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exchange (ILMX) on the relationship betwefd iiilasic mgliwtion and creative
performance among Indonesian radio statiofl inagers, US nirinsic motivation as
input model, the authors identified that 4lI% Vanahle is @nvely related to creative
performance. The study hypothes.f:ecl g Me*acier"-me exchange (LMX) moderate
the relationship between intri@ e nii@iiion Wn t:ve performance. Among a
sample of 269 Indonesiagf vadio. Wtalouday s, results found that intrinsic
motivation was positively reldlel to SLeliive rmance when the two dimensions of
LMX (Affect and Perceived com‘rz’hfmon) é (igh.

The main purpose of the article is to investigmh the imﬁ‘ac; " L eader-member
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NTRODUCTION

gforpiation era in 1998, the Indonesian radio landscape has undergone important
nt Jivs been the emergence of so-called community radio, which is meant as an
copdiiercial radio. Community radio practitioners have struggled for legal acceptance
of their activities in thS new Bidadcasting Law. As a consequence, commercial private broadcasting in Indonesia
has expanded rapidly aiid"at the same time saturated the radio frequencies, especially in big cities, e.g. Jakarta,
Bandung, Surabaya, Semarang and Yogyakarta. Therefore, community radio operators merely select a fiee
frequency and broadcast on it, using homemade low-powered transmitters and cheap broadcasting equipment.
Interestingly, they were operating without applying for government permission (Senevirantne, 2003). Within two
years since the Reformation era, the number of independent radio stations grew by more than 30 percent, from
about 750 to more than 1000 stations (see, Davis, 2005 at http://www.asiawaves.net). The amount has indicated
that this industry faces high competition. Since the appearance of information technology revolution, radio
broadcasting business faces various challenges from the continuously renewal of information and news, and to
create new and creative entertainment programs.

Since the emerfing

In today’s rapidly growth of radio broadcasting business, it is critical for managers to do their best to
ensure and realize that creativity is one of the most important elements in order to achieve high performance.
Considering this, researchers (for examples, Amabile & Gryskiewicz, 1988; Cooper, Clasen, Silva-Jalonen, &
Butler, 1999; Ford & Gioia, 2000; Conti, Collins & Picariello, 2001; Baer, Oldham & Cummings, 2003; Farmer,
Tierney & Melntyre, 2003; and DeVoe & Iyengar, 2004) have focused on the understanding of how the myriad of
interacting potential creators (i.e., managers) and managers” operating context which can foster their performance.
As being stated by Amabile (1997), when people were primarily motivated by their interest in the work and the
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enjoyment of that activity, they were more creative than they were primarily driven by some goal imposed on
them by others. To be motivated means to be moved to do something. A person who fecls no impetus or
inspiration to act is thus characterized as unmotivated, whereas someone who is energized or activated toward an
end is considered motivated. Most everyone who works or plays with others is, accordingly, concemed with
motivation, facing the question of how much motivation those others, or oneself, has for a task, and practitioners
of all types face the perennial task of fostering more versus less motivation in those around them. Intrinsic
motivation refers to the extent to which an individual is excited about a work activity and engages in it for the sake
of the activity itself. Therefore, inquiry into the intrinsic motivation-creativity dynamic in organizational behavior
research would be fruitful (Afdhal, 2003).

Indonesian radio channels have been producing many programs. These programs range from
entertainment to education with target audience ranging from children to old folks. Radio channels in Indonesia
has unique ability to target and reach very specific audiences, then, need interesting programs in order to capture
the interest of listeners. In today’s rapidly changing environment, creativity is not only necessary for a competitive
advantage, but is also contributing to organizational innovation, effectiveness and survival (Amabile, Conti, Coon,
Lazenby, & Herron, 1996). A large body of literature has examined the possihilify that creativity is affected by a
variety of individual characteristics, such as demographic and biographic va@ablcy { Bierney & Farmer, 2002) and
intrinsic motivation (Amabile, 1997, Tierney, Farmer & Graen, 1999). Allhofith & fw previous studies have
shown significant relationship between intrinsic motivation and work pagforméice (Wmalwle, 1997; Deci, Ryan &
Koestner, 1999), additional inquiry into the role of operating mafigais it prebnyndew ideas and creating
helping behaviors among members would be interesting. Whth the™ aders
interpersonal relationship is seen as the level of his’her affftlian for the fol& r, and his/her perception of
follower’s work contribution toward him/her is high (Bhal & Snsar1, J0R0), i% Q‘Iﬂ(ely that he/she will use his/her

personal characteristics and motivation as inputs to the opodiiievaluatio ¥is/her current efforts with regard to
creative performance. Therefore, the questions thiit wélld Boansiered N‘

