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Abstract

Purpose — This research proposes, building on social exchange theory and the componential theory of
creativity, a model of servant leadership to investigate its effect on followers’ creativity through the intervening
mechanism of climate for creativity in the hospitality industry, operating in a non-Western context.
Design/methodology/approach — The study predicted that climate for creativity will play a significant
intervening role in the servant leadership—creativity relationship. The study’s data were collected from 232
employees working in 70 Palestinian hotels. Data were analyzed using structural equation modeling (SEM)
analyses along with techniques used to reduce common method bias.

Findings — The results revealed the significance of climate for creativity as a partial mediator in the
relationship between servant leadership and followers’ creativity.

Practical implications — The results might be useful for hotel managers in the context of utilizing servant
leadership roles for fostering a creative climate. They might, therefore, consider placing servant leaders as a
recruitment agenda priority.

Originality/value — This research is novel in three ways. First, its aim is to enrich the empirical literature on
servant leadership, which is still in a maturity stage. Second, even with the research studies that are available,
limited analysis is found on how servant leadership can stimulate employees’ behaviors in the hospitality
industry. Third, the study has been conducted in a non-Western context, in contrast to most servant leadership
research studies being carried out in Western countries.
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Introduction

Due to its strong ties with organizational creativity, competitive advantage, effectiveness and
also survival (Lee et al,, 2019; Zhou and Shalley, 2003), employees’ creativity is considered to be
the most essential economic asset (Agars et al., 2012). Research suggests that creativity is driven
by intrinsic motivation because motivation enhances cognitive versatility, endurance and
curiosity (Fischer et al, 2019; Shalley et al, 2004). Leaders can encourage employees’ creativity by
stimulating their intrinsic motivation, by providing the required resources and by creating
working conditions that foster objectives attainment and job autonomy (Minh-Duc and Huu-
Lam, 2019; Shalley and Gilson, 2004; Thao and Kang, 2018; Yang et al, 2017). Servant leadership
is one particular form of leadership style that may produce such positive outcomes. The premise
of servant leadership is that servant leaders who are able to concentrate less on fulfilling their
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personal needs and more on meeting their followers’ needs and goals are the ones able to better
inspire them (Kaya and Karatepe, 2020; Greenleaf, 1970). In general, servant leaders adopt a
unique leadership type (Russell and Stone, 2002; Williams et al,, 2017) and are distinguished by
human-centered, selfless and altruistic behavior (Eva et al, 2019; Avolio et al, 2009).

Research suggests that servant leaders’ qualities are effective in enhancing both
organizational performance and individual outcomes (Bavik, 2020; Greenleaf, 1970; Langhof
and Giildenberg, 2020). Moreover, the leadership literature suggests that the presence of
servant leaders brings advantages to the workplace that include higher satisfaction,
dedication, involvement and high follower performance (Liden et al, 2008; Neubert et al,
2008). In the same vein, empirical evidence demonstrates that servant leadership exerts a
positive effect on followers’ organizational citizenship behavior (OCB) (Bavik et al, 2017),
performance (Van Dierendonck, 2011), social capital accumulation (Zoghbi-Manrique-de-
Lara and Ruiz-Palomino, 2019), organizational commitment (Ling et al, 2017), work-life
balances (Tang et al,, 2016) and creativity (Thao et al, 2018).

Lately, a limited number of empirical endeavors went into investigating the servant
leadership—creativity relationship in several contexts. For instance, empirical evidence from a
range of sources suggests that servant leadership exerts a positive effect on employees’
creativity (i.e. Neubert ef al, 2008; Yang et al,, 2017; Neubert et al., 2016; Williams et al., 2017,
Yoshida et al., 2014; Liden et al., 2015; Liden et al.,, 2014). These studies have suggested that the
servant leadership—creativity relationship is mediated by several factors, including
promotion focus and job satisfaction, creative self-efficacy and team efficacy, workplace
spirituality, leader identification, team potency and serving culture.

