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The precise use of several transformational leadership techniques greatly develops
individual creativity and assists individuals in working in a creative and forward-thinking
manner. The rise of the Covid-19 pandemic, as well as the trend to home office working
patterns, appears to make the transmission of creativity more challenging. It is therefore
critical to comprehend how the interaction between leaders and employees relates to the
transition to the virtual environment. The goal of this dissertation is to answer if the virtual
environment impacts transformational leaders in fostering the creativity of individuals. This

leads to the research question:

"Does the virtual environment influence transformational leaders in fostering individual

creativity?"

In order to answer the research question, a mixed method approach was conducted, which
includes a qualitative and a quantitative research approach. More specifically, the qualitative
research method comprised 10 expert interviews with transformational leaders from various
internationally renowned companies. The quantitative research, which was conducted with
the help of a survey, focused on the answers of 453 employees (N=453), which measured
the level of creativity of the employees through the influence of transformational leaders and
the virtual environment. Recommendations generated from the expert interviews were
integrated into the questionnaire to determine whether they are also effective from the

employees' point of view.

The expert interviews and the survey findings clearly illustrate that a virtual environment
has an influence on transformational leaders in terms of fostering individual creativity. The
effect might be either positive or negative. The virtual environment challenges may be

overcome or even improved with the correct technology, methodologies, and tools.
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Resumo

Titulo: "O Impacto do Ambiente Virtual na Promog¢do da Criatividade Individual por
Lideres Transformacionais"

Autor: Lucas Stemmler

Palavras-chave: criatividade individual, lideranca transformacional, ambiente virtual,
fomento da criatividade

A utilizagdo precisa de varias técnicas de lideranga transformacional desenvolve altamente
a criatividade individual e ajuda os individuos a trabalhar de uma forma criativa e com visao
de futuro. A ascensdao da pandemia de Covid-19, bem como a tendéncia para padrdes de
trabalho em casa, parece tornar a transmissao da criatividade mais desafiante. Dessa forma,
¢ fundamental compreender como a interacao entre lideres e empregados se relaciona com a
transi¢do para o ambiente virtual. O objectivo desta dissertacdo € responder se o ambiente
virtual tem impacto sobre os lideres transformacionais na promocao da criatividade dos

individuos. Isto leva a questao da investigacao:

"O ambiente virtual influencia os lideres transformacionais no fomento da criatividade

individual?"

A fim de responder a questao da investigacao, foi realizada uma abordagem de método misto,
que inclui uma abordagem de investigagdo qualitativa e quantitativa. Mais especificamente,
o método de investigagdo qualitativa incluiu 10 entrevistas de peritos com lideres
transformacionais de varias empresas de renome internacional. A investigacao quantitativa,
que foi realizada com a ajuda de um inquérito, centrou-se nas respostas de 453 empregados
(N=453), que mediram o nivel de criatividade dos empregados através da influéncia dos
lideres transformacionais € do ambiente virtual. As recomendagdes geradas a partir das
entrevistas dos peritos foram integradas no questionario para determinar se também sao

eficazes do ponto de vista dos empregados.

As entrevistas dos peritos € os resultados do inquérito ilustram claramente que um ambiente
virtual tem influéncia nos lideres transformacionais em termos de promogao da criatividade
individual. O efeito pode ser tanto positivo como negativo. Os desafios do ambiente virtual
podem ser ultrapassados ou mesmo melhorados com a tecnologia, metodologias e

ferramentas corretas.
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Introduction

1 Introduction

In today's competitive business world, hard work alone is not enough. As innovation is given
top priority, companies are increasingly turning away from a pure fixation on short-term
results and productivity toward a long-term and more balanced approach. More than ever, it

is creative solutions that lead to the desired success in the long run.

It is considered a key competency in many professional disciplines and is widely seen as a
guarantee of success. There are several occupations where creativity is an obvious
component of the work, such as designers, musicians, and architects. But, however,
creativity is far more widespread and permeates every business sector. Companies are
becoming more and more attentive to creative work. It does not matter whether it is an
established corporation or a small or medium-sized enterprise. They all must find ways and
methods to generate ideas and innovations within the company. The best idea generators are
often the company's own employees, but the path must be established to bring out their
imaginative spirit. To release and use this potential, spaces for creativity and innovation must
be created. Creativity as such cannot be imposed. It is an emergent phenomenon and requires
not only explicit but also implicit knowledge. The use of this knowledge and the control of
creative processes is a specific art. It depends especially on leadership, skillful variation, and

the right dose of self-organization and freedom, competition, and team play.

As Antoine de Saint-Exupéry said: "If you want to build a ship, don't drum up people to
collect wood and don't assign them tasks and work, but rather teach them to long for the
endless immensity of the sea”, he demonstrates emphatically why people should be
encouraged to pursue their goals rather than being coerced (Saint-Exupéry, 2021). The same
applies to creativity; creative work must be encouraged and brought to each employee.
Creative thoughts and patterns are present in employees, but often need to be stimulated or
trained. Whether or not individuals express creativity, often depends on the leadership and
their abilities to foster creativity. Employees must believe that initiating is important and that

their dedication is valued.

Furthermore, it has been proven that, due to many characteristics, transformational
leadership is one of the most essential leadership styles to stimulate the individual creativity
of an employee. Due to the Covid-19 pandemic starting in 2020 and the ever-increasing shift

to home office working models, it is important as a company but also as a leader to adapt to
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unforeseen circumstances in order to survive in the working world. Working in a virtual
environment is becoming increasingly important and so are the adaptations of
transformational leaders to continue to successfully foster the individual creativity of
employees. Therefore, the aim of this study is to investigate whether the virtual environment
has an impact on transformational leadership in fostering individuals' creativity, as there are
some gaps in the current research, that this dissertation aims to fill. This approach leads to

the main research question:

"Does the virtual environment influence transformational leaders in fostering individual

creativity?"

In order to answer the main research questions, chapter two outlines theoretical fundamentals
and academic approaches in regard to creativity, transformational leadership, and the virtual
environment. Chapter three then discusses the methodology of the research to show how the
research was conducted. The author carried out a mixed-method study that included a
qualitative and a quantitative research method. Chapter four, which focuses on the findings
of the data obtained, is then complemented by chapter five, which focuses on the evaluation
and interpretation of the data. The results of the study are then summarized in chapter six in
order to determine whether the virtual environment influences transformational leaders in
fostering individual creativity. Lastly, limitations and recommendations for further studies

are as well included in chapter six.
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2 Literature Review

The following chapter of the master’s thesis outlines the theoretical fundamentals and
academic approaches in regard to creativity, transformational leadership, and the virtual
environment. The different thematic points and information are obtained from many

different sources, such as journal articles, books, papers, and various research.

2.1  Creativity

This part of the chapter is divided into four main aspects to understand the context of
creativity for this dissertation. First, the term creativity is introduced with several definitions
by various authors. Then the importance of individual creativity and creativity in the working
world is discussed. The part ends by demonstrating the factors that influence individual

creativity in the workplace.

2.1.1 Definition of Creativity

"Creativity is seeing what others see and thinking what no one else ever thought" (Einstein
& Stachel, 1987). This quotation by Albert Einstein illustrates how intricate and complex
the topic of creativity is. It encourages individuals to go beyond their limits and do an
innovative and new approach. But what exactly does the term “creativity” entail? The term
creativity comes from the Latin word "creare" meaning to create, to give birth to, or to
generate (Still & d’Inverno, 2016). There are numerous definitions of creativity in the
scientific world next to other different conceptualizations in popular science publications
and non-scientific guidebooks. Many phrases and adjectives, such as new, original, or

uncommon, are used often throughout the definitions.

According to Joy Paul Guilford, a factor-analytical personality and intelligence researcher,
creative personalities are distinguished by heightened sensitivity to problems. The
individual’s thinking is quite dynamic, which means that they are able, for example, to find
extremely many uses for a “stone brick” within a very short time (Guilford, 1967, 1975).
Creativity for him serves as a concept for identifying exceptional solution procedures for

problems. In correspondence with this belief, he argues that he has often defined a person's
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personality as the so-called unique pattern of traits. The trait is a relatively persistent way in
which individuals differentiate themselves from one another. Aptitudes, interests, attitudes,
and temperamental attributes are all wide categories of behavior traits. The creative
personality is thus determined by the patterns of attributes that distinguish creative people
(Guilford, 1950). According to this interpretation, Joy Paul Guilford laid the foundation for

modern creativity research.

The psychologist Mihaly Csikszentmihalyi, however, describes in his book “creativity”
where and how creativity arises and how individuals can succeed in promoting and
developing their own personal creativity (Csikszentmihalyi, 2007). In his approach,
creativity manifests itself not through an uncontrollable flow of ideas, but through the long-
term transformation of a certain cultural area (Nakamura & Csikszentmihalyi, 2014).
Csikszentmihalyi analyzes the histories of persons who have pioneered such breakthroughs
to determine which laws govern such "creative lifestyles" (Csikszentmihalyi, 2013). He
defines creativity as any action, idea, or thing that changes an existing field or transforms
one into a new field (Csikszentmihalyi, 2014). Furthermore, a creative person is one whose
thought, or action changes an existing domain or creates a new one. It is important to
understand, however, that a domain may only be changed with the explicit or implied

consent of the relevant domain (Csikszentmihalyi, 1999; Lopez et al., 2018).

According to the definition of the German creativity researcher Helmut Schlicksupp,
creativity is the ability of human beings or collaborative systems such as a group or network,
to generate compositions, products, or ideas of any kind that are new in their basic aspects
and previously unknown to the creator (Geschka et al., 1976; Schlicksupp, 1995).
Schlicksupp qualifies the output of creative action by stating that it must be more than a
linking together of what is known and must not consist only of pure imagination, but it must
also be useful and expedient, without being limited to immediate practical application
(Schlicksupp et al., 2011). Furthermore, Schlicksupp's perspective on innovation is highly
intriguing and noteworthy, as, from his point of view, innovation is inconceivable without
creativity. Creativity not only generates ideas but also directs the whole process (Deuerling,

2016). Innovations are complex activities that include obstacles that cannot be met only by
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intelligence, knowledge, and logic. These issues need the capacity to think creatively

(Schlicksupp, 1977).

Although the three researchers have distinct definitions and even perspectives on creativity,
their methodologies are very similar: Creativity is the capacity to think and act outside of
the box and to come up with fresh and unique ideas, techniques, or items. It goes beyond

thinking and acting, recognizing the limitations of the present, and attempting to improve it.

2.1.2  Importance of Creativity

Creativity entails more than just painting, making music, or acting (Glaveanu, 2010). It is
represented in how people think, behave and plan, and it is necessary for the development
of individuals as well as society as a whole (Russ, 1999). The significance of this outstanding
ability is frequently undervalued and thus discouraged. The research article "Effects of
Coaction, Expected Evaluation, and Goal Setting on Creativity and Productivity" by
Christiana E. Shalley underlines, that performance and productivity, which are partly
influenced by the level of creativity, are highly appreciated from an early age in kindergarten,
school, and university (Sawyer et al., 2003; Shalley, 1995). It is important to foster children's
curiosity, inventiveness, productive thinking, and imagination at a young age to develop and
use their wealth of ideas and intelligence. (Urban, 1991). For example, when children are
observed, it quickly becomes evident that they are highly creative when it comes to analyzing
their environment through curious exploration and discovery (Isbell & Raines, 2012; Kaplan,

2019).

Nevertheless, it has been proven that creative people have an advantage over others in many
aspects of life (Russ, 1999). They can adapt more quickly to new situations, explore, and
find solutions to problems that are also off the beaten track, and master difficult situations
by improvising and breaking out of typical thought patterns. Creative people have
heightened perception and problem-solving abilities, and they frequently exhibit positive
social behavior (Reiter-Palmon & Illies, 2004). New and unusual activities are valued by
creative people since they respond to external impulses and show an extraordinary
willingness to imagine things completely differently (Russ, 1999). Their active mindset

gives them a great opportunity to constantly evolve and better adapt to new situations and
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changes, which is a fundamental skill in today's ever-changing world. In his book "The
Concept of Creativity," Robert Sternberg describes that creativity is a broad topic with
implications at both the individual and social levels for a wide range of task categories.
Individually, creativity is important while solving challenges on the job and in daily life. On
the flip side of his research approach, creativity leads to new scientific breakthroughs,
cultural movements, technologies, and social activities. The economic importance of
creativity is evident since new products or services create jobs (Sternberg, 1999). This
approach is as well underlined by Dr. Ruth Richards, in his research paper “Everyday
Creativity and New Views of Human Nature”, as it sets out the extent to which creativity is

embedded in our society:

“Everyday creativity is...fundamental to our very survival. With our everyday creativity, we
adapt flexibly, we improvise, we try different options, whether we are raising a child,
counseling a friend, fixing our home, or planning a fundraising event” (Richards, 2007).

This phrase exemplifies how creativity is ingrained in all of humanity's daily behaviors and
actions. Without creativity, humanity will always follow the same directions and paths
(Newell et al., 1962). Ideas and inventiveness, for example, make individual lives and the
lives of others much simpler, more sustainable even, as Richards said, vital for survival

(Richards, 2007).

The relevance of creativity is directed to society and the earth as a whole. It is important to
understand that humanity is facing now, upcoming decades and centuries major risks such
as demographic and climate change, migration, and digitalization (Zhou, 2015). Humanity
is dependent on self-confident creative people who discover new ways, pursue them
consistently and solve problems with new ideas (Tushman & O’Reilly, 1996). By developing
creative abilities to promote sustainable innovations humanity will be able to provide food
and shelter for all the world's inhabitants while leaving behind a planet worth living on

(Awan et al., 2019; Rank et al., 2004).

2.1.3 Creativity in the Working World

According to an IBM study in 2010 that surveyed more than 1,500 CEOs from 60 countries
worldwide, leaders believe that creativity, rather than rigor, management discipline, and

integrity, is needed to successfully navigate an increasingly complex world. Creativity has
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been selected as the most influential factor for the future success of individuals and

companies (Bendzsa, 2018).

From an economic point of view, creativity provides a competitive advantage in the
development of new products and services, as well as in decision-making and problems
solving (Nonaka, 1998). Successful creative destruction leads to innovation (Abernathy &
Clark, 1985; Richards, 2007). For companies that want to maintain and strengthen their
position in the market, innovation has become a major issue, as the difficulties of the twenty-
first century require a high level of competence and constantly new solutions and goods to
meet growing demands. For this purpose, creative methodologies such as design thinking
have emerged (Johansson-Skoldberg et al., 2013). Creativity is becoming a significant
resource in businesses, as well as for the personnel and personality development of
employees (Mumford et al., 2012). A corporate culture that promotes creativity is, therefore,

a worthwhile investment in the growth and performance of organizations (Cook, 1998).

Creativity at the workplace is often differentiated between individual and organizational
creativity. On an individual level, personality traits, knowledge, and intrinsic motivation in
addition to mental abilities play a decisive role. Every person is endowed with a different
level of creativity, which results from both genetic predisposition and earlier life
experiences. This level of creativity is accordingly dependent on the influence of the
individual because creativity can be trained and stimulated. However, the individual
creativity in the workplace focuses on ideas or innovations by a single employee or
individual (Patterson, 2002). On the flip side, ideas or inventions relating to a group of
individuals working for the same firm are referred to as organizational creativity. It is not
about the creative performance of a single person, but that of the entirety. Sternberg describes
organizational creativity as: “the creation of a valuable, useful new product, service, idea,
procedure, or process by individuals working together in a complex social system”
(Sternberg, 2010). It is important to point out that not all individual creativity is
organizational, even though all organizational creativity is a result of individual creativity.

Therefore, the following research concentrates on individual creativity.
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2.1.4 Factors influencing Individual Creativity in the Workplace

As previously mentioned, creativity and innovation have a strong relationship and are often
considered to be one and the same. It is important to understand that the two concepts are
not the same, as the level of innovation in a company depends on the creativity of its
employees. However, it should be emphasized that creativity is often a prerequisite for
subsequent innovation so that a creative idea can become an organizational innovation. It

could be seen as the first stage in the innovation process (West, 2002).

By using Hammond's model from the work “Predictors of individual-level innovation at
work” from 2011 the factors that influence individual creativity and the resulting innovation

in the workplace can be analyzed (Hammond et al., 2011).

