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Abstract

The purpose of this study was to examine the relationship between psychological empowe rment, organizational deviation
and creative behavior among employees of the Saudi Ministry of sports. The researchers employed a descriptive approach
specifically using a survey study method to collect data. The study sample consisted of 1480 participants who were
deliberately selected from different categories within the study population. Data was collected using the psychological
empowerment scale and questionnaires. The findings revealed that the level of psychological empowerment among
employees of the Saudi Ministry of sports was determined to be 60.60%. Additionally, the level of organizationaldeviation
was found to be 52.40% while the level of creative behavior was measured at 51.20%. The study also identified a
significant relationship between psychological empowerment, organizational deviation and creative behavior. The study
proposes several recommendations based on its findings. Firstly, it suggests promoting a culture of psychological
empowerment within sports institutions to enhance organizational effectiveness and encoura ge employee creative behavior.
This can be achieved through initiatives that empower individuals, give them autonomy and involve them in decision-
making processes. Secondly, the study recommends the implementation of development and training programs for
employees in sports institutions and departments. These programs should focus on reducing organizational disintegration
and fostering creative behavior. Organizations can create an environment that supports innovation and collaboration by
providing employees with the necessary skills and knowledge. Furthermore, the study highlights the importance of
respecting and considering employee motivationsand behaviors in organizational management.
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1. Introduction

Psychological empowerment is a management approach that emphasizes granting employees confidence,
independence and freedom in their work [1]. This approach fosters trust, competence, importance and responsibility
among workers [2]. It plays a crucial role in enhancing psychological safety and motivation in the workplace [3]. The
positive impact of psychological empowerment on employee job performance has led to its significance in organizational
research [4]. The organization's primary goals are to influence employee motivation, remove administrative and
organizational barriersand develop strong relationships between management and employees [5]. Psychological
empowerment also entails employees taking responsibility for their empowering roles and responding effectively to them
[6]. This is closely linked to employees' awareness of the significance of their work and their belief in their competence to
perform it Shah, et al. [7]. Italso encompasses employees'sense of freedom and independence in their work and their belief
in their ability to make a positive impact on their job activities [8]. According to Jamian, et al. [9], psychological
empowerment refers to individuals' perception of their autonomy in carrying out daily work responsibilities, their ability to
assume professionalaccountability, their sense of importance and self-confidence, their ability to influence those they serve
and their capacity to make informed decisions. Psychological empowerment plays a crucial role in enhancing the
capabilities of employees in modern systems, fostering cooperation, team spirit, self-confidence, creativity, independent
thinking and an entrepreneurial mindset [10]. Psychological empowerment is basically about giving employees the
freedom to do their jobs on their own [11]. This includes promoting broader participation in assuming responsibilities and
developing a deeper understanding of the significance of their work. The aim is to restructure the organization and create a
stimulating and supportive climate that encourages productivity and innovation. Psychological empowerment also fosters
positive emotions among employees, enhances their sense of psychological and professional well-being, increases job
satisfaction and improves motivation and commitment to work tasks [12]. Additionally, it leads to faster task completion
and activity, eliminates bureaucratic obstacles and promotes openness and trust between employees and customers.
Furthermore, it enables the utilization of employee and customer feedback to enhance the le vel of service provided [13].
Organizational anomie refers to a social anomaly that occurs within professional environments where employees are often
exposed to temptationsand ethicaldeviations. This phenomenon is observed in organizationsthat have established values
but fail to adhere to them [14]. The sources of organizational anomie can be found in various aspects of an organization,
including its culture, structure, work organization, motivation and management methods, legal rules, human behaviors,
value systems and the mechanisms that regulate social behaviors within the organization [15]. The growth and activation
of organizational anomie are influenced by work climates that either promote or discourage ethical behavior among
employees. Several factors contribute to its emergence such as organizational culture and ethical climate, leadership,
organizational structure, policies, incentive systems, socialization, decision-making processes, informal systems, and
conflicts amongworkers. The prevalence of organizationalanomie s a significant concern for most organizationsdue to its
association with a high incidence of unethical and illegal behaviors among employees as well as the spread of antisocial
norms. These negative behaviors have significant financial implications for organizations [16, 17]. One consequence of
organizational anomie is a decrease in employees' willingness to engage in organizational citizenship behavior. This is a
result of feelings of futility and distrust towards the organization, psychological detachment, social im balance, excessive
rationalization and a tendency to minimize or ignore the consequences [18, 19].

In today's competitive global market, organizations strive for success and productivity with excellence and creativity
in the workplace being essential factors in achieving these goals [20]. Creativity is recognized as a crucial element foran
organization's success and competitiveness as it leads to increased productivity and high performance among employees
[21]. In the context of technological advancements, globalization and intense competition, creativity has become a vital
characteristic of growing organizations [22, 23]. In today's fast-changing world, organizations must be able to adapt and
adjust their strategies, products and services to meet evolving market demands. Creativity plays a crucial role in enabling
organizations to think innovatively, explore new opportunities and develop unique solutions to address emerging
challenges. It helps organizations remain competitive, adaptable and flexible in the context of a constantly changing
business environment. Organizations can harness the power of new ideas and perspectives to drive growth, enhance
performance and maintaina competitive edge by fostering a culture of creativity [24]. Creative behavioris a contemporary
concept that is closely linked to intellectual assets and plays a pivotal role in ensuring the quality of products or service s
and keeping up with global advancements [25, 26]. It involves multiple steps in the decision-making process, starting with
awareness of the existing situation, paying attention to it, gathering information, generating and evaluatingalternatives and
ultimately either rejecting or adoptinga particularidea [27].