Although these studies demonstrate a significant relationship between servant leadership
and followers’ creativity, a dearth of studies remains on the underlining mechanisms through
which servant leaders’ behaviors impact follower’s creativity (Hunter et al, 2013). This suggests
that further analysis of the underlining mechanisms of this relationship would be both ideal and
significant. In this paper, the aim is to unlock the servant leadership—creativity relationship by
closely examining the role of climate for creativity as a mediating factor. The role of climate for
creativity has been highlighted as an antecedent to creativity and innovation (Amabile and
Gryskiewicz, 1989; Anderson ef al, 2004; Hassi, 2019; Yeh-Yun Lin and Liu, 2012). The
importance of climate for creativity stems from the assumption that organizational resources
such as systems, culture and climate may lead to creative situations and stimulate employees to
display creative behaviors (Kim and Yoon, 2015; Woodman et al,1993). In a situation where
climate provides sufficient resources, support and rewards for creative thoughts and behaviors,
employees are more likely to demonstrate high levels of creative behaviors. However, despite the
significance of organizational climate in stimulating creative behaviors, there is still an extensive
range of issues left unanswered among which is the question of whether climate for creativity
plays a significant role in the servant leadership and followers’ creativity dynamic. Moreover, a
recent literature review by Eva et al (2019) added that servant leadership research is in its
infancy stages and more research is needed. Another literature review paper on servant
leadership outcomes and antecedents by Langhof and Glildenberg (2020) highlighted the need to
enrich servant leadership literature through more empirical studies. More specifically, Bavik
(2020) in his systematic literature review on servant leadership in hospitality research argued
that it is important to understand the unique value of servant leadership in the hospitality
context. Furthermore, while servant leadership is significant, there are still few studies on the
subject in the hospitality business (Wu et al, 2013). Little work existed on how servant leaders
affect the performance and behaviors of hotel employees (Ling et al, 2016). On another note,
Liden et al. (2014) stressed on the importance of testing the underlining mechanisms in the
relationships between servant leadership and its consequences. Further, Karatepe et al (2019)
mentioned that there is limited number of empirical endeavors which investigate the mediating
mechanisms through which servant leadership affect several outcomes.
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Given the previous discussion and response to these scholarly calls, this research aims to
investigate the impact of servant leadership on followers’ creativity through the mediating
role of climate for creativity. In general, no previous research has investigated the climate for
creativity in the context of the servant leadership—creativity relationship. The study relies on
data from a Middle Eastern hotel industry, focusing on the task of enriching servant
leadership literature in a non-Western context considering that the majority of servant
leadership studies have been based in Western settings (Parris and Peachey, 2013).

Theory and hypotheses development

Servant leadership and followers’ creativity

Servant leaders are people-focused leaders whose activities prioritize emphasizing followers’
interests rather than any competing interests (Hoch et al, 2018). Servant leaders have a passion
for good deeds within the community and are inspired by them (Graham, 1991; Liden et al, 2015).
Hence, their selfless emphasis, relentless engagement in followers’ growth and complete
confidence in followers all combine to make them great resources for organizational advancement
within each firm (Stone ef al, 2004; Van Dierendonck, 2011). Furthermore, servant leadership has
a moral component (Hoch et al, 2018), which demands fair and ethical treatment from all servant
leaders in respect to their followers (Graham, 1991). In comparison with other leadership theories,
such as transformational leadership, the main difference here is the focus on followers’ interests.
More specifically, servant leadership being people-oriented aims to safeguard these interests,
in contrast with transformational leaders who are organizations-oriented (Stone et al, 2004).

Given its widely recognized role as an innovation prerequisite, creativity has drawn
attention far and wide and is considered to be of great significance in behavioral research
(Amabile et al.,, 1996; Amabile, 1988; Thao and Krang, 2018). In particular, scholars have
intensively studied employees’ creativity because it has been identified as positively linked to
organizational innovation, organizational competitiveness and organizational survival
(Amabile, 1988; Lee ef al, 2019; Oldham and Cummings, 1996; Woodman et al,, 1993). The
current research study indicates that the social contexts present within an organization are
critical to fostering creativity, particularly in terms of effective leadership types that include
servant leadership (Amabile and Khaire, 2008; Carmeli et al., 2013; Yoshida et al, 2014).

Empirical studies have shown that servant leadership is positively associated with individual
outcomes, for example, related to voice behavior (Lapointe and Vandenberghe, 2018), work
engagement (Ling ef al, 2017), OCB and thriving at work (Walumbwa et al, 2010, 2018) and
performance (Chiniara and Bentein, 2016). However, although researchers have sought to
investigate the possible links between servant leadership and followers’ creativity, there is still no
consensus on how servant leadership actually affects creativity (Newman et al, 2017).

