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ABSTRACT 

 
Creativity is a crucial skill for librarians, enabling them to adapt to changes in the digital era and 
enhance the learning environment. This study examines the predictors of creativity among librarians 
in the Philippines, focusing on their work environment and personality traits. Using Amabile’s KEYS 
scale of work environment and the Big Five Personality Traits, data from 106 licensed librarians were 
analysed through multiple regression. The findings reveal that specific personality traits and work 
environment factors significantly influence creativity. Results indicate that Openness to Experience 
and Work Group Support are significant positive predictors, while Neuroticism negatively predicts 
creativity. Notably, Organisational Encouragement and Sufficient Resources did not have a significant 
effect on creativity. These results highlight the importance of fostering supportive work groups and 
managing particular personality traits to nurture creativity among librarians. This study illuminates 
the unique cultural and organisational dynamics in the Philippines, providing recommendations for 
enhancing creative practices in libraries. By understanding the interplay between work conditions and 
personal attributes, this research contributes to the broader discourse on creativity in under-resourced 
environments and sets the stage for future investigations into harnessing creative potential in 
librarianship. 
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INTRODUCTION 
 
The digital era demands a radical transformation of libraries, driven by rapid technological, 
educational, and social changes. Globally, librarians are shifting from traditional gatekeepers 
of books to dynamic knowledge workers (Dul et al., 2011). However, this transition poses 
unique challenges in developing countries such as the Philippines, where libraries often 
experience significant budget cuts, inadequate facilities, and an urgent need for skills 
development (Ilesanmi, 2013; Sahabi & Otobo, 2022). Despite these constraints, Filipino 
librarians are expected to adopt new technologies and address complex issues such as 
copyright and information ethics (Saputri, 2022). To remain relevant and effective, libraries 
must innovate. Employee creativity is fundamental to organisational innovation (Gichohi, 
2014; Biranvand et al., 2015). Although creativity is essential, the factors that drive it within 
the Philippine library context remain underexplored. Most existing literature focuses on 
Western contexts, leaving a gap in understanding how local environmental realities – such 
as resource scarcity – interact with the personality traits of Filipino librarians to influence 
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creative output. If library leaders can identify which environmental factors (e.g., supervisory 
support) and personality traits (e.g., openness) foster creativity, they can develop more 
effective professional development programmes and policy interventions. This study 
addresses this gap by applying the Componential Model of Creativity (Amabile, 1996) and 
the Big Five Personality Traits (John et al., 1991) to the local context. The primary objective 
is to determine how work environment factors and personality traits influence the creativity 
of librarians in the Philippines. Specifically, it examines the predictive relationship between 
environmental variables (Organisational Encouragement, Supervisory Encouragement, 
Work Group Support, Freedom, Sufficient Resources, Challenging Work) and personality 
traits (Big Five) on librarian creativity. 
 
This study contributes to the literature by examining creativity in a resource-constrained 
context, where organisational conditions and available support differ from those in more 
resource-rich environments. By integrating environmental and personality factors, the study 
offers a more nuanced understanding of how creativity develops among Filipino librarians 
and highlights context-specific mechanisms that may not be captured in existing models. 
While previous studies emphasise multiple environmental dimensions, this study also 
considers the possibility that only certain aspects of the work environment and/or 
personality traits may influence creativity in resource-constrained contexts. 
 
 

LITERATURE REVIEW 
 
Creativity in the library setting  
The digital age has brought a vast amount of information, placing increased demands on 
librarians' proficiency. Librarians must continually enhance their information management 
and data handling skills (Rifaudeen, 2015; Prince, 2023). However, their ability to meet 
dynamic users' needs is often hindered by resource constraints and the need for skills 
development (Granger, 2020; Ogunjimi, 2020; Ullah et al., 2023). Libraries, as information 
service providers, must commit to innovation and creativity to adapt effectively (Lu, 2024). 
 
Several studies have explored creative and innovative services within library settings. 
Axelsson and Sardari (2011) defined creativity as outcomes driven by employees within 
organisations, aligning with the work of Amabile et al. (1996), and Oldham and Cummings 
(1996). Hourston (2006) suggested that librarians' creative acts involve connecting 
information, analysing patterns, and assisting users in navigating diverse sources within time 
constraints. To foster creativity in libraries, it is important to establish an infrastructure that 
supports digital knowledge discovery and management, and to encourage collaboration 
through library management systems (Chiu & Wong, 2023). Employee engagement, as 
emphasised by Gichohi (2014), also plays a pivotal role in this process. Librarians can harness 
creativity by acquiring skills and knowledge through formal education, attending training 
and workshops, and benefiting from leadership support and teamwork (Adiatama, 2021). 
Oguntoye et al. (2025) found that social and emotional personality traits drive knowledge 
creation and recommended that libraries cultivate supportive environments that encourage 
collaboration, continuous learning, and creative expression among librarians. 
 
Creativity involves generating new ideas to solve problems (Burke, 1995), and these ideas 
contribute to problem-solving in a library context. Previous studies suggest that creativity is 
a prerequisite for innovation (Amabile et al., 1996; Paulus and Nijstad, 2003; Naz & Rafique, 
2025). Ford (1996) concurs, emphasising that creative ideas are the initial steps in a complex 
process leading to innovation. Weber (2016) emphasises that creativity drives innovation in 
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libraries and encourages the development of new solutions to challenges. Employee 
creativity generally refers to the “development of new and useful ideas or solutions, 
including the process of generating ideas and actual ideas or solutions” (Amabile et al., 1996; 
Shalley, 1991; Oldham & Cummings, 1996; Shalley et al., 2004). This may involve methods 
to address challenges, creative solutions, or changes in workflow. This research is grounded 
in the Componential Model of Creativity (Amabile, 1983), which highlights the significance 
of both individual and environmental factors in the creative process. 
 