1.1. Problem Statement

Psychological empowerment has a positive impact on job performance and creativity [28, 29]. Research has shown
that psychological empowerment improves organizational performance by influencing individual behavior and
performance [2, 30]. It has also been found to enhance creativity leading to better performance and a competitive
advantage [31]. Moreover, psychological empowerment acts as a mediator between digital competencies and job
performance [32]. Additionally, it is associated with seeking challenges and resources as well as reducing job demands
through job crafting which can ultimately increase creativity and productivity [33]. These findings emphasize the
significance of psychological empowerment in improving job performance and fostering creativity in the workplace.
Creating a more ethical work environment is crucial for promoting ethical behavior in society. The workplace plays a
significant role in shaping social norms and values [34]. Managers have a responsibility to actively combat unethical
behavior within their organizations especially during times of crisis as ignoring the ethical consequences can have severe
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economic and social repercussions. Resisting organizational anomie may be challenging for ma nagers but today's leaders
need to address this issue [35]. Ethical leadership can have a positive impact on employee well-being and productivity as
well as the reputation and success of the company [36, 37]. Organizations should prioritize ethical decision-making,
provide ethical role models and create ethical environments to foster trust and respect. They can contribute to the
development of a more ethical society [38]. Organizational anomie has received attention from researchers due to its
contribution to negative workplace phenomena. The emergence of organizational anomie is influenced by social and
economic dynamics in the relationship between the organization, work and individual. This leads to rapid changes in
psychological and physical work contracts. Understandingthis phenomenon can improve organizational performance [19].
Psychological empowerment plays a crucial role in stimulating and managing creativity within organizations. Employees'
creative efforts persist despite facing variousenvironmentaland organizationalobstacles. Granting employees, the freedom
to make decisions enhances their level of creative energy. A study conducted by Marfuatun and Muafi[1] highlights the
significance of psychological empowerment in enhancing employees' work performance. Empowerment fosters the
development of capabilities, diversifies employees' skills and enables them to acquire diverse work experiences, ultimately
enhancing their creative capabilities. Both public and private sector workers require psychological empowerment from
senior management to combat organizational stagnation and promote creative behavior. Workers need psychological
reinforcement more than ever because of the COVID-19 pandemic's current problems including changed work practices
and financial instability. This study aimsto addressthese issues and shed light on their impact.

1.2. The Significance of the Research

The significance of this study lies in its exploration of the concept of psychological empowerment which is a
relatively new area in the field of positive psychology that requires further research. The research also highlights the critical
role of psychological empowerment in enhancing employees' capabilities and fostering a positive work environment.
Understanding the impact of psychological empowerment can assist organizationsin developing strategies and policies that
promote employee autonomy, motivation and job satisfaction. Additionally, the study sheds light on the detrimentaleffects
of organizationalanomaly on employee behaviorand organizational outcomes. Organizations can take proactive measures
to prevent or mitigate their negative consequences such as unethical behavior and low levels of organizational citizenship
by identifying the factors contributing to organizational anomalies. Furthermore, the research underscores the importance
of creativity in the workplace for organizational success and competitiveness. Recognizing creativity as a key driver of
productivity and innovation can guide organizations in cultivating a creative culture, implementing effective decision -
making processes and leveraging intellectual assets to stay ahead in the rapidly changing global marketplace. This study is
one of the pioneering investigations that examines the relationship between psychological emp owerment, organizational
anomalies and creative behavior among workers in the Saudi Ministry of sports. The findings of this study can contribute
to a better understanding of the factors that contribute to psychological empowerment among employees. Moreover, the
study's recommendations are valuable asthey can be used to enhance psychological empowerment in various organizations
leading to a reduction in organizationaldeviation and the development of creative behaviorskills amongemployees.

1.3. Objectives

This study aims to explore the relationship between psychological empowerment, organizationalanomie and creative
behavior among employees of the Saudi Ministry of sports. Additionally, this research seeks to assess the levels of
organizationalanomie and creative behaviorwithin this specific employee group.

1.4. Research Questions
The following questions are posed in line with the research objectives:
Q1: What is the extent of psychological empowermentamongemployees of the Saudi Ministry of sports?
Q2: What is the level of organizationalanomie experienced by employees of the Saudi Ministry of sports ?
Q3: What is the level of creative behaviorexhibited by employees of the Saudi Ministry of sports ?
Q4: Are there statistically significant direct correlations between psychological empowermentand both organizational
anomie and creative behavioramongemployees of the Saudi Ministry of sports ?

2. Literature Review

Groselj, et al. [39] highlighted the significance of psychological empowerment as a mediator between original and
transformational leadership and innovative work behaviors regarding psychological empowerment. Wardaniand Dewi [40]
discovered that psychological empowerment and competence positively impactemployee performance with organizational
citizenship behavior partially mediating this relationship. Liu and Ren [41] found that perceived leader trust positively
influences employees' psychological empowerment which in turn correlates positively with employee work performance.
Furthermore, Caesens, et al. [42] confirmed that psychological empowerment mediates the positive relationship between
perceived organizational support and psychological well-being. The study conducted by Ahmed and Malik [43] found a
positive and moral relationship between psychological empowerment and both the psychological well-being and job
performance of teachers. Fang, et al. [44] further supported this notion by confirming that empowerment has two
dimensions. The first dimension involves the leader's behavior in empowering subordinates to carry out their work tasks
while the second dimension relates to the psychological and emotional state experienced by subordinates as a result of
being empowered by their leader. Additionally, Suifan, et al. [45] demonstrated that psychological empowerment creates
favorable conditions for the development of psychological capital and Javed, et al. [46] confirmed the impact of
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psychological empowerment on innovative work behaviors. A study conducted by Kaya and Altinkurt [47] demonstrated
thatpsychological and structuralempowerment play a mediating role in the relationship between psychological capitaland
job burnout. Another study by Mangundjaya and Mufidah [48] found a positive effect of psychologicalempowerment on
organizational commitment. Additionally, Rantika and Yustina [49] confirmed the existence of an effect of psychological
empowerment on emotional exhaustion. The findings of the study conducted by Yarim and Celik [50] validate its
significance as a crucial factor contributing to undesirable work behaviors that hinder the organization's goal attainment
process regarding organizational anomie. Additionally, Formiga, et al. [51] establish that the root cause of anomie within
an organization lies in the disparity between its internal and external environments. This discrepancy, coupled with
employees' unclear perceptions of the organization's objectives stems from a lack of coherent communication from senior
management which prevents the organization from determining appropriate means to achieve its goals. Furthermore, the
study conducted by Rafierad, et al. [52] highlights that the development of anomie within an organization is a major
catalyst for the emergence of humanistic behaviors leading to deviations from legal and ethical controls and standards.
Lastly, the Bae and Shin [53] study confirms that the level of organizationalanomie is influenced by various economicand
social factors, including academic achievement, gender, income and job hierarchy. In terms of creative behavior, the
findings of the study conducted by Ye, et al. [54] support the notion that organizational justice significantly and positively
influences employees' creative behavior and interactive justice. Similarly, Jia, et al. [55] found that ethical leadership has a
positive impacton innovative work behavior. Additionally, Durrah, et al. [56] demonstrated that behavioralorganizational
pride positively affects employee creativity. Furthermore, Zhang and Wang [57] confirmed a positive relationship between
organizational identification and employees' innovative behavior. Moreover, creative self-efficacy strengthens the
relationship between work participation and innovative behavior. The study conducted by Kundu, et al. [58] confirmed that
having a clear understanding of one's role within an organization positively influences internal motivation which in turn
hasa direct and indirect impact on employee innovation through increased participation in work. On the other hand, Zhou,
et al. [59] and Liu, et al. [60] found that the psychological effects of hierarchical levels within an organization can have
negative effects on employees' creative behavior. However, other studies suggest that under certain conditions, this
behaviorcan reduce selfish behaviorand promote cooperative behavior [61].