The researcher predicts that servant leaders’ behaviors significantly affect followers’ creative
behaviors. First, servant leaders support and encourage subordinates by delegating them,
fulfilling their needs and maximizing their full efforts. As a result, servant leaders contribute to
improving followers’ motivations for engaging in creative actions (Liden et al, 2015). Second,
servant leaders show explicit concern for the interests and needs of their followers instead of
their own (Eva et al,, 2019; Huning et al., 2020). Therefore, they succeed in creating an atmosphere
that is characterized by mutual trust and safety (Yoshida et al, 2014). Third, followers who
perceive their leaders as servants are more likely to share and care for each other through a
mutual support exchange, thereby strengthening their emotional security (Liden ef al., 2015). As
a consequence, the risk of seeking creative methods for problem-solving would, therefore, be
minimized, which is salutary for fostering the creativity of followers (Liden et al, 2014). Fourth,
the relationship between servant leaders and follower’s creativity can be explained by social
exchange theory (Cropanzano and Mitchell, 2005), which elucidates how followers exchange
leaders’ behaviors and resources through the concept of reciprocity. According to this theory,



servant leadership is, therefore, supposed to positively impact followers’ creativity, as followers
are more likely to reciprocate the positive behaviors of servant leaders with more creative
behaviors. Empirically, few studies have examined the relationship between servant leadership
and its impact on followers’ creativity (ie. Liden ef al, 2014; Williams ef /., 2017; Yoshida ef al,
2014). Given this discussion, the following hypothesis can be posited:

HI. Servant leadership positively impacts followers’ creativity.

Servant leadership and climate for creativity
The collective attitude of a workplace toward an organization is called an “organizational
climate” (Ko and Kang, 2019; Burton et al, 2004). This organizational climate evolves through
social experiences in the organization and impacts employees’ behaviors (Manning ef al,
2005). A climate for creativity, in particular, is regarded as a perception that encourages new
knowledge and practices as well as processes, procedures and actions (Van der Vegt et al,
2005). This includes the management encouraging followers to generate novel solutions and
to take risks without being concerned about prejudice (Choi et al,, 2013). On the same line of
inquiry, Kim and Yoon (2015) highlighted that a climate for creativity is characterized by the
availability of resources dedicated to innovation, flexibility, reward systems and recognition.
According to Cloete (2011), the presence of the leader plays a significant role in shaping the
organizational climate. More specifically, if there are effective leaders within the organization, a
more competitive, more productive and more responsive an organization will be. This is
because the climate has a top-down structure through which the leader influences the followers
and the whole organization. According to Eustace and Martins (2014), leadership significantly
impacts organizational climate. More specifically, transformational leadership has been
identified as significant in influencing a creative organizational climate that fosters followers’
creative behaviors (Mohamed, 2016). Quality servant leaders can support a learning-based
environment that is characterized by tolerance, humility and trust, which in turn foster
creativity and innovation (Van Dierendonck and Rook, 2010). Given these arguments, the
following hypothesis can be formulated:

H2. Servant leadership positively impacts climate for creativity.

Climate for creativity and followers’ creativity

In recent years, researchers have made substantial progress in recognizing factors that can
foster followers’ creativity to benefit organizations, likely being motivated by organizational
imperatives for creativity and innovation (Amabile and Mueller, 2008). Indeed, studies have
revealed that personal (Feist, 1998) and environmental factors such as organizational support
(West et al., 2003) in particular are of great importance. Although the mainstream research’
results indicate that the work environment plays an important role in creativity (Oldham and
Cummings, 1996; Woodman et al., 1993), several scholars have highlighted the role of climate
(Ekvall, 1996; Tesluk et al., 1997; Anderson and West, 1998; West and Sacramento, 2012). For
instance, Ensor ef al (2006) found that an absence of organizational barriers enhances
creativity among employees. Moreover, the availability of organizational support, when
fulfilled by the necessary facilities and resources, also makes positive contributions in this
context (Weeks, 2008; Hamel and Valikangas, 2003). Additionally, Porzse et al. (2012)
recognized organizational climate as playing a major role in enhancing innovation. In specific,
the relationship between climate for creativity and followers’ creativity can be explained by
the componential theory of creativity (Amabile, 1997). According to this theory, there are
social and psychological components which are needed to encourage an individual to
generate creative work. In addition to intrinsic motivation and creativity-related processes,
the theory highlights that the component of the work environment is essential to stimulate
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Figure 1.
The research model

mnovation and creativity (Amabile, 2013; Amabile et al, 1996). Hence, when followers
perceive that their work environment supports freedom, flexibility and information sharing,
at the same time as acknowledging their efforts in terms of both appreciation and reward,
they become more prone to taking part in creative actions (Amabile, 2013; Amabile ef al,
1996). Thus, the researcher predicts that the climate for creativity can impact followers’
creative outputs, so the following hypothesis can be posited:

H3. Climate for creativity positively impacts followers’ creativity.