= Personality
= Intrinsic & Extrinsic Motivation

The Innovation Process

Individual / Motivation Ideation Phase

= Probleny Opportunity
Identification & Specification

= Idea Solution

= Generation

Job Factors

Implementation Phase

= Idea Evaluation & Choices

= Operational Introduction &
Application of chosen
Alternatives

= Iterative Modifications

Job Complexity & Time Pressure

Autonomy
Job Requirements

Contextual Factors

= Climate for Creativity/ Innovation & Positive Climate
= Supervisor Support
= Leadership

Figure 1: Predictors of individual-level innovation at work by Hammond 2011 (own presentation)

Figure 1 visualizes in-depth the innovation process and its influencing factors on individuals.
Hammond divides the factors into three main areas: individual factors, job factors, and

context factors, whereas individual factors are divided into individual factors and motivation.

In terms of individual aspects, it is essential to understand that each person is differently

inclined and has unique characteristics and traits (Egan, 2005). According to Hammond’s
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research, stable attributes are the primary determinants of creativity. Personally stable
characteristics such as cleverness, self-confidence, individualism, insightfulness inventive,
original and unconventional have been shown to be positively related to creativity and thus
to innovation. (Hammond et al., 2011). Next to the stable characteristics, the relevance of
multidisciplinary is important to be mentioned. Individual creativity may be transformed
into innovation through an individual's capacity to synthesize knowledge from several
aspects. The ability to put oneself in other perspectives can broaden an individual's
perspective and lead to a more holistic and multidisciplinary view of an issue. Thinking
outside the box and focusing on imagination and intuition lead to combinations to overcome

challenges, and thus lead to creative solutions.

Another important point regarding the personality of individual factors is the demographic
aspect. Knowledge, experience, and education broaden the individual's perspective and help
them build a more comprehensive and integrated range of alternative actions from which

they can develop creative solutions to challenges (Hammond et al., 2011).

Furthermore, one of the most influential factors in developing creative ideas is the factor of
motivation. It is therefore essential to distinguish between intrinsic and extrinsic motivation.
Intrinsic motivation is behavior that is driven by an inner or intrinsic desire. In other words,
it is the motivation to engage in behavior that comes from within the person and not from
outside. Thus, the drive comes exclusively from the individual and not from external
influences such as incentives in the form of remuneration or praise (Bénabou & Tirole, 2003)
According to Russ, intrinsic motivation is the practice of an activity for its own intrinsic
reward rather than for a separate benefit (Russ, 1999). Extrinsic motivation, in contrast,
describes behavior that is externally driven by reward or punishment rather than by internal
desires. Therefore, extrinsic motivation can be based on both reward and fear as long as there
is an external force driving the motivation. Personal motivation varies from person to person,
so the forms of effective motivation will also vary from team to team. While one person may
respond better to intrinsic factors, another may respond better to extrinsic factors. The key
is to consider the needs of the team and what is best for their overall well-being to build up
a creative way of thinking and behaving (Ryan & Deci, 2000). In terms of motivation, it has

been demonstrated that self-efficacy has a substantial correlation with individual motivation.
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The word self-efficacy expectation refers to people's subjective belief in their abilities.
Positive self-efficacy expectations increase the desire to tackle new and challenging things
and put forth the effort. Negative self-efficacy expectations, on the other side, cause a lack

of initiative or abandonment (Hammond et al., 2011).

The second important factor that influences individual innovation and thus creativity in the
workplace is the so-called job factors. This factor includes autonomy, job complexity, time
pressure, and role requirements. Jobs with a relatively high degree of autonomy in terms of
how, when, and where work is done might foster creative behavior. Individuals that excel at
acting creatively frequently appreciate freedom and autonomy. Complex tasks for example
have less routine, which may encourage idea development. Conversely, tasks that are too
complex can also inhibit creativity. Time pressure, resolving stress, and creativity are thus
an integral part of today's working world. Stress can have a negative impact on creativity,
but stress can also support and promote creativity and innovation. Lastly, the role
requirements describe the fact that individuals may be more motivated to invest time and
energy in creative activities if they feel that this is expected of them. A leader who expects
creative behavior from a subordinate is likely to change the subordinate's self-expectations

and resulting motivations (Hammond et al., 2011).

Lastly, the creativity process is influenced by contextual factors. Based on Hammond’s
research contextual factors include support for creativity and innovation, positive work
climate, availability of resources, supervisor support, and leadership. A wide range of past
research has shown that support for creativity and innovation has a correlation with
individual creativity by the fact that individuals who operate in environments where taking
risks are viewed as safe exhibit more inventive behavior. This fact coincides exactly with
the contextual factor "positive climate" as with the promotion of creativity and innovation a
positive, open, and supportive working environment is being established. The positive
climate motivates and encourages workers and provides them with a way to overcome
challenges and eliminate frustration. In order to create this pleasant and comfortable climate,
it is also necessary to pay attention to the given organizational resources, because according

to Hammond, these have a strong influence on an individual’s creativity. Financial,
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informational, technical, or even supportive assistance has a great impact on the employee
by providing them with the necessary assets in order to strengthen their level of creativity.
Another contextual factor that influences individual creativity, according to Hammond, is
supervisory support and the resulting leadership style. Hammond proves that the influence
of the supervisor or manager on the employee has a positive effect on creativity and
innovative behavior, as interest in work and intrinsic behavior increase. He believes that the
leadership style will influence individual creative and innovative behavior drastically.
Hammonds and various other researchers have shown that the use of transformational
leadership positively correlates with inventive and creative activities (Anderson & King,

2010; Hammond et al., 2011).

2.2 Transformational Leadership

This part of the chapter is divided into two main aspects to provide an understanding of the
context of transformational leadership for this dissertation First, the definition of
transformational leadership is explained by discussing the history of transformational
leadership and drawing on previous research models to describe how transformational

leaders are characterized.

2.2.1 Definition of Transformational Leadership

Today's world is defined by increasing competition, short product life cycles, a shortage of
skilled labor, advancing globalization, and market changes. As already mentioned, creativity
and innovation take on enormous importance in companies and their future. As advantageous
factors such as location and technology become less important, employees are the most
important resource. The management of human resources is a real challenge in terms of
predictability and organization. In this respect, leaders are fundamental in motivating and
inspiriting their employees by affecting and fostering creativity. Many different leadership
styles have different effects, and in the recent years transformational leadership in particular

has become established as an indicator of employee creativity.
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The term "transformational leadership" was first mentioned in 1978 by the US political
scientist James MacGregor Burns, who was interested in integrating both emotional and
symbolic aspects of leadership and directing their influence on the creative output of the
employee (Burns, 1978). After years the term became more and more relevant in the
economy until 1985 when Bernard M. Bass developed a new approach to his criticism. He
emphasizes that previous leadership theories mainly emphasized the effect of reinforcement
mechanisms as an incentive for employees, whereas, however, employee behavior can also

go beyond self-interest and result in leadership success (Bass, 1985).

Based on Bass’s research, transformational leadership consists of four main factors:
idealized influence, individual consideration, inspirational motivation, and intellectual
stimulation. A transformational way of leading ensures that those being led do not only think
of their own advantages and goals but are also committed to the well-being and targeted
results of the company. Employees are intrinsically motivated and inspired to change or

transform their behavior and their willingness to learn and perform.

The first characteristic “idealized influence” describes that the leader has exceptional
charisma and the ability to inspire employees. The employees can identify with their
charismatic perceived leader who offers them a desirable vision. They respect and admire

their leader and are motivated to perform to their full potential.

The second main factor of transformational leadership is the “individual consideration”.
Therefore, the leader addresses the personal needs of the employees in order to strengthen
competences in a targeted and fair manner. The leader assists the employee in achieving his
or her own objectives, for example, by providing feedback, particular duties, or development
possibilities. The employee is thereby transformed in his behavior and sets higher goals for

himself in order to achieve the common overarching values and interests of the organization.

The third factor “inspirational motivation” focuses on the motivation through inspiring
visions. The leader inspires with attractive visions and encourages his employees through

emotionally conveyed messages to follow the path he or she has set.

As the last factor, it is important to include "intellectual stimulation" as one of the
characteristics of a transformational leader. The intellectual stimulation focuses on

stimulating the creative and innovative thinking of the employee. By consistently
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challenging established practices, the leader inspires employees to think creatively, which

has a positive impact on analyzing and enhances organizational processes.

In conclusion, the transformational leader acts as a role model, responds to the needs of his
or her employees, conveys respect and trust, and creates an understanding for the visions

and goals to be strived for together by addressing them emotionally.

2.2.2 Transformational Leadership fostering Individual Creativity

In the last decades, numerous research has supported the value of transformational leadership
on individual employee creativity (Eisenbeill & Boerner, 2013). The reasons for assuming
that transformational leadership is a driving force for creativity and innovation can be
derived, on the one hand, from the already described importance of leadership in general for
creative and innovative performance, and, on the other hand, transformational leadership is

characterized by a visionary and change-oriented attitude (Gumusluoglu & Ilsev, 2009).

According to Bass and Avolio in 1994, transformational leadership may help employees see
the need for change in the existing situation, which is important for having a visionary and
change-oriented mentality. Transformational leaders create an enticing corporate future
through inspirational motivation and act as so-called "change agents" (Bass & Avolio, 1994).
Their vision establishes a new target value and stimulates employees to the need for change
in the existing situation Mumford et al. states that vision-oriented transformational
leadership drives employee motivation and, as a result, influences individual creativity
through the process that is put in motion (Mumford et al., 2002) Furthermore,
transformational leaders foster intrinsic motivation in their workers by emphasizing the
relevance and significance of their job as well as their role to the realization of a greater goal
(Avolio, 1994). Employees that are intrinsically driven are more likely to recognize the
existing situation as needing to change because they identify closely with their work and are
thus more aware of opportunities for development (Russ, 1999). With their empirical
research, Shin and Zhou were able to underline past research since they demonstrated that
the benefit of transformational leadership on employees’ individual creativity is mediated

by an increase in their intrinsic motivation. Employees, therefore, show interest in giving
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their full commitment to their work tasks and get the feeling that they can make their own

contributions by applying new and innovative ideas. (Shin & Zhou, 2003).

As mentioned in part 2.1.4, self-efficacy is a factor that can strongly positively influence
creativity. Transformational leaders can motivate employees by increasing their self-efficacy
so that individuals not only recognize the existing situation as in need of change but also
seem capable of doing the change (Hammond et al., 2011). Employees with high self-
efficacy are distinguished by their belief in their own talents and their capacity to handle
even the most challenging conditions. Although they expect positive outcomes, the
employees do not find the need for change to be disturbing, and instead approach new duties
with motivation and enthusiasm (Shin & Zhou, 2003). According to Gong et al., employees
with high self-efficacy spend more time searching for answers, try harder, have a higher
frustration tolerance, and do not give up easily in the face of obstacles or challenges. High
self-efficacy not only improves performance but particularly affects creative and innovative

work. (Gong et al., 2009).

Transformational leadership strengthens the self-efficacy of employees through individual
appreciation, as the manager specifically addresses the needs and wishes of the individual
employees, perceives each employee as an individual, and systematically promotes them.
As a result, the employees' self-awareness of their own abilities grows (Mumford et al.,
2002). The transformational leader gives the employee with all the resources and knowledge
they need to foster their employees' creative and unique potential. In addition, the high-
performance expectations that transformational leaders set for their employees also express
the leader's confidence in the employees' abilities. This in turn has as well a positive effect

on the employees' self-efficacy.

As already mentioned, the intellectual stimulation of transformational leadership encourages
employees to activate new and creative thinking processes and to look at previous problems
from different and long-term perspectives. Bass has shown that this intellectual stimulation,
especially at the cognitive level, most enhances employee creativity (Bass & Riggio, 2005).
Transformational leaders strive for new perspectives, break established patterns and promote

creative rethinking in their workforce. They repeatedly ask their employees to critically
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question the current state and to check assumptions, regulations, or processes for their
meaningfulness and justification. Bass clearly shows that employees are encouraged to
rethink their problems and approach them in a creative and open-minded way. As a result,
employees are encouraged to discover their intellectual curiosity, use their ingenuity, and
independently seek unconventional solutions. Furthermore, the positive effects of
transformational leadership on intellectual stimulation are enhanced by the fact that the
leader acts as a role model. Leaders constantly question working practices and seek original
ideas and approaches themselves, trying to demonstrate directional and idealized patterns.
This constantly open, guided, and reoriented leadership is practically transferred to the

employee so that he or she is positively influenced in his or her creative behaviors.

2.3 Working Models

In today's world of constant change, companies need to adapt in order to remain competitive
in the market. Many influencing factors such as digitalization, pandemics, new technologies,
automation, and the development of artificial intelligence, are causing society and economy
to reshape the familiar world of work (Nagel, 2020). The Covid-19 pandemic 2020, for
example, has turned the world of work upside down. Flexible and mobile working models
have gained massively in importance and even after the Covid-19 crisis, working virtually
will permanently shape the everyday working lives of many people (Lichtenstein et al.,
2022). Whether home office, teleworking, mobile working, virtual office or remote work,
numerous alternative concepts have established themselves today compared to the old
fashion office obligation. In addition to the many different working models, three main
categories have essentially emerged: Fully remote, working from the office and hybrid work

model.

Fully remote work means that the employee can carry out their professional activity from
any location. This does not necessarily have to be in your own home, but can also be for
example in a mobile office, train or plane. However, there are some differences within this
concept. Ultimately, every company that practices remote work defines the term for itself,

with the one common characteristic that the work is basically done remotely, only in
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exceptional cases is the office used as the place of work (Nickson & Siddons, 2003; Olson,

1983).

Working from the office, in contrast, is the exact opposite and implies that the employee
must go to the office in order to be able to carry out his professional activities. He or she
cannot, therefore, work beyond the agreed location and have recourse to remote possibilities.
This implies that the office remains the primary place of work. Working outside the office

is only the exception (Roelofsen, 2002).

The hybrid working model characterizes the form of working as a mixture. In concrete terms,
this means that work no longer takes place exclusively in the office. Instead, employees can
also work outside the office, depending on their needs and preferences. The employees have
the chance to decide freely when they want to come to the office. In most cases, employees
set fixed days in the week when they work outside the office. The development of hybrid
work is by no means new, in fact this trend has been around for a number of years (Hoch &

Kozlowski, 2014).

2.4 Transformational Leaders fostering Individual Creativity remotely

According to a survey by the Capgemini Research Institute from 2020, almost three out of
ten businesses anticipate that more than 70% of their workforce would be remote workers in

the next two to three years (Capgemini, 2020).

Virtual structures and decentralized organizational models will gain in importance in the
future. This will be accompanied by a new type of leadership, which will primarily take
place at a distance and digitally. The type of communication between leaders and employees
is thus different from that in traditional work structures. Since contact takes place almost
exclusively via telephone and electronic media, the term “E-leadership” has become
established for this type of leadership. According to Avolio et al., E-leadership is a social
influence process mediated by AIT (Advanced Information Technology) that results in a

change in people's attitudes, feelings, thoughts, behavior, and performance. This notion
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emphasizes the use of electronic media for social interaction between employees and leaders.

(Avolio et al., 2000).

As previously mentioned, many researchers, especially Bass, have shown that
transformational leadership has a strong influence on employees' creative behaviors. It has
been proven that the transformational leader's influencing factors: idealized influence,
individual consideration, inspirational motivation, and intellectual stimulation raise the
performance standards employees set for themselves and thereby motivate them to perform

above expectations (Bass, 1985; Bass & Avolio, 1994).

While previous studies have focused only on transformational leaders who foster creativity
primarily in office-based work. This research focuses in particular on transformational
leaders fostering creativity in the virtual environment, including hybrid and remote work
models. From a scientific perspective, leadership quality and practices are of central
importance for the survivability of organizations, especially in times of digitalization (Hoch
& Kozlowski, 2014). Therefore, this study aims to fill this research gap by answering the

main research question:

Does the virtual environment influence transformational leaders in fostering individual

creativity?
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3 Methodology

The following chapter of the dissertation will elaborate on the methodology of the research
in order to demonstrate how the research was performed. To answer the main research
question generated in chapter 2.4, the author conducted a mixed study involving a qualitative
and a quantitative research method. With the help of a qualitative observation, the survey of
the actual situation was generated and analyzed apart from numbers, data, and facts. It has
the advantage of consciously allowing the subjective assessment of the information collected
to flow into the process, thus enabling the development of new theories. In order to close the
gaps in the qualitative method, the author also carried out a quantitative method that focused

on the evaluation of large amounts of data and the testing of generated hypotheses.

First, semi-structured expert interviews with a diversity of transformative leaders helped to
create insights into many facets of how they encourage creativity in the virtual environment.
Secondly, a survey was then conducted, which focused on employees' perspectives and
perceptions of the transfer of creativity into their professional lives. Insights generated from
the expert interviews were integrated into the survey as influencing factors in order to

underline their arguments.