3. Materials and Methods
3.1. Research Sample

The participants in this study were staff members of the Kingdom of Saudi Arabia's Ministry of sports' organizational
departments. Examining the relationship between psychological empowerment, an independent variable, and creative
behavior and organizational breakdown, dependent variables was the major goal of the study. A potent statistical method
thathad notbefore been available in the Saudi setting was introduced by this study. Self -administered questionnaires were
used to gather quantitative data to test the study questions. All personnel (n = 1480) employed by the Saudi Ministry of
sports' organizational departments were included in the sample (see Table 1). All staff received the surveys and were given
detailed instructions on how to fill them out. There was no payment and participation was entirely voluntary. The
autonomy of the participants was guaranteed and to raise response rates, the questionnaire was delivered in both Arabic
and foreign languages. There were two sections in the questionnaire. The first portion gathered demographic data,
including age, gender, experience and educational attainment. Questions, especially those created to address the research
questions were provided in the second section. The questionnaire items were developed using validated metrics and an
experimental investigation. Figure 1. provides a visual representation of the study framework. In this study, a descriptive
methodology similar to survey studies was used.

Q2
Organizational anomie
3]
- Q3

Psychological empowerment

Creative behavior

Correlation

Figure 1.
Research framework.
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Table 1.

Demographic characteristics.

Characteristic Profile N Imp.

Gender Male 897 60.61%
Female 583 39.39%

Age Less 30 years 397 26.82%
30-39years 382 25.81%
40-49 years 415 28.04%
Above 50 years 286 19.32%

Experience Less than5years 391 26.42%
5-15 years 402 27.16%
15-25 years 687 46.42%

Level of education High school 321 21.69%
College 849 57.36%
Master’s 198 13.38%
Ph.D 112 7.57%

Table 2 provides a description of a sample study conducted in various organizational departments. The table includes
the number of participants in the basic sample and the sample survey for each department. The table continues to list the
departments along with their respective participant numbers in both the basic sample and the sample survey. In total, the
study includes 1480 participantsin the basic sample and 240 participants in the sample survey acrossall the organizational
departments.

Table 2.

Description ofa sample study.

No | Organizational departments Basic sample | Sample survey
1 Strategic planning department 68 10
2 Engineering affairsdepartment 71 12
3 Maintenance management of stadiumsand sports cities 67 13
4 Budget monitoring and auditing department 81 13
5 Legal consultationsand contracts management 73 12
6 Information systems management 78 12
7 Media content management 69 12
8 Media relations management 68 13
9 Media planning department 67 10
10 | Human capitalmanagement 74 12
11 | Administrative developmentand quality management 83 12
12 | Recruitmentmanagement 81 11
13 | Managingdiscounts and compensation 78 11
14 | Sponsorship management 72 10
15 | Investmentportfolio management 71 13
16 | Special projects management 75 12
17 | Manpowerplanning department 70 14
18 | Employee relations management 83 13
19 | Customization management 75 12
20 | Club investmentmanagement 76 13
Total 1480 240

3.2. Research Instruments
3.2.1. Psychological Empowerment Scale

The researcher used Spreitzer [62] psychological empowerment scale to assess the level of psychological
empowerment among employees of the Saudi Ministry of sports . Participants were asked to rate their agreement with
statements on a five-point Likert scale (1 = strongly disagree, 2 = disagree, 3 = indecisive, 4 = agree and 5 = strongly
agree). Initially, the scale consisted of 24 statements. A panel of specialized professors from Saudi universities,
psychologists and mental health specialists reviewed the scale and agreed upon 20 valid statements while 4 invalid items
were removed. The final version of the scale comprised 20 statements which were divided into four dimensions: meaning,
competence, self-determination and influence with five statements for each dimension (refer to Appendix A for details).
Correlation coefficients were calculated between the scores of each statement and its corresponding dimension to establish
the validity of the scale. The correlation coefficients ranged from 0.643 to 0.917 for all dimensions and 0.925 for the
overall scale. The reliability of the scale was assessed using Cronbach's alpha resulting in a reliability coefficient of 0.782
for the scale's dimensions.
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3.2.2. Measuring Organizational Anomie and Creative Behavior

This study used two questionnaires to assess organizational anomie and creative behavior among employees of the
Saudi Ministry of sports . The first questionnaire (organizational anomie) consisted of 17 sentences and measured
responses using a five-point Likert scale. It focused on three axes: organizational non-normativity, organizational distrust,
and organizationalcynicism (see Appendix B). The second questionnaire (creative behavior) consisted of 15 sentencesand
also used a five-point Likert scale to measure responses. It assessed three axes: generating ideas, promoting ideas and
implementing ideas (see Appendix C). The validity of the questionnaires was confirmed by calculating correlation
coefficients between the scores of each item and the corresponding axis score. The correlation coefficients for the first
questionnaire ranged from 0.625to 0.887 with an overall coefficient of 0.893. For the second questionnaire, the correlation
coefficients ranged from 0.682 to 0.864 with a general coefficient of 0.853. The reliability of the questionnaires was
assessed using Cronbach's alpha resulting in a general coefficient value of 0.761 for the first tooland 0.81 for the second
tool. These coefficientsindicate good reliability for this type of study.

3.3. Timeline and Statistical Analysis

The study was conducted between July 23 and August 9, 2023 with a sample of 1480 individuals. Statistical analysis
was performed using various techniques including Pearson's correlation coefficient, Cronbach's alpha coefficient,
percentages, mean, standard deviation, confidence limits, chi-squares and multiple regression analysis. The data were
analyzed using IBM Corporation's SPSS 26 social sciences statistical software (IBM Corporation, USA, Armonk, New
York). Asignificance level of p < 0.05 was used to determine statistical significance.

Scree plot
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Figure 2.

Ascree plot of the level of psychological empowermen.

4. Results

A scree plot illustrating the eigenvalues of the factors extracted from a questionnaire measuring the level of
psychological empowermentamongemployees of the Saudi Ministry of sports .

Table 3 presents the responses to the scale on the level of psychological empowerment among employees of the Saudi
Ministry of sports . The data shows the percentage range for each axis as well as the overall percentage for each axis and
the scale as a whole. The percentage ranges from 62.20% to 66.20% with an overall percentage of 64.40% for the
meaning axis. The efficiency axis ranges from 54.80% to 61.80% with an overall percentage of 59.00%. The self-
determination axis ranges from 58.40% to 61.20% with an overall percentage of 60.00%. The influence axis ranges from
54.20%t0 63.20% with anoverall percentage of 59.40%. The overall percentage for the scale asa whole is 60.60%.