¢ Do managers’ ntrinsic motivatior;p’i/:-/.-siﬁve‘-ly tolilc th i crodive performance?
e Does it depending on the qualitfol' theis inl‘el_.pemonz:;l{%ﬁonship with the employees?

Realizing the importance of extending credliiily studit"h \; this article will focus on an empirical evidence of
individual creativity in order to gaplain the relalionship@rg creativity-relevant variables.

CONCEPTUWA LW ’Wl WORK AND HYPOTHESES

, dyion creatwitly showed that enhancing the individual creative performance is a
necessary step pvhen atiolls are to achieve competitive advantage (Oldham & Cummings, 1996).
iffih (1993) have proposed an interactionist model of creative behavior at the individual
an &1 al. (1993) suggested that creativity is the complex product of a person’s
hé Situation is characterized in terms of the contextual and social influences that
atiyt dccomplishment. The person is influenced by various antecedent conditions, and
he or she brings to bear motidhition. Within the person, intrinsic motivation aspect is related to creative behavior.

CREATIVE

INTRINSIC MOTIVATION PERFORMANCE

LEADER-MEMBER
EXCHANGE

Figure 1 Posited relationships among all variables
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The framework (Figure 1) summarizes the ideas, variables, and relationships that will be explored in
this article. The model will explore the direct relationships between the independent variable, that is, intrinsic
motivation with the dependent variable, creative performance.

The predictor of the present research is intrinsic motivation. Intrinsic motivation has been cited as one of
the most prominent personal qualitics for the enhancement of creativity (Amabile & Gryskiewicz, 1988).
Motivational orientation may be partially shaped by the environment, but there is also evidence suggesting that
motivation orientation is a stable trait like nature (e.g. Amabile, Hill, Hennessey, & Tighe, 1994). Most theories of
motivation reflect this attention by perceiving motivation as a unitary phenomenon. People are not only different
in the levels of motivation but also different in the kinds of motivation. People are not only different in motivating
level (that is, how much is the motivation), but also in the orientation of that motivation (that is, what type of
motivation). Orientation of motivation relates to goal and based on attitude that give rise to action. For the sake of
learning motivation, we will make use of Self-Determinant Theory (SDT; Deci & Ryan, 1985).

Self-Determination Theory distinguishes between different types of motivation based on the different
goals and considerations that give rise to an action. The most basic distinction is between intrinsic motivation
which refers to doing something because it is inherently interesting or enjoyalii&l ad extrinsic motivation which
refers to doing something because it leads to a separable outcome (Deci & Ry, 1985). Interestingly, intrinsic
motivation has emerged as an important phenomenon to be investigated. Siiicitrindidinotivation results in high-
quality of learning and creativity (Amabile, 1985, 1997; Conti gl 2005 Jiril %"Harackjewicz, 2003;
Hennessey & Amabile, 1998; Oldham & Cummings, 1996; and Tidhicy ¢l ah, 1000l especially important to
detail the factors and forces of creative performance. In the gt Sint reseail, ({u otion will be stated in the
intrinsic motivation hypothesis of creativity. An intrinsically didtivaliiistate is & cive to creativity, whereas an
extrinsically motivated state is detrimental (Amabile, 19855 Feople arcivid &bﬁﬁriﬂsically motivated to engage
in a particular task if they view their task engagafioht W motivat@rimarily by their own interest and
involvement in the task. By contrast, people agf shid 10 be ebuneidallinwiivated to engage in a task if they view
their task engagement as motivated primarif 85 exieingl zodls Slich aNhe promise of reward or the expectation of
evaluation. Self-Determination theory @UCi8 Ryl 1985) % ses that intrinsic motivation can be under

i

minded by the imposition of salient extrifisis, consiiin i i peilosmance.