3.1 Qualitative Research

Generally, there are different methods of data collection in the field of qualitative research.
Expert interviews are one of the most frequently used methods in empirical social research,
especially with regard to leadership and creativity. In qualitative research, and thus also in
the expert interview, the main aim is to gain an understanding of social reality by examining
patterns of action and interpretation of people and their life contexts. This is done by means
of open communication between the researcher and the interviewee, whereby the social
reality is explained and reconstructed in an understanding manner through the execution and
evaluation of the interview. By using the expert’s practical and interpretive knowledge, he
or she can help determine and change his sphere of influence. He or she is responsible for
the conception, development, application, and management of a problem. The expert also
has special access to social situations, decision-making procedures, social groups, and

certain fields.
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3.1.1 Expert Interview Structure

In order to give a clear understanding of the further process, the structure of the semi-
structured interviews will be explained before the author discusses further details. To get all
interviewees on the same level, the topic was first introduced and a brief structure for the
interview process was presented. The interview questionnaire focuses on three different
sections: introductory questions, key questions, and open discussion. The introductory
questions focused on the formal data such as the data protection agreement, main
information about the interview, the position, and the company. In the second part, the key
questions were again divided into three further sub-areas: transformational leadership,
creativity, and the virtual workplace. The transformational questions were to be answered
with a 5-Likert-Scale in order to first warm up, clarify and check their view on
transformational leadership, whereby the rest of the questions were open questions regarding
creativity and the virtual workplace. The transformational questions are based on Bass'
research mentioned earlier in the literature review in chapter 2.2, whereas the rest of the
questions were created by the interest of the main research question. A final open discussion
followed in which the remaining unanswered questions were clarified, and the resulting
arguments were condensed. Appendix A-I of this dissertation contains examples of how the

expert interviews were structured and conducted.

3.1.2 Expert Interview Data Collection

In order to find experts from different fields, 15 potential candidates were contacted via
various channels such as LinkedIn, XING, and personal networks. In advance, various
factors were clarified with the future interviewees. The interviewee should be in a
managerial or executive position and have at least three employees that the manager or
executive had to take care of. In order to prevent overlapping of the sectors, the author has
selected employees from different fields to diversify as much as possible. Overall, 9 of the
15 potential candidates were selected for the shortlist and the interviews were conducted
with them. A strong emphasis was placed on internationally renowned companies such as
BearingPoint, Deloitte, Accenture, Colliers, Mattel, and GIZ. In addition, two other smaller
startup-like companies, ISC AG and MGRP were interviewed for review if other

perspectives were available. Each personal interview was conducted using the “Zoom”
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communication tool and had a length of approximately 30 to 60 minutes. With the consent
of the experts, the interviews were allowed to be recorded. The author is permitted, with the
consent of 7 of the 9 experts, to refer to the experts by their full names in the dissertation.
For ease of reading, the experts are referred to as "Expert A-I1". Figure 2 visualizes a general

overview of the experts.

Expert Name

Company

Company
Sector

Position

Leader of #

Interview
Mode

Aurianne Besrihdboint Management Consultant 3 Zoom (Remote)
Magnin L L Consultancy (Banking)
Liron Schwick = Audit Senior 4 Zoom (Remote)
Deloitte. Consultant
Dr. Uwe " ISC AG Strategy CEO 1-49+ Zoom (Remote)
Stemmler Implementing Strategic Competence Consulting
Sophia |Z s o | Public Senior 5 Zoom (Remote)
Hieronymi g ‘ “ | Authority Specialist
Cornelius Kolb Real Estate Senior Analyst | 1-125 Zoom (Remote)
Consulting of head
Felix Stemmler Real Estate Senior 6 Zoom (Remote)
Consulting Consultant
Florian @ Toy Industry Product 5 Zoom (Remote)
Plappert i Manager
H Anonym e Business & HR Business 50+ Zoom (Remote)
accenture Strategy Partner
Consulting
1 Anonym m IT Consulting | Partner 150+ Zoom (Remote)

Table 1: General overview of the Experts (own presentation)

3.1.3 Expert Interview Data Evaluation

After conducting and transcribing the interviews, the author used a mixed methods approach
according to Mayring to cluster and analyze the generated data. Mayring distinguishes
between two different approaches in qualitative evaluation: inductive and deductive

(Mayring, 2016).

Induction is always important in research when conclusions are to be drawn from the
concrete individual case to the generality. So, if only a few general data are available at the
beginning, induction helps to create a scientific basis for researching facts. In this context,

induction is also referred to as a theory-building procedure. During qualitative content
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analysis according to Mayring, inductive category formation thus starts from the text

material, which serves as the basis for a theory to be created (Flick et al., 2004).

Whereas inductive category building involves the researcher developing a category system
from the data, deductive category application uses existing research as the basis for applying
a category system and structuring the content. The deduction is accordingly based on
reasoning from the general to the individual case. Therefore, the deductive procedure is also
very suitable for testing already existing scientific theories on the individual case, which
means that deduction is a theory-testing procedure. It is possible to mix inductive and
deductive methods in content analysis, also called the mixed methods approach (Mayring,

2016).

The top-down mix methods approach adapted by the author developed a coding tree that
consists of three levels: level 1: topics; level 2: themes and level 3: codes. A complete
overview of the coding tree can be found in Appendix K. The three different main themes
are transformational leadership, individual creativity, and virtual workspace, whereas the
sub-themes of transformational leadership and individual creativity are based on the theories
from chapter two. The virtual workspace sub-theme was logically developed from the
content of the generated data. Transformational leadership consists of the four aspects of a
transformational leader: inspirational motivation, intellectual stimulation, individualized
consideration, and idealized influence. The sub-themes of individual creativity are individual
and motivational factors, job factors, and contextual factors. The virtual workspace is
divided into virtual management, resources, and virtual challenges. Each sub-theme has been

assigned a color to make coding more manageable.

To generate the codes for the different subthemes, each transcribed response to the
corresponding questions were arranged and categorized into several topic categories which
will be further analyzed in chapter four. The chart, "Interview Codes", which can be found
in appendix J, serves as an overview and should be considered to simplify the further reading
process. After all the expert answers were neatly divided into a table, the answers were

broken down into a maximum of five individual codes. For example, Expert H states:

21



Methodology

“...but you just need to know the basic building blocks and how human thinking works. At
Accenture, we use many different ways, such as having daily meetings where each employee can
freely present their ideas and thoughts. This encourages every member of the team to think and
help shape the ideas. Feedback plays a big role here. Furthermore, we have many opportunities
with training and solutions demos to support our employees” (Expert H).

This answer leads to four different codes: "Human Thinking", which is an important
contextual factor in relation to individual creativity, "Feedback", which is a feature of
individual consideration of transformational leadership, and "Daily Meetings" and
"Training", both of which are important resources for the virtual workspace. After all the
answers were broken down into codes and divided into their respective colors, the codes
were added to the coding tree. Through the analytical interpretation, the author was able to

draw a logical conclusion, which is further presented in chapter four.

3.2 Quantitative Research

As already mentioned in the introduction to this chapter, quantitative research methods are
about collecting standardized data in a targeted manner. In this way, quantities, frequencies,
and statistical correlations can be determined. Due to the flexibility that qualitative research
methods entail; it is possible to react to unpredictable aspects. This type of research is used
in complex contexts to gain deeper insights into a research subject. The aim is to deepen the
findings and obtain detailed information. Qualitative research is often used as a complement
to quantitative research because the answers are open-ended due to the exploratory nature of

the questions.

The author used a quantitative research method in the form of a survey to fill in the gaps in
the answers generated by the quantitative method, to check whether the answers were
truthful, and possibly underline the responses. In comparison to the expert interviews, the
survey focused on the employee's points of view in order to assess their perspectives on the

promotion of creativity in the virtual workplace by their leaders.
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3.2.1 Survey Structure

The structure of the survey was divided into 4 different sections: To what extent is the leader
transformational, to what percentage does the employee work from the home office, the level
of individual creativity, and which recommendations generated from the expert interviews
are used in the participant’s everyday work. The questionnaire of the study is presented in

Appendix L.

Part one focused on assessing the extent to which the employee leader is leading according
to the principles of the points described by Bass. A total of 17 different questions were asked
regarding transformational leadership, based on a questionnaire from the MLQ
Questionnaire (MLQ, 5X-Short) by Avolio (Avolio, 1994). In order to make the questions
applicable to the study, they were rephrased so that they were able to be answered from the
employee's point of view. The questions were answered using a 5-point Likert scale,

whereby (1) stood for "not at all" and (5) was "frequently, if not always".

Part two was introduced by a small passage that describes the years of the Covid-19
pandemic beginning in 2020 and refers that many concepts and possibilities have been
transformed. The participant was then able to estimate the percentage of his or her current

or recent work from the home office.

After the third section, the level of personal creativity could be assessed. Using a
questionnaire based on the work of O. Tierney and P. Farmer in 1999, the participant could
answer 14 questions regarding creativity on a 5-point Likert scale, whereby (1) stood for
"strongly disagree" and (5) stood for "strongly agree". Yet again, the questions were
modified so that the employee could answer from his or her personal perspective (Tierney

et al., 1999).

By contemplating the future hypothesis, the author proposed a half-open question at the end
of the survey. Here, the participant was able to select 0-12 possibilities between various
options. The so-called options are the 12 most important recommendations derived by the

author from the expert interviews. The recommendations include 6 recommendations on

23



Methodology

virtual tools and 6 recommendations on virtual working conditions. With the help of this
question, the author was thus able to generate whether the recommendations have an
influence on the transfer of creativity in the virtual workplace. The following figure (Figure

2) visualizes the resulting approach generated from the data.

Virtual Environment

| Experts‘ Recommendations

| Virtual Tools |

| Daily & Weekly online Meetings | | Online Events after Work |

| Online Feedback Sessions | | Online Trainings Opportunities |

| Brainstorming-Tools | | Collaborative Whiteboards |

[ Virtual Working Conditi |

| Allow Time Management | | Recognize Positive Changes (Rewards) |

| Consider Personal Needs | | Strong Communication |

| Give Freedom for Innovative | |

A Explore and Test new Methods & Tools
(no restrictions)

Figure 2: Experts' Recommendations (own presentation)

3.2.2  Hypothesis for Quantitative Research

To answer the main research question: "Does the virtual environment influence
transformational leaders in fostering individual creativity?", expert interviews were

conducted with various transformational leaders.

The qualitative data clearly showed that virtual working conditions have an influence on the
promotion of individual creativity by transformational leaders from the perspective of
leaders. Therefore, the view of the employees had to be examined. With the resulting
qualitative data and the knowledge gained from the reflection in chapter two, two hypotheses

have been developed.
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H1: “Virtual environment influences transformational leadership in fostering individual

creativity”

From the experts' results, 12 selected recommendations on virtual tools and virtual working
conditions were developed which are intended to influence individual creativity. This needed

to be tested, and thus hypothesis 2 was created:

H2: “The usage of the expert recommendations is positively associated with fostering

individual creativity by transformational leaders”

3.2.3 Survey Data Collection

The survey was created and published with the help of the online tool "Qualtrics", whereas
the analysis was carried out with the usage of “SPSS”, a statistics and analysis softwaretool.
Participants were collected using various social media channels such as LinkedIn, Facebook,
and Instagram and social contacts such as friends, family, and acquaintances. From the
beginning, it was made clear that the participants had to be employed, working either part-
time or full-time, or having done so during the previous two years. A total of 458 participants
successfully took part in the study, although 5 participants were excluded from the study as
they did not indicate their working status. This results in N=453. Among the participants,
270 (59.6%) were male, 182 (40.2%) were female, and 1 (0.2%) was non-binary. The
average age of the participants was 32.7, i.e., 33 years. Neither age nor gender is considered
particularly relevant, as trend reports suggest that there are no significant differences in the

assessment of the promotion of individual creativity in the virtual workplace.

In addition to age and gender, the employment status and place of residence of the
participants were assessed. 401 (88.5%) of the participants reported working in a full-time
job, 48 (10.6%) work part-time, 3 (0.7%) are students and 1 (0.2%) other participant reported
having another employment relationship. A total of 35 different nations took part in the
survey, with most participants coming from the USA (61.37 %). Australia (6.18 %), the
United Kingdom (6.18 %), and Germany (3.75 %). Overall, the US, Europe, and Australia
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represent western countries with a similarity to the way employees are managed. Detailed

information on all demographic data can be found in Appendix M.

3.2.4 Survey Data Evaluation

In order to effectively analyze the data collected for the course of the study and to answer
the hypotheses, two different tests were conducted using SPSS. First, a Spearman correlation
test was conducted to assess the monotonic relationship between the variables. The variables
here are the transformational leadership index, the individual creativity index, the home
office index, and the expert recommendation index. To account for multiple factors in the
prediction at the same time, a multiple regression was performed afterward. This made the
prediction more accurate and accounted for more variance in the criterion. In addition to
predicting new criterion values, multiple regression allowed the author to examine how
different variables are related. To ensure that the multiple regression test was applicable,

various requirements were examined in this study.

First, the Durbin Watson Value was checked to see whether it was uncorrelated. The overall
value had to be close to the value of 2000 and could not be above 3000 and below 1000.
This was accurate as the value was 1.359 and so is therefore applicable (Appendix O). To
check if multicollinearity was indicated the author checked the collinearity statistics. In all
cases, the VIF values were <5, so there was no multicollinearity (Appendix Q). By checking
the residuals, outliers could possibly be detected. No outliers were found (Do not exceed -
2000 or +2000). This is also illustrated by the Quantile-Quantile-Plot found in Appendix R.
It shows that the residuals are normally distributed since the points are linearly merged with
the line. Based on the scatter plots in Appendix S, linearity and homoscedasticity are present
because the scatter plots are organized like a wild point cloud so that neither a trend nor a
funnel can be seen. Since requirements were met, the multiple regression test has been used

for ongoing research.

Additional conditions had to be checked before the data tests could be interpreted. The
adjusted R-squared was examined to evaluate the model's quality. The R-squared is a
statistical measure of how close the data are to the fitted regression line. The R? for the

overall model was .436 (adjusted R? = .433), indicative of a high goodness-of-fit according
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to Cohen (Appendix O) (Cohen, 1988). To finally check whether the predictors were
significantly predictive, the ANOVA table was considered. Transformational leadership,
home office, and expert recommendations were statistically significantly predictive of

individual creativity, F(3, 449) = 115.897, p <.001 (Appendix P).
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4 Findings

This chapter focuses on the results of the data obtained. The findings of the experts and the

employee survey were used to supplement the secondary data from the literature research.

4.1 Fostering Creativity as a Transformational Leader

In today's economic situation, companies must face the challenge that technologies, markets,
and people's needs are constantly changing. To overcome these obstacles, all nine experts
believe that engaging employees by fostering their creativity and knowledge can improve a

company's performance and competitiveness. For example, Expert | state:

“We need new ideas and approaches to outshine our competitors. Acquisition is very
important, especially for us. We have to stand out and present an attractive offer with our
special possibilities. Creativity is also often required in the project itself. We rarely have the
same situations in our job. We always have to adapt, and that's where creativity is essential”
(Expert I).
With every implemented suggestion for improvement, a grievance is reduced, a potential is
better utilized, and the company's market position is improved. However, only a continuous
stream of new ideas and the resulting innovations will lead to an improvement process
(Expert A). The question is how to create a working environment in which employees
contribute their knowledge, potential, and creativity beyond the normal level. Employees
need an environment in which they can use their creative potential in a meaningful way.
Therefore, the company must shape the organization in such a way that the internal degree
of innovation is increased. Creativity must be recognized, harnessed, and given an
environment in which it can flourish (Expert G). This highly valuable skill will be
indispensable in the future for solving problems, devising strategies, and developing the
ideas that drive companies forward. A major reason for creativity is the opportunity to realize
oneself through creative work. Being able to develop creativity through transformational
matters at work is fascinating and attractive for many employees because it lifts them out of
the daily routine because creative work gives them the feeling of living more intensively
than usual. Transformational methods to promote creativity are discussed in detail in chapter

4.3. However, Expert H from Accenture’s HR sector clearly shows how important it is to

adapt to the circumstances by stating:
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"It is important to promote innovative creativity. New methods, approaches, and solutions
are essential to survive in the market and to outperform other competitors...because there
are many attractive employers, and you need to retain your employees. This can only take
place with innovative and creative ideas that present you better than other companies”
(Expert H).
Every industry and sector needs creativity, and it will continue to play a significant role in
both the present and future trends. It is critical to realize that creativity might just be a modest

change made to an aspect of daily life rather than always resulting in innovation (Expert C).

