal space is not the same in different cultures.  Some 

cultures, such as in the Middle East people are more comfortable with casual 

touch than people in the USA.   
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5. Dress code: The way different people dress differs around the world.  In Saudi 

most men wear a white garment (to reflect the strong sun light) that is called a 

Thuab, whereas women wear black dress “to show modesty” called an Abaya.   

6. Written vs. verbal contracts: In some cultures, a handshake is a deal.  On the other 

hand, in other cultures if it is not written on paper the contract is worthless.   

Organizational Culture  

Individuals are most creative when they are in the right stimulating organizational 

culture.  Nagubadi (2013) asserts that the right organizational culture and processes are essential 

elements for creativity.  One of the most popular definitions of organizational culture is given by 

Schein (2004) who describes it as follows:  

A pattern of shared basic assumptions that was learned by a group as it solved its 

problems of external adaptation and internal integration; that has worked well enough to 

be considered valid; and therefore, to be taught to new members as a correct way to 

perceive, think, and feel in relation to those problems. (p. 17)  

Another definition of organizational culture was by Martins and Terblanche (2003), 

based on Lundy and Cowling’s (1996) work, who identified it as “the way we do things around 

here” (p. 65).  “Out of the many definitions suggested for organization culture, it is possible to 

draw some common key elements.  Mainly, there is a common thread that organization culture is 

a shared phenomenon” (Dev, 2013, p. 2).  Leaders need to define the culture of their 

organizations, and understand it is the foundation of their employees’ productivity.  Gerstner 

(2003) states that, “I came to see, in my time at IBM, that culture isn't just one aspect of the 

game; it is the game” (p. 182).  Noyes (1992) claimed that the two concepts of creativity and 
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innovation are affected by organizational culture.  Moreover, in their study, Al-Adaileh, and Al-

Atawi (2011) emphasize the important impact of organizational culture on innovation. 

Martins and Terblanche (2003) wrote that, “Organizational culture appears to have an 

influence on the degree to which creativity and innovation are stimulated in an organization”  

(p. 64).  Nagubadi (2013) share an agreement with Negroponte (2003), who argued that there are 

two reasons why one third of the Nobel prizes went to U.S. citizens.  The first reason is having a 

culture that does not fear failing and making mistakes, and the second reason is giving the young 

people an opportunity to contribute and share their ideas.  In order to have creative people, we 

need to make sure we provide them the right environment that allows them to be creative.  

Maslow’s hierarchy of needs shows how creativity and self-fulfillment cannot be obtained before 

basic human needs be met first (see Figure 6).   

 

Figure 6.  Maslow’s hierarchy of needs. 

From Motivation and Personality, by A.  H.  Maslow, 1959, New York, NY: Harper and Row.  
Copyright [1959] by A.  Kaplan.  Reprinted with permission. (see Appendix J). 
 
 Generally, to be creative people, individuals need to have their basic needs fulfilled, such 

as love, safety, food, shelter, and so forth.  When Maslow (1959) defined the concept of self-

actualization in his hierarchy of need, he considered creativity as a part of it.  He divided 

human’s needs in a hierarchy of five needs: 
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• The first level is the physical need of food, water, shelter, and warmth.   

• The second level in the hierarchy is feeling safe and ensuring security.   

• The third level of this hierarchy shows the need that people have of belonging and 

affiliation.  Gathering and making a healthy relationship between the employees 

will help them to be more productive in the organization.  In order to not be out of 

the group in an organization a newcomer tries to socialize to the new culture that 

he or she is coming to by mimicking his or her peers (Faeerch & Kasper, 1986).   

• The fourth level is the self-esteem.  One way to ensure the self-esteem for 

employees is by giving them an opportunity to be part of the decision-making 

process; this will provide them the respect that they need to feel valuable to the 

company.   

• Most interestingly is achieving the top level of Maslow’s hierarchy of needs, self- 

actualization (creativity).   

Thus, when employees do not obtain their fundamental needs, for example having no 

security in their job daily, or not receiving their salary, it is simply harder for them to be creative 

(Maslow, 1959).  Bakkar (2003) states that, “In developing countries, where organizations 

sometimes lack the essential requirements needed by employees, talking about self-actualization 

becomes pointless” (p. 157).   

An interesting part of Abridah’s (2012) study was the lack of trust between employees 

and their management, which led to poor communications and lack of creativity.  He believes 

that creativity needs conditions to occur, and culture might be the most important factor to 

influence creativity.  Asad Sadi and Al-Dubaisi (2008) also stated that organizational culture has 

an effect on personal creativity and innovations in that organization.  Schein (2004) claims that 
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when someone tries to understand an organizational culture she/he can find that there are three 

levels or layers of culture (see Figure 7).  The three levels are: 

• Artifacts: conscious, visible.  They are the surface, easy to see but hard to 

understand.   

• Espoused values: conscious, sometimes visible.  These are goals of the 

organization.   

•  Basic underlying assumptions: unconscious, not visible.  They are the core of an 

organization.  Their beliefs and values (p. 24).   

 

Figure 7.  Three levels of culture.   

From Organizational Culture and Leadership (p. 24) by E.  H.  Schein, 2004, San Francisco, 
CA: Jossey-Bass.  Copyright [1992] by E.  H.  Schein.  Reprinted with permission. (see 
Appendix J). 

 Himes (1987) discussed his perception of the seven features of organizational culture that 

support creativity: 

1. Good relationships between employees and their leaders.   

2. Open communication.   

3. Management support.   
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4. A system to distinguish the outlier people.   

5. Enough time to think.   

6. Premature criticism. 

7. Tolerant of ambiguity. 

Martins and Terblanche (2003) stated that, “organizational culture affects the extent to 

which creative solutions are encouraged, supported, and implemented” (p. 68).  Ludwig (1992) 

claims that, “The relationship between cultural and creative expression is complex.  Cultural 

factors clearly have a profound influence on appropriate outlets for creative expression” (p. 467). 

Despite the importance of the organizational culture on the employees’ creativity, there 

are many procedures in place that restrict the avenues through which employees can 

communicate their feelings about their work environment, or to interact with their leaders.   

Martins and Terblanche (2003) describe the relationship between creativity and organizational 

culture in the following way: 

• External catalyst (for example competition or complaining) 

• Reactions to the external or internal issue 

• Managers’ values and beliefs 

• The structure of the organization 

• Technology 

 Also, Martins and Terblanche (2003) wrote how creativity is a vital aspect of 

organizational survival.  They also emphasized the need for leaders to establish a frame of the 

organization that supports creativity as a fundamental part of it.  Derksen (1998) in his study 

came up with different characteristics that help establish an environment that encourages 

creativity: 
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• Good communication system, where information can easily flow 

• High expectations. 

• Willingness to take a risk  

• Reward systems  

• High participation  

• Styles of leaderships 

• Risk capital  

• Flexible organizations designs  

• Opportunities for creative skills training. 

• Climate management  

• Focus 

• Enough time for thinking 

• Recognition of situational variation 

Tushman and O’Reilly (2002) state there are two factors in organizational culture that affect 

creativity and innovation:  

• Thoughts: a newcomer learns what to say and how to act and react to fit into the 

organization.   

• The basic values, assumptions, and beliefs. 

Creating a creative organization is a goal that should be desirable for any leader, it does 

not matter if it is a profitable based organization or not.  Kirkman, Lowe, and Young (1999) 

claim that there is not a unified measurement to distinguish if an organization is labeled as a high 

performance organization or not, every organization has its own measurement. 
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 As shown in Figure 8, Martins and Terblanche (2003) presented a model that explains to 

what extent that the five areas of the organizational culture affect creativity and innovation.   

 

Figure 8.  Influence of organizational culture on creativity and innovation.   

From “Building Organizational Culture that Stimulates Creativity and Innovation,” by E.  C.  
Martins and F.  Terblanche, 2003, European Journal of Innovation Management, 6(1), 64-74.  
Copyright [2003] by Martins and Terblanche.  Reprinted with permission. (see Appendix J). 
 

These five areas are: 

• Strategy: The vision or mission of the organization has an influence on its 

employees.   

• Structure: The structure (for example; flexibility of freedom) has an effect on the 

employees’ creativity.   
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• Support mechanisms: Reward employees and provide them the right resources.  

For example time and the right technology to help employees to be more creative.   

• Behavior that encourages innovation: The way mistakes are being handled, ideas 

generated and risk taking impact the creativity of its employees.   

• Communication: “Personnel must feel emotionally safe to be able to act creatively 

and innovatively and should therefore be able to trust one another, which in turn 

is promoted by open communication” (p. 73).   

Schmieder-Ramirez and Mallette (2007 discussed the importance of analyzing the 

political environment in an organization, and they believe it could be a vital part of successfully 

implementing of change: “The effective leader is very cognizant of the importance of mastering 

such difficulties inherent in the political scene both within and outside of the organization” (p. 

61).  Creating an environment that supports learning for the organization’s employees leads them 

to encourage each other to be innovative.  Doyle and Young (2007) stated that learning takes 

place in organizations through tow ways: formal and informal learning.  To distinguish informal 

learning from the formal learning, they described formal learning as resulting from planned, 

structured courses.  On the other hand, the informal learning is not under the organization’s 

control and normally happens outside the classroom.  Such perspectives show the vital role that 

an organization’s culture plays in the organization’s goals to be considered as a creative 

organization. 

To determination the culture of an organization one needs to look deep in its culture.  

Schein (2004) states, “Without cultural analysis, it is difficult to understand how groups are 

created, how they became organizations, and how they evolve throughout their existence”  
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(p. 371).  Moreover, it is essential to realize the role organizational culture plays.  “It affects the 

way in which people consciously and subconsciously think, make decisions and ultimately the 

way in which they perceive, feel and act” (Mushtaq, Fayyaz, & Tanveer, 2013, p. 55).  Also, 

Schein (2004) wrote, “In this regard, culture is a mechanism of social control and can be the 

basis of explicitly manipulating members into perceiving, thinking, and feeling in certain ways” 

(pp. 19-20). 

It is important that before hiring an employee in any company, the decision maker 

considers if the new employee will fit all the company’s needs not just one of them.  Schein 

(2004) stated,  

When one inquired about DEC’s hiring process, the answer was that every potential new 

member of the technical or managerial staff had to be interviewed by at least 5 to 10 

people and only if that individual was acceptable to the entire set was he or she offered a 

job. (p. 117)  

Piasecki (2013) states that, in an organization, a team has more knowledge and 

experience than an exceptional individual.  It can be seen from the previous discussion, as much 

as national culture has an impact on individuals’ creativity, organizational culture has its own 

affect as well.  Understanding and enhancing that culture helps the organization to promote 

innovation.   

Change Management 

Kotter (1996) indicated that creativity is associated with change and with change comes 

resistance.  Dealing with this resistance calls upon change management theory.  This theory may 

be applied across cultures.  In a more conservative culture, like Saudi Arabia, implementing 

change is challenging to management leadership (Hofstede, 1984).  Thus, executing new services 
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or procedures faces many challenges in Saudi Arabia.  Therefore, leaders in Saudi Arabia may 

need to apply different theories of change management in order implement permanent change.  

In the following pages, three different change models are explained: Kurt Lewin’s three steps 

change model, the iceberg change model and Kotter’s eight steps for leading change. 

 Kurt Lewin’s three steps change model.  Lewin’s (1947) change model might look like 

an easy model with three major steps, unfreezing, change and then refreezing.  However, the 

truth is it is more complicated than that.  It requires high consideration to the quality of 

communications regarding the needed change.   

The first step of this model is to un-freeze the existing situation.  It is important for 

employees to want the change to occur, and the best way to achieve that goal is by using an 

affective communicant method that shows the challenges and difficulties that will face the 

organization if change does not happens.  After people believe in the need to change, the second 

step would be taken, the actual change.  However, people need to be part of designing the 

change, so they will be more motivated to successfully implement their ideas in the change.  The 

last step is refreezing.  This phase needs time to make sure the new behavior of the employees 

has replaced the old one and they are mentally reprogrammed for the new way of behavior that 

the change required.  It is needless to say these steps look easy, but it takes so much time and 

communication.   

The iceberg change model.  The Iceberg change model, developed by Wilfried Krüger 

(2010), was one of these theories.  Krüger believes that often leaders, when dealing with change, 

look into the top of the issue, time, cost, or quality (issue management); what he calls, the 

surface.  However, underneath the surface there are the true roots of the issue (management of 
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the perceptions and beliefs and power and politics management (Buller, 2014).  Krüger insists 

leaders need to manage these principles to solve whatever issues they face.   

Thus, the issue might not be just a behavior, but it is deeper in the beliefs and 

perceptions.  Thus, to make changes happen they need to relate the change to the source of the 

peoples beliefs.  Based on the view of this change model, people in the organization can be 

divided into four categories (Collins, 2001): 

• Promoters: people who support the change and possibly who would benefit from 

it.   