Table 3.
Mean, SD, and (X?) the level of psychological empowerment among employees of the Saudi Ministry ofsports (number = 1480).

Mean | SD X2 Sig. Imp.
No. | Item

percentage

The first axis: Meaning (importance of work)
1- | find meaningfulin what | do. 326 | 129 | 1146 0.001 65.20%
2- I find purpose in my work on a personal level. 331 | 127 | 1430 0.001 66.20%
3- | take responsibility for it seriously. 313 [ 135 | 454 0.001 62.60%
4- ;’:;I;/vork I conduct aligns with my preferences and 326 | 133 926 0.001 65.20%
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5 -
No. | Item Mean | SD X Sig. Imp.
percentage
5- | Work tasksgive me the chance to demonstrate myself. | 3.11 | 1.38 | 23.7 0.001 62.20%
The average response of the axis 3.22 | 131 [ 27148 [ 0.001 64.40%
The second axis: Efficiency
6- I am proficient in the skills required for my position. 291 | 147 325 0.001 58.20%
| have the requisite and sufficient experience and skill
7- to carry out the work. 274 | 138 | 504 0.001 54.80%
8- | have confidence in my abilities and capabilities to 2901 | 135 307 0.001 5820%
carry out the work.
9- | have the ability to devise novel working methods. 3.07 | 131 814 0.001 61.40%
10- | I havefaithin my abilities when | succeed. 3.09 [ 137 | 454 0.001 61.80%
The average response of the axis 295 | 135 | 1266.8 | 0.001 59.00%
The third axis: Self-determination
11- | I voice my opinions on issues pertaining to my work. 3.01 [ 145 54 0.251 60.20%
12- \I/Vr;illl/etheauthorltyneededtotakeactlon in my line of 300 | 131 504 0.001 60.00%
| enjoy a high level of autonomy in selecting and
13- | implementing the most suitable approaches formy 292 | 138 | 454 0.001 58.40%
work.
My superiors grant me the freedom to act 0
14- independently without constantly seeking their input. 301 ] 1501 307 0.001 60.20%
| have the autonomy to determine my own work
15- | schedule, deciding when to commence and conclude 3.06 | 145 8.8 0.065 61.20%
my tasks.
The average response of the axis 3.00 | 140 | 2009.5 | 0.001 60.00%
Fourth axis: Impact
16- | possess the power to impact the work of my 316 | 145 | 453 0.001 63.20%
colleagues.
| am capable of influencing the results and o
17- achievementswithin the administration. 315 | 142 231 0.001 63.00%
I hold significant sway over the decisions made within
18- my area of expertise. 296 | 1.39 7.3 0.122 59.20%
19- [ I havethe power to shape future perspectives on work. 286 | 145 | 454 0.001 57.20%
20- | possess the_ablllty to convince others with innovative 271 | 134 | 1698 0001 54.20%
proposalsor ideas for work.
The whole of the axis 297 | 139 | 15755 [ 0.001 59.40%
the entire guestionnaire 3.03 | 1.36 | 2973.9 [ 0.001 60.60%
Confident = (0.65) The pinnacle of culture = (0.69)

Note: The value of (X?) is a function at a significance level (0.05).

The table displays the findings of a poll that was given to Saudi Ministry of sports employees. The poll assesses the
level of psychological empowerment among employees based on four criteria: meaning, effectiveness, self -determination
and impact. This is shown by the average response range of 3.11 to 3.31 for all items in the first dimension. The average
response for this dimension was 3.22, indicating that the employees gave their work a high level of importance. The
average responses for the second dimension, efficiency ranged from 2.74 to 3.09. This shows that workers are confident in
their talents and feel adept at the ones needed for their jobs. Although there is space for improvement in terms of
efficiency, the average response for this dimension was 2.95. Average responses for the third dimension, self-determination
ranged from 2.92 to 3.06. This demonstratesthat staff members believe they exercise some level of authority and autonomy
at work. The average response for this category was 3.00 which indicates that employees have a modest amount of self-
determination. Average responses for the fourth dimension of impact ranged from 2.71 to 3.16. This shows that workers
believe they have some authority and influence on their coworkers and the administration. The average response for this
category was 2.97 which indicates that employees' perceptions of the impact were modest. The complete poll received an
average response of 3.03 showing that Saudi Ministry of sports personnel have a generally favourable opinion of
psychological empowerment. All dimensions and questionnaires had significant results from the statistical analysis (X2).
The KMO values for the questionnaire's axes meaning, effectiveness, self-determination, and impact were 0.881, 0.904,
0.898 and 0.849 respectively. The full questionnaire's KMO values were 0.964 and the results of Barlett's test of sphericity
were significant (P = 0.001). It canbe concluded thatthe disparities in replies were notthe result of chance.
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Figure 3.
Ascree plot of the level of organizationalanomie among employees.

A scree plot illustrating the eigenvalues of the factors extracted from a questionnaire measuring the level of
organizationalanomie amongemployeesof the Saudi Ministry of Sports.

Table 4 presents the results of the questionnaire on the level of organizational anomie among employees of the Saudi
Ministry of sports . The data indicatesthe percentage range for each axis as well asthe overall percentage for each axis and
the questionnaire as a whole. On the Organizational Non-Standard (ONS) axis, the percentage ranges from 42.40% to
53.80% with a total percentage of 43.80%. The Lack of Organizational Confidence (LOC) axis ranges from 42.80% to
45.40% resulting in a total ratio of 44.20%. The Organizational Sarcasm (OS) axis ranges from 50.20% to 54.20% for a
total percentage of 51.20%. The overall percentage for the entire questionnaire was 52.40%.

Table 4.
Mean, SD, and (x2) the level of organizational anomie among employees of the Saudi ministry of sports (n = 1480).
. Imp.
2

No. | Item Mean SD X Sig. percentage

The first axis: Organizational non-standard (ONS)

1- Breakmg_some o_rgam_zatlgnalnorms is done to 269 141 | 2983 | 0.001 53.80%
accomplish certain objectives.