It is important to understand that there are industries where creativity is more important than
others. For example, creativity plays a major role at Mattel in product management, whereas
at Deloitte in auditing, creativity does not play such a big role (Expert G). However, it is
important not to lose sight of the fact that creativity does not always have to mean creating
a new product or a new strategy. It can also be a matter of small steps that have a great added
value in the long term. Expert B mentioned the creation of a VBA code that completely took
over a weekly work step of an employee just because he let the employee work creatively

by giving him room to maneuver (Expert B).

8 out of 9 experts stated that they explicitly pay attention to promoting individual creativity
almost daily in their company. According to Expert H, creativity makes the individual
employee more open to the suggestions of others. The employee learns to question, gets the
courage to change things, and is more willing to take risks if he is convinced of an idea
(Expert H). Through creativity, the employee collects many different approaches to
solutions. He uses them to develop concepts and a creative approach changes the way a
problem is seen. Creativity pays off for the transformational leader and the company, as
creative thinking is contagious and spreads throughout the company. Different working
methods, different workplaces - anything that changes the perspective has a positive effect
on employee creativity since both the leader and the employee are forced to adapt and find

a solution to new situations.

These assumptions are equally supported by the survey results, more precisely, the

spearmen’s correlation test, as it indicates that there is a significant correlation between
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transformational leadership and individual creativity. The correlation between the
transformational leadership index and the creativity index is .662** at a significance level
of 0.01 (2-tailed). Similarly, the coefficient between the transformational leadership index
and the creativity index from the multiple regression test with a value of 0.569 at a
significance level of <.001 underlines the high dependency between transformational

leadership and individual creativity.

4.2 Challenges in fostering Individual Creativity

In terms of transformational leadership that focuses on fostering creativity, the 9 experts
claim that there are significant distinctions between home and office-based work. However,
7 of the 9 experts strongly underline that the home office has a great effect. According to
experts B and D, consideration must be given to the variations in circumstances since it is
also feasible for a transformative leader to foster creativity online extremely effectively.
Each employee's performance must be closely monitored. According to Expert D, certain
employees are far more productive and consequently have a lot better level of understanding
when working from home. As a result, it is simpler for managers to encourage creativity
among workers who are at ease working from home than it is among those who are not.
Expert B asserts that a person's style of functioning is very individualized. Everyone in the
world is unique and has unique working methods, cognitive processes, and perspectives. So
long as it is feasible to understand how a person behaves, the virtual world does not

necessarily have to have a negative impact but can also have a beneficial one (Expert F).

However, as mentioned, the majority of experts believe that there are differences in terms of
creativity transfer in the home office. The most frequently mentioned factor is the factor of
distance. Working remotely allows for more independence, which affects how people
operate and presents challenges for managers (Expert B). This correlates with the experts'
answers concerning the shortage of direct contact with the employees in the home office.
For this purpose, communication and proximity are central fields of action in remote
management. Numerous risks such as disorientation, unclear task distribution, or social
isolation, are closely related to the way communication takes place between managers and

their employees. Not only does communication between the leader and the employee plays
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a major role, but also communication within the team. According to Expert C, promoting
creativity has a rub-off factor. This means that if the leader stimulates the creativity of an
employee, the chance that he or she will further stimulate other employees via the virtual

environment is lower than if they were to see each other in person.

According to Charalampous, granting freedom does not relieve managers of their leadership
role, but rather represents a new form of taking on their own leadership role and
implementing leadership principles (Charalampous et al., 2018). When leadership takes
place at a distance, not only communication changes but also the leadership mechanism. As
direct access to employees, and thus the possibility of spontaneous instructions and
assistance in the performance of work tasks, is eliminated, there must inevitably be a shift
from direct to indirect control. This change allows managers to rethink their understanding
of leadership and performance. A basic idea in this context must be that employees also work
sufficiently without being constantly controlled by the manager. Individual performance is
not measured by the time worked, but by the results achieved. Work performance is then
measured by what was achieved, not by the effort. This shifts the focus from the activity to

the result (Expert H).

Another essential factor to consider in terms of distance is the extended communication
channels that exist between the leader and the employee in the virtual environment. Although
most workers are always online and available in today's workplace, they cannot just walk
one room over to the leader and make personal contact. This has a significant influence on
time management and social interaction, both of which have the ability to stimulate

creativity.

According to experts, the second main factor negatively influencing the transfer of creativity

is the social factor. Expert C for example states that:

,Social interactions inside organizations are crucial for team harmony as well as for
creativity and initiatives. They enable the start of a collaborative effort. So, the feeling of
belonging is important. Teams enter a virtuous circle when they feel that they are a part of
a larger group” (Expert C).
This quote illustrates the significance of employee social engagement. Experts all agree that
social connection is far more difficult to engage in online, but it is not impossible. Direct

interaction with coworkers has a significant influence on collaboration and social needs.

Many employees who work in a virtual working environment frequently feel isolated, which
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has a detrimental influence on job outcomes on the one hand and social engagement in the
team on the other (Expert I). It is therefore difficult to stimulate the creativity of the
employees and to create a structure for interaction. When there is a sense of belonging and
everyone can rely on one another, teams become stronger, and their chemistry improves. It
1s important to note that social interactions such as going to the coffee machine together and
having a short conversation, similar to lunch, simply eliminate a heightened social aspect
that often leads to creative ideas when talking about thoughts and notions (Expert A). For
example, Expert H states: “The physical closeness to the employees is simply missing. You
can act much better and analyze their emotions and can then act in a more targeted way”
(Expert H). However, leaders must never disregard reactions as well as personal emotions.
If a leader does not know the emotional state of the employee, problems arise when handing
over creativity. In face-to-face conversations, the leader can much better respond to and
assess the employee's individual feelings or body language. This gap in social interaction

makes the transfer of creativity very difficult.

Another major factor influencing employee creative handover is that most workers work
from home in a suboptimal working environment which a leader can very hardly influence.
Employee dissatisfaction has a strong influence on the uptake of creativity because it
changes thinking patterns that are given differently in an office. The fact that the conditions,
such as chairs, tables, group rooms, printers or a proper internet connection are not provided
as in the office this often has a negative impact on the motivation and general work attitude
of the employees. In addition to the purely spatial conditions, employees are often disturbed
by comfort or distractions from other inhabitants. If an employee is fundamentally unhappy

or agitated, it is difficult to encourage the employee's creativity (Expert F).
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4.3 Practices by a Transformational Leader

“Our very survival depends on our ability to stay awake, to adjust to new ideas, to remain
vigilant, and to face the challenge of change” (Kilian, 2019). This citation by Martin Luther
King Jr can also be referred to as the opinions of the 9 experts. To stay ahead of the market,
it is important to stay constantly alert and adapt to different circumstances. To overcome
these hurdles, a strong emphasis is placed on different practices, as it is equally achievable
for a transformational leader to positively influence creativity in the virtual environment.
The opinions expressed by the experts can be divided into two different topics, virtual tools,

and virtual actions, which partly overlap themselves.

4.3.1 Virtual Tools

The experts highlight various tools and agreements that can help to strengthen the general
communication between the leader and the individual employee or the team. With the help
of communication tools such as Microsoft Teams, Skype, Slack, or Google Workspace,
online communication is greatly simplified. By using these tools, the manager can establish
close and more intensive contact with the employees. The communication tool enables the
implementation of various activities. Daily or weekly meetings are a good example of the
transfer of creativity because through close contact, the leader can address many different
points that positively stimulate the employee's creativity. For example, it gives the employee
a sense of cohesion and responsibility (Expert F). It is much easier to respond to individual
needs and act as a role model (Expert I). It is very important that the entire team has turned
the cameras on, as seeing only the faces of the employees and not a black screen will improve
social interactions. The tools should be used to hold feedback sessions and to find out what
stage the employee is at and what the employee's expectations are. Furthermore, well-
rehearsed work steps that are otherwise solved together on site in the team should generally
be leveraged with the help of various creative work tools. For example, in order to conduct
a brainstorming session that would normally be conducted in an office in a group room using
a whiteboard, it is recommended to use virtual collaborative whiteboards (Expert H). Tools
such as Miro or Jira are, according to the experts, proven ways of circumventing the hurdle
of the virtual world and can even be viewed more positively than in the office. According to

expert C, new methods using VR and artificial intelligence have also proven to be effective
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ways of generating team chemistry. It is important to use the right software in the right
situations at the right time. This strategy steadily improves over time via testing and
experience. Another important point is that online tools can be used to train employees and
boost their motivation. Online education is an important part of today's working world. It
not only empowers and motivates employees but also simplifies work steps, makes training
easier, and saves time and money that can be better used in other areas. For example,
gamification, which is based on game-oriented information transfer, can make learning much
more engaging and effective than in the office (Expert C). Furthermore, solution demos are
a widespread trend to familiarize a large number of employees with tools or methods. The
leader can use this as a resource to generate a significant impact on creativity transfer. In
order to strengthen physical closeness in addition to work-related tasks, it is important to
seek contact outside or after work (Expert D). To further avoid the hurdles of physical
closeness, it is important to seek contact outside of work-related tasks. With the help of the
tools, it is possible to organize coffee breaks or after-work meetings and simply get in touch
with the employees (Expert A). To generate all these opportunities, it is nevertheless
important that the employee is equipped with the right hardware and software. The leader
should consult with the employees to see if they are happy with their hardware and if not,

equip them with the right tools if possible.

4.3.2 Virtual Actions

Virtual actions are more about the operations and liberties that a leader should take in order
to stimulate the creativity of the employee. The activities rely on the tools since the actions

are not achievable without the right hard and software.

As previously mentioned, virtual communication plays an essential part in the transferability
of creativity, as communication is often the key to success. The leader should be in a strong
communicative relationship with the employees as often as possible. Simply being a contact
person for the employees has an immense influence on their well-being and therefore on
their creativity (Expert E). The leader should actively show that he is there for the employee,
regardless of whether it is about work-related topics or private topics. The social bond is
drastically increased. This allows a leader to respond much better to the needs of the

employee. Needs include, for example, social needs at work, safety needs at work, or basic
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needs at work. People are satisfied when they are taken into account and their needs are met
as much as possible. By responding to the needs of employees, managers show that

employees are valued and important to the company (Expert F).

Allowing the individual employee to select how he or she will achieve his or her goal is
another critical component in boosting creativity in the virtual workplace. The time
management involved should therefore be planned by the employee. The leader provides the
employee with a direction in which the end product should look like. This gives the employee
the chance to give free rein and reach the goal himself. By planning their own strategy, the
employee's creativity is stimulated and thus promoted. According to expert D, this has a
significant impact on the final outcome since many other crucial elements that no one

considered before is included in the final result.

Another essential point is that encouraging positive change, especially when it occurs online,
should always be recognized. Any outcomes, responses to inquiries, or even errors in
judgment should be valued by the leader, who should then support the employee.
Encouraged workers feel internal fulfillment, which heightens their motivation and,
consequently, their creativity (Expert E). The leader should also demonstrate the impact of
the employee's results on the organization. This leads to the fact that the employee works
not only for his individual satisfaction but also for the purpose of the entire company. It is
important to add that a manager should also create space for creativity. Employees should
always have the opportunity to make a creative contribution if they want to express

themselves. The employee has the right to be taken seriously by everyone (Expert I).
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4.3.3 Recommendations

Expert Recommendations generated from the interview, as explained in chapter 3, were
incorporated into the employee survey to see if the recommendations foster the creativity of
the employees. The obtained results of dependencies between individual creativity,
transformational leadership, the recommendations, and the home office clearly show that
dependencies exist between the variables. The following figure (Figure 3) shows the results

of spearman's correlation test.
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Figure 3: Spearman's Correlation Test Results (own presentation)

The results of the correlation test indicate, as also mentioned in section 4.1, that the
transformational leadership index and the creativity index are highly correlated by ,662**

with a significance level of 0.01 (2-tailed).

In addition, the transformational leader index also has a highly correlation with expert

recommendations. The variables correlate with ,196** at a significance level of 0.01 (2-

tailed).
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The spearmen correlation test also shows that the expert recommendations index and the
individual creativity index are highly correlated by ,232** at a significance level of 0.01 (2-

tailed).

The fourth and final correlation exists between home office index and expert
recommendations index. The variables correlate with .101* at a significance level of 0.05

(2-tailed).

There is no significant correlation between transformational leadership and home office and

between creativity and home office (Illustrated by red crosses on figure 3).

A multiple regression test was also performed to determine if and which variables had a
linear statistical relationship, and which has the greatest dependence. The creativity index
was the dependent variable, with the transformational leadership index, the expert
recommendations index, and the home office index being the independent variable. The

following figure (Figure 4) shows the results of the multiple regression test.

Recommendation 038

Figure 4: Multiple Regression Test Results (own presentation)
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The result shows that the transformational leadership index and the creativity index have the
highest dependency on each other. The coefficient between the transformational leadership
index and the creativity index from the multiple regression test has a value of .569 at a

significance level of <.001.

Expert recommendations index and the creativity index have the second highest dependency
on each other. The coefficient between the expert recommendations index and the creativity

index from the multiple regression test has a value of .038 at a significance level of <.001.

The coefficient between the home office index and the creativity index from the multiple
regression test has a value of .001 at a significance level of ,269. Home office and creativity,
therefore, have no dependence on each other. All related results and appendices can be found

in Appendix N.

4.3.4 Success of Recommendations

It is important to mention how the experts know that their recommendations are working.
All 9 experts agreed that it was generally easy to tell whether the transfer of creativity was
successful by looking at the results. For instance, based on the numbers, the turnover, the
products sold, or the deals closed, it is possible to analyze whether they have been successful.
According to Expert I, it all depends on the specific industry. Expert E, for instance, is able
to determine precisely whether the creativity measurements were adequate by conducting
one-on-one feedback sessions with the worker or the client. However, it is also important to
observe and analyze the employees' emotions. When a goal is achieved, the reactions of the
employees show how satisfied they are, and it can be concluded that the creative methods

were effective (Expert I).
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5 Discussion

In this section, conclusions are drawn about the influence of the virtual environment on
fostering of individual creativity by transformational leaders. The prior findings are
synthesized and interpreted to answer the main research question as well as the two

hypotheses.

5.1 Main Findings

To answer the main research question: "Does the virtual environment influence
transformational leaders in fostering individual creativity?", expert interviews with
transformational leaders from internationally renowned companies have been conducted. An
executed quantitative survey was applied to cover research gaps from the perspective of
employees. With the help of this mix of research approaches, it could be concluded that the
virtual environment has an influence on transformational leaders in fostering individual

creativity.

According to the experts, the virtual environment has an influence on the transition, but it
does not always have to have a negative influence, therefore Hypothesis 1 "Virtual
environment influences transformational leadership in fostering individual creativity” can
be accepted. As a result, Hypothesis 0 is not accepted. It is constantly dependent on the work
context, the person to be led, and the leader. However, with the help of various techniques
and tools that have been given, this hurdle can be overcome and positively influenced. This
statement goes hand in hand with the opinion of Shin and Zhou, who believe that creativity

can be strongly influenced by different techniques and manipulations (Shin & Zhou, 2003).

The quantitative study, which served as an enlargement of the literature and the expert
interviews, clearly illustrates that there are relationships between individual creativity,

transformational leadership, the expert recommendations, and the virtual world.
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The literature, especially Bass, has shown, transformational leadership has a strong influence
on the creative behavior of employees (Bass & Riggio, 2005). This conclusion was also
proven by the author. According to the study, transformational leadership and creativity are
strongly correlated. It can be concluded that the more a leader has transformational
leadership styles capabilities, the more the creativity of the employee is fostered. With regard
to the further influence of the home office, it can be clearly said with the help of the expert
interviews that it creates challenges and hurdles by fostering creativity. This view, however,
could not be decided directly by the results of the quantitative survey. With the help of expert
recommendations, which include virtual tools and virtual activities, this hurdle can be
overcome, and the author could prove that individual creativity is strongly stimulated by the
expert recommendations. This could again be attributed to previous research, as Avolio in
particular has shown that the use of electronic media is important for social interaction
between employees and managers (Avolio et al., 2000). The following figure (Figure 5)

illustrates this result:

Virtual Environment |

Experts*

| Virtual Tools |

Daily & Weekly online Meetings | Online Events after Work |
l | Online Feedback Sessions | | Online Trainings Opportunities

| Brainstorming-Tools | | Collaborative Whiteboards |

Individual
Creativity

Transformational
Leader

Virtual Working Conditi:

Allow Time Management | | Recognize Positive Changes

| (Rewards) |
l | Consider Personal Needs | | Strong Communication |

[ AONANTANI |Y| AONANTANI |

Give Freedom for Innovative
(no restrictions)

Explore and Test new Methods &
Tools

Figure 5: Experts' Recommendations Results (own presentation)

In addition, it was shown that there is a strong correlation between home office and expert
recommendations. This leads to the conclusion that transformational leadership and its
expert recommendations have a direct influence on individual creativity. Since home office

has no direct influence on creativity but on recommendations, it can be concluded that home
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office does have a passive influence on individual creativity, since the more home office
there 1s, the more expert recommendations are used by the transformational leaders, which

are both directly influence individual creativity. The following figure illustrates this result

Active Influence

Transformational Active Influence . Active Influence
Recommendations

Leadership

1. Idealized influence
2. Individual consideration 1. Virtual Tools
3. Inspirational motivation 2. Virtual Working Conditions

4. Intellectual stimulation

Passive Influence

Figure 6: Interpretation of Results (own presentation)

Therefore, hypothesis H2 which states “The usage of the expert recommendations is
positively associated with fostering individual creativity by transformational leaders* can be
accepted. Referring to the main research question, it can be concluded transformational

leaders are influenced by the virtual environment in fostering individual creativity.