Climate for creativity as a mediator

Building on what has been discussed before that servant leadership positively impacts climate
for creativity and climate for creativity impacts followers’ creativity, it can be assumed that
climate for creativity can play a mediating role in the aforesaid relationship. Remarkably,
employees working in a working environment which needs nonclassical tasks and challenges
are in need of learning opportunities, personal growth, rewards and support. The latter can be
achieved in a situation where climate for creativity is acknowledged. Empirically, several
studies have investigated the mediating role of organizational climate in leadership research.
First, Hassi (2019) found that the relationship between empowering leadership and
management innovation is mediated by climate for creativity. Hosseini et al (2003) found
that the link between organizational resources and innovation is not straightforward and it is
mediated by climate for innovation, while Paulsen et al (2013) found that organizational
perceived support mediated the transformational leadership—innovation relationship. Finally,
Sethibe and Steyn (2018) demonstrated that the relationship between leadership
(transformational-transactional) and innovative behavior is mediated by organizational
climate. Based on that, the following hypothesis can be formulated:

H4. Climate for creativity mediates the relationship between servant leadership and
followers’ creativity.

Methods

The research model

The research study investigates a model of the effects of servant leadership on followers’
creativity in the hospitality industry, where, as shown in Figure 1, climate for creativity
serves as a mediating mechanism.

Sampling and procedures
A questionnaire was distributed to employees working in 70 Palestinian hotels. The
researchers contacted the hotel administrators via phone and described the main goals of the
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study. The hotel administrators then gave permission for the study to be conducted and Servant
provided the researchers with access to distribute the questionnaire to the hotel employees. leadership and
The researchers distributed 280 questionnaires and received back 235, of which three cases followers’
were discarded due to missing data and 232 questionnaires were confirmed as useable for A
statistical purposes, which indicated a response rate of 82.86%. Respondents were assured creativity
that their information will not be shared and remain confidential. A drop-off and pick-up

method was used as a distribution method and the questionnaire was translated from English 83
to Arabic following the method of Brislin (1986). Questionnaire items were formatted on a
seven-point Likert scale with 1 indicating absolute disagreement and 7 indicating absolute
agreement. Of the respondents, 62.1% were male, 87.4% were aged more than 27 years,
95.8% had a university education and 36.3% had more than 10 years of organizational
experience. The respondents were occupying positions in the first-line administration
9.05%), reception (7.76%), room service (24.14%) and the restaurants (59.05%).

Instrumentalization

Servant leadership. This was measured using the seven-item scale developed by Liden et al.
(2015). A sample item was, “My leader puts my best interests ahead of his/her own.” The
internal consistency value for this construct was 0.928.

Climate for creativity. This construct was measured using the five-item scale developed by
Kim and Yoon (2015). A sample item was, “The reward system here encourages employees’
creative idea development.” The internal consistency value for this construct was 0.936.

Creativity. This was measured using the nine-item scale developed by Tierney et al. (1999).
A sample item was, “I take risks in terms of producing new ideas in doing my job.” The
internal consistency value for this construct was 0.967.

Control variables. Following previous field research (Tierney et al., 1999; Williams et al.,
2017; Zhang and Bartol, 2010), gender, education, age and organizational experience were
controlled for their effects.

The statistical analysis strategy

SPSS 22 and AMOS 22 were used in this study to test the hypotheses. This was conducted
by examining both the measurement and structural models and carried out using the
maximum likelihood estimation (Anderson and Gerbing, 1988). For the mediation analysis,
unlike the traditional techniques to test mediation effects, the 5,000 bootstrapping method
was utilized (Preacher and Hayes, 2008) via AMOS 22. To check for the data’s normality, the
Shapiro—Wilk test was applied, with the findings revealing that p-values were greater than
0.05 — suggesting normally distributed data.