• Potential promoters: people who might support the change, but not sure about it 

yet.   

• Opponents: people who are openly against the change.   

• Hidden opponents: they are members who say they are supportive of the change, 

but the behaviors show they are not.   

Kotter’s eight steps for leading change.  In addition to the Iceberg change model, one 

of the most straightforward well-known change theories is Kotter’s (1996) Eight Step for leading 

change.  The directness of Kotter’s Eight Steps can be seen in the flow of its eight steps: 

establishing sense of urgency, creating the guiding coalition, developing a vision and strategy, 

communicating the change vision, empowering broad-based action, generating short-term wins, 

consolidating gains and generating more change, and anchoring new approaches in the culture. 

 Step 1: Establishing a sense of urgency.  This step began by informing the targeted 

society with the need for the change to happen.  Highlighting the why helps people gain the best 

cooperation from their target audience.  Senge (2006) felt that to promote creativity, internal 

motivation plays a more important role than external motivation. When people strive to 
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accomplish a task that they want to achieve true learning takes place.  Knowing the reason of the 

change is a critical factor for successfully implementing a change,  

 Step 2: Creating the Guiding Coalition.  Having the right team members to implement the 

change is a crucial part.  Moreover, the diversity (skills, age, race, education etc.) of that team 

would help to find a better solution for an issue.   

 Step 3: Developing a vision and strategy.  Having vision is key to any project.  “Having a 

vision of your destination gets your power.  Your vision is measurable and tangible.  You can see 

it in your mind” (Caesar & Caesar, 2006, p. 41).  It needs to be associated to the belief and 

perception of the organization members.  Kotter (1996) stated, “A picture of the future with 

some implicit or explicit commentary on why people should try to create that future” (p. 68).  

Moreover, it is essential to ensured that the vision had the six characteristics of effective vision, 

imaginable, desirable, feasible, flexible enough, focused enough, and communicable (Kotter, 

1996). 

 Step 4: Communicate the vision.  Communicating the vision is a key for successfully 

implementing the change (Kotter, 1996).  Moreover, the vision needs to be simple and clear, so it 

would get better results to communicate it (Kotter, 1996).   

 Step 5: Empowering broad-based action.  Allocating and eliminating the obstacles is one 

hard part of the change, but it is essential for the success of a change (Kotter, 1996).   

 Step 6: Generating short-term wins.  It is vital for an organization to celebrate small wins 

(Kotter, 1996).   

 Step 7: Consolidating gains and generating more change.  It is vital to carefully work on 

expanding the change, and making sure it is sinking into the organizing new culture.   
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 Step 8: Anchoring new approaches in the culture.  To make sure the change is anchored 

in the organization culture, Kotter’s (1996) introduced the five-step approach. 

1. Culture change comes last.  The change is a result that takes time.  Understanding 

that from the beginning is a fundamental aspect to successfully implement a 

change.   

2. The results play the most important part for anchoring the change.  The more 

people look, feel, and understand the benefits of the change the more strong the 

change will stay in the national culture. 

3. It will require a lot of talk.  The more people talk and hear about it, the more it 

will be easier for them to accept change.   

4. May involve turnovers.  It might require a decision of moving people whom 

might be against the change.  This step would help to stop their negative affect to 

reduce the speed of the change.   

5. Make decisions on succession crucial.  To make sure the change that was 

implanted, part of the new organization culture, so the new people who get into 

this organization would learn that from their older employees, and it can be part 

of their training prior to getting the job there.   

Summary 

This chapter discussed a body of works related to innovation in Saudi Arabia. The first 

section examined creativity and innovation, including various theories and studies from different 

perspectives; the various forms of creativity, different theories of what make a creative person, 

how many stages for an innovation, and what an organization can offer to enhance creativity.  

Two instruments for innovation, KEYS and Magdley and Birdi’s instrument of innovation were 
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reviewed in detail.  This section discussed the obstacles for creativity as well as the relationship 

between structured system and innovation.   

The second section reviewed leadership theories and their effect on innovation; including 

the definition of leadership, leadership, and shared vision.  The influence of leaders on 

innovation and creativity was examined.  Different studies that try to describe leadership 

behaviors in general as well as those that encourage creativity were part of this section.  The 

effect of leadership on the culture and leadership style was reviewed.  This section concluded 

with a review of one of the main instruments of this study, the Leaders Behavior Descriptive 

Questionnaire (LBDQ).   

The third section described the effect of national culture on creativity, with a focus on the 

Saudi culture as the main culture of this study, and on the four dimensions of national culture of 

Hofstede’s 1984 study.  Finally, the organizational culture and human needs, different theories 

and features of organizational culture and change that support innovation were reviewed. 
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Chapter 3: Methodology 

 The study examined quantitative data collected specifically for this study regarding the 

influence of leadership behaviors as measured by the Leaders Behavior Descriptive 

Questionnaire (LBDQ) on their perception of innovation as measured by Magdley and Birdi’s 

instrument.  The study was carried out in the public sector of Saudi Arabia, specifically the 

police department of the Mecca region.  In addition, this quantitative study included data 

regarding the demographics of age, years of experience, and education of the Mecca region 

leaders who responded to this survey.  The results of administrating the Leader Behavior 

Description Questionnaire (LBDQ), as well as Magdley and Birdi’s instrument of innovation, 

will be presented in this chapter.   

 This chapter is organized in the following headings: the qualities of the researcher; re-

statement of the research questions; description of the population of the study; the sampling of 

leaders in those organizations; the description of the research methodology; the description the 

data gathering instruments; the main language of the LBDQ and the Magdley and Birdi’s 

instrument of innovation; validity of data gathering instruments; reliability of data gathering 

instrument; the data gathering procedures; translation of the (LBDQ) questionnaire and Magdley 

and Birdi’s instrument of innovation into Arabic language; and fulfillment of Institutional 

Review Board (IRB) requirements. 

Qualities of the Researcher 

 The researcher of this study has been a Saudi employee in the police department in the 

Mecca region for over 15 years.  In addition, the researcher had studied organizational leadership 

in a doctoral program at Pepperdine University in the USA, which allowed him to understand 

different cultures and look at his own from a different and wider perceptive.  Thus, he could 
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perceive the possibility and the need to change culture of the leaders in his region to one focused 

innovation to meet the changing economy of his country Saudi Arabia.  The combination of his 

work experience with the knowledge he gained via his program qualified him to conduct such a 

research to provide ideas and solutions to help his country to increase creativity in the 

governmental organizations. 

 Re-statement of Research Questions and Hypotheses 

 The research questions that guided the study, and the related hypotheses, are as follows: 

• RQ 1: What was the relationship between leadership behavior measured by the Leaders 

Behavior Descriptive Questionnaire (LBDQ) (namely tolerance of uncertainty, initiation 

of structure, tolerance and freedom, and consideration) on innovation measured by 

Magdley and Birdi’s instrument in the police department in the Mecca region?  

• H01: None of the five LBDQ scores will be related to any of the nine innovation 

scores: 

o Creative self-efficacy,  

o Domain expertise,  

o Team support for innovation,  

o Team participation safety,  

o Organizational support,  

o Organizational flexibility,  

o Idea generation, 

o Idea implantation 

• Ha1: At least one of the five LBDQ will be related to at least one of the eight 

innovation scores or their total.   
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• RQ 2: What were the aspects of leadership behavior as measured by the Leaders 

Behavior Descriptive Questionnaire (LBDQ) (namely tolerance of uncertainty, initiation 

of structure, tolerance and freedom, and consideration) will predict innovation as 

measured by Magdley and Birdi’s instrument in police department in the Mecca region. 

• H02: None of the five LBDQ aspects will predict the innovation total score. 

• Ha2: At least one of the five LBDQ aspects will predict the innovation total score.   

Research Methodology 

A quantitative study was chosen because it best suited the purposes of the research.  The 

intent is to assess these Saudi leaders’ perceptions of their leadership behaviors and their sense of 

innovation.  This will be measured the linear relationship between leadership behaviors and 

innovation by way of Pearson’s coefficient for Hypothesis 1 and the multiple linear regression 

equation predicting innovation outcomes based on leadership behaviors for Hypothesis 2.  The 

quantitative research utilized a short demographic survey of participants and a long-standing 

leadership Behavior Descriptive Questionnaire (LBDQ) as well as Magdley and Birdi’s 

instrument for innovation. 

Description of the Population of the Study  

The researcher limited this study to the region of Mecca for the following reasons: 

1. Mecca region has the holy city of Mecca in which diverse people from around the 

world come and do a religious ritual called the Hajj.  It is one of the largest annual 

gatherings of people in the world, and it is obligatory for a devout Muslim to 

attend once in his or her life. 

2. Mecca region currently has a population of more than 6 million people. 
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3. Mecca region contains major cities in Saudi Arabia; for example, the city of 

Jeddah, which is the second largest city in Saudi Arabia, after the capital city 

Riyadh.  Moreover, it is the main entrance to Mecca and Al-Madina (the two holy 

cities for Muslims around the world).  Thus, most pilgrims and visitors come to 

the country through the city of Jeddah.   

4. Jeddah holds the main air and seaport for the country of Saudi Arabia.  Thus, 

most of the goods come to the country thru this city.   

5. The researcher had worked at PDM for over 15 years, and had good access to the 

organization.  This advantage allowed him to obtain a personal gatekeeper who 

secured co-operation from leaders in this region.   

Although Mecca region has specific characteristics, as a large gathering place of the country, the 

Mecca region can represent the governmental work of the whole country of Saudi Arabia.   

The population of this study was the employees who worked full-time in leadership 

positions in the police department in the Mecca region.  There was not any restriction on age or 

gender.  However, due to the culture of Saudi Arabia there were no female leaders in the police 

force.   

Description of the Sampling for the Study  

In order to collect data for this study, all Saudi leaders in the PDM was targeted to 

participate in the study.  The total targeted sample size was 120 leaders within PDM.  

participants were selected using convenience sampling where the researcher selected participants 

based on their willingness and readiness to participate in that study (Creswell, 2013).  The 

participants of this interview needed to meet the following criteria: 

• Held a leadership position for at least one year 
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• Worked as full time employee in PDM  

• Was a Saudi national 

• Work in the police department of the Mecca region  

Definition of Data Gathering Instruments 

Leaders Behavior Descriptive Questionnaire (LBDQ).  The Leaders Behavior 

Descriptive Questionnaire (LBDQ) was one part of the data gathering procedure.  This 

instrument was developed at Ohio State University (1963) by Stogdill, as one of Ohio State 

Leadership Studies project in Fisher College of Business.  Slightly rewording the instrument 

allows it to be used for leaders to evaluate their own behavior, or their followers can use it to 

describe their leaders’ behaviors.  Almagidi (1989) argues that this instrument can be the best 

instrument for Arabic culture.  This instrument contains 100 items; each one represents a 

leadership behavior.  These items can be grouped in 12 sub-scales.  Each sub-scale consists of 5 

or 10 items (statement) as following: 

1. Representation (5 questions: 1-11-21-31-41) 

2. Demand reconciliation (5 questions: 51-61-71-81-91) 

3. Tolerance of uncertainty.  (10 questions: 2-12-22-32-42-52-62-72-82-92) 

4. Persuasiveness (10 questions: 3-13-23-33-43-53-63-73-83-93) 

5. Initiation structure (10 questions: 4-14-24-34-44-54-64-74-84-94).   

6. Tolerance of freedom (10 questions: 5-15-25-35-45-55-65-75-85-95) 

7. Role assumption (10 questions: 6-16-26-36-46-56-66-76-86-96) 

8. Consideration (10 questions: 7-17-27-37-47-57-67-77-87-97) 

9. Production emphasis (10 questions: 8-18-28-38-48-58-68-78-88-98) 

10. Predictive accuracy (5 questions: 9-29-49-59-89) 
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11. Integration (5 questions: 19-39-69-79-99) 

12. Superior orientation (10 questions: 10-20-30-40-50-60-70-80-90-100) 

For the purpose of this research, only 4 of the 12 sub-scales mentioned above were used 

in the survey that were designed for this study.  These four sub-scales are: tolerance of 

uncertainty, initiation structure, tolerance of freedom, and consideration.  Participants needed to 

choose one of the five options for each items: Always = 5, Often = 4, Occasionally = 3, Seldom 

= 2, or Never = 1.  80 answers of the 100 items are valued thus.  However, the other twenty 

questions.  (6,12,16,26,36,42,46,53,56,57,61,62,65,66,68,71,87,91, and 97) were valued in the 

reverse direction: Always =1, Often = 2, Occasionally = 3, Seldom = 4, or Never = 5. 