5.2 Limitations and Suggestions for further Research

This Master's thesis has been constrained by a number of factors, which has resulted in a

variety of criticisms and suggestions for improvement for subsequent study.

Due to the Covid-19 pandemic, qualitative research was very limited as all expert interviews
could only be conducted using online tools and thus could not take various factors into

account. Personal contact and the response to various questions could not be accurately
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determined using the virtual environment. For further research, it could be considered
whether the semi-structured interviews could take place on-site or perhaps with new tools

and aids to precisely address the emotions of the interviewees.

Another limitation of the study is the focus on only one leadership style. With the research
method the impact of virtual environment in the transfer of individual creativity by
transformational leaders could be proven. Follow-up research should investigate other
leadership styles and see if other leadership styles have an essential advantage in the transfer
of individual creativity online. It's also crucial to understand that research demonstrates that
there is no one leadership style that is always the most successful. Leadership development
efforts should concentrate on adaptive, strengths-based leadership techniques. Empirical
work can support this process by examining which approaches and methods over all different
leadership styles best serve fostering creativity instead of focusing on just transformational

leadership.

In the quantitative questionnaire, the employee should assess his creativity level from his
own point of view. Since every employee assessed himself very well, an exaggerated self-
assessment could be determined. For future research, the transformational leaders should be
asked about the employees if they have the capacity to do so, so that no employee assesses

themselves too positively.

Since creativity is essential in almost all industries, it is important to distinguish between
industries where creativity is not such an important factor. Different industries have different
requirements for creativity. In the future, it might be useful to focus on one industry to avoid

breakouts and get more precise and targeted statements

Lastly, it is also important to note that most of the experts are internationally active but based
in Germany. It might be important for the future that the survey participants come from the
European region. Since most of them come from the USA, different views on working

methods and perceptions might be identified.
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6 Conclusion

This work sought to understand the impact of the virtual environment on fostering individual
creativity by transformational leaders. Data collection was conducted using a mixed research
method. First, the qualitative research method of expert interviews was used to obtain the
opinion of the transformational leaders. Subsequently, a quantitative questionnaire was used
to determine the perspective of the employees, whereby information from the expert

interviews was integrated to see whether these were effective.

The current situation in the world of work, the literature as well as the analysis and evaluation
of this research clearly show that the current world has a shift toward hybrid working models.
Every day, both employee expectations and the diversity of work models increase. As a
result, leaders' work environments, how they are managed, and how they foster creativity
are constantly evolving. This study demonstrates that the virtual world has an impact on
encouraging individual creativity, although these issues can be solved using a variety of

strategies.

In the future, a leader should always be aware of new tools and software possibilities,
because these can positively affect the daily work and thus also the transfer of creativity. In
the real estate sector, for example, VR and live cameras were used to virtualize property
inspection. Thus, during the Covid-19 Pandemic, the customer was able to view further
apartments without any problems. This example demonstrates emphatically that, even if it is
now believed that virtualization is not feasible in a variety of industries, there is a possibility
that there will be solutions in the future. Therefore, a leader should always be up to date on
what technology can do in terms of creativity development. Accordingly, not only the tools
are the focus, but the leader should also always be up to date with the latest techniques and
methods of fostering creativity. He needs to experiment with novel techniques that might be
more effective virtually, incorporate them into the business, and then consolidate them if
they are effective. In addition to tools and methods, the human factor should not be forgotten.
Creative work is usually carried out by a human being. Social issues and freedoms play a
major role in creative work. The leader should put himself in the situation of the employee
and think what makes a person work better in regard to creative capabilities. In a virtual

environment, it can be difficult to have the exact same contact options and channels as in the
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office, but this distance issue can be, for example, avoided through continuous and open

communication.

Due to the trend of hierarchical gradation, the strong connection between leaders and their
employees becomes more and more narrow and important and therefore the problem of the
virtual environment must be bypassed. A problem therefore can be turned into an advantage.
Creativity promotion is and will remain an essential factor in almost all business areas, no

matter how crucial the result is creativity is needed for human survival.
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Appendix A: Expert interview: BearingPoint

Interview questionnaire

Transformational leaders foster creativity remotely

Introductory Questions:

STEP D:

Position Information

STEP A
DI | Position Name Consultant
Data Protection Agreement
® D2 | Employed since 2020
AL | Declaration of consent Yes [JNo
KvesD D3 | Position since 2021
Anonymousl Yes X No )

A2 ymously OvesX D4 | Responsible Task Consulting in Investment Banking and Finance
I the interview allowed

A3 | be recorde X Yes CINo Ds | Responsible for how 3

many Employees
STEP B C6 | Language English
Information about Interview Key Questions:
STEP
B1 | Date of Interview 20.07.2022
- To what extent is the leader transformational?
B2 | Place of Interview Online (Zoom Call)
B3 | Name of the Interviewee | Aurianne Magnin £
5 | &5t i Miscellancous or
5
B4 | Name of Interviewer Lucas Stemmler s 5§55 2|3 Comments
Z2 8|23 2|2t
STEP C: 2| d |22 T |2F
e e I e N e
o
Company Information a Role Model?
‘As a leader, do you
) respond to the individual
C1 | Name of the Company | BearingPoint
pany ¢ E2 /| ceds of your employees ojo|o/x |0
- in working
€2 | Founding Year 1997 Asa leader, do you try to
motivate employees
€3 | Employees 4.648 (2020) E3 | inwinsically with an o|jojojo|x
inspiring vision?
C4 | Country Portugal Asnllcﬂdc;‘. do you "
stimulate the creative an
y E4 | innovative abilities of o|ojb |0
€5 | Headquarter Amsterdam, Netherlands ;
your employees?
Indy Management Consultancy (Management and Technology As a leader, do you try to
C6 | Industry Consulting) inspire the employee in
such a way that he or she
E5 |isnotonlyself-motivated | (J | O | O | O | ¥
butalso acts on his or her
own initiative for the
company?
Tuse transformational
E6 | leadership to lead my X Yes (I No
employees
STEPF: The Jeeling that employees dare 1o be more creative when they
work from home. Maybe that's because they don't want it o look
like they waste time.”
Creat
If yes
“Yes, definitely. Creativity is very important in my segmeni! vesBd
’ - | Creativity brings new ideas and innovation. It strongly In my opinion, there are many hurdles in working remorely.
Do you think creativity 10w ot ; . .
1| i imorant i your strengthens teamwork and that is essential in our daily work. Especially in the transfer of creativity. It is very difficult 1o fel,
Dusitoes? Wy ing is that creativity makes every analyze or stimulate the closeness of your collaborators through
ss? Why different directions and creates new online meetings. The difficulty is often simply the virtual
Whatare the challenges | i o you don't get 1o see a lot of things and ofien only see
E - G2.1 | in fostering creativity stance. et o s 7 8 Oy §
Yes, absolutely, 1 am a big supporter of handing over s the end results. I is a difficult time in terms of handing over
) creativity. ure almost every day that employees have ’ creativity and remote work. The closeness of brainstorming or
Do you pay explicit room for creativity. For me, it starts at the base, in the developing new strategies is simply missing in virtual work. Of
atiention to promoting : P e | vork. O
B2 | vty of your | management of the employees. In almost every task I give my course, there are many new working methods but I think it is
el cwy ¥ employees a clear goal without telling them how 1o get there. very difficult to virtualize onsite work in terms of creativi
ployees? The employees have a free space in terms of content and time “What is very important at BearingPoint at the moment is
that they can allocate themselves 10 reach their goal.” communication within the teams. We organize virtual coffec
“As I have already told you, it is important for me that the breaks 1o stay in constant contact with all employees. The
employee has the freedom 10 organize his work himself. I know contact during these times is simply one of the most important
Jfrom past experience that this way of working works better, and How do youcounter | factors to be able 1o work creatively. We also have daily virtual
the results are better, and the employee is also more satisfied. G22 meetings at 11:00 a.m. 1o share ideas, develop new strategies
Because when an employee is more satisfied, his work is also and concepis and support each other. When it comes io creative
How do you foster better. This freedom avoids possible stress that causes them to work, we use every opportunity o promote it and it works quit

F3 | creativity? Which - TS Jreed possible stress th mes | s e s Y opP o p “ g
oy hurry and not think straight or right. In addition to the freedom, well. As mentioned before, the freedom of the tasks to be
L it is also important for me that we meet daily in the team and accomplished plays a major role in terms of creativity. It is

exchange all updates. Everyone presents their current status and simply important to leave room for the employees.”
new ideas here. Every employee has the right to present his or
her ideas. These ideas are then discussed, evaluated and, if 1rNo (]
necessary, elaborated in the team.” T youropinion doss
“It is very clear in our industry by the result of the employees heddistance does not
and the satisfaction of the customers. If the tasks are done well 633 | clay-eroleinthe
and the creative work is needed, it is a sign that the creative Tosiering creatvity?
How do you know your | promotion has worked. Our company places a strong emphasis ‘Deo-yorr apply-the same
Fd | creativity practices are | on communication with other teams. I consult with other team 2.4 | practices m-office based
working? leads from time 1o time 10 see how they are working creatively. Frork and remote okl
Often there are overlaps in the practices. This also shows me “In general, I think it is very important to have a lof of contact
that the activities are effective, because they also work for other with your emploxees, colleagues and superiors. Every employee
feams. What Tipps would you | $hould have the freedom 10 share experiences and knowledge
e to U‘:,‘:’mw dﬂf Yo | within the company. I also strongly believe that every employee
STEP G G3|¢ should have the opportunity to express their opinion not only
foster creativit
romotely? Y work related. It is important that team members attend
Remote Work and Creativity conferences o give presentations o acively involve them in the
company.  This often  stimulates  employees'  creative
Do you worklor did you ches.”
work in a working With Corona. there was | 1 think ir's becoming more and more important 1o get 1o know
environment where “At my current project, we work two weeks remotely and then e avere v | virtual 100ls and. programs that have something 1o do_with

G1 | remote work or hybrid | spend one week at the client's office. It's a kind of hybrid remote w‘j“k and creativity, which is becoming more and more popular. There

work is mainly used? If | working model.” . will be a huge range of tools and it is important 1o know the
d therefore the leader has | i
yes. how does/ or did 10 adapt 108 new right ones and be able 1o use them. I use tools like "Miro” a lot
ok lil . ow is i S S
MmNl o o s e oy e o o G4 emironmen How do | et g . Throueh
Do you think there is 65 amotiley, You co ¢ ody language of Yo ou see the future as a P b g " 8 siep. s
¥ ¥
0 you think e members when' you propose a new creative idea. It might be the futs self-learning or tools, people become more motivated to foster
difference in the leader with regard to ’ ; ‘

Gz | (e he are it. However, working online encourages er Bas their creativity. Currently, I also believe that 100 many leaders
fostering creativity oreh e it s e fostering creativity . o
remotely 0 offce? arch the internet, which can lead o more romele? /o not think enough about creativity or try o promote it. There

’ creativity. There are advantages and L often have ’ is a huge lack of creative leaders. Many workers only see the
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monetary incentive and try to think in terms of results, which
makes no sense for the future.”

STEPH

Open Discussion

T there anything topic
related [ haven't
mentioned that you wish
to add?

H

“No, from my side there is nothing to add.”

Appendix B: Expert interview: Deloitte

Interview questionnaire
Transformational leaders foster creativity remotely

Introductory Questior
STEP A

STEP D:

Position Information

Data Protection Agreement

A1 | Declaration of consent | [ Yes []No

A2 | Anonymously [ Yes I No

Is the interview allowed
A3 10 be recorde B ves [INo

STEP B:

Information about Interview

B1 | Date of Interview 21.07.2022

D1 | Position Name Senior Consultant

D2 | Employed since 2020

D3 | Position since 2021

D4 | Responsible Task Risk Advisory
Responsible for how

D: 4
many Employees

C6 | Language German

Ke

ST

B2 | Place of Interview Remote (Zoom)

To what extent is the leader transformational?

B3 | Name of the Interviewee | Liron Schwick

B4 | Name of Interviewer Lucas Stemmler

STEP C:

Company Information

C1 | Name of the Company | Deloitte GmbH
C2 | Founding Year 1845

€3 | Employees 354000

C4 | Country Germany

Cs | Headquarter London, UK
C6 | Industry Auditing

L | ¥
3 H gg e Miscellaneous or
S| F 53 £ Comments
Z2 8|23 2|2t
2| d |22 T |2F
As a leader do you act as
E1 | 4 Role Model? ojojojo|x
‘As a leader, do you
respond to the individual
E2 | | cedsof youremployees | O | O | O | & | O
in working ?
Asa leader, do you try to
+ | motivate employees
E3 | inwinsically with an o|ojb |0
inspiring
As a leader, do you
g | Simulaethe creativeand | 4| 5 | | o | O
innovative abilities of
our employees?
‘As a leader. do you try (o
inspire the empioyee in
such a way that he or she
ES |isnotonlyself-motivated | (] | O | O | O | K
butalso acts on his or her
own initiative for the
company?
Tuse transformational
E6 | leadership to lead my X Yes (I No

employees
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STEP F:

Creativity

How do-you counter
‘W

Do you think creativity
is important in your
business? Why?

<]

“As my job requires mainly regulatory consulting for payments
and IT infrastructure, we don't give so much room for creativity.
During an audit project, we give live demos, well prepared and
structured to present results. We don't bring creativity 1o the
rules governing accounting and financial reporting, and internal
auditors do not create the regulations; rather, they ensure that
the rules are followed. Creativity is however needed for internal
projects, as well as for the development of audit projects with
automated self-running AL"

1f No [X]

Do you pay explicit
attention to promoting

F2 | the creativity of your Rather no
employees?
“We always leave room for maneuver, it doesn't matter how the
colleagues achieve their goals, the main thing is that they get it
How do you foster done. Someone can be creative when the leader doesn't use any
. s Which pressure or try to discourage the worker. For example, a

working student in physics and mathematics who loves
programming will only get creative while performing tasks
relating to IT, and automated processes. Encouraging him or
her 10 work creatively will pay off."

In your opinion, does
the distance does not
play a role in the
fostering creativity?

Q
o
P

. To me, distance is normal and hasn't become a real influence
10 fostering creativity, for example, the exercise of
brainstorming in  team is the same. There are of course
advantages and disadvantages. Compared 0 working in an
office, remote workers' productivity is consistent or even
increased. They are sitting comfortably at home, they dare to ask
what they want, whereas on site you do not dare so much due to
the presence of the hierarchy. I think it is harder o brainstorm,
the distance takes the pressure away, but it might be more
difficult to participate online for beginners. If a new employee
transitions from a regular workplace to one that is primarily
based at home, they may feel overburdened. They must not only
learn how to function in their new role but also how o use new
technology. Managers might therefore devote more time to
training a new remote worker.

How do you know your
F4 | creativity practices are
working?

“This working student created completely automated Jour Fix

slides, thanks 1o the room for creativity we left him and made

work easier in stressful times. This is a worthwhile example that

working creatively helped him to learn by himself VBA and

Jound us a sustaining solution for the future. I didn't see such an
in automation i other teams.”

Do you apply the same
G2.4 | practices in office based
work and remote work?

Yes, itis difficult to assess the differences, but I think that the
opportunity 10 choose your own hours and work from anywhere,
as well as not having to commute, are the main advantages of
remote employment. The biggest challenges of remote work,
though, are being unable 1o disengage, having trouble

and and feeling lonely. "

STEP G

Remote Work and Creativity

Do you worklor did you
work in a working
environment where

G1 | remote work or hybrid
work is mainly used? If
yes, how does/ or did
the model look like?

“We were working fully remotely even before the Corona crisis,
I never had this position in any other way, we now work mostly
50% of our time in the office but the team meeting are always
online.”