The componential model of creativity  
Componential Theory of Creativity (Amabile et al., 1996) posits that creativity is influenced 
by domain-relevant skills, creativity-relevant processes, and task motivation. Previous 
studies by Shalley et al. (2004) and Qahl & Sohaib (2023) provide a comprehensive summary 
of the Componential Model of Creativity. The model was first articulated by Amabile in 1983 
(see Figure 1) and offers a framework for understanding creativity in the workplace. 
According to this model, there are three primary components of creativity, all of which occur 
within the individual: creativity-relevant skills, domain-relevant skills, and task motivation. 
Creativity-relevant skills include understanding complexities and the ability to think 
creatively during problem-solving. Domain-relevant skills refer to factual knowledge and 
expertise. Task motivation refers to individuals' attitudes towards tasks and their intrinsic or 
extrinsic motivation. The literature suggests that enhancing these components can increase 
employee creativity. 
 
Amabile et al. (1996) and colleagues recognised that there are many potential external 
factors beyond the individual that can influence creativity, particularly the work 
environment (see Figure 1). The Componential Model of Creativity suggests that work 
environment factors can influence all aspects of individual creativity. 
 

 
Note. Based on the Componential Model of Creativity (Amabile, 1996) 
 

 
Figure 1: Componential model of creativity  

 
Environmental factors KEYS: Assessing the climate for creativity  
Using the componential theory of creativity as a foundation, Amabile et al. (1996) developed 
KEYS: Assessing the Climate for Creativity, a validated instrument designed to measure 
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employees’ perceptions of work environments that stimulate or hinder creativity. KEYS is 
not an acronym; rather, it refers to the critical environmental “keys” that can unlock or 
obstruct creative performance (Amabile et al., 1996). The instrument assesses dimensions 
such as organisational encouragement, supervisory encouragement, work group support, 
freedom, sufficient resources, and challenging work, and has been widely applied across 
different organisational and cultural contexts. 
Several researchers have used the KEYS instrument to evaluate library environments that 
foster creativity (Coveney, 2008; Ibegbulam et al., 2017; Oraekwe, 2024). Coveney (2008) 
chose KEYS due to its perceived effectiveness in assessing the environment for creativity. 
Although some researchers raised concerns about overlapping factors, KEYS still provided a 
strong foundation for evaluating staff perceptions of a creative library environment 
(Coveney, 2008). KEYS also facilitates comparison with similar studies conducted by Amabile 
and others, using a common database as a reference. Ibegbulam et al. (2017) adapted 
Coveney’s (2008) version of KEYS and simplified it further to fit the Nigerian context. 
Oraekwe (2024) also used the modified version from Coveney (2008) along with the 
Organizational Climate Questionnaire (OCQ) by Litwin and Stringer (1968). 
In the Philippine context, Fajagutana and Guhao (2022) established a structural equation 
model confirming that the work environment significantly influences the creativity and 
innovation of library personnel in the Davao Region. Their findings reinforce the notion that 
specific environmental stimulants are critical for fostering creative output among Filipino 
librarians, supporting the need to further investigate these dynamics across a broader 
national sample. 
To facilitate maximum participation from across the country, this study has adopted a 
modified version of the questionnaire (Ibegbulam, 2017) to ensure that the time required 
for completion does not exceed 10 minutes. The modified version, however, consists of 18 
items. The questionnaire measures six conceptual categories: organisational 
encouragement, supervisory encouragement, work group support, freedom, sufficient 
resources, and challenging work. The original instrument and its modified versions have 
already been evaluated in several studies with a high Cronbach’s alpha (α = 0.66 to 0.91), 
indicating reliability. 
 
Organizational encouragement  
Organisational encouragement involves fostering a creative culture that supports employees 
in pursuing new ideas within a defined, goal-oriented framework (Amabile et al., 1996). 
Studies have shown that when organisations provide a conducive climate and physical work 
environment, and encourage idea exchange among employees, this stimulates creative 
thinking and enhances employees' creative abilities (Aldabbas et al., 2022; Çemberçi & 
Civelek, 2018). Gichochi (2014) emphasised the importance of leadership, culture, and work 
environment in fostering creativity and innovation among librarians. In today’s rapidly 
evolving environment, libraries need to adopt leadership styles that promote creativity to 
adapt to changing needs and seize new opportunities (Ashiq et al., 2022). Library leaders 
play a key role in fostering and enhancing the creative abilities of librarians, ensuring that 
libraries meet the diverse needs and expectations of their communities (Ibegbulam et al., 
2017). Library managers are responsible for establishing and maintaining an organisational 
culture that promotes creativity (Biranvand et al., 2015). Onuoha et al. (2015) noted that a 
major challenge to effectively implementing creativity in libraries is the lack of interest in 
library services from management. 
 