Definitions of the subscales introduced above are as follows: 

1. Representation: Speaks and acts as representative of the group.   

2. Demand reconciliation: Reconciles conflicting demands and reduces disorder to 

system.   

3. Tolerance of uncertainty: Is able to tolerate uncertainty and postpone without 

anxiety or upset. 

4. Persuasiveness: Uses persuasion and argument effectively; exhibits strong 

convictions. 

5. Initiation of structure: Clearly defines own role, and lets followers know what is 

expected.   

6. Tolerance of freedom: Allows followers scope for initiative, decision and action. 

7. Role assumption: Actively exercises the leadership role rather that surrendering 

leadership to others. 
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8. Consideration: Regards the comfort, well-being, status, and contributions of 

followers. 

9. Production emphasis: Applies pressure for productive output. 

10. Predictive accuracy: Exhibits foresight and ability to predict outcome accurately. 

11. Integration: Maintains a closely knit organization; resolves inter-member conflict. 

12. Superior orientation: Maintains cordial relations with superiors; has influence 

with them; is striving for higher status (p. 3). 

 As mentioned previously, for the purpose of this study, only 4 of the 12 subscales were 

incorporated in the study’s survey.  These four were tolerance of uncertainty, initiation of 

structure, tolerance and freedom, and consideration.  The reason for choosing these four 

subscales is that they were the most referenced items stated in the literature review: tolerance of 

uncertainty (Amabile et al., 1996; Abridah, 2012; Hofstede, 1994, 2001; Magadley & Birdi, 

2012; Martins & Terblanche, 2003), initiation of structure (Schein, 2004; Tobbins & Judge, 

2014), tolerance of freedom and consideration (Abridah, 2012; Amabile et al., 1996; Hofstede, 

1984; Jogulu, 2010; Northouse, 2013; Senge, 2006;).  Thus, it was evident that these four 

subscales were more pertinent to creativity than the other subscales.  Also, by shortening the 

LBDQ to four subscales, it shortens this questionnaire from 100 to just 40 questions, which 

potentially enhances the quality of the participants’ answers by being mindful of their time since 

they tend to not provide the same attention to longer surveys. 

Translations of the Data Gathering Instruments Into Arabic 

The main language that was utilized in this survey was Arabic since it is the main written 

and spoken language of the country of Saudi Arabia.  In addition to the fact that most of the 

participants, even if they can spoke English, would feel more comfortable using an Arabic 
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version of the survey.  It gave the participants a better opportunity to express freely their feelings 

and ideas with regards to their career, leadership and their object of creativity without worrying 

about making sure they understood the English terms. 

Translation of the LBDQ.  The researcher contacted the publisher of the questionnaire 

to use the LBDQ in this study as well as translate it into the Arabic language and obtained the 

permission (see Appendix D).  After gaining the permission to use (LBDQ) and to translate it 

into the Arabic language, the researcher investigated to discover if there was an existed Arabic 

translation of the survey.  It was found that the questionnaire had been used in the Arabic world 

before (1989).  Thus an Arabic translated version of it was created before by Almagidi as he 

conducted his research.  The researcher of this study tried to contact him; however, Almagidi 

who translated the LBDQ in to Arabic, could not reached.  Therefore, the researcher of this study 

needed to do his own version of translation.  Then, he compared it to the existing translation and 

they were similar with a few different words.   

Translation of the Innovation Questionnaire.  After gaining the permission to use that 

questionnaire, the researcher first translated the Innovation Questionnaire into the Arabic 

language on his own.  Second, he shared his translation with two Arabic speakers in the same 

doctorate program that he attended.  There were not many changes in the translation, mainly a 

few words needed to be adjusted or changed.  Finally, an agreement was made to have one 

Arabic version of that survey.  Next, the Arabic version was given to a duo-languages speaker 

(Arabic and English) to translate the survey from Arabic to English.  When compared to the 

English version that was translated from the Arabic, the researcher had provided to the translator, 

the comparison was very close.   
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Validity of Data Gathering Instrument 

This instrument has been used in education setting as well as business, industry and 

military to study supervisor-subordinate relationship (Stogdill, 1969).  Construct validly for the 

instrument was reposted by Stogill (1969).  Actors playing the roles of supervisor and workers 

were observed by Stogdill as they acted out these roles (Stogdill, 1969).  Stogdill was able to 

determine validity by matching the patterns of behavior with roles played by the actors who 

portrayed supervisor and workers.  The result supported construct validity of the sub-scales.  

Moreover, the number of 75 participants was a good representation of the population, which 

supports the validity of the study. 

Reliability of Data Gathering Instrument 

Based on the LBDQ manual, the reliability of the subscales was determined by a 

modified Kuder-Richardson formula.   

Magdley and Birdi’s Instrument of Innovation 

The measures of innovation are encompassed in Magdley and Birdi’s (2012) study.  That 

study was grounded on different theoretical frameworks and researches; it was designed to 

investigate factors that enable idea generation as well as idea implementation.  In their study, 

they used their questionnaire to measures aspects that affect creativity: creative self-efficacy, 

domain expertise, team support for innovation, team participation safety, organizational support, 

organizational flexibility, idea generation, and idea implementation (see Appendix C).   

• Creative self-efficacy: The ability to produce new and creative ideas. 

• Domain expertise: The level of experience and knowledge in a specific subject 

matter.   
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• Team support for innovation: Team member support for producing and 

implementing creative and new ideas. 

• Team participation safety: The level of team buy-in, understanding, and 

acceptance of innovation efforts.  Team collaboration on work-related issues. 

• Organizational support for innovation: That support is measured by the provided 

time, assistance, cooperation, and piratical support. 

• Organizational flexibility: The organization’s reaction to change of the 

organization. 

• Idea generation: How many new ideas have been generated in the past three 

months.  New ideas encompassed policies, service, or products; methods to 

realize targets or objectives, and work procedures. 

• Idea implementation: How many of the new ideas have been implemented in the 

past three months.  The implementation of new ideas is measured in terms of 

polices, service or products, methods to realize target or objectives; and work 

procedures. 

 The participants were asked to respond to each question on a scale that has five options: 

Strongly Agree (5), Agree (4), Neutral (3), Disagree (2), or Strongly Disagree (1).  Another 

category in the same survey with regards to creating or implementing new ideas had a different 

ranking system; A Great Deal (5) Quite A Lot (4) Moderate Amount (3) Just A Little (2), Not At 

All (1).  Higher score signifies high innovation performance.   

Reliability and Validity of Magdley and Birdi’s Instrument 

 This instrument has been used in different studies, and the alpha coefficient of reliability 

was measured as following: for creative efficacy was 0.81, domain expertise was 0.88, team 



72 
	

	
	

support was 0.83, team participation was 0.82, organizational support was 0.74, organizational 

flexibility was 0.81, idea generation was o.75, idea implementation was 0.79.   

Administering the Instruments 

 The researcher emailed the survey in its Arabic version to the distributor (the gatekeeper) 

who had a doctoral degree, held a leadership position, and more than 30 years of work 

experience in the PDM, because of his educational background as well as his position, he was 

well trained to administer the questionnaire.  Then, the distributor printed out the survey, and 

made 120 copies of it.  The survey questionnaires were in paper and pencil format (see Appendix 

B and Appendix C).  They were handed to the participants in person.  An online version was not 

the best option for this study due to Saudi culture, where people prefer face-to-face meetings, 

and personally asking them to complete the survey shows more respect and interest in the 

participants.   

 The participants were asked to complete one survey, but actually that survey was a 

combination of three different surveys, 40 items from the LBDQ, Magadley and Birdi’s (2012) 

innovation questionnaire, and demographic questions.  Permission was obtained to use the 

LBDQ questionnaire (see Appendix D) as well as the innovation questionnaire was granted by 

the publishers (see Appendix E).  The questionnaires were anonymous, and the demographic 

questions encompassed demographic information (length of time on the service, education 

background, age).  The researcher gained permission from the Mecca police department in Saudi 

Arabia to conduct his study there as shown in Appendix F.   

Data Gathering Procedures 

In addition to the survey, a letter was given to the participants in this study providing 

them with a background of the research as well as seeking their participation in the study (see 
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Appendix G).  However, the letter was not the only way of communication with the potential 

participants, a personal connection with the gatekeeper in PDM was provided to increase the 

potential of agreements to participate in this study.  All of the participants had an explanation of 

the purpose of this study, and they had previously to agree to the participation.  The survey that 

contains the Leader Behavior Descriptive Questionnaire (LBDQ) Magdley and Birdi’s 

instrument for innovation, and the demographics information of age, years of experience and 

education of was provided to the sample in PDM.  All participants completed the survey at a 

convenient time and no payment was offered.   

During a monthly meeting for 25 leaders of the PDM, the first step of distribution of the 

survey occurred.  The meeting was held in the headquarters of PDM.  The remainder (n = 95) of 

the 120 surveys were sent as a hard copy to police leaders in the different cities of Mecca region 

so that they independently completed the survey. 

 After the surveys had been completed and collected, the distributor mailed them to the 

researcher’s address in the USA.  The researcher did not need to translate the completed surveys 

into English since all of data results were numeric.   

Human Subjects Protection: IRB Plan 

This study minimized any chance of risk to the participants.  First, no names of the 

participants were used in the study.  Second, the study was limited to leaders in Mecca Police 

Department in Mecca region, which means, based on Saudi’s law there are no participants less 

than 21 years old.  Third, all participants were, in advance, informed that participation is 

completely voluntary, and they could have withdrawn at any time.  Fourth, a permission of the 

Ohio State University, the owner of LBDQ was received, as well as permission from the 

publisher of Magdley and Birdi’s instrument for innovation, to use and translate the 
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questionnaires in this study.  Fifth, permission from PDM was gained to give leaders more 

confidence and support on being part of that study.  Sixth, the questionnaires were handed, no 

online access, to every participant and they were provided with a brief summary of the purpose 

of the study and reiteration that their participation was completely voluntary, anonymous.  

Finally, IRB approval was obtained through the Pepperdine University Institutional Research 

Board (see Appendix H).   

Summary 

 This research was a correlational quantitative method study.  A survey incorporating 

Magdley and Birdi’s instrument for innovation, demographic data, and the Leader Behavior 

Descriptive Questionnaire (LBDQ) instrument, designed by Ohio State University, was used in 

this study.  This study sought to identify the influence of certain leader’s behaviors measured by 

LBDQ on innovation measured by Magdley and Birdi’s instrument in the public sector of Saudi 

Arabia, specifically the police department of the Mecca region. The sample contained different 

leaders in PDM.  The main survey was in the Arabic language, the main language of the country 

of Saudi Arabia.   
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Chapter 4: Data Analysis and Results 

This study examined quantitative data collected specifically for this research regarding 

the influence of leadership behaviors as measured by the Leaders Behavior Descriptive 

Questionnaire (LBDQ) on perception of innovation as measured by Magdley and Birdi’s 

instrument.  The study was carried out in the public sector of Saudi Arabia, specifically the 

police department within the Mecca region.  In addition, this quantitative study gathered data 

regarding the demographics of age, years of experience, and education of the Mecca region 

leaders who responded to this survey.  Surveys for 95 respondents were utilized. 

Participants 

The participants were employees who worked full-time in leadership positions in the 

police department in the Mecca region. One hundred and twenty paper-and-pencil surveys were 

distributed to the population of this study, 103 were returned (85.3%). The surveys were 

distributed to participants during regularly scheduled departmental meetings or they were sent 

directly to PDM leaders. The completed surveys were returned via secure express mail for data 

entry and analysis using the Statistical Package for the Social Sciences (SPSS 24).  

Data Analysis  

Trochim (2001) argues that in most social science studies data analysis contains three 

major phases: 

1. Data preparation –classifying and organizing the data for the process of the 

analysis. 

2. Descriptive statistics – the phase of describing the data. 

3. Inferential statistics – testing hypothesis and models to make predictions and 

inferences about the population. This is addressed in detail in Chapter 5. 
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Data preparation. After collecting the raw data, the researcher needed to make sure they 

were consistent and that potential errors were minimized (Kumar, 2011). The first step in the 

data analysis process was to give each participant a code. As was mentioned previously, 120 

people began the survey; 103 surveys were collected in the package the researcher received in 

the mail and 91 gave valid responses to all 69 variables. Three respondents had six missing 

answers and one had seven missing answers.  These were included because these respondents 

had less than 10% missing answers.  Eight others had between 10 and 43 missing answers and 

were eliminated from the study.  Missing answers were imputed using the median response for 

the entire sample for that survey item (Cohen, 1988).  This left a total of N = 95 for the final 

sample. 