Do you think there is
difference in the
G2 | fostering creativi
remotely to office based
work?

“This is hard to answer for me since I only work remotely, I can
not really estimate the difference. But when the epidemic started,
businesses rushed to have the appropriate capabilities in place
10 support remote work. Many businesses were employing out-
of-date equipment, which made them improve their systems.”

What Tipps would you
give to other leaders to
foster creativity
remotely?

“An open communication always drives us to more creative
thinking and innovation because we leave room for maneuver.
The main goal is to reach good results.”

With Covid-19
pandemic, there was or
is a rapid increase in
remote work and
therefore the leader has
G4 | to adapt to a new
environment. How do
you see the future as a
leader with regard to
fostering creativity
remotely?

., Creativity needs free space, and remote work offers a lot of
Jfree space and opportunities, such as new software tools,
platform or even metaverse access. *

STEP H

Open Discussion

s there anything topic
related T haven't

P Hi :::can‘;‘l;;ncdlhmyouwlsh No™
o [T |
Appendix C: Expert interview: ISC AG
Interview questionnaire STEP D:

Introductory Questions:
STEP A

Transformational leaders foster creativity remotel

Data Protection Agreement

Al | Declaration of consent | [ Yes []No
A2 | Anonymously [ Yes I No
x| e st | v O
STEP B:
Information about Interview
B1 | Date of Inter 01.08.2022

B2 | Place of Interview

Remote (Zoom)

B3 | Name of the Interviewee

Dr. Uwe Stemmler

B4 | Name of Interviewer

Lucas Stemmler

STEP C:

Company Information

C1 | Name of the Company | 1SC AG
C2 | Founding Year 2003
C3 | Employees 1-49
C4 | Country Germany

€5 | Headquarter

Germany, Kronberg im Taunus

C6 | Industry

Consulting

Position Information

D1 | Position Name CEO & Founder
D2 | Employed since 2003
D3 | Position since 2003
D4 | Responsible Task CEO
s | Responsible for how 140
many Employees
C6 | Language German

To what extent is the leader transformational?

%
5 | E|ck 5 Miscellaneous or
H % F 25| & |5 Comments
Z2 2 |25 £ |3
2| 3 |22 T |2F

Asa leader do you act as

E1| 2 Role Model?

O
O
O
O
X

As aleader, do you
respond to the individual
E2 | needs of your employees
in the working

i 2

O
O
O
O

Asa leader, do you try to
motivate employees
E3
intrinsically with an
inspiring vision?

As aleader, do you
stimulate the creative and
innovative abilities of
your employees?

‘Asa leader, do you try to
inspire the employee in
such a way that he or she
is not only self-motivated
but also acts on his or her
own initiative for the
company?

E:

n
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Tuse transformational

the model look like?

E6 | leadership to lead my X Yes (] No
employees “Absolutely. You can not promote creativity via the screen, only
on the spot in a personal conversation. A little bit in any case,
STEP F: Do you think there is but the successes only in direct conversation. Social interactions
| difference in fostering | inside organizations are crucial for team harmony as well as for
) creativity remotely to | creativity and initiatives. They enable the start of a collaborative
Creativity :
office-based work? effort. So the feeling of belonging is important. Teams enter a
“Creativity is very important becaise every company is virtuous circle when they feel that they are a part of a larger
differently positioned, and different people work together in group.”
each organization. Power masters with creative means. Iyes[]
Do you think creativity | Businesses, especially distributors, require creativity to ¥
F1 | isimportantin your | penetrate every corner of the market in order 1o stand out from “T think communication is more constructive and calmer on Site.
business? Why? rivals. Big, revolutionary ideas that fundamentally alter entire While working remotely, we show strategic gap at a conceptual
sectors come from creativity. As a resull, organizations that What are the challenges. | [evel wih virtual distance. The best way 1o share are
encourage creativity and collaboration are more likely to IWhattre the SNNCNECS | operational project s in presential, when people can stand up
generate these value-adding onlines e Y and actively participate. It is very different and difficult to draw
You can't make everyone work creatively. But as a leader, T alist of weaknesses or opportunities when the team is online, it
Do you pay explicit give freedom to my employees 10 work more creatively. is not advisable to run an u,lemnnnnl analysis of a customer’s
| attention o promote the | Businesses nowada)s more than ever need soft skill like processes through a Zoom call o
creativity of your ind companies “We must acknowledge that the nmkplum also consists of the
employees? need creatve ablies Me idea generation and employees with a organization's structure, procedures, tools, regulations, and
divergent point of view. methods of operation, as well as the ways in which leaders
1 firmly feeltha it is our responsibliy as business leaders or How do vou counter | cultivate culture by seting standards for teamvork, engagemen,
HR specialists to assist our organizations in giving our 2 | these proplems. asa and interpersonal interactions. The key to creating such a
employees jobs purpose. Because the business will succeed when leatems g workplace is to see it as both a social structure that needs 10 be
our organizations help people " unleash their human potential : nurtured 10 bring out the best in people and a structural
We need to foster a culture of trust, which calls for workers to structure that has to be constructed for efficiency. The idea is to
arrive at work with the belief that their organization is well-run, ceen w
How do you foster ef tha 8 find a good balance between working in the office of the
3 | creativits? Which that things are fair, and that their managers will pay attention to customers and online.”
oo them and give them space. Additionally, they will act if
practices? something is incorrect because there is always room for N0 [
improvement. And doing so entails choosing a course. People -
want to participate in our businesses when we infuse them with
significance and value. They identify with our businesses the distance does ot
because they see themselves there, which motivates them to playaroleinthe
participate, be active, and work hard."”
The first metric that shows that unleashing the human potential owop
of employees works is people engagement and a low wrnover. practicesinoffice based
How do you know your | We share in a transparent way the feedback from customers, in workcand remote work? T e T advise 1 have @ Jour Fix meatnwere yon
F4 | creativity practices are | order to learn from our mistakes and work becomes easier, and . 'y case, '8 where y
o What Tipps would you | should try to stimulate creative thinking, set goals, without
workin more atomated, which is beneficial for everyone. Overall, when !
give to other leaders to | trying 1o accomplish concrete tasks. We must reach our ganl by
the number of references increases, we know that creativity has 3 ° b
foster creativity your own efforts, in the office preferably. Leadership has ta
contributed 0 our business.”
remotely clear objectives, in order to create a good collaboration it
the team and improve our business. "
STEP G - - i
With the Covid-19
pandemic, there was or
v is a rapid increase in . A eont . i
Remote Work and Creativity s a rapid increase Working remotely will continue, especially thanks 1o the hybrid
; remote work and model agreement. Leaders should expand brainstorming tools,
Do you work/or did you therefore the leader has | 744 8 ouid exna " 18 1000
X in a worl cretore th like AL However, the possibility of unplanned interactions is one
wor “Multiproject " 10 adapt (0 a new
environment where ultiprojectmanagement . i environment. How do | @dvaniage of working together in person. It s essential to
G| vork ot hbrid | O Sight at frst. Because of pandemic Hybrid-Model or fully encourage hybrid model and avoid full remote position.
work or hy remote” you see the future as a
work is mainly used? If leader with regard to
yes. how does/ or did fostering creativity
‘ remotely?
STEPH

Open Discussion

s there anything topic
related [ haven't
mentioned that you
t0 add?

H

“No”
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Appendix D: Expert interview: GIZ

Interview quest

n:
Transformational leaders foster creativity remotely

Introductory Questions:

STEP D:

Position Information

STEP A
DI | Position Name Senior Administration Specialist
Data Protection Agreement D2 | Employed since 2014
Al | Declaration of consent | [X] Yes [] No 3 | Position since 2021
A2 | Anonymously D YesBNo D4 Task of the i ional language services
A I e interview allowed | 5 ves (I no bs | Responsible forhow | &
many Employees
STEP B €6 | Language German
Information about Interview Key Questions:
STEP E:
BI | Date of Interview 01.08.2022
To what extent is the leader transformational?
B2 | Place of Interview Remote (Zoom)
B3| Name of the Interviewee | Sophia Hieronymi £
z R =z M
- ] 2 ls .| scellancous or
B4 | Name of Interviewer Lucas Stemmler H H ERE- ?_,]-‘ H § Comments
22 8|23 2|2t
STEP C: 2| d |22 T |2F
e e I e N e
Company Information aRole Model?
As a leader, do you
: Deutsche Gesellschaft fir it (GIZ) respond to the individual
C1 | Name of the Company | ohyalig Gesellschaft fiir Technische it (GT2) E2 | needsof youremployees | O | O | O | O | K
in the working
C2 | Founding Year 2011 (1977) i
Asa leader, do you ry o
€3 | Employees 24977 motivate employees
E3 | inurinsically with an o|ojo|xw|O
C4 | Country Germany inspiring vision?
‘As a leader, do you
stimulate the creative and
€5 | Headquarter Germany, Bonn E4 | i nnovative abilities of ojojojx|O
- our employees?
€6 | Industry Public Authority “As a leader, do you try 10
inspire the empioyee in
such a way that he or she
ES |isnotonlyselfmotivated | O | O | O | ® | O
butalso acts on his or her
own initiative for the
company?
Tuse transformational “Yes, I think direct contact is necessary in our field 1o be
E6 | leadership to lead my X Yes (I No Do you think there is uz‘nlim’, it makes the discussions easier and the editing process
employees (2 | difference in fostering | flawless. However, when ideas are trapped, a new perspective
creativity remotely to | from the outside might inspire original, innovative thinking.
office-based work? Home office can be as well a source of creativity, but it is harder
STEPF: for manager 1o foster
Ifyes [
Creathvity “During the full online mode, we missed the closeness we used
“Most translation projects necessitate the translator's creativiry What are the challenges | 10 have benween colleagues, so much is discussed in the
A translator must maneuver between two cultures, two G2.1 | in fostering creativity | corridors, during the breaks or even in a presential meeting. 1 is
languages, and occasionally even two completely dissimilar online? not very noticeable, but I'm convinced we lost a lot of knowledge
Do you think creativity | worldviews. Translators do more than just copy. As part of their and ideas without colleagues around.”
F1 | is important in your work process, they assimilate, elaborate, and simplify “We are trying 10 go back more often 10 the office, but we still
business? Why? knowledge; as a result, their work reflects something personal. have every 4 weeks a 2h online meeting where everyone reports
Transcreation is the creative process of translating a How do you counter | @bout his current work that everyone is up to date. We also have
communication into another language while preserving is 622 | e o more team meeting, to promote creativity: 2 times per week, the
contex . and intent. 2 | these problems, a3 | yeam meet to contribute 1o creativity to everyone s tasks. We
= leader?
Yes, before changing the text for a new audience, translators promote teamwork, all topics are discussed, such as new work
need 10 be able to dig deeply into the material they are working processes or new software implemented, brainstorming, mind
Do you pay attention to | on and consider all potential subleties. Speaking multiple mapping...”
F2 | promote the creativity of | languages increases one’s chances of being creative. Knowing
your employees? more makes you want 1o explore, create, and find solutions 1No[]
more. We are very careful that our team has access o all the Tnyouropiniondoss
knowledge they need to be creative.” thedistance doos ot
ccasionally, workers may feel unable 1o proceed with a 623 | ayaroleinthe
translation task. They might be finding it difficult 1o express the f g2
Jfacts as tastefully as the original text, or they might think they ‘Do-you-apphy-thesame
How do you foster can't strike the correct tone or find the right words. Through G2.4 | practices i office based
F3 | creativity? Which working groups, we share our different approaches and design Work and romotework?
practices? work processes in a new and independent way. We always give “Tvould suggest 10 stay consiant and keep as much as possible
Jree space to our employees but also I 1ry 1o be abways available What tipps would you | 7 exchange with and within the team, Ifind very
10 help brainstorm and mind mapping for a difficult translation G3 | Eivetootherleaders © | i 1o give and receive feedback, responding 1o needs,
L. - Toster creativity create brainstorming sessions, applying and promoting new
“Self-esteem of our employee is well valued because it shows remotely? rechnologies
that they are confident to share their methods and ideas. Most of “Because we already had a hybrid since 3019, we were well
How do you know your "'; time, ”‘;’f{' we succeed "‘_"f‘l’,:”:m'  creathve environment With the Covid-19 prepared, our model was already working well. As the days of
¥4 | creativity pracices are | Whép¢ caplosees are curious, colldborative and share pandemic, there was or | home office allowed increased now from 8 to 10 days per month,
working? Jeedbacks, it is @ good sign that they are “'W“{““W» is a rapid increase in 1 believe that this home office is not out of hand, even if some
Naturally, the satisfaction of our intemational customer of the remote work and colleagues no longer see each other. We need 10 plan
Jinal translation is always a good metrics to take into account therefore the leader has | the presence days and make sure everyone is engaged in the
the good work of our team members G4 | o adapt 1o a new team work, I'd like if all could be in the office on specific day,
environment. How do | every 2 weeks for example. It is important 10 get together while
STEP G you see the future asa | promoting a flexible working environment. It is important to be
leader with regard to | sure that everyone has their own space and have a decent office.
Remote Work and Creativity fostering creativity Moreover, softwares will be implemented and more used in the
remotely? Jfuture, there will be more investment in tools to work better
Do you worklor did you | .y, '\ . iveady adopred a hybrid model for work before online.
work in a working v 2019, 2 days at home office 3 days office, duri
et whes. corona, early 21 lays at home office 3 days office, during
G1 | remote work or hybria | 1 eisis, we ere, Jully wjl‘rkum ’jmm Home b we could g0 0
Work is mainly used? 1f | €€ /lnr specilcases oy lnlwneu;julllure, nur({rue wants
Yo ow docs) or did | 0 implement a basis of 10 days a month allowed for home
the model look like? | ¢
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STEP H

Open Discussion

H

Ts there anything topic
related I haven't
mentioned that you wish
10 add?

“No"

Appendix E: Expert interview: Colliers

Transformational leaders foster creativity remotely

Introductory Quest
STEP A

Interview questionnaire

STEP D:

Position Information

Data Protection Agreement

D1 | Position Name Senior Analyst to the head of office letting
D2 | Employed since 2019
D3 | Position since 2021
D4 | Responsible Task Real Estate Consulting
s | Responsible for how 1125
many Employees
C6 | Language German

Al | Declaration of consent | [ Yes (] No
A2 | Anonymously [ Yes I No
D =
STEP B:
Information about Interview
BI | Date of Interview 03.08.2022

Place of Interview

Remote (Zoom)

To what extent is the leader transformational?

Name of the Interviewee

Cornelius Kolb

Name of Interviewer

Lucas Stemmler

C:

g
5 | E|ck % Miscellaneous or
H % Z/25| & |2 Comments
Z2 2 |28 £ |3
2| 3 |22 T |2F

Company Information

E

As a leader do you act as
a Role Model?

O
O
O
O
X

As aleader, do you
respond to the individual
needs of your employees
in the working

i 2

O
O
O
O

z

Asa leader, do you try to
motivate employees
intrinsically with an
inspiring vision?

C1 | Name of the Company | Colliers International
C2 | Founding Year 1976

C3 | Employees 18.000

C4 | Country Germany

C5 | Headquarter Toronto, Kanada
C6 | Industry Real Estate

As aleader, do you
stimulate the creative and
innovative abilities of
your employees?

E:

n

‘Asa leader, do you try to
inspire the employee in
such a way that he or she
is not only self-motivated
but also acts on his or her
own initiative for the
company?