Supervisory encouragement  
Supervisory encouragement involves providing support, motivation, and positive feedback 
to employees to enhance productivity and work quality (Amabile et al., 1996). Several 
studies suggest that supervisory encouragement, in various forms, can predict and enhance 



Work environment and personality traits as predictors of creativity 

  Page 129  

 

employee creativity. Thuan (2020) found that subordinate creativity is positively influenced 
by supervisors’ knowledge-sharing behaviour. Coveney (2008) emphasised the importance 
of listening to employees’ suggestions and implementing them to reinforce the value of their 
creative ideas. This demonstrates that employees’ creative ideas are valued and recognised. 
Coveney (2008) also noted that when line managers show confidence in employees’ work, 
employees become more creative and innovative. Biranvand et al. (2015) stated that 
support is one of the contextual conditions essential for creativity. 
 
Work group support  
Amabile et al. (1996) describe work group support as a team whose members possess a 
variety of abilities, communicate effectively, are receptive to novel solutions, provide 
constructive feedback, have mutual trust and support for one another, and are committed 
to their shared task. Lee et al. (2012) found that team-member exchange and co-worker 
support influence individual creativity. Omilion‐Hodges and Ackerman (2017) found that 
peer informal mentoring plays a crucial role in fostering creativity. Coworker support 
increases individuals' creative self-efficacy and awareness of their creative role in the 
workplace (Tierney & Farmer, 2011; Dailey & Devlin, 2025). According to Coveney (2008), if 
library managers are committed to fostering creativity, they should create a conducive work 
environment that enables librarians to reach their creative potential. Ikonne and Onuoha 
(2015) found that librarians view an unconducive work environment as a barrier to using 
their creative skills effectively. 
 
Freedom  
Freedom is the ability to feel in control of one’s job, including choosing what to accomplish 
and how to do it (Amabile et al., 1996). Amabile et al. (1996) further stated that allowing 
employees to determine how to achieve goals, rather than only which goals to pursue, 
increases their intrinsic motivation and creativity. Chang et al. (2012) emphasised that task 
autonomy can influence creative performance depending on prior experience and self-
control levels. Kivrak et al. (2025) found that job autonomy directly promotes creativity and 
also has an indirect effect through perceived supervisory support. While freedom is essential 
for motivation and creativity, research suggests that its effects on creative output can vary 
according to individual differences and contextual factors. Some individuals may respond 
differently to freedom and constraints, indicating that the relationship between freedom 
and creativity is not universal (Jeong et al., 2017). 
 
Sufficient resources  
According to Amabile et al. (1996), resources are defined as all the assets available to an 
organisation to facilitate work, including sufficient time for task completion and access to 
training opportunities. Amabile et al. (1996) also stated that, beyond the practical limitation 
of having few resources, individuals’ perceptions of resource sufficiency can influence their 
beliefs about the value of their projects. While resources promote creativity among library 
employees, many respondents highlight the challenge of inadequate resources, particularly 
due to decreasing budgets (Coveney, 2008). Insufficient resources may also lead to other 
challenges, including a lack of budget for technological facilities, an unconducive work 
environment, and employees’ non-attendance at conferences, which results in a deficiency 
in ICT skills (Onuoha et al., 2015). However, on a positive note, Coveney (2008) observed 
that insufficient resources can prompt staff to cultivate their creativity to maximise the use 
of what they have, thereby forcing staff to be creative. 
 
Challenging work  
Challenging work refers to the experience of exerting effort on demanding tasks and 
assignments (Amabile et al., 1996). Amabile et al.(1996) also noted that employees are 
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motivated by challenging work when supported by a supervisor. Challenging work can 
significantly enhance creativity, particularly when it is perceived as a motivator (Carmeli et 
al., 2007; Pienaar, 1996; Meng & Liu, 2023; Sun et al., 2019; Alsakarneh et al., 2025). 
Challenge and workload pressure play crucial roles in influencing the relationship between 
creative potential and perceived opportunities to demonstrate creativity (Caniëls et al., 
2015). 
 
Conceptual model  
The conceptual model aims to investigate and expand upon the Componential Model of 
Creativity and KEYS (Amabile, 1996) by examining whether the Big Five personality traits 
influence creativity within the library context (see Figure 2). Amabile (1983) asserts that 
creativity-relevant skills depend on personality traits such as self-discipline, the capacity to 
delay gratification, resilience in confronting challenges, autonomy, and a tendency to think 
independently rather than conforming or seeking social validation. The study focuses on 
KEYS: Assessing the Climate for Creativity (Amabile, 1996) for environmental factors and the 
Big Five Personality Traits Inventory (John et al., 1991) for individual factors. The Big Five 
Inventory (BFI) does not require permission for research use but requests that users 
complete a survey to contribute to a database of researchers. 
 
Individual factors of Big Five personality  
John and colleagues introduced the BFI in 1991. Numerous studies have found a connection 
between creativity and the Big Five personality traits. Traits such as Openness, Extraversion, 
Conscientiousness, and Agreeableness have been shown to influence creativity (Kaspi-
Baruch, 2017; Shaw & Yu, 2023; Jirásek & Sudzina, 2020). Research indicates that the Big 
Five personality traits, especially extraversion and openness to experience, have a positive 
effect on creativity (Sung, 2009; Kaspi-Baruch, 2017). These traits are associated with a 
willingness to explore new ideas and take risks. The relationship between personality and 
creativity is complex, influenced by factors such as motivational goal orientation (Kaspi-
Baruch, 2017). Additionally, the influence of personality traits on creativity can differ across 
various industries and decision-making contexts (Saihani et al., 2009). 
 