Self-Determination Theory uses ar @i Banistivic, ‘tical metatheory which 1s quite different from the
more mechanistic metatheories Wadkrlving most Surr ries within the empirical psychological tradition (Deci
& Ryan, 1985). Deci and Ryan (1088 statgil Ihat'SWA assumes that people are active organisms, with mnate

tendencies toward psychological grofiihi il d&yclopment, who strive to master ongoing challenges and to
integrate their expcg mto, a cohe% Mse of self. This natural human tendency does not operate

automatically, hopfever, b stead requi ngoing nutriments and supports from the social environment in
order to functiogfe ly. ¥hat 8, the social context can either support or thwart the natural tendencies toward
active engagem ologitil growth. Thus, it 1s the dialectic between the active organism and the social
context that is thg basi 's puedictions about behavior, experience, and development

effective volitional action. It manifested in behaviors such as playing, exploration, and challenge secking that
people often do for no cxicrnal rewards. It is prototypic instance of human freedom or autonomy in that people
engage in such activity with a full sense of willingness and volition (Deci et al., 1999). According to cognitive
evaluation theory, intrinsic motivation is an inherent motivational tendency that has evolved because it entails
many adaptive advantages, but it still requires environmental supports (Ryan & Deci, 2000). In addition, cognitive
evaluation theory proposed that the necessary supports are opportunities to satisfy the innate needs for competence
and self-determination (Ryan & Deci, 2000).

Leader-member exchange (LMX) is posited as a moderator of the relationship between intrinsic
motivation and creative performance. The moderating effect of LMX on these relationships is based on the
contingency model. The model described how the situation moderated the relationship between creativity and
motivation. Creativity was posited to be a consequence of personal motivation when condition, that is LMX,
conducive to come up with new and useful ideas as a response to exist intrinsic motivation. With its strong focus
on supervisor-employee dyadic interactions, the LMX model position leadership as a relational phenomenon
serving as a conduit for a number of relevant organization criteria (Graen & Uhl-Bien, 1995). Based on this
viewpoint, Bhal and Ansari (2000) suggested that future studies should include measures that focus on leader
behaviors and characteristics. The present research, therefore, will measure the moderating effect of LMX from
two dimensions, namely affect and perceived contribution. Furthermore, we postulate that the offer to build a
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partnership in LMX is based on these two factors. An offer will not be made and accepted without the
combination of the level of affection the leader has for the follower, and the leader’s perception of follower’s work
contribution toward leader (Bhal & Ansari, 2000). A number of measurements have been developed that attempt
to reliably assess the LMX. One of the most widely used and respected is a version of Bhal and Ansari’s (2000)
measurement. There are three perspectives of measuring LMX: leaders’ perspective, members” perspective and
relationship perspective. The present research will measure the LMX from leader’s perspective.

Hypotheses development

In this section, hypotheses are developed in order to test on the relationships as posited in the theoretical
framework. The following sub-section discusses the relationship among the constructs of the present research, and
introduces several hypotheses based on those relationships.

Intrinsic motivation and managers’ creative performance

An intrinsic motivation orientation has been postulated by many rescarchers as key ¢lement in creativity (Amabile
& Gryskiewicz, 1988). Amabile and Gryskiewicz, (1988) postulated that 4 N8 kssary component of intrinsic
motivation is the individual’s orientation or level of enthusiasm for the aghivity Hilnse it affects a manager’s
decision to initiate and sustain creative effort over time, intrinsic motivationdiis bewt cited as one of the most
prominent personal qualities for enhancement of creativity (Amabile S8 skitiiad 'l &'the expected positive
relation between intrinsic motivation and creativity was supported by Tierig s CUal (488%) study. They found that
when someone enjoys creative-related tasks, his or her levelgil Bieative b;lli)&?hlgh. In view of the above
discussion, the following hypothesis is formulated:

H 1: Intrinsic motivation is positively related fonieiiligers’ cr‘ec@a ?erformance.