XXII
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Tuse transformational Confidence and experience 1o explore various platforms, and
E6 | leadership to lead my X Yes (] No some may require directed tutorials to understand some
employees activities. However, I found coaching just as effective at home
as in the office.”
STEP F:
“We can overcome those challenges through calls guideline that
employees have 1o follow which allow us 10 set clearly the
How do you counter | ©biectives and explain he agenda. We abvays need to check for
Ves of course, we always need 1o adapt our buildings to the 622 | these problems. asa | 800 internet conneciion and respond t0 individual problems.
Do you think creativity | customer’s needs and tastes. you can not abways take the same leader? We have available creative online tools io increase the creative
F1 | is importantin your | pattern, we abways need io reinvent ourselves and the way we thinking of our team. This help to g0 to the people, ask for
business? Why? sell depending of the audience, we must tailor to our Jeedback, and listen io their poir of views. We need o ensure
st that everyone has a good workplace, even remotely.
“Yes, of course, we can see employees' progress through weekly 8o
Do you pay attention to | calls and shared updates. We evaluate the solutions they choose
F2 | promote the creativity of | for problems that have already been addressed by other Tn-your opinion, does
your employees? employees, as well as suggestions for improvement, e.g. for a3 thedistancedoes not
reporting problems and responding to them.” play-arole inthe
“We foster creativeness through weekly calls, and updates I
How do you foster assessments, 10 be able 10 see the progress of each employe, Do-youapply-the same
F3 | creativity? Which their learning curve and own development in the business. We G2.4 | practicesin-office based
practices? value also coaching from more skilled employees, and improve work-and-remote-work?
creativty through story-telling workshops.” What “Twould advise 10 use online 100ls and give as much feedback
“We know that an employee has been creative enough when he e o eher eadore o | @5 possible. s is importans. They should communicae on
How do you know your | was able o conclude a deal and sign a contract with a cusiomer, G3 | oty global updates concerning major changes within the company.
F4 | creativity practices are | sometimes we receive reference letters from satisfied customers. motely? Leaders need 1o trust their employees and leave them work
working? That's for us the proof of a hard work and perfectly tailored o and give freedom io reach their goals.”
the customers need.” With the Covid-19
pandemic, there Was o | .y 0 more and more tools to help you, leaders have 1o
STEP G i a rapid increase in ore and n ;
et adap, creativity is becoming more and more important to
e e has | Svive i the working world especially in the real estate sector,
Remote Work and Creativity G| 6 g 102 e 1am trying 10 deal with more and more creativity myself, I see
‘ ) myself in other industries how essential creativity is becoming, I
Do you work/or did you 5"""_°"";f";' Howdo | o rious how the labor market is developing. As every field,
work in a working lyc‘:;:";v‘"ﬁ ':;‘:‘d 8| the real estate industry also requires creatvity, which i the key
1 | e | “We have an hbrid model, and I personally do a lot of my work fostering creativity | 17 ¢ 80al of being distinguished.
work is mainly used? If | /70" iome- remotely?
yes. how does/ or did
the model look like? STEPH
“Tnnovative teamwork requires a true team-based aimosphere
where relationships are built via interaction and social time. Open Discussion
Do you think there s | Wien the ffot i made within the organization, managers .
> nk ihe notice a significant improvement. When employees are on sigh, s there anything topic
Gy | differencein fostering | e chance to connect with coworkers from all related I haven't .
creativity remotely to Y ! ¢ H1 y ‘No
departments and develop a solid understanding of the business mentioned that you wish
office-based work? dundersic ;
as awhole, as opposed 1o remaining online and focused just on
their own initiatives. This will encourage innovation and enable
inspiration and ideas 1o casily flow between departments.”
I yes[]
Whatare the challenes | 11 challns of e o are e st cervone
2.1 | i fostring exeatvity | 15 good inerner connection. Online. only one person should
Fs talk, otherwise the meeting isn'tclear, which makes harder for
some people 10 express their opinion. Some may lack the
Appendix F: Expert interview: Colliers 2
Interview Questionnaire STEP D:

Introductory Questions:
STEP A

Transformational leaders foster creativi

Position Information

Data Protection Agreement

DI | Position Name Senior Consultant
D2 | Employed since 2018
D3 | Position since 2020

D4 | Responsible Task

Real Estate Consultant

Responsible for how
many Employees

5

6

C6 | Language

German

Al | Declaration of consent | [ Yes (] No
A2 | Anonymously [ Yes I No
D =
STEP B:
Information about Interview
B1 | Date of Inter 04.08.2022

B2 | Place of Interview

Remote (Zoom)

To what extent is the leader transformational?

B3 | Name of the Interviewee

Felix Stemmler

B4 | Name of Interviewer

Lucas Stemmler

STEP C:

%
5 | E|ck % Miscellaneous or
H 5 Z/25| & |2 Comments
Z2 2 |28 £ |3
2| 3 |22 T |2F

Company Information

Asa leader do you act as

E1| 2 Role Model?

O
O
O
O
X

C1 | Name of the Company

Colliers International

As aleader, do you
respond to the individual
E2 | needs of your employees
in the working

i 2

O
O
O
O

C2 | Founding Year 1976
C3 | Employees 18.000
C4 | Country Germany

Asa leader, do you try to
motivate employees
intrinsically with an
inspiring vision?

€5 | Headquarter

Toronto, Kanada

C6 | Industry

Real Estate

As aleader, do you
stimulate the creative and
innovative abilities of
your employees?

‘Asa leader, do you try to
inspire the employee in
such a way that he or she
is not only self-motivated
but also acts on his or her
own initiative for the
company?

E:

n

XXIII
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Tuse transformational
leadership to lead my
employees

‘Eﬂ

X Yes []No

STEP F:

Cre:

Do you think creativity
rtant in your
business? Why?

F1

“You have to listen to different customers, and understand their
needs, in order 1o be creative and reach your goal, especially
when it comes 10 sales, and 10 reach a settlement. You have to
take employees in hand, show them that telephone acquisition is
very important, and they have to be creative to succeed.”

Do you pay attention to
F2 | promote the creativity of
your employees?

“Yes, in any case. It's very important because they are the ones
who sell the houses.”

How do you foster

“Creativity is fostered through cohesion, breaks and lunches in
our daily working life. There is also lots of creativity during our
work tasks, workshops, leisure activiies, sales iraining, weekly
video conferences with training, and feedback for both parties.

What are the challenges
G2.1 | in fostering creativity
online?

“With virtual distance, it is hard o have the right perception, to
transmit emotions, and sensitivity. When you feel bad at work,
and you are online, the lack of physical contact is even harder.”

How do you counter

“We meet as often as possible and do activities together, have
lunch, in order to build emotional bonds. However, we always
leave the employee their private space, 10 go on vacation or

G2.2 | these problems, as a leave earlier on Fridays, and find ways o answer people’s
leader? individual needs. From my experience, this is how remote work
goes very well. It is important 100 to break the routine, 10 allow
the employee s mind to wander about new ideas.”
1tNo ]
the-distance-does not
G23 | Ly roleinthe
Do-yorrapphy-the same.
G2.4 | practices-in-office based
work and remote work?
“Twould advise leaders to always keep up with the current
What tipps would you | trends, by motivating employees, being up to date, building
Ga | give toother leaders to | business, politics or emotional connections but always
> | foster creativity maintaining enough distance, a healthy distance, to be seen as a
remotely? respectful person who triggers creativity, by asking "so what are

vour ideas, what do you think about this new project?”

F3 | creativity? Which The most creative ideas come from less stressful situation, this is
practices? why we value activities that reduce the pressure. The most
important is the freedom you give to your team, in exchange they
have 10 bring you sales, otherwise they have to work longer in
the office.”
“The urnover has doubled since the company was founded, we
have results, and good feedback, our mentality is very sales-
How do you know your | 1" good fe k y is very
o driven, and the numbers have 1o be right. A common quote states
F4 | creativity practices are . and i b right. £ '
that “necessity is the mother of invention”, by creating a
working?
deadline for something new, we can force ourselves to
innovate.”
STEP G

Remote Work and Creativity

Do you work/or did you
work in a working
environment where

“We have hybrid models, with cross-departmental locations
which always need to communicate with each other, for
example, the office of Francfort can have a customer in
Hamburg. During the corona crisis, I only work from home, but
some activities can not be done from home, like using databases.

With the Covid-19
pandemic, there was or
s a rapid increase in
remote work and
therefore the leader has
to adapt to a new
environment. How do
you see the future as a
Teader with regard to
fostering creativity
remotely?

“1 believe that some niche jobs have developed and succeed
from working remotely, people do not feel the need 10 be in an
office. For our business market, online work isn't the best
option, we work with a B2C model where we have 1o be close to
the customer and the offices cannot stay empty. In other
branches, remote work is definitely possible, especially for
online work jobs, like software, where leaders must always
adapt to new envi and control the new i
Creativity can arise from changing the media and engaging
different thought processes (Mira software).”

STEPH

Gt :f;“rﬁ‘fs‘;?a'i‘:“"y‘l'l‘é‘;’;"" However, the meetings can be driven fully remotely, the Open Discussion
o) vt | customer meetingsoften too place online,the isitscan be s there anything topic
e | imed and shared online with a good camera. A creative way 1o | reated Thaven't oy eversthing was diseussed very well”
b improve our work was the application of the app team Adjust ‘mentioned that you wish » everyiing i4
360 degree visit.” 0 add?
“Yes, our company has a strong team-driven spirit, with a B2C
Do you think thereis | S€7Vice provider who has o deala ot with customers and
i mence i fosesing | €MPIoYees. An open-space ofice isindeed better,the meetings
G | oy | are easir offine because prosinity s very important. They can
e, be done remotely but I believe they have a better impact in
? person, we can perceive emotions much better and virtual
distance can be decisive for us in this industry.”
If yes ]
Appendix G: Expert interview: Mattel
Interview questionnaire STEP D:

Introductory Questi
STEP A

‘Transformational leaders foster creati

Position Information

Data Protection Agreement

Al | Declaration of consent

X Yes [No

A2 | Anonymously

O Yes X No

D1 | Position Name Consumer Products Manager
D2 | Employed since 2020
D3 | Position since 2021

Is the interview allowed
to be recorde

X Yes [ No

D4 | Responsible Task

Licensing Marketing

STEP B:

Ds | Responsible forhow | &
many Employees
C6 | Language German

Information about Interview

B1 | Date of Interview

03.08.2022

Key Questions:
STEP

B2 | Place of Interview

Remote (Zoom)

To what extent is the leader transformational?

B3 | Name of the Interviewee

Florian Plappert

B4 | Name of Interviewer

Lucas Stemmler

STEP C:

. | 2
5 |tk . |5 Miscellancous or
£z ¥ |2 i g Comments
22| 2 32| B |2
2z B |23 = |2
c£| 8 |82 T |=2¢F

Company Information

As a leader do you act as

E1 | 4 Role Model?

[m]
[m]
[m]
[m]
pxd

C1 | Name of the Company | Mattel Inc.
C2 | Founding Year 1945
€3 | Employees 36,300
C4 | Country Germany

C5 | Headquarter

El Segundo, USA

€6 | Indusiry

Toy Industry

Asaleader, do you
respond to the individual
E2 | needs of your employees
in the working

O
O
P
O

Asa leader, do you try to
motivate employees

E3 | inurinsically with an o|jojbjo|x
inspiring vision?
As a leader, do you
stimulate the creative and

E4 Oojo|o|x|0O

innovative abilities of
our employees?

‘Asa leader. do you try (o
inspire the employee in
such a way that he or she
is not only self-motivated
butalso acts on his or her
own initiative for the
company?

XXIV
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Tuse transformational
leadership to lead my
employees

E6

X Yes []No

STEP F:

ity

Do you think creativity
F1 | is important in your
business? Why?

“Yes in any case. It's very important to pay attention 1o how you
reach customers from in-store activities to online instore and -
commerce. You very often have to come up with measures with
an interesting marketing mix that meshes together. It makes
sense 10 use methods that are tailored o the target group.”

Do you pay attention to

practices?

F2 | promote the creativity of | “Yes sometimes but often when needed.”
our employees?
e freedom that employees can pariicipate in raining or
workshops. There is a lot of offer and many opportunities in our
How do you foster company. There is also a strong emphasis on open
F3 | creativity? Which communication. With the help of weekly meetings or daily jour

Jfix. Our managers can easily encourage creativity. In our
industry it is very important and therefore for some it is a daily

How do you know your
F4 | creativity practices are

working?

“Clearly through results and feedback discussions. We often
also look at whether it is really well received by the workers and
how we can also improve ourselves.”

STEP G

Remote Work and Creativity

Do you worklor did you
work in a working
environment where

“Hybrid, flexible model, one team day otherwise you can choose

‘meetings where each employee has a say. Everyone can express
themselves creatively and all team members can reflect on the
content, which also encourages creative thinking. "

G23

What tips would you
give to other leaders to
foster creativity
remotely?

“Find ways to ensure that employees take offers seriously and
work on themselves, best perhaps also with positive
rewards/incentives that you can apply and then happens.... make
sure that one also learned something in the workshop, test
knowledge, ask him so to speak with nerves that he pays
attention and show open ication.”

With the Covid-19
pandemic, there was or
is a rapid increase in
remote work and
therefore the leader has
G4 | to adapt t0 a new
environment. How do
you see the future as a
leader with regard to
fostering creativity
remotely?

“Online offers, software offer increases, direction VR,
Metaverse, sitting together in the office although home office,
simulate advantages”

STEP H

Open Discussion

G1 | remote work or hybrid | b0 T s there anything (opic
work is mainly used? I | "¢ 10 come- | related I havent "No. T can't think of anyth cously”
yes, how does/ or did mentioned that you wish | 0+ | ¢an't think of anything spontancously
the model look like? to add?

Do you think there is “T think face2face has more impact when you sit with people,

(2 | difference in fostering | you are much more in the subject than in front of the screen, you
creativity remotely to absorb more, at home you are distracted, you do other things
office-based work? while listening to ions for example.”

If yes
“Itis very important that all employees have a clear head. The
‘What are the challenges | work should be taken seriously and especially when it comes to
G2.1 | in fostering creativity important issues. What you often see is that people hide and let
online? other employees work for them. If you are in the office, this can't
happen.”
“I often have employees participate in workshops and tell them
How do you counter 10 make a summary for the team meeting from the workshops.
622 | these problems, as 1 This often encourages the employees to always listen 100% and
eader? " understand what the workshops are about. We also often have
: creativity workshops that you can participate in on a monthly
basis. Otherwise, as mentioned earlier, we have many team
Appendix H: Expert interview: Accenture
Interview questionnaire STEP D:

Introductory Questions:
STEP A

Transformational leaders foster creativi

Position Information

Data Protection Agreement

DI | Position Name HR Business Partner
D2 | Employed since 2002
D3 | Position since 2019

D4 | Responsible Task

HR Consultant

Responsible for how
many Employees

5

50+

C6 | Language

German

Al | Declaration of consent | [ Yes (] No
A2 | Anonymously X Yes[]No
D =
STEP B:
Information about Interview
B1 | Date of Inter 22.08.2022

B2 | Place of Interview

Remote (Zoom)

To what extent is the leader transformational?

B3 | Name of the Interviewee

Anonymously

B4 | Name of Interviewer

Lucas Stemmler

STEP C:

%
5 | E|ck % Miscellaneous or
H 5 Z/25| & |2 Comments
Z2 2 |28 £ |3
2| 3 |22 T |2F

Company Information

Asa leader do you act as

E1| 2 Role Model?

O
O
O
O
X

C1 | Name of the Company

Accenture GmBh

As aleader, do you
respond to the individual
E2 | needs of your employees
in the working

i 2

O
O
O
O

C2 | Founding Year 1989
C3 | Employees 710000
C4 | Country Germany

Asa leader, do you try to
motivate employees
intrinsically with an
inspiring vision?

€5 | Headquarter

Dublin, Ireland

C6 | Industry

Business and Strategy Consulting, Technology and Outsourcing

As aleader, do you
stimulate the creative and

E4 | innovative abilities of o|jojbjo|x
your employees?
‘Asa leader, do you try to
inspire the employee in
such a way that he or she
E5 | isnotonlyself-motivated | (] | O | O | X | O

but also acts on his or her
own initiative for the

company?
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E6

Tuse transformational
leadership to lead my
employees

X Yes []No

STEP F:

If yes )

What are the challenges
in fostering creativity
online?

Q
8

“In any case, the physical closeness, the communication within
the team, you always have to wait a bit to get answers.
Brainstorming methods are more difficult - you can't just sit
down in a group room and look for creative solutions. There are
many small details that add up and have a negative impact on the
promotion of creativity.”