Extraversion  
Extraversion is characterised by traits such as talkativeness, assertiveness, and high energy 
levels (John et al., 1991). Numerous studies have explored the positive correlation between 
extraversion and creativity (Batey & Hughes, 2017; Chiang et al., 2017; Karwowski & Lebuda, 
2016; Nam & Nga, 2024). Individuals with high levels of extraversion frequently share work-
related information with colleagues, thereby boosting creativity (Gao et al., 2020). Fink and 
Neubauer (2008) found that extraverted people often produce highly original ideas when 
engaging in tasks. Moreover, extraversion has been shown to positively affect creative 
performance (Sung & Choi, 2009). 
 
Agreeableness  
People with an agreeable personality are described as good-natured, cooperative, and 
trusting (John et al., 1991). Studies on the link between agreeableness and creativity have 
yielded mixed results. Gu et al. (2013) and King et al. (1996) identified a positive association 
between agreeableness and creativity, with Gu et al. (2013) indicating that job satisfaction 
and a proactive personality contribute to this relationship. A study by Pérez‐Luño et al. 
(2023) found that agreeableness, along with traits such as extraversion and 
conscientiousness, enhances creativity in university students. Additionally, agreeableness 
has been shown to predict higher creative performance when individuals are less driven by 
external rewards or pressures (Sung & Choi, 2009). 
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Conscientiousness  
This personality trait is associated with orderliness, responsibility, and dependability (John 
et al., 1991). Xu and colleagues (2018) identified a positive relationship between 
conscientiousness and employee creativity, especially when employees experience medium 
levels of time pressure and high trust in their leader. Silvia et al. (2014) added that as 
conscientiousness increased, people were more likely to engage in creative activities. 
 
Neuroticism 
Neuroticism is typically associated with upsetability and is the direct opposite of emotional 
stability (John et al., 1991). Leung et al. (2014) proposed that trait-consistent emotions, such 
as worry in individuals with high neuroticism, can enhance creativity. They further noted 
that individuals higher in neuroticism tend to recall worrisome events, which can facilitate 
creative performance in cognitively demanding tasks. Xu and Brucks (2011) found that 
higher levels of neuroticism are linked to greater creative achievement. Higher neuroticism 
levels correlate with enhanced creativity, particularly in intellectual creativity and creative 
problem-solving (Pickering et al., 2016). However, other research indicates that neuroticism 
is negatively associated with "Creative Self-Efficacy," or the belief in one’s own ability to 
solve problems innovatively (Fino & Sun, 2022). In daily diary studies, researchers found that 
low neuroticism, combined with high conscientiousness, predicts higher levels of creative 
activity (Smith et al., 2022). 
 
Openness to experience  
This personality trait is characterised by originality, curiosity, and ingenuity (John et al., 
1991). Openness to experience consistently predicts creativity across various settings 
(Awawdeh & Lian, 2023). It significantly influences creativity in employees and 
entrepreneurs (Petrou et al., 2023; Lee et al., 2022; Sung & Choi, 2009; Zhang et al., 2020). 
For employees, openness to experience positively correlates with both radical and 
incremental creativity (Peljko & Antončič, 2022). 
 
Most studies on librarians' creativity have focused on either organisational or individual 
factors. Studies exploring the work environment and Big Five personality traits as combined 
predictors of creativity are scarce. This study aims to address this gap by examining how the 
work environment and Big Five personality traits influence employee creativity, using a 
conceptual model guided by the KEYS assessment of the work environment and the BFI (see 
Figure 2). Specifically, this study seeks to explore the work environment and personalities 
among librarians to identify patterns and provide nuanced explanations. 
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Note. Combined KEYS (Amabile, 1996) and Big Five Inventory (John, 1991) 

 

Figure 2: Conceptual model 
 

 
The conceptual model (see Figure 2) illustrates the hypothesised relationships between 
environmental factors and personality traits as predictors of creativity among librarians. 
These factors are modelled as independent variables, each with a direct path to creativity as 
the dependent variable. These relationships are indicated by directional arrows labelled H1–
H11. 
 
Hypotheses development 
 
Grounded in the Componential Model of Creativity, the work environment influences 
creativity by shaping intrinsic motivation and providing contextual support for idea 
generation (Amabile et al., 1996). Personality traits affect how individuals engage in creative 
processes, with the Big Five framework widely used to explain creativity (Awawdeh & Lian, 
2023), as shown in Table 1 and  2. 
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Table 1: Hypotheses development for environmental factors and creativity 
 

Environmental factors vs creativity 
Prior research indicates that supportive organisational climates, leadership behaviours, 
and collaborative environments enhance employee creativity (Aldabbas et al., 2022; 
Ashiq et al., 2022). 
 

Variables Hypothesis Justification 
Organizational 

encouragement  → 
creativity 
 

H1: Organisational 
encouragement has a 
positive relationship with 
librarians’ creativity. 

Organisational encouragement 
fosters a culture that supports idea 
sharing and innovation, enhancing 
creative performance (Amabile et 
al., 1996; Aldabbas et al., 2022) 
 

Supervisory 

encouragement  → 
creativity 

H2: Supervisory 
encouragement has a 
positive relationship with 
librarians’ creativity 
 

Supervisory support, including 
feedback and recognition, 
enhances employee motivation 
and creativity (Amabile et al., 1996; 
Thuan, 2020). 
 

Work group support 

→ creativity 

H3: Work group support 
has a positive relationship 
with librarians’ creativity. 
 