Moderating effects of leader-member excl;aiiée ' : &\

Most of studies in LMX field (e.g. A0icaan, 1 hod -Bien, 1992; Scandura & Lankau, 1996;
Borchgrevink & Boster, 1997; and Boyd & Tayior 1000 pi;é&%'ﬁ?d LMX as an independent variable. Inception
research and theory on LMX was reviewcd diid catéiori Cording to antecedents and consequences of LMX
(Kim & Organ, 1982; Liden, Sparrowe & Way’ne, 19@2 review demonstrated that LMX was determined
by a number of antecedents, arith Whturn, infliienc ide range of individual and organizational outcomes.
Interestingly, a few researchers atitiipted 1 1 tigate LMX as a mediating (e.g., Manogran, Stauffer &
Conlon, 1994, Perizade, 2005} or mouaiator % bles (e.g., Kozlowski & Doherty, 1989; Scandura & Graen,
1984; Sparrowe, Kigimer, 20 at relate the relationship between several antecedent variables
performance™or outcomes. Despite the importance of LMX research to the
literature, Liderfe idenfified a number of ways in which theory and empirical research on LMX can
' 1 relbiionship between individual characteristics and creativity becomes strong,

, rclh LMX is posited as a moderator variable. LMX is posited as a moderator
variable in the p archl since there 1s a lacuna pertaining LMX research on creativity. LMX is an
important topic to.anvestigadlbecause it helps to explain key organizational outcomes (Graen & Uhl-Bien,
1995). A better understaiiding of the LMX construct may lead to improve managers’ outcomes through their
high quality in leader-subordinate relationship. Based on the interactionist of organizational creativity model
(which was developed by Woodman et al., 1993; see Figure 1) and the determinant factors of creativity model
in Tierney’s et al. (1999) study, the present research develops a model that focus on manager’s (individual’s)
creativity. Through a new development model of managers’ creativity, we hope that it will enhance knowledge
to identify the intrinsic motivation that influence individual’s outcomes or performances, while LMX plays a
role as a moderator. These findings imply that when a manager has a higher-quality LMX relationship, the
relationship between intrinsic motivation and their creative performance is likely to be stronger than when the
quality of LMX is low. Results of previous studies provide some support for the expected of LMX that it
posited as a moderator of the relationships among some personal characteristics to the managers’ creative
performance. Based on dimensionality of LMX measurement by Bhal and Ansari (2000), the following
hypotheses are formulated:

therefore, in th

H 2: When managers have high quality of affect, the positive relation between intrinsic
motivation and their creative performance is likely fo be sironger.
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H 3: When managers’ perception of followers’ work contribution toward them is high, the
positive relation between intrinsic motivation and their creative performance is likely to
be stronger

METHODS

Research setting, Participants and Procedures

The present study was addressed on the generation of new and useful ideas by individual operating managers in
the Indonesian radio broadcasting industry. Therefore, unit analysis of the present research is individual, that is,
the radio station operating managers. The sample unit is respondents who are reported as operating managers that
are engaged in reporting news, producing entertainment programs, creating advertising, and developing new
media areas. Although the population of radio broadcasting mdustries in Indonesia consists of 1217 radio stations
(see Davis, 2005 at http:/www.asiawaves.net/indonesia), due to time constraint, convenience sampling was
employed. A total of 269 operating managers as respondents of 95 radio stations (companies) in Indonesia
participated.

We collected data from two sources. The respondents of the presglil studi Were top managers and radio
station operating managers (that are, news managers, music managers, tecliicdl masigcrs, advertising managers,
and program managers). Operating managers completed a questighiidiie Bk iV luged™measures of intrinsic
motivation, leader’s LMX quality, and demographics. Each opditting ilatiagcr’ ervisor (top managers)
completed a separate rating-form for the operating manager evalliliiihe their o éagiPperformance. To ensure that
the responses of operating managers match with the rating-fdiii by ip managgg ¥ evaluation, each of these two
sets of questionnaires were designed with the matching colle. Based oni iis %ﬂ of the questionnaire guideline,
the procedure of answering questionnaire was employad@ ol Firgtiy, h questionnaire was distributed to the
top manager of radio station. Secondly, anothgf Setdil quisiigniig ﬁ'@@ then distributed to the radio operating
managers. These 2 sets of questionnaires #ie difibeyd in Ballir ¢ the top manager would evaluate their
operating managers” creativity. The ques@iiiinaisforitiie rdilio L%n operating managers would measure all the
independent and moderator variables ol iiSyprescit study 1 ondents (that are, the radio station’s operating
managers) are required to write their names 4 job poslt the questionnaire for the purpose of relating their
questionnaires to their rating fomm (refer to the natc e) They were assured that all information provided
will be kept completely confidenitidivThe quesiivnn &s designed into two languages that are, Indonesian and