Assessment of the common method bias and construct validity and reliability

As the study’s data were collected from one source, some recommendations suggested by
Podsakoff et al. (2003) were followed to minimize the common method variance. First, during
the questionnaire distribution, participants were asked to complete the questionnaire with
honesty (Conway and Lance, 2010). Second, all the questionnaire items were revised and
pretested in a pilot study to avoid ambiguity among the participants (Churchill and Iacobacci,
2002). Third, all the questionnaire items were borrowed from previously validated scales
published in top field journals. Fourth, Harman’s single-factor analysis was utilized to
examine the method bias in the data. The findings of Harman’s single-factor test produced
three factors that did not load into a single factor, while the single factor does not explain most
of the variance (44.4%) which is below the cutting edge of 50%, as suggested by Podsakoff
et al (2003).
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A confirmatory factor analysis was conducted to check for the data fit and the distinctness
of the research variables. As shown in Table 1, the default hypothesized study model showed
a good fit with all the fit indices (y* = 512.236; df = 262; p = 0.000; CFI = 50.957, TLI = 0.950;
SRMR = 0.060; RMSEA = 0.064). Moreover, four alternate models were built into the chi-
square model comparison (Bentler and Bonett, 1980), and the results suggested that the
default model was superior to the competing models.

The results presented in Table 2 indicated that the standardized loadings for the items
were higher than 0.60. Moreover, the average variance extracted (AVE) and the composite
reliability (CR) were both calculated, in which AVE values were as follows: servant leadership
(0.663), climate for creativity (0.724) and creativity (0.762), whereas CR values were as follows:
servant leadership (0.939), climate for creativity (0.929) and creativity (0.966). The results
indicated that the AVE and CR values for all the variables were higher than 0.5 and 0.7,
respectively (Fornell and Larcker, 1981). This implies that the conditions of convergent
validity were met. Discriminant validity was checked by comparing the square root of the
AVE with the correlations between the constructs (Fornell and Larcker, 1981). The results
indicate that the AVE square root was higher than the correlation between the corresponding
pair of variables, suggesting that the condition of discriminant validity was also met.

Hypotheses testing

Table 3 shows the values of mean, standard deviations (SDs) and Pearson’s correlations. The
values of mean and standard deviations for servant leadership were mean = 4.43 and
SD = 1.5; climate for creativity: mean = 5.00 and SD = 1.55; creativity: mean = 5.04 and
SD = 1.52. Significant correlations were found between servant leadership and climate for
creativity (» = 0.668, p = 0.000), climate for creativity and creativity (» = 0.839, p = 0.000) and
servant leadership and creativity (» = 0.663, p = 0.000).

A structural equation model (SEM) was built to verify the study hypotheses included
servant leadership, creativity, climate for creativity and the control variables. The results of
model fit indices indicated that the data showed a good fit with the structural model
(¢? = 531.258; df = 270; p = 0.000; CFI = 0.955; AIC = 641.258; TLI = 0.948; SRMR = 0.061;
RMSEA = 0.065). The parsimony adjusted measures were PARITO = 0.9, PNFI = 0.821 and
PCFI = 0.859. The results indicated that servant leadership was positively and significantly
associated with creativity (6 = 0.185; p = 0.001), servant leadership depicted a positive
relationship with climate for creativity (8 = 0.679; p = 0.000) and climate for creativity was
positively associated with creativity (8 = 0.748; p = 0.001). Thus, the results lend support for
H1, H2 and H3. For the mediation analysis, the results revealed a significant indirect effect of
climate for creativity on the association between servant leadership and creativity (8 = 0.509;
p = 0.000), suggesting that climate for creativity was a significant mediator in the servant
leadership—creativity relationship, thus lending support for H4 (see Figure 2).