9. The ministry's system forevaluatingemployee 236 111 | 6606 | 0.001 47.20%
performance is unfair.

3- Generally speaking, "The end justifies the means". 2.12 121 | 685.8 | 0.001 42.40%
There is intense pressure to meet organizational 0

4- objectives using whatevermethods are necessary. 212 1.16 | 7321 | 0.001 42.40%

5. When performmg_Job_dutles, there is a readiness to 218 115 | 6721 | 0.001 43.60%
break some organizationalrules.

6- tSr(L)Jrsr:e employeeslie to their employers to win their 219 120 | 6042 | 0.001 43.80%
The average response of the axis 2.19 1.06 | 867.1 | 0.001 43.80%

The second axis: Lack of organizational confidence (LOC)
The ministry struggles to really implementthe

7- standards. 214 | 1.24 | 600.8 | 0.001 42.80%

8- There are no plapsforthe future tq encourage 219 122 | 5232 | 0.001 43.80%
workers to practice good work ethics.

9- The mater_lalaspectsare what people are most 224 122 | 4648 | 0.001 44.80%
interested in.

10- Aq”_nnlstratlve corruption is showing signs in the 219 121 | 5470 | 0001 43.80%
ministry.

11- There is no desire toencourage staff toact 997 117 | 5280 | 0.001 45 40%
cooperatively.
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No. | Item Mean | SD X2 Sig. Imp.
percentage
The average response of the axis 221 1.13 | 5175 | 0.001 44.20%
The third axis: Organizational sarcasm (OS)
12- Mpst_emplgyeesfmd it challenging to have complete 251 131 | 3956 | 0.001 50.20%
faith in their coworkers.
The majority of employeesdo not experience a sense 0
13- of organizational loyalty. 268 | 126 | 147.1 | 0.001 53.60%
14- The_ majorltyofemployeesdontcareaboutthelssues 258 129 | 2708 | 0.001 51.60%
their coworkers are facing at work.
15- Spme e_mployees are exposed to sarcasm when 258 131 | 1924 | 0001 51.60%
discussing performance evaluation.
The majority of employeesshow little interest in their 0
16- coworkers' accomplishments. 271 | 1.25 | 146.8 | 0.001 54.20%
The whole of the axis. 256 | 128 | 417.7 | 0.001 51.20%
the entire questionnaire. 2.62 121 | 768.0 | 0.001 52.40%
Confident = (0.65) The pinnacle of culture = (0.69)

Note:  The value of (X?) is a function at a significance level (0.05) =5.99.

The table presents the results of a study conducted amongemployees of the Saudi Ministry of sports. The study aimed
to assess the level of organizational anomie among employees. The first axis, labelled Organizational Non-Standard (ONS)
includes items related to breaking organizational norms and justifying means to achieve objectives. The average response
for this axis was 2.19 indicating a moderate level of agreement among employees. The level of organizational anomie,
measured by x2 was 867.1 which was statistically significant (p < 0.001). The second axis labelled Lack of Organizational
Confidence (LOC) includes items related to the ministry's struggle to implement standards and the absence of plans to
encourage good work ethics. The average response for this axis was 2.21 indicating a moderate level of agreement among
employees. The level of organizational anomie measured by x2 was517.5 which was statistically significant (p <0.001).
The third axis, labelled Organizational Sarcasm (OS) includes items related to employees' lack of faith in their coworkers
and a sense of organizationalloyalty. The average response for this axis was 2.56 indicating a moderate level of agreement
among employees. The level of organizational anomie measured by x2 was 417.7 which was statistically significant (p <
0.001). The entire questionnaire had an average response of 2.62 indicating a moderate level of agreement among
employees. The level of organizational anomie measured by x2 was 768.0 which was statistically significant (p <0.001).
The KMO values for the questionnaire's axes were ONS (0.910), LOC (0.918) and 0S(0.890). The full questionnaire's
KMO values were 0.924 and the results of the Barlett's test of sphericity were significant (P< 0.05). The results suggest
that there is a significant level of organizational anomie amongemployees of the Saudi Ministry of sports. This is evident
in the moderate agreementamongemployeesregarding breaking organizationalnorms, a lack of organizationalconfidence
and organizational sarcasm. The findings highlight the need for interventions to address these issues and improve the
organizationalculture within the ministry.
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Figure 4.

A scree plotofthe level of creative behaviour among employees.
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Figure 4 shows the eigenvalues of the factors extracted from a questionnaire measuring the level of creative
behaviouramong employees of the Saudi Ministry of sports.

Table 5 presents the findings of a survey conducted on the level of organizational deviation among employees of the
Saudi Ministry of sports. The data illustrates the relative extentof each axis alongwith the overall percentage for each axis
and the questionnaire as a whole. The Generating Ideas (Gl) axis ranges from 43.60% to 48.60% with a total percentage of
47.00%. The Promoting Ideas (PI) axis ranges from 45.40% to 54.00% with a total percentage of 50.20%. The
Implementation of ldeas (10l) axis ranges from 52.80% to 58.80% with a total percentage of 56.60%. The overall
percentage for the entire questionnaire was 51.20%.

Table5.
Mean, SD, and (X?) for the level of creative behavioramong employees of the Saudi Ministry ofsports (n = 1480).
Mean SD X2 Sig. Imp.
No. | Item
percentage
The first axis: Generating ideas (GI)
1- I'm segklng fresh business approaches, strategies, 243 147 529.0 0.001 48.60%
or equipment.
I have the capacity to be innovative in terms of 0
2- processes and technology. 2.18 1.17 9385 0.001 43.60%
3. I develop fresh answers to the practicalissues | 244 193 3125 0.001 48.80%
encounterat work.
4- Provide fresh ideas forachieving objectives 2.38 1.23 4325 0.001 47.60%
5- When given the chance, | use creativity at work. 2.32 1.22 393.7 0.001 46.40%
The average response of the axis 2.35 1.05 | 17729 0.001 47.00%
The second axis: Promoting ideas (P])
6- The qdmlnlstratlon supports my presentation of 241 1.40 499 2 0.001 48.20%
creative thoughts.
7. iIdLé;g: my coworkers to come up with original 270 141 1135 0.001 54.00%
8- I generate fresh, useful suggestions for raising 265 143 1914 0.001 53.00%
performance.
9- | produce and nurture creative ideas. 2.52 1.37 275.1 0.001 50.40%
10- | | frequently approach challengesin novel ways. 2.27 1.17 528.0 0.001 45.40%
The average response of the axis 251 124 | 1133.2 0.001 50.20%
The third axis: Implementation of ideas (IO])
11- I can correctly use and implement creative ideas 264 138 3389 0,001 52 80%
in the workplace.
I cananalyse the magnitude of the benefits of
12- creative ideas. 2.81 1.40 286.3 0.001 56.20%
13- I can gmploy con_t(.emporarytech.nolggy toolsand 594 136 779 0.001 58.80%
techniguesto facilitate communication.
14- I cant_ransferknowleqlge S0 that | can putoriginal 289 137 1373 0,001 57 80%
ideas into usable applications.
| set realistic timelines for putting new concepts
15- into practice. 2.87 1.38 136.8 0.001 57.40%
The whole of the axis 2.83 129 | 19405 0.001 56.60%
The entire questionnaire 2.56 0.96 | 1836.7 0.001 51.20%
Confident = (0.65) The pinnacle of culture = (0.69)