Descriptive statistics. The reason for using SPSS is that it has been widely used and 

proven to be a powerful statistical application that allows users to read most kinds of data, 

analyze data, and create needed graphs and reports. Creswell (2013) argues that SPSS is 

statistical software that is considered a useful tool to explore data trends and to analyze responses 

and describe variables. The descriptive statistics are the frequency, percentage, mean, and 

standard deviation of the various participant demographics, LBDQ (predictor variable) and 

innovation (outcome variable) responses. Descriptive statistics are used to describe the basic 

features of the data in a study. Trochim (2001) suggested that, with descriptive statistics, a 

researcher describes what the data show. The most common ways to describe a single variable is 

with a frequency distribution. Frequency tables are most useful for inspecting the range of 

response and their repeated occurrence. One important use of descriptive statistics is to 

summarize a collection of data to provide clarity and to make the data easy to be understood.  
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Findings  

This section presents the finding from the study. It starts with demographic information, 

followed by the results of the statistical analyses to evaluate the research questions and 

hypotheses.  

Table 1 

Frequency Counts Based on Age (N = 95) 
______________________________________________________________________________ 
      Variable                                           Category                                   n               % 
______________________________________________________________________________ 
 
       Age  Less than 25 22 23.2 

 

From 26 to 35 35 36.8 

 

From 36 to 45 28 29.5 

 

From 46 to 55 7 7.4 

 

More than 56 3 3.2 

 

Table 1 displays the frequency counts for age.  The ages of the respondents ranged from 

“less than 25 years (23.2%)” to “26 to 35 years (36.8)” to “from 36 to 45 years old (29.5) to  

“from 46 to 55 years (7.4)” and to “more than 56 years (3.2%)” with the median age of 30.5 

years old.   

Table 2 displays the frequency counts based on work experience. 
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Table 2 

Frequency Counts Based on Work Experience (N = 95) 
______________________________________________________________________________      
Variable                                      Category                              n              % 
______________________________________________________________________________ 
Work Experience  Less than 3 years 20 21.1 

 

From 4-8 years 27 28.4 

 

From 9-13 years 36 37.9 

 

From 14-20 years 8 8.4 

 

More than 21 years 4 4.2 

______________________________________________________________________________ 
 

Table 2 displays the frequency counts for work experience.  The work experience of the 

respondents ranged from “less than three years (21.1%)” to “from 4-8 years (28.4)” to “from 9-

13 years (37.9)” to “from 14-20 years (8.4)”, and to “more than 21 years (4.2%)” with median of 

11 years of work experience. 

Table 3 

Frequency Counts based on Education Background (N = 95) 
 
 
Variable                                      Category                             n               % 
 
Education Background High school 29 30.5 

 

Bachelor degree 34 35.8 

 

Master degree 23 24.2 

 

Doctorate degree 9 9.5 

______________________________________________________________________________ 
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Table 3 displays the frequency counts for education background. The education 

background of the respondents ranged from high school to doctorate degree. Almost 70% of 

respondents had earned at least a bachelor’s degree; 35.8% of them had earned their bachelor’s 

degree, 35.7% earned a graduate degree (24.2% hold master degree, and 9.5% earned their 

doctorate degree) while 30.5% had at least a high school diploma.  None had less than a high 

school diploma. 

Table 4 
 
Psychometric Characteristics for the Summated Scale Scores (N = 95) 

Scale score                                                          No.  of items   M      SD      Low      High     α 
 
LBDQ-Tolerance of Uncertainty 10 3.66 0.49 2.40 4.80 .45 

LBDQ-Initiation of Structure 10 3.63 0.52 2.20 5.00 .51 

LBDQ-Tolerance and Freedom 10 3.68 0.56 2.50 4.70 .59 

LBDQ-Consideration 10 3.65 0.49 2.60 4.70 .44 

LBDQ-Total Score 40 3.66 0.41 2.70 4.53 .81 

Innovation-Creativity Self-Efficacy 4 3.33 0.92 1.75 5.00 .67 

Innovation-Domain-Expertise 3 3.38 0.94 1.00 5.00 .59 

Innovation-Team Support for Innovation 3 3.35 0.95 1.33 5.00 .63 

Innovation-Organizational Support for 

Innovation 
4 3.37 0.73 1.50 5.00 

.41 

Innovation-Organizational Flexibility 3 3.38 0.92 1.00 5.00 .51 

Innovation-Ideas Generation 3 3.25 0.89 1.00 5.00 .57 

Innovation-Ideas Implementation 3 3.39 1.08 1.00 5.00 .66 

Innovation-Total Score 26 3.35 0.70 2.04 4.85 .91 
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Table 4 displays the psychometric characteristics for the five leadership scores and nine 

innovation scores.  The Cronbach alpha reliability coefficients ranged in size from α = .32 to α = 

.91 with the median sized alpha being α = .58.  A common rule of thumb for acceptably sized 

alpha coefficients is α ≥ .70 (Cohen, 1988).  The total leadership score (M = 3.66, α = .81) and 

the total innovation score (M = 3.35, α = .91) met that criteria while the other 12 scales did not.  

Two possible explanations for this would include the small number of survey items used to 

create many of the scales (often as few as three survey items) and possible subtle differences in 

the translated meaning of the survey items as the survey items were translated from English to 

Arabic. 

Testing of Statistical Assumptions 

The presence of univariate outliers for the 14 scale scores were identified using boxplots 

(see Figure 9 and Figure 10 and Appendix I).  Only four were found.   

 

 
 

Figure 9. Boxplots for leadership scores. 
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Figure 10. Boxplots for innovation scores. 

No multivariate outliers were identified based on Mahalanobis distance statistics.  

Independence of observations was achieved by the design of the study since all respondents only 

completed one survey (no repeated measurements).  For the regression model, examination of 

the residuals using a frequency histogram and a P-P plot found all the residuals to be within 

acceptable limits (plus or minus three standard deviations).  Taken together, these analyses and 

the relatively large sample (N = 95) would suggest that the statistical assumptions for Pearson 

correlation and multiple regression were adequately met (Cohen, 1988). 

The Findings of Correlation Between the LBDQ and Innovation 

Hypothesis 1. Null hypothesis 1 predicted that “H01: None of the five LBDQ scores will 

be related to any of the nine innovation scores.” To test this hypothesis, Table 5 displays the 

Pearson correlations between the five LBDQ scores and the nine innovation scores.  For the 

resulting 45 correlations, 30 had significant positive relationships at the p < .05 level.  The four 
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largest correlations were between the total leadership score with: (a) the total innovation score (r 

= .38, p < .001); (b) creativity self-efficacy (r = .38, p < .001); and (c) team support for 

innovation (r = .41, p < .001).  The fourth largest correlation was between team support for 

innovation with leadership consideration (r = .38, p < .001).  This combination of findings 

provided support to reject null hypothesis 1. 

Table 5 

Pearson Correlations for Innovation Scales with Leadership Scales (N = 95) 
______________________________________________________________________________ 
 
                                                                                             LBDQ leadership scores a 
                                                               
________________________________________________________ 
 
    Innovation scale score                     1                  2                  3                    4                    5 
______________________________________________________________________________ 
 
Innovation total score .38 **** .26 ** .28 ** .33 *** .36 **** 

Creativity self-efficacy .38 **** .30 *** .29 *** .30 *** .32 *** 

Domain expertise .29 *** .20 * .20 * .25 * .29 *** 

Team support for innovation .41 **** .28 ** .33 **** .32 **** .38 **** 

Team participative safety .15 

 

.03 

 

.16 

 

.15 

 

.12 

 Organizational support for innov. .31 *** .17 

 

.21 

 

.26 ** .37 **** 

Organizational flexibility .21 * .19 

 

.12 

 

.20 

 

.16 

 Ideas generation .33 **** .23 * .23 

 

.29 *** .31 *** 

Ideas implementation .24 * .16 

 

.19 

 

.19 

 

.22 * 

______________________________________________________________________________
* p < .05.  ** p < .01.  *** p < .005.  **** p < .001. 
a LBDQ Scores: 1 = Total Score; 2 = Tolerance of Uncertainty; 3 = Initiation of Structure;  4 = 
Tolerance and Freedom; and 5 = Consideration. 
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 Hypothesis 2. Null hypothesis 2 predicted that, “H02: None of the five LBDQ aspects 

will predict the innovation total score.” As a preliminary analysis, Table 6 displays the Pearson 

inter-correlations among the five leadership scale scores.  All coefficients were significant, 

positive correlations with many of them highly correlated with each other (r ≥ .70) 

demonstrating that multicollinearity was evident (high correlations among the predictor 

variables) (Cohen, 1988).  With that, stepwise regression was used instead of the more common 

multiple regression to provide a more accurate prediction equation by eliminating any 

redundancy among the predictor variables. 

Table 6 

Multiple Regression Model Predicting the Total Innovation Score (N = 95) 

______________________________________________________________________________ 
 Variable                               B          SE                 β          t           p 
______________________________________________________________________________ 
 
Intercept 1.00 0.60 

 

1.68 

 

.10 

LBDQ total score 0.64 0.16 .38 3.97 

 

.001 

______________________________________________________________________________ 
 
Final Model: F (1, 93) = 15.74, p = .001.  R2 = .145.  Candidate variables = 5. 

 

Table 6 displays the results of the stepwise multiple regression model predicting the total 

innovation score based on the five leadership scores.  The final one-variable model was 

significant (p = .001) and accounted for 14.5% of the variance in the total innovation score.  

Inspection of the table found the total innovation score to be related to the total leadership score 

(β = .38, p = .001).  This finding provided support to reject null hypothesis 2 (see Table 6). 

Table 7 displays the Pearson inter-correlation among the leadership scale scores. 
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Table 7 

Pearson Inter-Correlations Among the Leadership Scale Scores (N = 95) 
______________________________________________________________________________ 
    Scale score                                                      1                2            3                4                5 
______________________________________________________________________________
___________________________ 
1.  Tolerance of Uncertainty 1.00 - - - - 

2.  Initiation of Structure .32 1.00 - 

  3.  Tolerance and Freedom .77 .43 1.00 - - 

4.  Consideration .44 .73 .42 1.00 - 

5.  LBDQ total score .79 .77 .83 .80 1.00 

______________________________________________________________________________ 
Note.  All correlations were significant at the p < .001 level. 
 

Table 8 
 
Spearman Correlations for Innovation Scale Scores (N = 95) 

______________________________________________________________________________ 

Scale                                                                           Age      Experience         Education 
______________________________________________________________________________ 

Creativity Self-Efficacy .08  .09  .17 
 Domain-Expertise .13  .08  .04 
 Team Support for Innovation .04  -.02  .12 
 Team Participative Safety -.02  -.12  .02 
 Organizational Support for Innovation .22 * .17  .13 
 Organizational Flexibility .01  -.07  .06 
 Measure of Innovation: Ideas Generation .10  -.03  .09 
 Measure of Innovation: Ideas Implementation .17  .02  .13 
 Total Innovation .12  .04  .15 
 ______________________________________________________________________________ 

* p < .05.  ** p < .01.  *** p < .005.  **** p < .001. 
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Table 8 displays the Spearman rank-ordered correlations for the nine innovation scales 

with age, experience, and education.  For the resulting 27 correlations, one was significant at the 

p < .05 and none were of moderate strength using the Cohen (1988).  Specifically, age was 

positively related to the organizational support for innovation scale (rs = .22, p < .05)”. 

Table 9 

Spearman Correlations for LBDQ Scale Scores (N = 95) 

______________________________________________________________________________ 

Scale                                                            Age                      Experience                 Education 

______________________________________________________________________________ 

Tolerance of Uncertainty .14 
 

.22 
 

.22 * 

Initiation of Structure .08 
 

.15 
 

.08 

 Tolerance and Freedom .18 
 

.19 
 

.11 

 Consideration .20 
 

.20 
 

.14 

 LBDQ Total Score .17 
 

.23 * .15 

 ______________________________________________________________________________ 

* p < .05.  ** p < .01.  *** p < .005.  **** p < .001. 

Table 9 displays the Spearman rank-ordered correlations for the five LBDQ scales with 

age, experience, and education.  For the resulting 15 correlations, two was significant at the p < 

.05 and none were of moderate strength using the Cohen (1988).  Specifically, experience was 

positively related to the LBDQ total score (rs = .23, p < .05) and education was positively related 

to the tolerance of uncertainty score (rs = .22, p < .05). 
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Summary 

In summary, this study used surveys from 95 respondents to examine the influence of 

leadership behaviors as measured by the Leaders Behavior Descriptive Questionnaire (LBDQ) 

(namely tolerance of uncertainty, initiation of structure, tolerance and freedom, and 

consideration) on their perception of innovation as measured by Magdley and Birdi’s instrument.  