Collaborative work environments 
facilitate knowledge exchange and 
enhance creative self-efficacy 
(Tierney & Farmer, 2011) 

Freedom → 
creativity 

H4: Freedom in the 
workplace has a positive 
relationship with librarians’ 
creativity.   

Autonomy allows individuals to 
explore novel approaches and 
supports intrinsic motivation 
(Amabile et al., 1996; Chang et al., 
2012) 
 

Sufficient resources 

→ creativity 

H5: Availability of sufficient 
resources has a positive 
relationship with librarians’ 
creativity. 
 

Adequate resources support the 
development of creative ideas, 
although their impact may vary 
depending on individual 
perception (Amabile et al., 1996; 
Coveney, 2008) 
 

Challenging work → 
creativity 

H6: Challenging work 
assignments have a positive 
relationship with librarians’ 
creativity 

Challenging tasks enhance 
engagement and problem-solving, 
which can stimulate creativity 
(Meng & Liu, 2023) 
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Table 2: Hypotheses development for individual factors and creativity 
 

Individual factors vs creativity 
Personality traits influence how individuals engage in creative processes, with the Big 
Five framework widely used to explain creativity (Awawdeh & Lian, 2023). 

Variables Hypothesis Justification 

Extraversion → 
creativity 

H7: Extraversion is 
positively associated with 
creativity among librarians  

Extraverted individuals tend to 
engage more in communication 
and knowledge sharing, which 
supports idea generation (Gao et 
al., 2020) 
 

Agreeableness → 
creativity 

H8: Agreeableness is 
positively associated with 
creativity among librarians 
 
 

Agreeableness enhances creativity 
among university students (Pérez-
Luño et al., 2023) 
 

Conscientiousness → 
creativity 

H9: Conscientiousness is 
positively associated with 
creativity among librarians 
 
 

Conscientious individuals 
contribute to creativity when they 
experience moderate levels of 
pressure and trust their leaders (Xu 
et al., 2018) 
 

Neuroticism - → 
creativity 

H10: Neuroticism is 
negatively associated with 
creativity among librarians 
 

Research indicates that 
neuroticism is negatively 
associated with “Creative Self-
Efficacy”, or the belief in one’s own 
ability to solve problems 
innovatively (Fino & Sun, 2022) 
 

Openness to 

experience → 
creativity 

H11: Openness to 
experience is positively 
associated with creativity 
among librarians 

Openness to experience is 
consistently identified as a strong 
predictor of creativity (Petrou et 
al., 2023; Awawdeh & Lian, 2023) 
 

 

 
METHOD 
 
The main aim of this study is to determine how work environment factors and personality 
traits influence the creativity of librarians in the Philippines. To achieve this, the study 
addressed the following specific objectives: 
1. To investigate how environmental factors – including organisational encouragement, 
supervisory support, work group dynamics, workplace freedom, resource availability, and 
task characteristics – shape librarians’ creativity. 
2. To examine how personal factors, specifically personality traits such as extraversion, 
agreeableness, conscientiousness, neuroticism, and openness to experience, influence 
librarians’ creativity. 
3. To analyse the predictive relationship between these environmental and personality 
variables and librarian creativity through multiple regression analysis. 
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This study employed a quantitative correlational research design. The participants were 
licensed librarians currently employed in various public and private libraries in the 
Philippines. Data were collected via an online questionnaire distributed through official 
Facebook group chats of the Philippine Librarians Association, Inc. over a period of three 
weeks (18 April to 9 May 2024). Convenience sampling was used to reach a broad 
demographic across the archipelago, given the logistical constraints of conducting a 
nationwide study. 
 
A total of 106 valid responses were received. Based on an estimated population of 
approximately 7,000 licensed librarians in the Philippines, this represents a response rate of 
about 1.5%. While this sample size is limited relative to the total population of librarians in 
the Philippines, it is sufficient for an exploratory regression analysis to identify preliminary 
trends and relationships (Green, 1991). Prior to distribution, pre-testing was conducted with 
10 librarians. Feedback from this pre-test led to minor adjustments in the Google Form 
structure to ensure clarity. To ensure data privacy, no identifying information was collected. 
 
The survey instrument consisted of three parts (Appendix 1): 
i. Work Environment: This study used the modified KEYS (Amabile et al., 1996) scale as 

applied by Ibegbulam et al. (2017) and Coveney (2008). These adaptations were tailored 
for library contexts, enhancing contextual relevance while preserving construct validity. 
Permission to use the modified KEYS instrument was obtained from Amabile. In line with 
the structural adaptations made by Coveney (2008) for library settings, the constructs 
of Freedom (FR), Sufficient Resources (SR), and Challenging Work (CW) were measured 
using single-item indicators. Although single-item measures have limitations, they were 
retained to ensure methodological consistency with previous library-specific studies and 
to reduce respondent burden. Multi-item scales were used for Organizational 
Encouragement (OE), Supervisory Encouragement (SE), and Work Group Support (WGS) 

ii. Personality Traits: The Big Five Inventory (BFI) by John et al. (1991) was used to measure 
Extraversion, Agreeableness, Conscientiousness, Neuroticism, and Openness 

iii. Creativity: Librarians’ creativity was assessed using the 7-item scale developed by Horng 
et al. (2014). While the authors were contacted regarding the use of the scale, no reply 
was received. Participants responded to items such as "I search out new technologies, 
processes, techniques, and/or product ideas." The Cronbach’s α for this scale was 0.91. 