Note:  The value of (X?) is afunction at a significance level (0.05) =5.99

The table presents the results of a study conducted among employees of the Saudi Ministry of sports regarding their
level of creative behaviour. The study measured three dimensions of creative behaviour: Generating Ideas (Gl), Promoting
Ideas (PI) and Implementation of Ideas (I0l). The average response was 2.35 for the generating ideas dimension. In the
promoting idea dimension, the average response was 2.51. In the implementation of idea dimension, the average response
was 2.83. Overall, the average response for the entire questionnaire was 2.56 indicating a relatively intermediate level of
creative behaviour among employees of the Saudi Ministry of sports. The KMO values for the questionnaire's axes (Gl, PI
and 10I) were 0.882, 0.845 and 0.910 respectively. The full questionnaire's KMO values were 0.873 and the results of
Barlett's test of sphericity were significant (P =0.001).

1108



International Journal of Innovative Research and Scientific Studies, 7(3) 2024, pages: 1099-1117

Table6.
Correlation coefficients between psychological empowerment and organizational anomie among employees ofthe Saudi Ministry of sports (n = 1480).
Organizational anomie
. S Lack of o
Psychological empowerment Organizational R Organizational
organizational
non-standard . sarcasm Total
(ONS) confidence (0C)
(LOC)
Meanin Pearson correlation 0.006 0.304™ 0.397™ 0.352™
g Sig. 0.829 0.001 0.001 0.001
Efficienc Pearson correlation 0.085™" 0.289™ 0.450™" 0.410™"
y Sig. 0.001 0.001 0.001 0.001
Self-determination Pearson correlation 0.075™" 0.276™ 0.459*" 0.405™"
Sig. 0.004 0.000 0.000 0.000
Impact Pearson correlation 0.059" 0.253™ 0.432™ 0377
P Sig. 0.024 0.001 0.001 0.001
Total Pearson correlation 0.057" 0.282™ 0.438™ 0.389™
Sig. 0.028 0.001 0.001 0.001
Note:  The correlation is significant at the 0.01 level. **

The correlation is significant at the 0.05 level. *

Table 6 presents the association coefficients between organizational anomie and psychological empowerment among
employees of the Saudi Ministry of sports . The correlation between organizational anomie and the meaning dimension is
very small and positive (Pearson correlation = 0.006) but it is not statistically significant (Sig. = 0.829). There is a
moderately positive and statistically significant association between organizational anomie and the efficiency dimension
(Pearson correlation = 0.085, Sig. = 0.001). The self-determination dimension also shows a statistically significant positive
correlation with organizational anomie (Pearson correlation = 0.075, Sig. =0.004). Organizational anomie and the impact
dimension have a weakly positive correlation (Pearson correlation = 0.059) that is statistically significant (Sig. = 0.024).
The overall measure of psychological empowerment has a weak positive correlation with organizational anomie (Pearson
correlation = 0.057) and this correlation is statistically significant (Sig. = 0.028). In a nutshell , the findings suggest that
there is a positive relationship between psychological empowerment and organizational anomie among employees of the
Saudi Ministry of sports . However, the strength of these correlations is relatively weak indicating that other factors may
also influence organizationalanomie amongemployees.

Table7.
Correlation coefficients between psychological empowerment and creative behaviour amongemployees of the Saudi
Ministry of sports (n = 1480).

Psychological empowerment ° Creative behavior
Gl Pl 101 Total
Meaning Pgarson correlation 0.122** | 0.113™ | 0.173" | 0.083™
Sig. 0.001 0.001 0.001 0.001
Efficiency Pgarson correlation 0.041 0.110™ | 0.208™ | 0.126™
Sig. 0.114 0.001 0.001 0.001
Self-determination Pgarson correlation 0.041 0.085™ | 0.209™ | 0.116™
Sig. 0.116 0.001 0.001 0.001
Impact Pgarson correlation 0.078"" 0.054" | 0.177"" | 0.075™
Sig. 0.003 0.036 0.001 0.004
Total Pgarson correlation 0.070" | 0.091™ | 0.193* | 0.101™"
Sig. 0.007 0.001 0.001 0.001

Note:  Correlation is significant at the 0.01 level. **
Correlation is significant at the 0.05 level. *

The correlations between psychological empowerment and innovative behavior among Saudi Ministry of sports
personnel are shown in Table 7. The results show several important connections. First, creative behavior and the meaning
dimension have a significant and positive link (r = 0.122, p <0.001). Furthermore, a significant and positive connection (r
=0.041, p = 0.001) is shown between competence and innovative activity. Similarly, there is a significant and affirmative
correlation (r = 0.041, p = 0.001) between self-determination and creative behavior. Additionally, affect shows a strong
positive correlation (r =0.078, p <0.001) with creative behavior. Furthermore, a noteworthy and affirmative correlation
has been observed between the overall psychological empowerment score and creative activity (r = 0.070, p < 0.001).
These findings suggest that among Saudi Ministry of sports personnel, psychological empowerment and innovative
activity are positively correlated. More specifically, creative conduct is correlated with higher psychological empowerment
levels.
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5. Discussion

It is evident from Table 3 that the level of psychological empowerment among employees at the Ministry of youth is
average. This can be attributed to the neglect of the psychological aspects of workers by those in charge of sports
management in Saudi Arabia which in turn can impact their work. This is evident in the employees' lack of a sense of
responsibility in their work as well as the mismatch between their inclinations and ambitions and the tasks they are
assigned. Additionally, the work tasks do not provide employees with opportunities to showcase their abilities and
although they possess the ability to innovate new methods and approaches, they are hesitant to apply them due to fear of
failure. Consequently, employees refrain from expressing their opinions on work matters. Similarly, the workers do not
have sufficient authority to act in their field of work, lack independence in choosing and determining the appropriate
methods for performing their tasks and their superiors fail to give them the freedom to act without constant supervision.
Furthermore, the workers are not involved in the formulation of future work strategies and goals. Psychological
empowerment plays a crucial role in enhancing the success of organizations by driving employees to initiate and persist in
their tasks. It has been discovered that psychological empowerment has a positive impact on employee creativity. The
transformational leadership style has been proven to significantly influence employee psychological empowerment,
resulting in increased motivation, participation in decision-making and improved performance [63]. Moreover,
transformational leadership indirectly affectsemployees'emotionallaborthrough psychological empowerment influencing
both deep and surface behavior [64]. Job crafting which is linked to organizational outcomes is also influenced by
psychological empowerment mediating the relationship between individuals' promotion focus and job crafting [65].
Additionally, servant leadership has been found to promote employees' voluntary green behavior with psychological
empowerment partially mediating this relationship [66].