Hypothesis 1 (relationships between leadership and innovation scores) was supported (see Table 

5).  Hypothesis 2 (leadership scores predicting innovation score) was also supported (see Table 

6).  In Chapter 5, these findings will be compared to the literature, conclusions and implications 

will be drawn, and a series of recommendations will be made. 
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  Chapter 5: Summary, Conclusions, and Recommendations 

Summary 

Problem. Saudi Arabia has an ambitious vision for 2030.  One part of that vision is to 

reduce the dependency on oil prices for the country’s economy.  Another part of that vision is 

increasing the number of visitors and pilgrims to Mecca.  Tourism is a great opportunity to grow 

the country’s economy.  However, without having a safe environment, tourism may be short-

lived.  Thus, improving the way the work is done in the police department of the Mecca region 

(PDM) is essential.  

 Developing a culture of innovation in the PDM can be an effective procedure to improve 

the quality of police services for local, pilgrimage Muslims, and other visitors to the Mecca 

region.  Leaders of the PDM need to be aware of their own behaviors and how these affect the 

generation and implementation of creative solutions, as well as how to change the culture in their 

organization to be an innovation-oriented culture.  

Encouraging a culture of innovation in the PDM can be the most logical and reasonable 

way to improve the quality of services which would, in turn, enhance the overall experiences for 

visitors to the Mecca region and perhaps create a better life style for those who live permanently 

in the area.  However, in order to have a creative organization there is a need to concentrate on 

the human capital.  The physical, psychological, and emotional well-being of human capital is 

the key element for any organization to compete successfully and to improve (Amabile et al., 

1996; Navaresse, 2008).  The leaders of the PDM must be aware of their own behaviors and how 

they affect creativity and innovation within their organization.   

Saudi Arabia faces many challenges, including the political instability of the Middle East 

as well as currently decreased oil prices. However, Saudi Arabia is ranked 83rd in the global 
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creativity index. Thus, Saudi Arabia has developed Vision 2030 to promote innovation that 

includes increasing tourism. The Mecca Region is a center of tourism and the police directors 

will need to demonstrate creative ways to maintain safety of an increasing influx of international 

tourists. 

Purpose. The purpose of this quantitative study was to examine the perceptions of 

leadership behaviors by directors of the police force in the Mecca Region as measured by 

Leaders Behavior Descriptive Questionnaire (LBDQ) and their perceptions on innovative 

behaviors as measured by Magley and Birdi’s instrument.  

 The research questions that guided the study, and the related hypotheses, are as follows: 

• RQ 1: What was the relationship between leadership behavior measured by the 

Leaders Behavior Descriptive Questionnaire (LBDQ) (namely tolerance of 

uncertainty, initiation of structure, tolerance and freedom, and consideration) on 

innovation measured by Magdley and Birdi’s instrument in the police department 

in the Mecca region?  

• H01: None of the five LBDQ scores will be related to any of the nine 

innovation scores: 

o Creative self-efficacy,  

o Domain expertise,  

o Team support for innovation,  

o Team participation safety,  

o Organizational support,  

o Organizational flexibility,  

o Idea generation, 
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o Idea implantation 

• Ha1: At least one of the five LBDQ will be related to at least one of the eight 

innovation scores or their total.   

• RQ 2: What were the aspects of leadership behavior as measured by the Leaders 

Behavior Descriptive Questionnaire (LBDQ) (namely tolerance of uncertainty, 

initiation of structure, tolerance and freedom, and consideration) will predict 

innovation as measured by Magdley and Birdi’s instrument in police department 

in the Mecca region. 

• H02: None of the five LBDQ aspects will predict the innovation total score. 

Ha2: At least one of the five LBDQ aspects will predict the innovation total 

score.   

 Research methodology. The methodology used in this research was a correlation 

quantitative method employing a survey procedure using a pencil and paper survey which was 

handed to each participant in person.  A letter was included with the survey to encourage each 

participant to respond.  This particular survey encompassed three different areas:  demographic 

information having to do with length of time of the service with the police department, 

educational background, and age; the leader’s behaviors as measured by the Leaders Behavior 

Descriptive Questionnaire (LBDQ); and Magdley and Birdi’s instrument.  All were translated 

into Arabic, the dominant language in Saudi Arabia, for ease in content understanding by 

participants. These instruments were personally distributed via the gatekeeper to 120 directors; 

103 (86%) completed survey sets were returned. Of these, 95 were sufficiently complete for data 

analysis. 
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 The participant group was selected using a convenience sampling procedure as the 

researcher selected them based on their willingness and readiness to participate (Creswell, 2013). 

Following completion off the surveys, they were collected by the gatekeeper and physically 

mailed to the researcher to begin the data analysis process.  

 Major findings. The demographical data show that 88.5% of the participants were 

younger than 45 years, and 87.4% of them worked less than 14 years. Of the participants, 33.7% 

hold postgraduate degrees (master’s or doctorate). 

High numbers of the respondents believe they have creative ideas (see Table 4) with a 

mean of 3.25. Moreover, a higher number of them indicate their belief of having a strong support 

from MPD to implement their ideas with a mean of 3.35.  

The data indicated that there is a statistical correlation between leadership behavior and 

innovation; innovation had a moderate positive correlation with the four scales on the LBDQ: 

tolerance of uncertainty, initiation of structure, tolerance and freedom, and consideration (see 

Table 5).  The four largest correlations were between (a) the total leadership score with the total 

innovation score (r = .38, p < .001), (b) the total leadership score with creativity self-efficacy (r 

= .38, p < .001), (c) the total leadership score with team support for innovation (r = .41, p < 

.001), and (d) team support for innovation with leadership consideration (r = .38, p < .001). 

Finally, table 5 shows initiation of structure had a moderate positive correlation with innovation 

(r = .33, p < .005), and it also shows the tolerance of uncertainty had the weak relationship with 

innovation in general. This finding provided support to reject null hypothesis 1, and Table 6 

shows the total innovation score to be related to the total leadership score (β = .38, p = .001).  

This finding provided support for rejecting null hypothesis 2   
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Conclusions 

 Based upon the finding of this study, the following conclusions have been drawn: 

1. There is a statistical correlation between leadership behavior and innovation 

2. Of the four LBDQ subscales, consideration has the strongest correlations with 

innovation. 

3. There was a high rate of return (86%) to the instrument.  

4. Most of the participants were younger, and had less than 14 years of work 

experience.  

5. Most of the participants were well educated with 33.7% of them holding 

postgraduate degrees. 

6. High numbers of the respondents believe they have creative ideas and their work 

support their creativity.  

7. Initiation of structure had an important correlation with innovation. 

8. There is a weak relationship between tolerance of uncertainty and innovation in 

general. 

9. The highest correlation in Table 5 was between the total of LBDQ, and 

innovation-team support for innovation. 

 Conclusion 1. The data indicated that there is a statistical correlation between leadership 

behavior and innovation. This result agrees with the results of many other studies that were 

reviewed in Chapter 2 of this study (Algabbaa 2015; Amabile et al., 1996; Carson, Carson, & 

Roe, 1993; Derksen, 1998; Hemlin & Olsson, 2011; Lok & Crawford, 2001; Martins & 

Terblanche, 2003; Ollila, 2000; Schein, 1992). Amabile (2003) stated that, “Our analysis of team 

members’ diary entries revealed that the negative leader behaviors evoked more emotionality 
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that the positive behaviors” (p. 3). In addition, Amabile (1997) argues that executives at all levels 

have a strong impact on an organization’s work environment, which affects the level of creativity 

in that organization. Also, Hwang (2013) argues that controlling leaders’ behaviors discourage 

employees from being creative. Moreover, Murray (1992) argues organizational creativity 

contains a minimum of two human acts: individual creativity and leadership.   

Conclusion 2. Of the four LBDQ subscales, consideration has the strongest correlations 

with innovation. The consideration subscale was defined in the LBDQ manual as the “leader 

paying attention to the comfort, well-being, status, and contributions of followers” (p. 3).  This 

indicates that leaders with this attribute created a culture that supports innovation where 

employees feel safe to try something new without fear of negative repercussions or others 

criticizing them if their idea or product failed.  That finding pairs strongly with the result from 

other studies. For example, Algabbaa (2015) argues transformational leadership style is the best 

style to promote innovation since it provides more attentions to the human part in an 

organization. Moreover, Jogulu (2010) conducted a comparison study to seek if there was a link 

between a culture and the leadership style. He chose organizations from two different cultures to 

examine. Malaysia (a high power distance culture) and Australia (a low power distance culture), 

he concluded there is a difference in leadership style in different cultures.  Transactional 

leadership was associated with the managers from Malaysia, while transformational leadership 

was associated with the Australian managers. Jogulu emphasized in his research the positive 

affect of transformational leadership style, which concentrates more on the human aspect, to 

enhance creativity.  Northouse (2013) stated, “[It] is a process that changes and transforms 

people.  It is concerned with emotions, values, ethics, standards, and long-term goals, and 

includes assessing followers motives, satisfying their needs, and treating them as full human 
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beings” (p. 185). Also, Al-Beraidi and Rickards (2003) state, “transformational style has 

attracted attention, being one that encourages innovative behaviors” (p. 14). 

Conclusion 3. There was a high rate of return (86%) to the instrument, which is 

considered a high response. One possible reason that accounts for this could be the environment 

of the police department, where discipline is a highly appreciated trait, perhaps more so than in 

other work environments. In order to avoid survey fatigue, and get better quality answer to the 

survey, while designing the survey, the researcher choose only 4 out 12 LBDQ subscales to be 

added to the survey. The high percentage of the return instrument indicates that was a wise 

decision.  

 Conclusion 4. The demographical data show that 88.5% of the participants were younger 

than 45 years, the median 30.5 years. Also, the data show 87.4% of them worked less than 14 

years. That can be an indication of the opportunities that young people in governmental 

organizations in Saudi Arabia are given to lead their organizations.  It is a good start for applying 

Vision 2030, which supports enabling younger people to enter more leadership positions. 

However, leaders need to be cautious of this number, since another possible explanation of this 

high percentage is a high rate of turnover for older employee of PDM. Generally, one can start 

working in PDM as young as 18 years. However, normally to be in an officer position one needs 

to finish a police college, from which people can gradate as young as 21 years of age. Thus, the 

PDM must attract people in their early age to join its forces; and continuously train them to 

improve their skills, and accumulate different experience and knowledge that can help and 

support the PDM. Nevertheless, for them to leave the organization after 14 years or more to join 

other organizations or for different other reason is not fair to the PDM and it should raise a 

concern for its leaders.  
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Conclusion 5. Of the participants, 33.7% hold postgraduate degrees (master’s or 

doctorate).  Based on that percentage, it can be concluded that there is a high appreciation for 

education in the MPD and its employees.  This attribute can be a great advantage for the 

organization to learn and improve.  Senge (2006) believed that the ability to learn faster than its 

competition is the most critical advantage that an organization can possess.   

Conclusion 6. High numbers of the respondents believe they have creative ideas (see 

Table 4) with a mean of 3.25. Moreover, a higher number of them indicate their belief of having 

a strong support from MPD to implement their ideas with a mean of 3.35. Those responses were 

not what the researcher anticipated before conducting this study.  Florda, Mellander, and King 

(2015) ranked Saudi Arabia 83rd in the global creativity index (GCI). Thus, having this mentality 

of being creative and having the supportive of their creativity was unexpected. 

However, many people might not feel comfortable with new ideas because this involves 

change, which is not what they might want or like.  Asad Sadi, and Al-Dubaisi, (2008) stated 

that, “For most organization change is inevitable” (p. 58). People might refuse change for many 

reasons.  Losing their status is one reason.  Being scared of change can be another reason.   

 Another significant reason why people do not want change could be they are not aware 

of the need to change.  Generally, when there is a need for change, and people do not see it, they 

are in the first phase of the Lewin’s 3 Steps Change Model: they are frozen.  They need to be 

unfrozen in order for them to accept the need for change.  However, it seems leaders in the PDM 

are ready for change. They are mostly young and well educated. That makes conducting the first 

step of Lewin’s 3 Steps Change Model (unfreeze) easer to start. Then, after the change is 

anchored, they can be refrozen again.  However, as it was mentioned in Chapter 2 of this study, 

there are different models for change management.  Mostly, to change the behavior of leaders, 
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we need to concentrate first on changing their beliefs of the leadership task first, and that is 

where the importance of the Iceberg Change Model emerged.  Then, for the implementation part, 

one of the most direct change models is Kotter’s (1996) Eight Steps.  The directness of Kotter’s 

Eight Steps can be seen in the flow of its eight steps:  

1. Establishing sense of urgency. 

2. Creating the guiding coalition. 

3. Developing a vision and strategy. 

4. Communicating the change vision. 

5. Empowering broad-based action. 

6. Generating short-term wins. 

7. Consolidating gains and generating more change. 

8. Anchoring new approaches in the culture.   

 Conclusion 7. Remarkably, initiation of structure had an important correlation with 

innovation (r = .33, p < .005), and that matches many studies have been discussed earlier in this 

study. For example, Nagubadi’s (2013) and Bakkar’s (2003) argue that some organizational 

structures are better than others for enhancing certainty. Bolman and Deal (2013) state that, 

“clear well-understood goals, roles, and relationships and adequate coordination are essential to 

performance” (p. 44).  They continued, “The right structure enhances team performance” (p. 