These variables were examined individually to determine their relative contribution to 
creativity. 
 
Data analysis 
The 2.3.28 solid desktop version of Jamovi, an open-source tool, was used for data entry, 
reliability testing, and analysis. Multiple linear regression analysis was conducted to test the 
proposed hypotheses. Before analysis, the following assumption tests were performed to 
ensure the validity of the model: 
▪ Independence: The Durbin-Watson statistic was 2.06, within the acceptable range of 

1.50 to 2.50, indicating no autocorrelation among residuals 
▪ Homoscedasticity: Visual inspection of the residuals plots showed no clear pattern (e.g., 

cone shape), suggesting the assumption of homoscedasticity was met (see Figure 3) 
▪ Normality: The Q-Q plot indicated that the residuals aligned closely with the straight 

line, satisfying the normality assumption (see Figure 4) 
▪ Collinearity: The Variance Inflation Factor (VIF) for each predictor was well below the 

threshold of 5 (see Table 4), indicating no strong multicollinearity between predictors. 
▪ Influential Observations: Cook’s distance values were all less than 1, indicating no 

influential outliers 
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Figure 3: Residuals plot 
 

 

Figure 4: Q-Q Plot 

 
As data were collected using a single self-report survey, there is a potential risk of Common 
Method Bias (CMB), which arises when measurement error is introduced by relying on a 
single data source and method, potentially inflating relationships among variables. To 
address this, several procedural remedies were implemented. First, respondent anonymity 
was ensured by not collecting identifying information, reducing social desirability bias. 
Second, the questionnaire was divided into separate sections, with work environment 
variables in the first section and personality and creativity measures in subsequent sections, 
creating psychological separation between predictor and criterion variables. These steps are 
consistent with recommended approaches for reducing common method bias in survey 
research (Podsakoff et al., 2003). 

 
 
 



Work environment and personality traits as predictors of creativity 

  Page 137  

 

Reliability of instruments 
To ensure the internal consistency of the instruments used, Cronbach’s α coefficients were 
calculated. As shown in Table 3, the instruments demonstrated acceptable to excellent 
reliability. 
 

Table 3: Reliability statistical test 
 

Variable Items 
Cronbach’s Alpha 

(α) 
Interpretation 

Environmental Factors    

Organizational Encouragement 4 0.90 Excellent 
Supervisory Encouragement 5 0.93 Excellent 

Work Group Support 6 0.95 Excellent 

Personal Factors (Big Five)    

Extraversion 8 0.79 Acceptable 
Agreeableness 9 0.76 Acceptable 
Conscientiousness 9 0.85 Good 
Neuroticism 8 0.83 Good 
Openness to Experience 10 0.75 Acceptable 
Creativity  7 0.91 Excellent 

Note: Freedom, Sufficient Resources, and Challenging Work were measured using single-
item indicators 
 
Descriptive statistics 
Table 4 presents the means and standard deviations for the study variables. The results 
indicate that librarians generally perceive their work environment positively, while 
personality traits vary within the sample. 
 

Table 4: Descriptive Statistics (N=106) 
 

Variables 
Sub Variable Mean (M) 

Std. Deviation 
(SD) 

 
 

Environmental 
Factors 

Organizational Encouragement 1.54 0.62 
Supervisory Encouragement 1.67 0.74 
Work Group Support 1.58 0.67 
Freedom 1.75 0.82 
Sufficient Resources 2.03 0.92 
Challenging Work 1.63 0.71 

 
Personal Factors 

(Big Five) 

Extraversion 2.29 0.60 
Agreeableness 1.82 0.53 
Conscientiousness 1.84 0.58 
Neuroticism 3.66 0.74 
Openness to Experience 2.15 0.48 

Creativity Creativity 1.74 0.56 
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RESULTS 
 
i. Environmental factors influencing creativity 
Among the environmental variables, only Work Group Support significantly predicted 
creativity (B = 0.20, p = .043), indicating that for every unit increase in work group support, 
creativity increases by 0.20 units, supporting H3. This highlights the importance of a 
collaborative and supportive team environment in fostering creative behaviour. 
 
In contrast, Organisational Encouragement (B = -0.01, p = .912), Supervisory Encouragement 
(B = 0.01, p = .866), Freedom (B = 0.05, p = .465), Sufficient Resources (B = -0.04, p = .476), 
and Challenging Work (B = 0.02, p = .789) did not significantly predict creativity; therefore, 
H1, H2, H4, H5, and H6 were not supported. These findings suggest that structural and 
resource-based factors may not uniformly influence creativity across different contexts. 
While traditional frameworks emphasise the importance of organisational support, the 
present findings indicate that such factors may be less influential in resource-constrained 
environments, where interpersonal dynamics and intrinsic motivation play a more central 
role in shaping creative outcomes. This may also reflect a form of adaptive creativity, where 
individuals continue to generate innovative ideas despite limited access to formal support 
systems and resources. 
 
ii. Personality traits influencing creativity 
This objective examined how personality traits affect creativity among librarians. The results 
indicate that Openness to Experience is the strongest positive predictor of creativity (B = 
0.69, p < .001), suggesting that individuals who are more curious, imaginative, and open to 
new ideas are more likely to engage in creative behaviours. Conversely, Neuroticism showed 
a significant negative relationship with creativity (B = -0.25, p < .001), supporting H10. This 
finding suggests that emotional instability may hinder creative engagement, consistent with 
studies indicating that anxiety and stress can limit risk-taking and idea generation. 
 