Studies on psychological empowerment have consistently demonstrated its positive influence on employee
performance [67, 68]. Numerous studies have indicated that enhancing psychological empowerment can lead to improved
work performance and job satisfactionamongemployees [41]. Additionally, trust between leaders and employeeshasbeen
found to moderate the relationship between organizational management practices and employee performance. A
collaborative work environment and perceived trust in leaders contribute to higher levels of psychological empowerment
and improved performance [69]. These studies emphasize the significance of psychological empowerment in enhancing
employee performance and suggest that factors like leadership, trust and organizational management practices can
influence psychological empowerment and subsequently impact employee performance [70]. The study of Marfuatun and
Muafi[1] emphasized the importance of psychological empowermentin enhancingthe work performance of employees as
empowerment leads to the development of capabilities, the diversity of employees’ skills and their acquisition of various
work experiences which contribute to increasing their creative capabilities.

It is clear from Table 4 that the level of organizational anomie among the employees of the Ministry of youth was
medium. This result is due to resorting to breaking some organizational rules to achieve specific goals and the lack of
fairness in the performance appraisal system within the ministry. There is also a willingness to circumvent some
organizational rules to carry out job tasks by some employees by defrauding some employees of the superiors to gain their
trust. This aligns with the findings of Rafierad, et al. [52] study which suggested that economic developments play a
significant role in the emergence of anomie within organizations. This leads to a deviation from legal and ethical controls
and standards. Similarly, the Bae and Shin [53] study confirmed that various factors such as anomie, social factors,
academic achievement, gender, income and job hierarchy affect the level of anomie. The lack of practical application of
standards within the ministry and the absence of future plansto enhance work ethics amongemployeesare also concerning.
The lack of interest from senior management in promoting cooperation among employees is another issue highlighted by
Luft [71]. Moreover, some employees experience sarcasm during performance evaluations which can have a negative
impact on morale and collaboration. Additionally, Kundu, et al. [72] reported that the work lifestyle of most employees is
perceived as poor.

It is evident from Table 5 that the Ministry of youth employees exhibited a relatively high level of creative behavior.
This can be attributed to their effortsin seeking out new work methods, techniques and tools to enhance theirproductivity.
Additionally, they demonstrated innovation in processes and technology by evaluatingthe utilization of creative ideas and
leveraging modern technologies for effective communication and knowledge transfer. Several stud ies have examined the
factors that influence the level of creative behavior among employees. One study discovered that involving customers in
green programs can stimulate tourism employees to generate and implement innovative green service solutions [73].
Another study found that the relationship between emotions and creativity varies depending on employees' age, with older
employees being most creative when experiencing high levels of positive emotions and younger employees being
particularly creative when experiencing negative emotions [74].

It is evident from Tables 6 and 7 that there is a positive and direct correlation between psychological empowerment,
organizationalanomie and creative behavior. This finding can be attributed to the fact that psychologicalempowerment is
a psychological approach that places significant emphasis on the human resource by granting them confidence,
independence and discretion in their work [1]. This instills a sense of confidence and responsibility within employees [43],
making psychological empowerment a form of positive self-evaluation that fosters psychological safety and work
motivationamongemployees [3].

Psychological empowerment hasbeen shown to have a positive impact on innovative work behavior [75-77]. Research
hasdemonstrated that psychologicalempowerment which includes factorssuch as a sense of meaning, competence, impact
and self-determination can enhance innovative work behavior [78]. Additionally, psychological empowerment has been
consistently shown to have a positive impact on innovative work behavior in various studies. Hwang, et al. [79] confirmed
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that coaching leadership has a positive influence on creative performance by fostering psychological empowerment and
constructive voice behavior. Priyatama, et al. [80] also found that psychological empowerment significantly influences
innovative behavior with the relationship being moderated by a transformational leadership style. Putra, et al. [81]
discovered that psychological empowerment and intergenerational learning have a positive effect on the innovative work
behaviorof lecturers.

Psychological empowerment has a positive correlation with organizational commitment [82, 83]. Studies have
demonstrated that psychological empowerment is significantly associated with both continuance commitment and
normative commitment which are components of organizationalcommitment [42]. Additionally, research hasindicated that
psychological empowerment has a positive and significant impact on perceived organizational performance [84].
Psychological empowerment plays a crucial role in establishing effective relationships between employees and
management and breaking organizational and administrative boundaries by influencing employee motivation. It has been
found to have a positive impact on various aspects of employee performance and well-being. For example, a study in
Turkey revealed that transformational leadership behaviors of managers have a positive effect on psychological
empowerment and intrinsic motivation of employees [85]. In addition, research conducted in Malaysia showed that
psychological empowerment and job satisfaction are significantly related to employees' organizational commitment in
SMEs [86].

This is consistent with a study conducted by Groselj, et al. [39] which highlighted the role of psychological
empowermentasa mediator between original and transformational leadership and innovative work behaviors. Additionally,
a study by Marfuatun and Muafi[1] found a positive effect of psychological empowerment on organizationalcommitment.
Psychological empowerment leads to various benefits including enhancing positive feelings among employees, increasing
their sense of psychological and professionalbalance,improving job satisfaction, boostingmotivation and commitment to
work tasks [12], increasing task and activity completion speed, eliminating administrative routines and fostering openness
and trust between employees and customers by incorporating their opinions on service quality [40].