“Yes, definitely. Creativity plays a very big role, especially in “During the corona pandemic, there has been @ major shift in
our industry. Every day, every employee encounter new hurdles thinking about creativity measures. We were able 10 work
Do you think creativity | that can often be overcome with the help of creative ideas. How do you counter around some of the problems with daily meetings and feedback
F1 | is important in your Through creative work, I also notice how excited my employees 622 | these proplems, asa sessions. We try to get in touch with our colleagues as often as
business? Why? are working for us. They are more open, more innovative and | adory possible 1o create a clear transparency. I find online tools and
et more involved in our meetings when they are given creative : other virtual brainstorming tools very helpful. New tools and
challenges.” ideas come on the market every day and you should always keep
“Yes, in any case, as | just mentioned, creativity plays a big role. them on your radar.””
Itis important to promote innovative creativity. New methods,
. " : . 1¥No ]
approaches and solutions are essential 10 survive in the market
. and to ouiperform other competitors. Therefore, 1 ry to use o
Do you pay explicit iperfe 1pe erefe ry In-your opiniondees.
i creative techniques as much as possible in order to promote the the distance-does not
attention 1o promote the ‘ ! G23
B2 | ity o vour willingness and motivation to work creatively. In today's world, play-sroleinthe
Y oLy HR plays such a big and important role in the labor market Focterine croativity?
employees' $ i
because there are many attractive employers, and you need to ‘Do-you-apphy-the same
retain your employees. This can only take place with innovative G2.4 | practices-in office based
and creative ideas that present you better than other work and-remote work?
companies. _ — “My tips are clear communication within the team and across
‘Many people find it difficult to promote creativity in their What Tiops would you | ™€ board. Try to motivate your employees so that they are also
company, but you just need to know the basic building blocks reto e onders o | very motivated 1o find new ideas on their own. Feedpack is an
and how human thinking works. At Accenture, we use many G3 %mm eres important factor. And of course, all the new important tools you
How do you foster different ways, such as having daily meetings where each o can use to overcome the online hurdle. For example, we are
F3 | creativity? Which employee can freely present their ideas and thoughts. This remotely? currently using a new collaborative whiteboard o0l which
practices? encourages every member of the team t0 think and help shape works very well in terms of creative and innovative work.”
the ideas. Feedback plays a big role here. Furthermore, we have With the Covid 19
many opportunities with training and solutions demos 1o support ' e
our employess.” ﬂ‘::s:f-:::;:«:ﬁ | “The future of working models will clearly remain a hybrid
How do you know your | “Clearly through the resulis that are achieved. When the resul remote work and model. It is important to adapt your company and 1o keep up.
F4 | creativity practices are | is positive, ! realize that this kind of support or freedom has therefore the leader has | Vi the trend. I believe that AL AR and other new possibilities
Working? e ed ot o | o e will drastically change the sector here as well. I am very excited
Enwm‘;mem How do | @bout what will happen in the near future, and I am convinced
STEP G ot see the foture as a | that many work steps will become the norm, whether they take
]);a der with regand ot | place online or offine. There will soon no longer be any big
differences there.”
Remote Work and Creativity fostering ereativity
remotely?
Do you worklor did you
. STEPH
work in a working “Yes, we have a hybrid working model where each employee
environment where ¢ :
oy | can decide how often they can go 10 the office. Most of the time
G1 | remote work or hybrid | ;i 1o days that we agree on in the team so that Open Discussi
work is mainly used? If | " 4 '8 pen Discussion
how docy) ordid | evervone i there.
yes, how does/ or di s there anything topic
the model look like? related I haven't . . .
Do you think there is | “Ves, in my opinion in any case. The physical closeness to the HL | o entioned that you wish | O everything was discussed in great detail.
(2 | difference in fostering | employees is simply missing. You can act much better and {0 add?
creativity remotely to | analyze their emotions and can then act in a more targeted
office-based work? way.”
Interview questionnaire STEP D:

STEP

Transformational leaders foster creativi

Introductory Questions:

A

Position Information

Data Protection Agreement

D1 | Position Name Partner
D2 | Employed since 2010
D3 | Position since 2010

D4 | Responsible Task

Project Management

Responsible for how
many Employees

5

150+

C6 | Language

German

To what extent is the leader transformational?

%
5 | E|ck % Miscellaneous or
H 5 Z/25| & |2 Comments
Z2 2 |28 £ |3
2| 3 |22 T |2F

Asa leader do you act as

E1| 2 Role Model?

O
O
O
O
X

As aleader, do you
respond to the individual
E2 | needs of your employees
in the working

i 2

O
O
O
O

Asa leader, do you try to
motivate employees
intrinsically with an
inspiring vision?

Al | Declaration of consent | [ Yes (] No
A2 | Anonymously X Yes[]No
R
STEP B:
Information about Interview
B1 | Date of Inter 24.08.2022
B2 | Place of Interview Remote (Zoom)
B3 | Name of the Interviewee | Anonymously
B4 | Name of Interviewer | Lucas Stemmler
STEP C
Company Information
C1 | Name of the Company | MGRP GmbH
C2 | Founding Year 210
C3 | Employees 35
€4 | Country Germany
C5 | Headquarter Crailsheim
C6 | Industry Start up - Strategic Consulting

As aleader, do you
stimulate the creative and
innovative abilities of
your employees?

‘Asa leader, do you try to
inspire the employee in
such a way that he or she
is not only self-motivated
but also acts on his or her
own initiative for the
company?

E:

n
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Tuse transformational

What are the challenges
G2.1 | in fostering creativity
online?

“Clearly the virtual distance. It is difficult to analyze the
emotions and feelings of an employee via the camera. You have
less control over the employees on the whole. But this can also
be a good factor for creativity, because I want 1o give my
employees a lot of freedom.”

How do you counter
G2.2 | these problems, as a
leader?

“We try 10 be in contact as often as possible because
transparent communication is one of the most important factors,
not only to promote creativity. We use many different online
100ls 10 foster our creativity. For example, we use Jira to
visualize different Kanban boards and to brainstorm and work
through new activities. Miro is also a very important tool for
brainstorming activities. Besides online tools, we often have
explicit creativity workshops where we are briefed by other
parties. We then bring this new expertise to our clients.”

What Tipps would you
give to other leaders to
Toster creativity
remotely?

“Clear and open communication, inspire your employees
through inspirational leadership. Be a role model and take all
your colleagues' suggestions seriously and try to put yourself in
their shoes. In today’s world, it is important to be an agile and
purposeful company, and creativity simply plays a big role here.
Adjustments and changes are hurdles of every worker that can
often be successfully and purposefully overcome with creative
ideas.”

With the Covid-19
pandenmic, there was or
is a rapid increase in
remote work and
therefore the leader has
G4 | w0 adapt 10 anew
environment. How do
you see the future as a
leader with regard to
fostering creativity
remotely?

“The world as we know it is changing and 5o is the world of
work. I very much believe that remote work will be a constant
companion and will stay with us forever. Remote work has
‘become the norm. There are many hurdles 1o overcome but I
believe with the future of tools and new technologies this can be
easily overcome. I am excited about the development of
creativity techniques in the near future and which ones will be
consolidated in the company. It is important to always stay up to
date in order to survive in the market.”

STEPH

Open Discussion

s there anything topic

i | related Ihaven't

mentioned that you wish
add?

“No”

E6 | leadership to lead my X Yes (INo
employees
STEPF:
Creativity
“Yes, definitely. Creativity is very important in our industry,
especially because we are a small company. We always need
: <t | new ideas and approaches to owtshine our competitors.
Do you think creativity | /1" fdeas and appre ine "
F1 | is mportant i your | Acauisiton s very important, especialy or us. We have to siand
W out and present an attractive offer with our special possibiliies.
business? Why? ! ° )
Creativity is also often required in the project itself. We rarely
have the same situations in our job. We always have to adapt,
and that's where creativity is essential.”
Do you pay explici Yes, [ am rying to foster continuously, but it is very diffcult to
always do so in the right situation. All employees are different
atiention to promote the
F2 and different people need different management styles. If I take
creativity of your ! ‘ geme
" transformational leadership style as a direction, I have ofien
employees? i
been shown that it works best
“Clearly through many different creativity techniques. Feedback
rounds are our daily business. We grow and improve from
Jeedback. Otherwise, I often give out tasks with a creative
background. For example, we have a meeting with the whole
How do you foster company where one employee has to collect a weekly trend
F3 | creativity? Which analysis and the resulting ideas for our company. Otherwise, I
practices? often assign tasks with a creative background. For example, we
have a meeting with the whole company where an employee has
10 create a trend analysis and present the resulting ideas to the
company. Here you notice how all employees are inspired and
contribute many innovative and creative possil -
How do you know your
F4 | creativity practices are | “Clearly, from the results I'm seeing.”
working?
STEP G
Remote Work and Creativity
Do you worklor did you
work in a working
G f:"V“;:’c“‘Tgf‘; ::‘ﬁ;“bri | “Wework almost exclusively from our home office. We rarely
€ worl have to visit our clients.
work is mainly used? If
yes. how does/ or did
the model look like?
Do you think there is | 7 think there are differences, but it doesn't always have o be
Gz | difference in fostering | negative. There are also ways 10 get around these hurdes or
#2 | creativity remotely to | even better than in the office. The distance clearly plays a factor
office-based work? in human closeness that should not be lefi out.”
If yes X
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Appendix K: Expert interview: Code Tree

Themes

Development
Knowledge
Unleash human potential
Improvement Idealized Influence
Analysis
Expertise
Interact
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Appendix L: Survey: Questions

Part 1

Promotes intelligent,

rational, and carefully
IS | ¢onsidered problem ojo|o/ oo
o what extent is the leader transformational? solving
Constantly questions
= 192 | hings ojojolojo
= | = g &% Makes innovative
T= g SlE 2| Miscellancous or 153 | suggestions o/ojojgojo
s |2, E 5 |EZ omments Reexamines critical
Z |0 & | & =% 15.4 | assumptions to question
|83 2| ¢ ek whether hey are o|p|ojo|o
appropriate
My Leader or Manager...
Part2
Idealized Influence: Influence through role model function
Due to the Covid 19 pandemic beginning in 2020, the world of work has been drastically changed
11.1 | Conveys pride, respect Ololololo and almost all arcas of business have been turned upside down. Many sectors have had to accept a
" | and gives confids . i
and gives confidence shift to home office and therefore many concepts and have been
Puts own interests aside
2
for the group ojojojgjo To what extent do you/ or did you work from home office? Where 0% is completely onsite and
Has ethical and moral 100% is completely home office.
13 | principles oojojolo P
WM | o 0 100
Demands and encourages
114 | the highest level of Ol0o ojglog
s CuTmumc_:ucs vawsand [ | o [ o | 0| O
goals
Individual C ‘Takes individual into account
IC.1 | Takestime foremployees | (1 | OO | O | O | O
Promotes individual
1€2 | gevelopment ojojojo|o
‘Treats each employee as
1€3 | an individual ojojojo|o
Is a coach and provides
14 | pidance o|ojojoo
Inspirational Motivation: Inspiration and motivation
i | Leoksoptimisticaly o [ o [ [ o [ o | g
! | the future
IM.2 | Radiates enthusiasm Oojoojo|o
Offers attractive visions
™3 | for the future ojojojo|o
Conveys confidence and
IM.4 | trust that goals will be Ol0o ojglog
achieved
Intellectual Stimulation
Part 3 Part4
Level of the Individual Creativity :;vf:‘: In the virtual Environment: Which of these possible options can be linked to your
s Ex.1 | Dy or weekly online O
2 meetings
1 gt % Miscellaneous or EX.2 | Online feedback [}
2158 & ine feedback ses
S| F|£% ¢ ¢ Comments
Z2 & |2 = 2|z g Ex.3 | Usage of brainstorming 0
ci| a3 |8 T |22 o
) . EX.4 | Online events afier work [}
Intrinsic Motivation Items
Offer of online training
Tenjoy finding solutions EX.5 O
IM.L[ |, complex problems ojojo oo
L enjoy coming up with Ex.g | Usage of collaborative O
| Whiteboard:
IM2 | |0\ ideas for products ojojo oo iteboards
I3 | el ke gjo/ojg|o
Y ] EXP.2 In the virtual Environment: Which of these possible options can be linked to your
I enjoy creating new work?
M4 | rocedures forwork asks | 0 | 0| 0| 0| O Thave the recdom ©
Tenjoy improving EX.7 | manage myself to achieve O
IMLS | existing processes or Oo|jo|lo|o|o the desired goal
products
Exs | MY ?:rsozal needs are O
Creativity Items considere
Tean contribute to the
I demonstrate originality EX.9 | company in an innovative O
CLL i1 my work oojojojo and unrestricted way
T take risks in terms of Positive changes are
CL2 | producing new ideas in olojo|g|dg EX.10 | recognized or even ]
doing job rewarded
1 find new uses for Ex.11 | Strong communication O
CL3 | existing methods or Ooloj0|g|g *" | within the team
equipment’s Ex.12 | We explore and test new O
1| Lsolveproblems nathad | o | [ 5 | o | O 12 | methods and tools
caused other difficulty
Ltry out new ideas and
CLS | proached toproblems | 3 | O | O | O | O
T Identify opportunities
CL6 | fornew Oojojo|ojo
T generate novel, but
CL.7 | operable work-related Oojo|o| o0
ideas
Iserve as a good role
CL8 | 1nodel for creativity o/o/ojg|o
1 generate ideas
L jonary wourfied | D | 0| 0 | 0| 0O
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Appendix M: Survey Demographic: Age, Sex, Employment Status, Country of Residence

Survey Demographic: Age

Age

300

~
=]
=

Frequency

100

18-24 years old 25-34 years old 35-44 years old 45-54 years old 55-64 years old

Age

Survey Demographic: Sex

300

]
[=]
=]

Frequency

100

Male Female Non-binary / third

Sex

gender

Prefer to self-
describe
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wi
2
a
-
=
3
2 ]
2 =
s £
N i
N
=
O
g
>
2
[=F
g
e}
=)
IS
=
o0
o
=)
)
D (=] (=] (=] (=] (=]
W 2 g 2 ] E
Aduanbaa
5 4
N

Working part-time Student Other

Working full-time

Employment Status

Uzbekistan
Uruguay

United States of America
United Kingdom of Great
Britain and Northern Ireland

Ukraine

Sweden

Slovenia

Sao Tome and Principe
Portugal

North Korea
Netherlands
Luxembourg

Italy

India
Greece
Germany
Georgia
Costa Rica
China
Canada

Country of Residence

Bulgaria

Country of Residence

Brazil
Benin
Belarus
Barbados
Bangladesh
Bahrain
Austria

Australia
Armenia
Argentina
Andorra
Algeria
Albania
Afghanistan

o o
= =
& =

Asuanbaug

300

Survey Demographic: Country of Residence
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Appendix N: Survey: Correlation: Spearman’s rho

Correlations
Trans.Index  Crea.lndex  Exp.Index HO_1
Spearman's rho  Trans.Index Correlation Coefficient 1,000 662" 196" =011
Sig. (2 -tailed) o <,001 <,001 808
M 453 453 453 453
Crea.ndex  Correlation Coefficient 6627 1,000 2327 ,040
Sig. (2 -tailed) <,001 . <,001 401
M 453 453 453 453
Exp.lndex  Correlation Coefficient 196" 232" 1,000 101"
Sig. (2 -tailed) <,001 <,001 ,031
N 453 453 453 453
HO_1 Correlation Coefficient -,011 ,040 ,101' 1,000
Sig. (2 -tailed) ,808 401 031
N 453 453 453 453
== Correlation is significant at the 0.01 level {2-tailed).
*_ Correlation is significant at the 0.05 level (2-tailed).
Appendix O: Survey: Regression: Modell Summary
Model Summaryh
Change Statistics
Model R R Square Adé:it:rde ® %;i EEsrtli’r?r:a?:z R(:S}"lqal:'lagteEE F Change dfl df2 Sig. F Change E’\:'Jartgit;’ln_
1 ,661% (436 433 42608 436 115,897 3 449 <,001 1,359

a. Predictors: (Constant), HO_1, Exp.Index, Trans.Index
b. Dependent Variable: Crea.Index

Appendix P: Survey: Multiple Regression Test: Anova

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 63,122 3 21,041 115,897 d,ﬂﬂlb
Residual 81,514 449 ,182
Total 144,636 452

a. Dependent Variable: Crea.lndex
b. Predictors: (Constant), HO_1, Exp.Index, Trans.Index
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Appendix Q: Survey: Multiple Regression Test: Coefficients

Coefficients®
Standardized 95,0% Confidence Interval for
Unstandardized Coefficients Coefficients B Collinearity Statistics
Model B Std. Error Beta t Sig. Lower Bound Upper Bound  Tolerance VIF
1 (Constant) 1,424 ,140 10,186 <,001 1,149 1,698
Trans.Index ,569 034 ,613 16,765 <,001 ,503 636 ,940 1,064
Exp.Index ,038 ,009 ,148 4,053 <,001 ,019 ,056 ,944 1,059
HO_1 ,001 ,001 ,039 1,107 269 -,001 ,002 ,989 1,011

a. Dependent Variable: Crea.Index

Appendix R: Survey: Multiple Regression Test: Quantile-Quantile-Plot

Normal P-P Plot of Regression Standardized Residual

Expected Cum Prob

Dependent Variable: Crea.Index
1.0

0,8

0,6

0,4

0,2

0,0 0,2 0,4 0,6 0,8 1,0

Observed Cum Prob

XLIIT



Appendices

Appendix S: Survey: Multiple Regression Test: Scatter Plot

Scatterplot
Dependent Variable: Crea.lndex

a
=
m
> 2 °
-
[
S
b5 o ‘.
& o
T o
N
= °
3 °
H] °
@ ®
c -2
5]
k7]
wi
1]
=
E [ ]

-4

-4 -2 ] 2 4 B

Regression Standardized Residual
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