However, Extraversion (B = 0.01, p = .945), Agreeableness (B = -0.17, p = .066), and 
Conscientiousness (B = -0.02, p = .856) did not significantly predict creativity; therefore, H7, 
H8, and H9 were not supported. These findings support studies suggesting that these traits 
may have more context-dependent relationships with creative performance and highlight 
that not all personality traits contribute equally to creativity. 
 
iii. Predictive relationship of environmental and personality variables on creativity 
The findings address the third objective by demonstrating the predictive relationship 
between environmental and personality variables and librarian creativity. The multiple 
regression analysis revealed that not all variables contributed equally to the model. Among 
the environmental factors, only Work Group Support significantly predicted creativity, while 
Openness to Experience and Neuroticism emerged as significant personality predictors. 
These results suggest that creativity among librarians is influenced more strongly by 
interpersonal and individual factors than by formal organisational or resource-related 
conditions. In resource-constrained settings, this combination of supportive peer 
relationships and adaptive individual traits may help sustain creative performance despite 
institutional limitations. 
 
The regression analysis supports these findings. The overall model was statistically 
significant and explained a substantial proportion of the variance in creativity (R² = .553), 
indicating that the combined set of environmental and personality variables meaningfully 
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predicts creative outcomes. Consistent with the first research objective, Work Group 
Support was the only significant environmental predictor. In line with the second research 
objective, Openness to Experience was the strongest positive predictor, while Neuroticism 
showed a significant negative relationship with creativity. Taken together, these findings 
address the third objective by showing how environmental and personality factors jointly 
influence creativity. 
 
Table 5 presents the results of the multiple linear regression analysis. The regression model 
was statistically significant ($F(11, 94) = 10.57, p < .001$), explaining approximately 55.3% 
of the variance in creativity ($R^2 = .553$). 
 

Table 5: Regression analysis of environmental and personality factors on creativity 
 

Predictor B SE t p-value VIF 

(Constant) 1.13 0.34 3.31 .001 — 

Environmental Factors 
Organizational Encouragement -0.01 0.10 -0.11 .912 2.54 
Supervisory Encouragement 0.01 0.09 0.17 .866 2.77 
Work Group Support 0.20 0.10 2.05 .043* 2.85 
Freedom 0.05 0.07 0.73 .465 1.91 
Sufficient Resources -0.04 0.05 -0.72 .476 1.64 
Challenging Work 0.02 0.08 0.27 .789 2.10 

Personal Factors (Big Five) 
Extraversion 0.01 0.09 0.07 .945 1.73 
Agreeableness -0.17 0.09 -1.86 .066 1.61 
Conscientiousness -0.02 0.09 -0.18 .856 1.84 
Neuroticism -0.25 0.06 -4.23 <.001* 1.24 
Openness to Experience 0.69 0.10 6.86 <.001* 1.58 

*Note: Dependent Variable = Creativity. R^2 = .553. Significant at p < .05. 
VIF values ranged from 1.24 to 2.85, indicating no multicollinearity concerns. 
 

 
DISCUSSION 
This study offers insights into the relative influence of environmental and personality factors 
on creativity among librarians in the Philippines. Rather than merely confirming expected 
relationships, the findings reveal a notable pattern in which interpersonal dynamics and 
individual dispositions play a more significant role than formal organisational structures. 
Work Group Support emerged as the only significant environmental predictor of creativity, 
highlighting the importance of collaboration, trust, and open communication in fostering 
creativity. This finding aligns with studies emphasising team interaction and knowledge 
exchange in enhancing creativity (Pérez-Luño et al., 2023). In libraries, where work is 
inherently collaborative, peer support may serve as a more immediate driver of creativity 
than formal organisational policies. 
Conversely, the non-significant effects of Organisational Encouragement, Supervisory 
Encouragement, Freedom, Sufficient Resources, and Challenging Work suggest that 
structural and resource-based factors may not uniformly influence creativity. While 
traditional frameworks emphasise organisational support, these findings indicate that such 
factors may be less influential in resource-constrained environments. This may encourage 
adaptive creativity, where individuals generate innovative ideas despite limited resources. 
Regarding personality traits, Openness to Experience emerged as the strongest positive 
predictor of creativity, reinforcing its well-established role in creativity research (Awawdeh 
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& Lian, 2023; Petrou et al., 2023). Individuals high in openness tend to display greater 
cognitive flexibility and a willingness to explore novel ideas. In contrast, Neuroticism showed 
a significant negative relationship with creativity, indicating that emotional instability may 
hinder creative behaviour. This supports research suggesting that anxiety and stress can limit 
risk-taking and idea generation, although this may vary depending on context. 
Extraversion, Agreeableness, and Conscientiousness did not significantly predict creativity, 
supporting studies suggesting these traits have more context-dependent relationships with 
creative performance. This demonstrates that not all personality traits contribute equally to 
creativity, with openness remaining the most consistent predictor. These findings suggest 
that creativity among librarians is shaped by both individual dispositions and environmental 
conditions, although not all environmental factors exert equal influence. While personality 
traits, particularly Openness to Experience, play a dominant role, the significance of Work 
Group Support highlights the importance of relational aspects of the work environment. 
These results reflect a nuanced form of dual influence, where creativity is driven by a 
combination of internal traits and selected social environmental factors rather than formal 
organisational structures alone. 
 