107). Also, Robbins and Judge (2014) state, “Managers recognize they can handle a wider span 

best when employees know their job” (p. 235). Moreover, Al-Beraidi and Rickards, (2003) found 

the structural features of the firm that they studied inhibited the creativity there. However, there 

are no perfect organizational structures that can fit all organizations. Every organization is 

different, and leaders of that organization should seek the right structure for their organization. It 
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is significant to emphasis that any structure needs to be reviewed and updated constantly to make 

sure it is adaptable to the new challenges and opportunities the organization might face.  

 Conclusion 8. One of the major aspects of the findings as shown in Table 5 was the weak 

relationship between tolerance of uncertainty and innovation in general.  That result is 

contradictory of what many other studies have found or emphasized the importance of the risk 

taking or tolerance for ambiguity to promote creativity that were discussed in Chapter 2 

(Algabbaa, 2015; Amabile et al., 1996; Derksen, 1998; Himes, 1987; Martins & Terblanche, 

2003; Nagubadi, 2013). For example, Martins and Terblanche (2003) included risk taking as one 

of five areas of the organizational culture that affect creativity and innovation.  Also, Nagubadi 

(2013) agreed that creativity most of the time requires risk taking, and discovering new areas that 

might not have been uncovered previously. Also, this disagrees with Derksen’s (1998) belief in 

the willingness to take a risk consider as an element to help establish an environment that 

encourages creativity. However, this finding matched the finding of another study that was 

conducted in another Arabic country, Libya; Abridah (2012) did not find a direct connection 

between uncertainty avoidance and creativity.  

 Conclusion 9. Finally, the highest correlation in Table 5 was between the total of LBDQ, 

and innovation-team support for innovation with (r = .41, p < .001); different studies (Algabbaa, 

2015; Amabile et al., 1996; Bakkar, 2003; Derksen, 1998; Himes, 1987) that were discussed in 

greater depth in Chapter 2 support this result by recommending having support for innovation in 

an organization as an essential part for encouraging creativity in an organization.  Senge (2006) 

argued that “a shared vision changes people’s relationship with the company.  It is no longer 

their company; it becomes our company” (p. 192). However, based on a 1984 study by Hofstede, 

in collective culture, people put more emphasis on the benefit to the overall group than on one’s 
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individual needs. Generally, Saudi Arabian people tend to support and help each other since it is 

a collective culture (Shafee & Rhodes, 2016). Also, Bjerke and Al-Meer (1993) stated that, 

“Saudi Arabia scores considerably higher on power distance and uncertainty avoidance; 

considerably lower on individualism, and relatively lower on masculinity” (p. 35).  It can be 

inferred that working in a team seems to help in promoting more creativity because the total of 

different people’s skills or educational backgrounds is better than an individual’s mindset to 

perceive and tackle an issue an organization might face. Also, it gives an advantage to improve 

an idea from different prospects and backgrounds. 

To conclude, a major finding for this study is the strong relationship between the four 

LBDQ areas and innovation.  This result corresponds with most studies that emphasize the 

significance of leadership to promote creativity (Abridah , 2012; Amabile et al., 1996; Ollila, 

2000; Robbins & Judge, 2014) and many others that were reviewed in Chapter 2 of this study.   

Recommendations for Practice Application 

The findings of this study can be used for several recommendations to improve the work 

in PDM as follows:  

Recommendation 1. According to this study, consideration (showing respect, making 

employees feel appreciated in their work) has a strong effect on promoting employees’ creativity.   

Thus, in PDM, there should be an encouragement into shifting the leadership style into 

transformational leadership.  Different studies emphasize that transformational leadership style 

provides more attention to the human aspect of an organization, and that helps to promote more 

creativity in an organization.   

Recommendation 2. Research indicated that 87.4% of those who completed the survey 

worked in PDM for less than 14 years.  This can be an indication younger people in PDM have 
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opportunities to hold leadership positions, however, it can be an indication for a high turnover in 

the PDM.  Leaders in PDM should raise a concern, and try to explore the reasons behind this 

numbers.  It is not fair for the PDM to lose its employees after 14 years or more of investing in 

training and enhancing their talents and skills.  

Recommendation 3. Leaders in PDM need to create a vision that is worth commitment 

for its PDM members, so it can work as a motivation to increase creativity in the organization. 

Also, this vision needs to be visible, and well communicated to all of the PDM members. Thus, 

PDM members absorb it, and work harder as it is their own vision to make sure it is successful.   

Recommendation 4. Leaders of PDM need to make sure they are choosing the right 

structure for the organization. One benefit of having the right structure is improving the quality 

of communication in the PDM, so the flow of ideas and its feedback will be easier and faster in 

the organization. Improving the communication can be achieved by enhancing the type of 

technology utilized in the organization to help exchange ideas and resolve challenges in the 

workplace. There is no one right structure for every organization. It needs to continuously update 

and reconsider due to new challenges or opportunities.  

Recommendation 5. Leaders of MPD have young and educated members, which, if they 

were well utilized, could be the main source for it success. One of the best investments that MPD 

can do is establish a new training program that focuses on enhancing creative thinking skills, or 

at least by adding creative thinking skills to different training programs that PDM members 

might attend.  

Recommendation 6. Leaders of PDM need to have a system that ensures a reward 

system for those who do the work in a creative way that may save the organization its resources 
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(time, money, or customer satisfaction). Also, establish a new prize in the PDM for most creative 

people or department can be another way of the reward system mentioned earlier.   

 Recommendation 7. Leaders in the PDM appeared to be ready for change. They are 

mostly young and well educated which makes conducting the first step of Lewin’s 3 Steps 

Change Model (unfreeze) easer to start. Thus, it might be the right time to start any change in the 

PDM organization such as applying the vision of 2030.  

Recommendation 8. From Conclusion 9, it can be seen the essential of leadership 

behaviors on innovation-team support for innovation. Thus, knowing the advantages of team 

work and support to deal with an issue from different perspective using different skills, leaders 

need to emphasize helping their employees to work on a team to increase their creativity skills.  

Recommendations for Further Research 

 Based on the study results, the researcher is providing some recommendations for other 

researchers who might be interested in creativity and innovation in general and in Saudi Arabia 

in particular.   

Future research can be conducted in different governmental organizations, such as 

healthcare, or public school sector to learn more about the perception of creativity in the young 

people who hold the future of any country.  Moreover, it can be conducted in business or non-

profit organization to discover and compere their perception of creativity to the result of this 

study.  

Since this study was conducted on only one region of the country of Saudi Arabia (Mecca 

Region), this study can be conducted in different geographic regions of the country to compare 

differences and similarities in the results, if they exist.   



100 
	

	
	

 The study and the survey can be conducted in different ways. For example, adding a 

section for an open-ended question to describe the participant’s thoughts of the topic, and if they 

have any recommendations or suggestions. Instead of utilizing a pencil and paper format, this 

study could be completed in an online format that would save a researcher significant amount of 

time and energy trying to distribute and collect the surveys to and from the participants. As well 

as save time and energy during the process of inserting the data to the SPSS. Other than using the 

convenience sample, a researcher can choose another way of sampling. Also, other ways to 

conduct this study are by using mix method, qualitative research method, or using a bigger 

sample size. Then, a researcher can compare the results to the result of this qualitative study. 

Further research can be conducted where the researchers could hand the survey to the 

participants themselves, at the same time taking advantage of group meeting would help to get a 

higher return rate with better quality answers. Thus, make certain participants are provided 

enough time to complete the survey, and that they are not rushed.  

Another researcher might consider translating the findings of studies that focus on 

creativity (like this study) to the Arabic language, so it will be accessible for Arab leaders to 

learn, and improve their leadership skills.   

Four Steps Model to Promote Innovation in an Organization 

 As a result of the present study, the researcher developed a four Step process (see Figure 

11) to assist leaders in any organization who desire to increase creativity in their workplace. 

 Step 1 - Assessment step. Leaders of that organization need to discover the level of 

satisfaction that the general public holds with regard to the services that their organization 

provides. At the same time, leaders of the PDM need to assess their employees’ perceptions of 

the service they provide. The suggestion of this step was based on reviewing different change 
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management theories, particularly the first step of Kotter’s (1996) eight steps for leading change: 

“establish a sense of urgency” (p. 61). Conducting this step will make the employees of the 

organization rethink of their job, and raise new questions about the way they are doing their 

tasks. This assessment can be conducted via surveys, public data, or personal interviews. 

Generally, personal interviews might reveal more information about the real world reflections. 

However, anonymous surveys mainly with open-ended question can provide more confidence to 

the participants to directly say their opinion without having the concern of being personally 

judged based on their answers.    

 Step 2 - Determination step. Based upon the result of the first step, leaders of the 

organization can define the desirable goal, its challenges and the opportunities of their 

workplace. Then, a determination of the current situation, current resources, and the best way to 

achieve the desirable goal can be set.  

 Step 3 - Filling the gap step. In this step, leaders of the organization need to use their 

leadership skills to achieve the desirable goal by setting the right vision for the organization, 

communicate it, and make sure they gain the buy in from their employees. Also, to choose the 

right structure for the organization that guarantees the flow of communications for different ideas 

and feedback. There is no one right structure for every organization and it cannot be forever. 

Organizational structure needs to be continuously reviewed and reconsidered due to new 

challenges or opportunities. Furthermore, as a result of this study, working in a team seems to 

help to improve creativity by gathering different skills and backgrounds to promote an ideas or 

finding a solution for a dilemma that an organization faces. Moreover, transformational 

leadership style was shown to be the best style to promote innovation since it provides more 

attention to the human aspect of an organization. Finally, leaders of the PDM need to provide the 
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right resources to their employees and to overcome their obstacles to meet the general public’s 

expectation.  

 Step 4 - Redo the first step. Since in human work there is no perfection, redoing the first 

step of this model (the assessment) on a regular basis, annually or bi-annually can be a factor to 

ensure continuously innovation in the organization. In any workplace there are always areas to 

improve, either new invented technology can be used, or even new goals to be achieved. From 

that perspective the significance of step four can be seen.  

 
 

Figure 11. Four steps model to promote innovation in an organization. 

Final Summary 

 This chapter discussed the findings of the study. Some of the major finding of this study 

was based on the result of the demographical data were it was noticeable that 88.5% of the 

participants were less than 45 years of age, and 87.4 of them worked less than 14 years.  With 
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regard to the educational background 33.7% of the participants hold postgraduate degrees 

(masters or doctorate), which can be an induction for high admiration for learning in the 

organization.   

Hypothesis 1 was proven; there is a strong relationship between the four LBDQ and 

innovation.  This result corresponds with many studies that emphasize the essential of leadership 

to promote creativity such as Amabile et al., 1996, Algabbaa, 2015 and Bakkar, 2003. 

Hypothesis 2 (leadership scores predicting innovation score) was also supported.  

However, out of the four LBDQ, consideration has the most repeated item that affects innovation 

in the participants’ innovation.  That finding pairs strongly with the result from studies that argue 

transformational leadership style is the best style to promote innovation since it provides more 

attention to the human aspect of an organization.  (Algabbaa, 2015; Jogulu , 2010). Initiation of 

structure had an important part in that result, and that matches with Nagubadi (2013), and Bakkar 

(2003) who believe that some organizational structures are better than others for enhancing 

certainty. 

High numbers of the respondents believe they are creative, and a higher number of them 

indicate having a strong support from PDM to implement their ideas.  Those responses were not 

what the researcher anticipated before conducting this study.  Another part of the conclusion, 

was to shed the light on other aspect that help promote creativity although it not supported by the 

findings, Amabile et al. (1996) argue beside the expertise and creative thinking skills, motivation 

for creativity plays a significant role to enable creativity.   

Chapter 5 concludes with recommendations for practice.  For example, establishing a 

prize in the PDM for most creative people, increasing the quality of communication in the PDM, 

and supporting different training program that PDM members might attend. Moreover, further 
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recommendations for other researchers were suggested such as conducting the study in different 

methodology, different geographical area, using online survey, applying the study to different 

population, and exploring the reason of some of the finding in the study. Finally, this chapter 

ends with the Four Steps Model to promote innovation in the PDM. 
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Source:	Our	Vision:	Saudi	Arabia.	(2016).	The	heart	of	the	Arab	and	Islamic	worlds,	the	

investment	powerhouse,	and	the	hub	connecting	three	continents.	Retrieved	June	15,	2016	

from	http://vision2030.gov.sa/en	
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APPENDIX B 

The LBDQ Survey 

Please provide the following demographic information by putting (X) mark in next to the 

correct answer. Be sure to respond to each item.  