6. Conclusion and Recommendation

The purpose of this study was to examine the relationship between psychological empowerment, organizational
anomie,and creative behavioramongemployees of the Saudi Ministry of sports. A totalof 1480 participants were involved
in the study and data was collected using two questionnaires and the psychological empowerment scale. The findings of
the study indicated that there is a moderate and significant positive correlation between psychological empowerment and
organizational non-standard (Pearson correlation =0.085, Sig. = 0.001). This indicates that as psychological empowerment
increases, the perception of non-standard practices within the organization also tends to increase. There is a moderate and
significant positive correlation between psychological empowerment and a lack of organizational confidence (Pearson
correlation = 0.304, Sig. =0.001). This suggests that as psychological empowerment increases, employees' perceptions of a
lack of confidence within the organization also tend to increase. There is a moderate and significant positive correlation
between psychological empowerment and organizational sarcasm (Pearson correlation =0.397, Sig. =0.001). This implies
that as psychological empowerment increases, employees' perceptions of sarcasm within the organization also tend to
increase. Overall, these results indicate that psychological empowerment is not significantly related to organizational
anomie as a whole. However, it is positively associated with specific dimensions of organizational anomie, such as
organizational non-standards, a lack of organizational confidence and organizational sarcasm. This suggests that
psychological empowerment may have animpacton certain aspects of organizational anomie butnoton others. There is a
weak and significant positive correlation between psychological empowerment and creative behavior. This correlation is
observed across all dimensions of creative behavior, including generating ideas (GI), promoting ideas (PI), implementing
ideas (10I), and overall creative behavior (Pearson correlation range: 0.083-0.173, Sig. = 0.001). This suggests that as
psychological empowerment increases, employees' tendency to engage in creative behavior also tends to increase. Overall,
these results indicate that psychological empowerment is positively associated with creative behavior. The dimensions of
creative behavior such as generating ideas, promoting ideas and implementingideas all show a positive correlation with
psychological empowerment. This implies that when employees feel empowered, they are more likely to exhibit creative
behavior in terms of generating innovative ideas, promoting those ideas and implementing them effectively. This suggests
that there is a positive relationship between psychological empowerment and creative behavior. Other factors may also
influence creative behavior in the workplace. In a nutshell, this study emphasizes the importance of psychological
empowerment in reducing organizational anomie and fostering creative behavior among employees. By empowering
employees, organizations can create a positive climate and environment that motivates and supports creativity and
innovation. This, in turn, leads to improved performance and success.

The study recommends the promotion of a culture of psychological empowerment to enhance organizational
effectiveness and foster creative behavior among employees. It also suggests the implementation of development and
training programs forindividuals in sports institutions and departmentsto reduce organizational disintegration and promote
creative behavior. Additionally, the study emphasizes the importance of respecting and considering employee motivations
and behaviors to effectively manage organizations and direct them towards empowerment rather than centralization. This
will contribute to creating a healthy work environment that is free from conflicts and organizational dissolution.
Furthermore, the study suggests conducting future research on psychological empowerment in other institutions to gain a
deeper understanding of its impact on employee behavior and performance. A more comprehensive understanding of the
relationship between psychological empowermentand organizationaloutcomescan be achieved by expandingthe scope of
the study.
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Supplementary Materials

Appendix A.
The appendix includes a questionnaire on the level of psychological empowermentamongemployees.
Table S1.
An applied study onthe level of psychological empowerment.
No. Item Strongly Agree Indecisive Disagree St.rongly
agree disagree

The first axis: Meaning (Importance of work)

1- I find meaningful in what | do.

2- | find purpose in my work on a personal level.

3- | take responsibility for it seriously.

4 The work | conduct aligns with my preferences and
goals.

5. Work tasks give me the chance to demonstrate
myself.

The average response of the axis

The second axis: Efficiency

I am proficient in the skills required for my

6- position.

7. | have the requisite and sufficient experience and
skill to carry out the work.

8- I have confidence in my abilities and capabilities to
carry out the work.

9- I have the ability to devise novel working methods.

10- I have faith in my abilities when I succeed.

The third axis: Self-determination

I voice my opinions on issues pertaining to my

11-
work.
12- I have the authority needed to take action in my line
of work.
I enjoy a high level of autonomy in selecting and
13- implementing the most suitable approaches for my

work.
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No. Item Strongly Agree Indecisive Disagree St'rongly
agree disagree
My superiors grant me the freedom to act
14- independently without constantly seeking their
input.
| have the autonomy to determine my own work
15- schedule, deciding when to commence and
conclude my tasks.
Fourth axis: Impact
16- | possess the power to impact the work of my
colleagues.
17- Iam capable of inf_luencing tr]e_resu_lts and
achievements within the administration.
18- I hold significant sway over the decisions made
within my area of expertise.
19- I have the power to shape future perspectives on
work.
20- I possess the ability to convince others with
innovative proposals or ideas for work.
Appendix B.
The appendix includes a questionnaire about the level of organizationalanomie amongemployees.
Table S1.
An applied study at the level of organizational anomie.
No. | Ttem Strongly Agree | Indecisive Disagree S?rongly
agree disagree

The first axis: Organizational non-standard (ONS)

17- | Breaking some organizationalnormsis done to
accomplish certain objectives.

18- | The ministry's system for evaluatingemployee
performance is unfair.

19- | Generally speaking, "the end justifies the means"

20- | There is intense pressure to meet organizational
objectivesusing whatever methods necessary.

21- | When performing job duties, there is a readiness to
break some organizationalrules.

22- | Some employeeslie totheir employers to win their
trust.

The second axis: Lack of organizational confidence (LOC)

23- | The ministry struggles to really implementthe
standards.

24- | There are no plansfor the future to encourage
workers to practice good work ethics.

25- | The materialaspectsare what people are most
interested in.

26- | Administrative corruption is showing signs in the
ministry.

27- | Thereis nodesire toencouragestafftoact
cooperatively.

The third axis: Organizational sarcasm (OS)

28- | Most employeesfind it challenging to have
complete faith in their coworkers.

29- | The majority of employeesdo notexperience a
sense of organizationalloyalty.

30- | The majority of employeesdon't care aboutthe
issues their coworkers are facingatwork.

31- | Some employeesare exposed to sarcasm when
discussing performance evaluation

32- | The majority of employeesshow little interest in
their coworkers' accomplishments
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Appendix C.
The appendix includes a questionnaire about the level of creative behavioramongemployees.

Table S1.
An applied study onthe level of creative behavior.

No. | Item Strongly Agree | Indecisive | Disagree SFrongly
agree disagree

The first axis: Generating ideas (GI)

16- | I'm seeking for fresh business approaches,
strategies, or equipment.

17- | I havethecapacity to be innovative in terms of
processes and technology.

18- | I develop fresh answers to the practicalissues |
encounteratwork.

19- | Provide fresh ideas forachieving objectives

20- | When given the chance, | use creativity atwork.

The second axis: Promoting ideas (PI)

21- | The administration supports my presentation of
creative thoughts

22- | 1 urge my coworkers to come up with original ideas

23- | I generate fresh, useful suggestions for raising
performance.

24- | | produce and nurture creative ideas.

25- | | frequently approach challengesin novel ways.

The third axis: Implementation of ideas (IOI)

26- | I cancorrectly utilise and implement creative ideas
in the workplace.

27- | I cananalysethe magnitude of the benefits of
creative ideas.

28- | I canemploy contemporary technology toolsand
techniques to facilitate communication

29- | I canknowledge transfer so that | may put original
ideas into usable applications.

30- | Isetrealistic timelines for putting new concepts

into practise.
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