 

CONCLUSIONS 
 
This study highlights the dual influence of environment and personality on the creativity of 
Filipino librarians. The findings reveal that Openness to Experience and Work Group Support 
are significant drivers of creativity, while Neuroticism acts as a barrier. Notably, the lack of 
significance for Sufficient Resources suggests that Filipino librarians may be resilient, finding 
ways to be creative despite the resource constraints typical of the local setting (Coveney, 
2008). Theoretically, this study validates the applicability of Amabile’s Componential Model 
in the Philippine context. Practically, library administrators should focus on cultivating "soft" 
environmental supports, such as encouraging new ideas and fostering supportive 
supervision, which are cost-effective ways to boost innovation even when financial 
resources are scarce. 
 
Several limitations should be noted. First, the use of convenience sampling and a modest 
sample size (N = 106) limits the generalisability of the findings to the broader population of 
Philippine librarians. As participation was voluntary and non-random, the sample may not 
fully represent the diversity of librarians across institutional types and geographic regions. 
However, this approach was considered appropriate for an exploratory study aimed at 
identifying preliminary relationships among the variables. Secondly, following the precedent 
of Coveney (2008) and Ibegbulam et al. (2017), this study used single-item measures for 
Freedom, Resources, and Challenging Work. Although single-item measures may reduce the 
depth and reliability of construct measurement compared to multi-item scales, they were 
adopted to maintain consistency with prior library-focused studies and to minimise 
respondent fatigue in a lengthy survey instrument. Future studies should employ multi-item 
scales to strengthen construct validity and improve measurement precision. The study relied 
on quantitative survey data, which may not fully capture the contextual and experiential 
dimensions of creativity among librarians. Future research could adopt qualitative 
approaches to gain deeper insights into how Filipino librarians navigate resource constraints 
and sustain creative practices within their institutional environments. 
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Appendix 1: The research variables and survey items 
 

Environmental 
Factors 

Number 
of Items 

Item 

Organization 
Encouragement 

4 ▪ Creative work is valued and recognised in my 
organisation 

▪ We are encouraged to initiate and develop new 
ideas 

▪ We know what our organisation aims to achieve 
▪ People receive fair and constructive feedback on 

their new ideas 
 

Supervisory 
Encouragement 

5 ▪ My immediate supervisor serves as a good role 
model 

▪ My immediate supervisor shows confidence in my 
ability 

▪ My immediate supervisor sets targets appropriately 
▪ I can relate freely and openly with my immediate 

supervisor 
▪ My immediate supervisor encourages me to take 

risks, and accepts failure 
 

Work Group 
Support 

6 ▪ We get along well and treat each other fairly 
▪ Our different backgrounds enable us to develop 

new ideas 
▪ We constructively challenge each other's ideas 
▪ We respect everyone's contributions 
▪ We share a commitment to making our project a 

success 
▪ We consult each other for a variety of opinions to 

resolve problems 
 

Freedom 1 ▪ I have the freedom to decide how I will carry out 
my work 
 

Sufficient 
Resources 

1 ▪ Generally, I can access the resources I need for my 
work 

Challenging Work 1 ▪ My work provides stimulating challenges 
 

Personality Traits 
 

  

Extraversion 8 I see myself as someone who: 
▪ Is sociable 
▪ Has an assertive personality 
▪ Is full of energy 
▪ Generates a lot of enthusiasm 
▪ Likes communicating with others 
▪ Tends to be quiet 
▪ Is reserved 
▪ Is sometimes shy 
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Agreeableness 9 I see myself as someone who: 
▪ Is generally trusting 
▪ Is helpful and unselfish with others 
▪ Has a forgiving nature 
▪ Likes to cooperate with others 
▪ Is considerate and kind to almost everyone 
▪ Starts arguments with others 
▪ Can be cold and aloof 
▪ Is sometimes rude to others 
▪ Tends to find faults with others 

 
Conscientiousness 9 I see myself as someone who: 

▪ Makes plans and follows through with them 
▪ Is a reliable worker 
▪ Does things efficiently 
▪ Does a thorough job 
▪ Continues until the task is finished 
▪ Tends to be disorganised 
▪ Tends to be lazy 
▪ Can be somewhat careless 
▪ Is easily distracted 

 
Neuroticism 8 I see myself as someone who: 

▪ Is relaxed and handles stress well 
▪ Is emotionally stable 
▪ Remains calm in tense situations 
▪ Worries a lot 
▪ Is depressed 
▪ Can be tense 
▪ Gets nervous easily 
▪ Can be moody 
▪  

Openness to 
Experience 

10 I see myself as someone who: 
▪ Is original, comes up with new ideas 
▪ Likes to reflect with ideas 
▪ Is inventive 
▪ Is sophisticated in art, music, and/or literature 
▪ Is a deep thinker 
▪ Is curious about many different things 
▪ Has an active imagination 
▪ Values artistic, aesthetic experiences 
▪ Prefers work that is routine 
▪ Has few artistic interests 

 
Creativity 7 ▪ I come up with new and practical ideas to improve 

performance 
▪ I search out new technologies, processes, 

techniques, and/or product ideas 
▪ I suggest new ways to increase quality 
▪ I am a good source of creative ideas 
▪ I am not afraid to take risks 
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▪ I develop adequate plans and schedules for 
implementing new ideas 

▪ I often have a fresh approach to problems 
 

Note: The overall mean for each variable was used for measurement. Items marked with an 
asterisk (*) were reverse coded 
 
 