Discussion and implications

This paper aimed to test the effect of servant leadership on followers’ creativity via the climate
for creativity in the hospitality industry. The results demonstrated that servant leadership
was positively related to followers™ creativity, with and the results were in line with the
previous studies (i.e. Liden et al, 2014; Williams ef al., 2017; Yoshida et al.,, 2014) that, although
limited, established that a relationship exists between servant leadership and followers’
creativity. The results indicated that when followers perceive their leaders as careful and less
selfish, they are more likely to feel psychologically safe and show trust toward them (Liden
et al., 2015), which succeeds in enhancing problem-solving initiatives and reducing the risks
associated with creativity (Yoshida et al, 2014). These results lend a support to the theoretical
arguments rooted in social exchange theory (Cropanzano and Mitchell, 2005), which
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Table 2.
Standardized loading,
average variances
extracted and
composite reliabilities

Construct Items S.Loading p-value tvalue AVE CR
Servant leadership My leader would not compromise 0.838 0.000 1317 0663 0.939
Liden et al. (2015) ethical principles to achieve
success
My leader gives me the freedom to 0.867 0.000 13.83
handle difficult situations in the
way that I feel is best
My leader puts my best interests 0.679 0.000 10.53
ahead of his/her own
My leader emphasizes the 0872 0.000 13.93
importance of giving back to the
community
I'would seek help from my leader if 0.867 0.000 13.71
I 'had a personal problem
My leader makes my career 0.814 0.000 12.87
development a priority
My leader can tell if something 0.743 F
work-related is going wrong
Climate for This hotel publicly recognizes 0.824 0.000 1731 0.724 0929
creativity Kimand ~ those who are creative
Yoon (2015) The reward system here 0.765 0.000 1844
encourages employees’ creative
idea development
Around here, people are allowed to 0.827 0.000 17.46
try solving the same problems in
different ways
This hotel can be described as 0.930 0.000 22.80
flexible and continually adapting to
change
There are adequate resources 0.898 0.000 F
devoted to innovation in this hotel
Creativity Tierney I demonstrate originality in higher 0915 0.000 2825 0762 0966
et al (1999) work
I take risks in terms of producing 0.941 0.000 32.30
new ideas in doing the job
I find new uses for existing 0.962 0.000 F
methods or equipment
I solve problems that had caused 0.922 0.000 29.23
other difficulty
I try out new ideas and approached 0.815 0.000 19.53
problems
I identify opportunities for new 0.708 0.000 14.42
products/processes
I generate novel but operable work- 0.840 0.000 21.18
related ideas
I serve as a good role model for 0.877 0.000 2412
creativity
I generate ideas revolutionary to 0.849 0.000 21.85

our field

Note(s): All loadings were significant at the 0.01 level; F: loading was initially set to 1.00 to fix the scale of the
latent variable. All loadings were significant at the 0.01 level; AVE = average variance extracted;
CR = composite reliability

highlights that in a workplace characterized by quality social exchanges between the leader
and the follower, followers are more likely to reciprocate the positive behaviors of the servant



leader with positive work-related outcomes. Therefore, when followers positively perceive Servant
their servant leaders, they have the tendency to pay back through creative behaviors. leadership and

The results also indicated that servant leadership had a positive relationship with climate followers’
for creativity. This finding was in line with that argued by previous research (see Eustace and .
Martins, 2014), which concluded that the presence of leadership significantly affects creativity
organizational climate because leaders have a critical role in redacting the climate within the
organization (Cloete, 2011). On the relationship between climate for creativity and followers’ 87
creativity, the results indicated that climate for creativity had a positive effect in this context.
The results were consistent with the theoretical underpinning founded in the componential
theory of creativity, which highlights the significant role of the work environment in
supporting creativity (Amabile, 2013; Amabile et al,, 1996). Accordingly, a work environment
which is characterized by rewarding system recognition, flexibility and availability of
resources for creativity would provide the foundation for generating creative behaviors
among employees.

This implies that when employees recognize a work environment as flexible, with sufficient
resources, rewards for creativity and respect for creative efforts, they are more likely to show
creative behaviors. Finally, the results indicated that climate for creativity displays a
significant intervening role in the link between servant leadership and followers’ creativity.

Mean  SD 1 2 3 4 5 6 7
Gender - 0.486 1
Education 165 0840 —0.062 1 »
Age 253 0842 —0.060 0199 1
Experience 313 122 —0.017 0209 0.809 1
Servant 443 159 0.038 —0.044 0.073 00.049 (0.814)
leadership . . - Table 3
Climate for 500 1.55 —0.063 0.072 0.165 0.137 0668 (0.851) Mean. standar d
creativity . § :
Creativity 504 152 0043 0067 0223 0168° 0663" 0839 (0.873) de“ﬁ%“:(’lﬁ(:rflgﬁ?ﬁ
Note(s): **correlation is significant at the 0.01 level ( two-tailed); *correlation is significant at the 0.05 level average variances
(two-tailed); N 232 extracted in diagonal

Climate for
Creativity
R’ =0.462 <

4 0. 74s.