English (original version). \’

t study is to a¥8ess creativity. Consistent with prior research, creative performance
was assessed byf's tings (e.g., Madjar, Oldham, & Pratt, 2002; Oldham & Cummings, 1996; Scott &
Sci tiye performance was measured with a 13-item scale completed by the supervisors
(George & Zho 2002 eac f the operating managers was rated by his or her top manager (Cronbach’s alpha =
that 'ne top managers were very familiar with the work behavior of the operating
managers they were tating €0 a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree) top
managers were asked 10 indicate how characteristic each of the 13 behaviors in the scale was of the operating
managers they were rating. Their responses were averaged for an overall score. Examples of the items are,
“He/she always comes up with creative solutions to problems™ and “He/she always suggests new ways of
performing work tasks™. George and Zhou (2002) reported Cronbach’s alpha of this measurement of .98.

Measures

The participants’ creativity, that is, the radio operating managers’ creativity were assessed by a
questionnaire which was incorporated into 2 sections. The 2 sections consist of intrinsic motivation, and leader-
member exchange.

Intrinsic motivation. The present research has adopted the intrinsic motivation measurement of Tierney’s
et al., (1999) study, which consist of 5 items based on the work of Deci & Ryan (1985). Participants respond on a
S-pomnt Likert type scale ranging from strongly disagree (1) to strongly agree (5). Items targeted are enjoyment for
activities related to generating new ideas. Examples of the items are, “I enjoy coming up with new ideas for
products™ and ‘T enjoy creating new procedures for work tasks™. Tiemney et al., (1999) have presented extensive
evidence demonstrating that the scales are highly reliable, with an alpha of . 74.

Leader-member exchange. The study focused on measuring LMX from a single (leader) perspective.
Leaders” LMX quality was treated as separate constructs and conceptualized as perceptions that reside within the
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individual independently of the perceptions of the dyadic partner. This conceptualization of LMX is not radical in
the sense that it conforms to the empirical study conducted by Heneman, Greenberger and Anonyuo (1989). The
LMX questionnaire (Bhal & Anshari, 2000) was into two dimensions, namely, affect and perceived contribution.
Liden and Maslyn (1998) have four dimensions, namely, affect, loyalty, respect, and contribution. Erdogan,
Sparrows, Liden and Dunegan (2004) mentioned that it can be collapsed into two categories: contribution and
affect-based exchange. They labeled professional respect and contribution as contribution-based exchange because
these dimensions emphasized work related aspects of the exchange. Then, there are affect and loyalty dimensions
which are considered as affect-based exchanges, because they emphasize the interpersonal aspects of interactions.
Bhal and Ansari (2000) reported an alpha level of .95 and .93 for the perceived contribution and affect dimensions,
respectively, when LMX was measured from manager’s perspective. Therefore, the present research used these
two aspects of the exchange. For instance, on a 5-point scale of (1) not at all to (5) very much, the operating
managers of radio station responded to the following questions: “How much do you interact with each other off
the job?” and “How much is his/her contribution to the quantity of solutions on the jobs that are to be done
together by you and him/her?”.

RESULTS

Table 1 contains means, standard deviations, reliabilities and intercorrelationg ainons all variables. As shown in
the table, standard deviations of the variables were near to 1, exgfpl for Fowadived (%ﬂ’tn'bution (the second
dimension of LMX) had lowest value (SD of PC = 47), indicating that tiiis daitable %discn'minatory. It scems
that homogeneity of people characteristics were shown in quakifs & personal el @Va ip between two parties in

work context. As being stated by Hofstede (1994), Koentjaraningial £1993) WMulder (1994), that Indonesian
culture showed the dominance of large power distance 40 o"ganiza'ional xtext. Interestingly, they are also
mentioned that Indonesian culture also showed more g@licativist than i 1n alist people. Hence, when operating

managers of Indonesia radio station were asked abofit” How Bsciilis ‘ﬁ er effort on the jobs that are to be done
together by you and him/her?”, the present’ ictcarch fdund 1he s answer: quite a bit. It means that radio
station managers have similar perceptiondit thoil fallgiarsay or%v tribution toward them.