Demographic information: 
Age:  
Less than 25  (     ) 
From 26 to 35 (     ) 
From 36 to 45 (     ) 
From 46 to 55 (     ) 
More than 56   (     ) 
 
Work experience 
Less than 3 years (     ) 
From 4-8 years (     ) 
From 9 to 13       (     ) 
From 14 to 20     (     ) 
More than 21      (     ) 
 
Education background: 
High school (     ) 
Bachelor          (     ) 
Master degree     (     ) 
Doctorate degree (     ) 
 
The LBDQ Survey.  

This part of the survey is adapted from the LBDQ survey (1963) by Stogdill Ohio state 
university. (see Appendix D). 
 
To respond to this part of the survey please follow these instructions.  

A. Read each item carefully.  
B. Think about how frequently you engage in the behavior descried by the item.  
C. Decide whether you (A) always, (B) Often, (C) occasionally, (D) seldom or (E) never act 

as described by the item.  
D. Draw a circle around one of the five letters (A    B   C    D    E) following the items to 

show the answer you selected.  
A= always.  
B= Often 
C= occasionally 
D= seldom  
E= never  
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1.  I wait patiently for the results of a decision A    B   C    D    E 
2.  I let group members know what is expected of 

them 
A    B   C    D    E 

3.  I allow the members complete freedom in their 
wok  

A    B   C    D    E 

4.  I am friendly and approachable  A    B   C    D    E 
5.  I become anxious when I cannot find out what is 

coming next.  
A    B   C    D    E 

6.  I encourage the use of uniform procedures  A    B   C    D    E 
7.  I permit the members to use their own judgment 

in solving problems  
A    B   C    D    E  

8.  I do little things to make it pleasant to be a 
member of the group  

A    B   C    D    E  

9.  I accept defeat in stride  A    B   C    D    E  
10.  I try out my ideas in the group  A    B   C    D    E 
11.  I encourage initiative in the group members  A    B   C    D    E  
12.  I put suggestions made by the group into 

operation.  
A    B   C    D    E  

13.  I accept delays without becoming upset  A    B   C    D    E  
14.  I make my attitudes clear to the group  A    B   C    D    E  
15.  I let the members do their work the way they 

think best  
A    B   C    D    E  

16.  I treat all group members as my equals  A    B   C    D    E  
17.  I become anxious when waiting for new 

developments.  
A    B   C    D    E  

18.  I decide what shall be done and how it shall be 
done  

A    B   C    D    E 

19.  I assign a task, then lets the members handle it.  A    B   C    D    E  
20.  I give advance notice of changes.  A    B   C    D    E  
21.  I am able to tolerate postponement and 

uncertainty.  
A    B   C    D    E  

22.  I assign group members to particular tasks. A    B   C    D    E  
23.  I turn the members loose on a job, and let them 

go to it.  
A    B   C    D    E  

24.  I keep to myself. A    B   C    D    E  
25.  I can wait just so long, then blow up  A    B   C    D    E  
26.  I make sure that my part in the group is 

understood by the group members  
A    B   C    D    E  

27.  I am reluctant to allow the members any freedom 
of action  

A    B   C    D    E  

28.  I look out for the personal welfare of group 
members.  

A    B   C    D    E  

29.  I remain calm when uncertain about coming 
events  

A    B   C    D    E  
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30.  I schedule the work to be done A    B   C    D    E 
31.  I allow the group a high degree of initiative.  A    B   C    D    E  
32.  I am willing to make changes  A    B   C    D    E  
33.  I am able to delay action until the proper time 

occurs.  
A    B   C    D    E  

34.  I maintain definite standards of performance  A    B   C    D    E  
35.  I trust the members to exercise good judgment  A    B   C    D    E  
36.  I refuse to explain my actions  A    B   C    D    E  
37.  I worry about the outcome of any new procedure  A    B   C    D    E  
38.  I ask that group members to follow stander rules 

and regulations.  
A    B   C    D    E  

39.  I permit the group to set its own pace  A    B   C    D    E  
40.  I act without consulting the group  A    B   C    D    E  
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 Information	Arabic translation of Demographic الاستبیان ترجمة/ عبدالله بن محمد الشافعي 
 استمارة المعلومات الشخصیة:
 
 

) امام الفقرة المناسبة: فضلا ضع علامة (  
 اولاً :العمر:

)   سنة ........................ ( 25أ ) اقل من   
)  ..... (سنة................. 35ـ  26ب) بین   
ـ 36ج ) بین  )  سنة .................... ( 45-  
)  سنة...................... ( 55ـ  46د ) بین   

)  سنة فاكثر ......................... ( 56ھـ )   
 
 ثانیاً: عدد سنوات الخدمة:

)   أ ) أقل من ثلاث سنوات ...................... (   
)  ..................... (سنة ....... 8ـ  4ب) بین   

ـ 9ج ) بین  )  ........................ ( سنة 13-  
)  سنة ........................ ( 20ـ  14د ) بین   

)  سنة فاكثر ............................ ( 21ھـ )   
 
 المؤھل التعلیمي:

)  ثانوي ........................... (  
)  .......... (بكالریوس ............  

)  ماجستیر ....................... (  
)  دكتوراة ........................ (  
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 Survey	LBDQ	the	of		Translation	Arabic	ترجمة/عبدالله بن محمد الشافعي
 

)LBDQأختبار جامعة اوھایو التحلیل الوصفي لسلوك القائد (  
 

ر الذي ترى انھ یتناسب اكثر شخصیتك:الرجاء وضع دائرة حول الخیا  
ً  أ ـ    دائما

 ب ـ غالبا 
 ج ـ احیاناً 
 د ـ نادراً 

ھـ ـ أبداً.-  
	أ ، ب ، ج ، د ، ھـ 	انتطر نتائج القرار بصبر 1. 	
	أ ، ب ، ج ، د ، ھـ 	اخبر اعضاء المجموعة على ما یتوقع منھم 2. 	
	أ ، ب ، ج ، د ، ھـ 	اعطي الاعضاء مطلق الحریة في عملھم 3. 	

، ب ، ج ، د ، ھـأ  	 	ودود و من السھل التعامل معي 4. 	
	أ ، ب ، ج ، د ، ھـ 	أشعر بالتوتر عندما لا استطیع اكتشاف ما سیحدث مستقبلاً  5. 	
	أ ، ب ، ج ، د ، ھـ 	اشجع على استخدام الاجراءات المعدة مسبقاً. 6. 	
	أ ، ب ، ج ، د ، ھـ تاسمح للاعضاء باستخدام اجتھاداتھم الخاصة في حل المشكلا 	 7. 	
	أ ، ب ، ج ، د ، ھـ 	 أعمل اشیاء قلیلة ولطیفة حتى یشعر كل عضو في المجموعة انھ مرحب بھ. 8. 	
	أ ، ب ، ج ، د ، ھـ 	اتقبل الھزیمة بروح عالیة 9. 	
	أ ، ب ، ج ، د ، ھـ 	اختبر افكاري على نطاق المجموعة  10.  	
	أ ، ب ، ج ، د ، ھـ 	اشجع اعضاء المجموعة على الاخذ بزمام المبادرة 11.  	
	أ ، ب ، ج ، د ، ھـ 	اضع اقتراحات المجموعة موضع التنفیذ 12.  	
	أ ، ب ، ج ، د ، ھـ 	اقبل التاخیر بدون تذمر 13.  	
	أ ، ب ، ج ، د ، ھـ 	اوضح موقفي للمجموعة  14.  	
	أ ، ب ، ج ، د ، ھـ 	ادع لاعضاء المجموعة تأدیة اعمالھم بالطریقة التي یرونھا مناسبة 15.  	
	أ ، ب ، ج ، د ، ھـ 	اعامل كل أعضاء المجموعة كما أحًب أن أعُامل 16.  	
	أ ، ب ، ج ، د ، ھـ 	أنتظر التطورات الجدیدة بقلق 17.  	
	أ ، ب ، ج ، د ، ھـ 	اقرر ما ینبغي عملھ و كیف عملھ 18.  	
	أ ، ب ، ج ، د ، ھـ 	احدد المھمة واترك للاعضاء تدبیرھا 19.  	
	أ ، ب ، ج ، د ، ھـ 	اعطي اشعارا مبكراً لاي تغییرات  20.  	

ب ، ج ، د ، ھـ أ ، 	 	أتحمل التأجیل او عدم التأكد  21.  	
	أ ، ب ، ج ، د ، ھـ 	أعین لاعضاء المجموعة مھمات محددة 22.  	
	أ ، ب ، ج ، د ، ھـ 	أترك للاعضاء العمل دون أیة قیود 23.  	
	أ ، ب ، ج ، د ، ھـ 	منطوى على نفسي 24.  	
	أ ، ب ، ج ، د ، ھـ عصابيأستطیع الانتظار لفترة قبل ان افقد السیطرة على ا 	 25.  	
	أ ، ب ، ج ، د ، ھـ 	أتاكد من ان موقعي في المجموعة مفھوم من قبل بقیة الاعضاء 26.  	
	أ ، ب ، ج ، د ، ھـ أتردد في السماح لاعضاء المجموعة في القیام بالعمل بالطریقة التي 

	یریدونھا
27.  	

	أ ، ب ، ج ، د ، ھـ 	یھمني المصحلة الشخصیة لاعضاء المجموعة. 28.  	
	أ ، ب ، ج ، د ، ھـ 	أظل ھادئاً عندما لا اعلم ماھي الاحداث القادمة 29.  	
	أ ، ب ، ج ، د ، ھـ 	أضع جدول لاداء مھام العمل 30.  	
	أ ، ب ، ج ، د ، ھـ 	أعطي المجموعة فرصة كبیرة للمبادرة 31.  	
	أ ، ب ، ج ، د ، ھـ 	انا أرغب في إحداث التغییر 32.  	
	أ ، ب ، ج ، د ، ھـ مناسبةاستطیع تأجیل الاحداث لحین مجئ الفرصة ال 	 33.  	
	أ ، ب ، ج ، د ، ھـ 	أحافظ على معاییر محددة للاداء 34.  	
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	أ ، ب ، ج ، د ، ھـ 	أثق في الاعضاء لاتخاذ قرارات صائبة 35.  	
	أ ، ب ، ج ، د ، ھـ 	أرفض ان اشرح افعالي 36.  	
	أ ، ب ، ج ، د ، ھـ 	اشعر بالقلق على نتائج اي اجراء جدید 37.  	
	أ ، ب ، ج ، د ، ھـ أتباع التعلیمات و المقاییس المفروضةاطلب من أعضاء المجموعة  	 38.  	
	أ ، ب ، ج ، د ، ھـ 	أسمح للمجموعة بتحدید مدى سرعتھا في أنجاز العمل 39.  	
	أ ، ب ، ج ، د ، ھـ 	أتصرف بدون الرجوع للمجموعة 40.  	
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	APPENDIX C 

Magdley and Birdi’s Innovation Questionnaire 

The last part of that survey based on by Magdley and Birdi’s (2012) Innovation 
questionnaire: (see Appendix E). 
 
To respond to this questionnaire please follow these instructions: Choose a rating that best 
describes your organization from 1 = strongly disagree to 5 = strongly agree. 
 
 Rating 

Creativity self-efficacy       

1- I am confident that I can come up with new ways 
of doing things at work. 

1 2 3 4 5 

2- If required, I could easily come up with 
suggestions to improve how we work.  

1 2 3 4 5 

3- I do not have any problems coming up with new 
ideas.  

1 2 3 4 5 

4- I find it really difficult to think up new ways of 
dong things.  

1 2 3 4 5 

Domain-expertise      

1- I am well qualified to engage in today’s 
discussion. 

1 2 3 4 5 

2- I have a lot of experience in dealing with 
issues like this (today’s tasks) 

1 2 3 4 5 

3- I have a lot of relevant knowledge to 
contribute to today’s discussion. 

1 2 3 4 5 

Team support for innovation       

1. Members of the team provide practical 
support for new ideas and their application. 

1 2 3 4 5 

2. People in the team co-operate in order to help 
develop and apply new ideas.  

1 2 3 4 5 

3. In our team we take the time needed to 
develop new ideas.  

1 2 3 4 5 

Team participative safety  

1- We have a ‘ we are in it together’ attitude. 1 2 3 4 5 

2- People feel understood and accepted by each 
other.  

     

3- People keep each other informed about work – 
related issues on the team. 
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Organizational support for innovation       

1- Assistance in developing new ideas is readily 
available.  