2<0.05,

Creativity

Servant $=0.185; p=0.001

Leadership R2=0.797
Figure 2.
Standardized
2 = 531.258, df = 270, p < 0.001; CFI = 0.955; AIC = 641.258; TLI = 0.948; SRMR = 0.061, and coefficients of the
mediation model
RMSEA = 0.065 (partially mediated
structural

Servant Leadership —p Climate for Creativity —p Creativity (= 0.509; p = 0.000) equation mOdel)

Experience ——— Climate for Creativity ($=0.122;p=0.011)
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This was also in line with previous studies, which found that organizational climate
significantly mediates the link between leadership and innovation outcomes (Hassi, 2019,
Hosseini et al, 2003; Sethibe and Steyn, 2018). The implication is that the servant leadership—
creativity relationship is not straightforward and climate for creativity plays an intervening
mechanism.

Theoretically, this study contributes to servant leadership research in several ways. First,
in responding to the scholarly calls made to advance the servant leadership body of
knowledge — still in its maturity stage (Eva ef al, 2019). Even more crucially, Karatepe et al.
(2019) called for the need to further examine the mechanism through which servant
leadership affects individual/organizational outcomes. Hence, the findings provide an
important understanding of how servant leadership affects creativity through the
intervening mechanism of climate for creativity — a variable that has not been investigated
before in servant leadership—creativity research. Second, the study investigates the impact of
servant leadership on creativity in the hospitality industry, within which little is known about
how servant leaders’ behaviors affect employees’ behaviors (Ling ef al., 2016). Finally, as the
majority of servant leadership research studies have been conducted in Western countries
(Parris and Peachey, 2013), the study contributes to servant leadership literature pertaining
to the nature of the relationship between servant leaders’ behaviors and creativity by
focusing exclusively on Middle Eastern data.

From a practical standpoint, organizations, especially hotels, that are concerned with
seeking timely and efficient responses to a competitive market environment should be
focused on the promotion of creativity among employees. The key requirement for hotel
management is the crucial necessity of promoting a supportive working climate through
which followers perceive that they are empowered and receive individualized care, rewards
and recognition for creative behaviors. As the findings provide insight into how servant
leadership can be used to foster a creative environment and, thus, help to increase followers’
engagement in creative behaviors, hotel managers are recommended to select, train and
develop servant leaders for the purpose of promoting and creating a climate for creative
behaviors. Therefore, utilizing training programs that strengthen the competencies of the
servant leader, the success of servant leadership in promoting a climate for creativity can be
advanced further. Finally, to foster followers’ creativity, hotel managers need to provide the
proper resources, encouragement and support for followers in generating novel solutions and
creative ideas.

Limitations and future research

The study’s findings should be carefully interpreted due to the study’s limitations. First, as
the research design is a cross-sectional one, the research’s findings cannot be interpreted in
terms of causality. Hence, longitudinal studies are required to examine the effects of the
variables in the hypothesized model over time. Second, the data for the research study were
collected from Palestine’s hotels sector, which might limit the generalizability of the findings
to other sectors. Therefore, future research might consider replicating the findings in other
contexts, including business, governmental and nongovernmental organizations. Third, the
research model includes examining one intervening mechanism (climate for creativity) in the
servant leadership—creativity relationship. Future studies should consider other mediating
factors such as climate for innovation, learning-oriented organizational, justice and trust
climates and climate for change. Fourth, the data were collected from self-reported measures,
which could introduce a common bias. Although the statistical remedies conducted indicated
that common bias variance did not affect the study, future research is recommended to collect
data via multiple sources to ensure a higher level of objectivity and reduce any potential bias.
Fifth, the study examined the hypothesized model at an individual level. Thus, future



research might consider examining the effect of servant leadership on team-level creativity, Servant
considering the role played by organizational climate. This can be achieved via a multilevel leadership and
model to provide more insights into the effect of servant leadership on these outcomes

)

(Yoshida et al, 2014). Moreover, future research should consider including other leadership fOHO;)}/'e'l:[S

styles, such as ethical, empowering or inclusive leadership, in order to validate the variance creativity
counted by servant leadership in followers’ creativity.
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