Table 1
Means, Standard Deviations, and inter—correlaﬁons oL xch variables

Variable g Std Dev 1 2 3 4
1. Intrinsic Motivation (IM) 78

2. Affect (AFF) @ 3.14 .53 a5 69
3. Perceived contrijg# ) 3.53 47 287 337 72
4. Creative perfofmancq(CPY top) & 3.94 52 347 07 -.05 91
Note: N =269; Iiffefla ] @ y reliahilities are in parentheses along the diagonal
** Correlathn i ta the U 01 level (2- talled)

Hpypothesis Testing

In order to test the hypotheses, hierarchical multiple regression analyses should be conducted to determine the
variance of creative performance explained by intrinsic motivations (see Table 2). We conducted moderated
regression analysis to test this hypothesis. Specifically, in a regression equation with creativity as the dependent
variable, at the first hierarchical step, intrinsic motivation was entered into the equation; at the second step, the
first and second dimensions of LMX (Affect) were entered into the equation; and finally the two-way
interaction terms was entered into the equation. Result was found out that intrinsic motivation explained 11% of
the variance in creative performance. This variable was found positively and significantly associated with
creative performance (p = .34, p<.01). Therefore, the hypothesis H1 is accepted.

Hypotheses H2 predicted moderating effect of the Affect of leaders” LMX quality on the relationship
between intrinsic motivation and creative performance. The R” change and the F-change were significant from
step 1 to 2 and from step 2 to 3 at 5% level, and then, the “Affect of leaders” LMX quality” was not significant
at step 2. These results indicated that the “Affect of leaders” LMX quality” plays a role as moderator of the
relationship between intrinsic motivation and creative performance. It can be concluded that H2 was accepted.
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The present research also tested the hypotheses H3 that predicted moderating effect of the Perceived
Contribution on the relationship between intrinsic motivation and creative performance. The R* change and the
F-change are significant from step 1 to 2 and from step 2 to 3 with the introduction of the interaction terms; the
results indicate that the perceived contribution significantly influences the impact of intrinsic motivation on
creative performance.

Table 2
Hierarchical Regression Results

Dependent variable:
Creative Performance

Std Beta Std Beta Std Beta
Step 1 Step 2 Step 3

Independent variable:
Intrinsic Motivation (IM) 347 38" -06
Moderating variable:
Affect (AFF, as the first dimension of LMX) .04 .83
Perceived contribution (PC, as the second dimension of LMX) -177 -1.227
Interaction terms: , »
AFF x IM . : 111
PC x IM ' _\\Y’ 1.68"
R 11 D 14 16
Adj R? 11 &Y’ 13 14

R®> Change ~ 45* 03 02
Y

Sig. F Change : .02 .04
p<.l, p<.05,and  p<.01 b b Q’

For the moderating effect, thef wwaults indicated thakemll of these two hypothesized moderating
relationships were empirically supporfd (see Sieh 5 W Fald The parameter estimates for the interaction
term between Affect and Intrinsic motivation (AR x % d between Perceived contribution and Intrinsic
motivation (PC x IM) were significant. Thetafore, 1 % ¢ concluded that the moderating effect of LMX

support these two hypotheses. WWhen these mterac arc significant then graphs are needed to explain the
moderating cffects as shown below, \
4.05= Affe (&MX‘]) 4.05— Perceived
e Contribution

8 4.00 - = alow o 400- o (LMX2) level
c . Q it = = =low
o — High c X
£ 3.95— g 3:95~ =—High
2 390 é 3.0
o ]
o o
g 3.85— g 3.85—
‘g 3.80 ‘g 380
O 375 L:’ 375
g g
% 3.70— 2 370

3.65— 365

T T T T
Low High Low High
Intrinsic Motivation level Intrinsic Motivation level

(2) (b)

Figure 2 The moderating effects of “Perceived contribution” on the relationship between predictor
variables and creative performance.