1 2 3 4 5 

2- In our organization, time is given to develop new 
ideas.  

1 2 3 4 5 

3- People in our organization co-operate in order to 
help develop and apply new ideas.  

1 2 3 4 5 

4- Members of our organization provide practical 
support for new ideas and their application.  

1 2 3 4 5 

Organizational flexibility       

1- Our organization is quick to respond when 
changes need to be made.  

1 2 3 4 5 

2-  Our organization is quick to spot the need to do 
things differently.  

1 2 3 4 5 

3- Our organization is very flexible, it can quickly 
change procedures to meet new conditions and 
solve problem as they arise.  

1 2 3 4 5 

 

Measure of innovation: (A) ideas generation 

and (B) ideas implementation 

 

1a) to what extent have you generated ideas for 

new policies, services, or products in the last 3 

months. 

1 2 3 4 5 

1b) in general, what extent of these ideas was 

implanted  

1 2 3 4 5 

2a) To what extent have your generated ideas for 

new methods to achieve work target/object in the 

last three months 

1 2 3 4 5 

2b) In general, what extent of these ideas was 

implanted 

1 2 3 4 5 
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3a) to what extent have you generated ideas for 

new work procedures in the last 3 months? 

1 2 3 4 5 

3b) in general, what extent of these ideas was 

implanted 

1 2 3 4 5 

 

Source: Magadley & Birdi (2012). Two sides of the innovation coin? An empirical investigation 

of the relative correlates of idea generation and idea implementation. International Journal of 

Innovation Management, 16(1), 1250002-1-1250002-28. (see Appendix E). 

 
 

Thank you so much for your cooperation. 
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 ختبار مجادلي وبایردس لقیاس الابداع:
 Arabic translation of Magdley and Birdi’s Innovation Questionnaire 
 ترجمة/ عبدالله بن محمد الشافعي

 
اوافق بشدة.  ٥الى  لا أوافق بشده ١الرجاء تحدید افضل خیار لوصف المنظمة التي تعمل بھا من الرقم   

	التقییم 	
1. لا اوافق بشدة.   
2. لا اوافق   
3. محاید.   
4. اتفق   
5. اوافق بشدة.  	

	

الابداع الذاتي  فعالیة 	
٥	 ٤	 ٣	 ٢	 ١	 	 انا اثق بانھ باستطاعتي ابتكار طرق جدیدة لاداء العمل.
٥	 ٤	 ٣	 ٢	 ١	 اذا طلُب مني، استطیع بسھولة تقدیم اقتراحات لتحسین طریقة 

	أداء عملنا الحالي.
٥	 ٤	 ٣	 ٢	 ١	 	لیس لدي اي صعوبة في ایجاد افكار جدیدة.
٥	 ٤	 ٣	 ٢	 ١	 ر لایجاد طرق جدیدة لاداء اجد انھ من الصعب جدا التفكی

	الاعمال.
	نطاق الخبرة 
٥	 ٤	 ٣	 ٢	 ١	 	انا مؤھل بشكل كامل للمشاركة في نقاشات الیوم 
٥	 ٤	 ٣	 ٢	 ١	 	لدي الكثیر من الخبرة للتعامل مع مشاكل الیوم 
٥	 ٤	 ٣	 ٢	 ١	 	لدي الكثیر من المعرفة المتعلقة بقضایا الیوم
	دعم الفریق للابتكار
٥	 ٤	 ٣	 ٢	 ١	 ریق یوفرون دعم رئیسي للافكار الجدیدة و اعضاء الف

	تطبیقھا.
٥	 ٤	 ٣	 ٢	 ١	 الناس في الفریق یشاركون للمساعدة في تطویر و تطبیق 

	الافكار الجدیدة. 
٥	 ٤	 ٣	 ٢	 ١	 	في فریق العمل نحن ناخد وقتنا لتطویر افكار جدیدة .
	سلامة التعاون في الفریق 
٥	 ٤	 ٣	 ٢	 ١	 بالعمل)  نحن نمتلك عقلیة (نحن جمیعا نقوم 	
٥	 ٤	 ٣	 ٢	 ١	 	الناس یشعرون ان الاخرین یفھمونھم و یقبلونھم 
٥	 ٤	 ٣	 ٢	 ١	 یحرص الناس على ان یبلغوا بعضھم البعض بقضایا العمل 

	حتى یكونوا ملمین بقضایا الفریق
	دعم المنظمة للابتكار
٥	 ٤	 ٣	 ٢	 ١	 	المساعدة في تطویر الافكار الجدیدة متوفر بسھولة
٥	 ٤	 ٣	 ٢	 ١	 تنا الوقت متوفر لتطویر افكار جدیدةفي منظم 	
٥	 ٤	 ٣	 ٢	 ١	 الناس في منظمتنا یتعاونون للمساعدة في تطویر و تنفیذ 

	الافكار الجدیدة
٥	 ٤	 ٣	 ٢	 ١	 الاعضاء في منظمتنا یقدمون دعم عملي للافكار الجدیدة 

	وتطبیقھا
	 	 	 	 	 	المرونة التنظیمیة
٥	 ٤	 ٣	 ٢	 ١	 ھناك حاجة للتغییر. منظمتنا تتجاوب بشكل سریع عندما تكون  	
٥	 ٤	 ٣	 ٢	 ١	 	منظمتنا سریعة في تحدید الحاجة الى تغییر طریقة الاداء.
٥	 ٤	 ٣	 ٢	 ١	 منظمتنا مرنة بشكل كبیر، ذلك یمكنھا بشكل سریع من تغییر 

الاجراءات لتتواؤم مع الظروف و تحل المشاكل عندما تبداء 
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 في الظھور.
 
 
 
 
	 	 	 	 	  التقییم
	 	 	 	 	 ق (لا شيء)= لیس على الاطلا١  

= فقط قلیلاً (واحد او اثنین)٢  
= بشكل متوسط (ثلاثة الى خمسة)٣  
= بشكل كبیر ( من ستة الى تسعة)٤  
= بشكل كبیر جداً ( اكثر من عشرة)٥  

 
 

	  قیاس الابتكاریة: تولید الافكار و تطبیق الافكار
٥	 ٤	 ٣	 ٢	 ١	 أ) الى اي مدى قمت انت بتولید افكار جدیدة لخدمات، ١

ت او الیات عمل خلال الثلاث اشھر الماضیة.منتجا  
٥	 ٤	 ٣	 ٢	 ١	 ب) بشكل عام، الى اي مدى اي من ھذه الافكار تم تطبیقھ.١  
٥	 ٤	 ٣	 ٢	 ١	 أ) الى اي مدى قمت انت بتولید افكار لتجدید طریقة العمل ٢

 لتحقیق اھداف/الغایة من العمل خلال الثلاث اشھر الماضیة؟ 
٥	 ٤	 ٣	 ٢	 ١	 اي مدى اي من ھذه الافكار تم تطبیقھ. ب) بشكل عام، الى٢  
٥	 ٤	 ٣	 ٢	 ١	 أ) الى اي مدى قمت انت بتولید افكار لتطویر الیة اداء العمل ٣

 خلال الثلاث اشھر الماضیة؟
٥	 ٤	 ٣	 ٢	 ١	 ب) بشكل عام، الى اي مدى اي من ھذه الافكار تم تطبیقھ.٣  
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APPENDIX D 

Permission to Use the LBDQ Survey		

		

	

Abdallah Shafee <alshafe56@gmail.com>

FW: LBDQ Study Request

Toliver, Kristina M. <toliver.22@osu.edu> Thu, May 12, 2016 at 8:39 AM
To: "alshafe56@gmail.com" <alshafe56@gmail.com>

Hello Mr. Shafee,

Please see below on the response that I received regarding the study.  Please let me know if the resources available
online are sufficient for your needs.  They can be found here: http://fisher.osu.edu/research/lbdq.

 

Also, permission was granted below for you to translate the items in to Arabic. 

 

Please let me know if I can be of any further assistance.

 

Thank you,

 

Kristina Toliver

Office Manager

Graduate Programs, Fisher College of Business
100 Gerlach Hall, 2108 Neil Avenue, Columbus, OH 43210
614-292-8511 Office
toliver.22@osu.edu

 

 

 

 

From: Tepper, Bennett J. 
Sent: Thursday, May 12, 2016 11:14 AM
To: Toliver, Kristina M. <toliver.22@osu.edu>
Subject: RE: LBDQ Study Request
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APPENDIX E  

Permission to Use Magadley and Birdi Innovation Survey  

	

Abdullah Shafee (student) <abdullah.shafee@pepperdine.edu>

Permission to use the Magadley And Birdi Innovation survey

rights@wspc.com <rights@wspc.com> Tue, Jun 7, 2016 at 2:08 AM
To: "Shafee, Abdullah (student)" <Abdullah.Shafee@pepperdine.edu>

Dear Abdullah

We will be pleased to grant the permission, provided that full
acknowledgment given to the original source in the following format:

Title of the Work, Author (s) and/or Editor(s) Name (s), Title of the
Journal, Vol and Issue No., Copyright @ year and name of the publisher

Kind regards,

Tu Ning
[Quoted text hidden]
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APPENDIX F  

Permission to Conduct the Study in PDM 
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APPENDIX G  

Letter to the Participants	

Dear	participant,	

My	name	is	Abdullah	Shafee.	I	am	currently	working	on	my	doctoral	

dissertation	in	organizational	leadership	at	Pepperdine	University	in	the	USA.	

The	following	is	a	request	for	you	to	voluntarily	participate	in	a	research	study	is	

tilted:	The influence of leaders’ behaviors on innovation in Saudi Arabia, a 

quantitative study in the police department of Mecca Region 

The	survey	is	going	to	be	in	Pencil-and-paper	format,	and	should	not	take	more	

that	15	minutes.	Your	participation	and	the	results	of	this	sty	will	benefit	leaders	

and	mangers	in	the	Mecca	police	Department	as	well	as	the	police	maker	of	

public	security.		

The	information	collected	would	be	completely	confidential,	and	would	not	ask	

for	any	identifying	information,	such	as	name	or	location.		

The	result	would	be	reported	and	summarizes	as	a	whole,	and	would	not	identify	

your	workplace	or	other	specific	identities.		

your	participation	in	the	research	study	is	completely	voluntary,	and	you	have	

the	right	to	withdraw	or	refuse	to	participate	at	any	time,	with	no	negative	

consequences	to	you.	There	no	risks	to	you	in	participating	tin	this	study.		

Please	do	not	hesitate	to	contact	me	with	any	questions	or	concerns.	My	email	is	

provided	blew.		

Thank	you	so	much	for	your	cooperation	in	the	research.		

Sincerely,	

The	researcher,		

Abdullah	Shafee		

Abdullah.shafee@pepperdine.edu	
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Arabic	Translation	of	the	letter	to	the	participants 
 الرحمن الرحیم بسم الله

الاخ المشارك في ھذا الاستبیان     المحترم            

 السلام علیكم ورحمة الله وبركاتھ:

انا الباحث عبدالله بن محمد الشافعي، أعمل حالیا على أطروحة الدكتوراة في القیادة الادرایة من جامعة 

 بیبرداین في الولایات المتحدة الامریكیة.

ارجوا منكم التطوع بالمشاركة في دراسة بحثیة بعنوان:تاثیر سلوكیات القادة على الابتكار في المملكة 

 العربیة السعودیة، دراسة كمیة على شرطة منطقة مكة المكرمة.

م. مشاركتكم و قة من وقتكیكون ورقي و یفترض ان لا یتجاوز فترة الخمسة عشر دقی الاستبیان سوف

 نتائج ھذه الاستبیان سوف تفید قادة ومدراء شرطة منطقة مكة المكرمة.

 جمع المعلومات سوف یكون بشكل سري تام، ولن نسأل عن اي معلومات شخصیة، مثل الاسم او الموقع.

 بك. خاصةمعلومات اي النتائج سوق تقدم و تلخص ككل. ولن یتم من خلالھا تحدید مكان عملك او 

مشاركتك في ھذه الاستبیان بحثیة و طوعیة بشكل كامل ولدیك الحق في الانسحاب او رفض المشاركة في 

 اي وقت،دون اي نتائج سلبیة علیك. لیس ھناك اي مخاطرة في المشاركة في ھذا الاستبیان.

لكتروني الخاص بي الرجاء ان لا تتردد في التواصل معي في حال وجود اي سؤال او استفسار. البرید الا

 موضح بالاسفل.

 شكراً جزیلاً على تعاونكم في ھذا البحث.

 تحیاتي،،،

 عبدالله الشافعي 

Abdullah.shafee@pepperdine.edu 
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APPENDIX H 

IRB Approval Letter 
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APPENDIX I 

Boxplots for Leadership and Innovation Scores  
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APPENDIX J 

Copyright Permissions 
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