The plot of the intrinsic motivation by LMX (Affect dimension) interaction (Figure 2.a) shows a pattern
that is consistent with the prediction of Hypothesis 2. This hypothesis predicts that the positive relationship
between intrinsic motivation and radio station manager’s intention to present creative performance is likely to
be stronger when the Affect is high.
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On the other hand, the plot of the intrinsic motivation by LMX (Perceived Contribution) interaction
(refer to Figure 2.b) shows a pattern that is also consistent with the prediction of Hypothesis 3, but not in the
same way as hypothesized. This hypothesis predicts that the positive relationship between intrinsic motivation
and radio station managers” creative performance are likely to be stronger, when the Perceived contribution is
high. However, the line representing the relationship between intrinsic motivation and managers’ creativity
shows different slope in the different level of Perceived Contribution. Although radio station managers with
strong in intrinsic motivation were rated as highly to present creative performance, the low Perceived
contribution appears to be more influencing to their creative performance.

This can be explained by individuals in low Perceived contribution need strong intrinsic motivation for
creativity tasks to present creative, concrete and practical ideas. The same goes with the individuals in highly
Perceived contribution. Individuals who have strong intrinsic motivation for creativity tasks will present
creative, concrete and practical ideas in terms of creative performance. Therefore, the higher level of the
intrinsic motivation, the higher the creative performance will be.

DISCUSSION

The present research has succeeded in highlighting a few determinants that o@itribiicd to operating managers’
creativity. Intrinsic motivation was found to play important roles ingficsentife srdiliv; @Pformance. Consistent
with our hypothesis, result in examining the relationship between fitrinsie motivaﬁ@d creative performance
indicated that when managers enjoy carrying out creativity-ral@iieil tasks, their({?lr of creative output is high.
Result showed that most of the respondents agreed with the fllowiiidistatem enjoy engaging in analytical

thinking” and “I enjoy improving existing processes or giodicts™. 1hese ments reflect people who have a
strong intrinsic motivation for creativity tasks. This ig@@@hsisiont with t dlngs of Amabile and Gryskiewicz
(1988), and Tiemey et al. (1999). Moreqsfti, Alcnntsioy and tle (1998) mentioned that intrinsic

motivation has also been recognized as af Koy prodiior 1 i al creativity because the challenge and
enjoyment of the work itself promote péisistcnce, efplordiio % experimentation that often lead to creative
outcomes. These results provide sigiifisantly thvoretvq,s practical implications on how individual
motivation shape creative behavior among lidonesian ra tlon operating managers.

The leader’s perceptioft o follower s work roution (perceived contribution) had moderated on the
relationships between intrinsic otiyationd and five performance. On the other hand, Affect (second
dimension of LMX) had also modoratcd onA&hc® relationships between intrinsic motivation and creative
performance. Amo esian radio statidf™Mmanagers who perceived a low in Perceived contribution, the
positive relations P b tw inttinsic moMyation and presenting creative performance was higher than when
their perceived ‘as hizh. These findings are consistent with the opinion of Hennessey and Amabile
(1998). They the L MX model recognized the importance and nature of specific leader-follower
relationships ¢ differences in the manner in which a leader behaved toward each follower.
These findings rt £0r our theoretical contention that the managers” perception of follower works
contribution may s an afichor point from which to interpret the managers” personality.

CONCLUSION

In this article, we have attempted to develop a model of individual creativity. We have revealed the importance of
intrinsic motivation influence managers’™ creative performance. Consequently, it is justified to conclude that
theories are needed in the investigation of the relationship between personal characteristics and creativity in order
to encourage our knowledge. Through the discussion of the results, particularly about intrinsic motivation, it will
make a better understanding of a basic foundation of theories in explaining the relationship in the model of
individual creativity.

To conclude, this article has discussed major findings of studies in the creativity field. This article has also
introduced the theoretical framework and it is clear that both leaders”™ affection and leaders” perception of the
followers” work contribution towards their leaders play important roles in enhancing creativity. It secems very
important to acknowledge these roles in both theorizing and taking managerial decisions on how to recognize and
reward creativity. Furthermore, we hope that the present study may give new directions to the radio station
organizations in upgrading their policy regarding the importance of human relationship building.
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