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Abstract: 

Introduction: This study sought to evaluate how job autonomy affects employee creativity within the Philippine technology sector and to examine 

leadership support as a direct predictor and a moderator of this relationship. 

Methodology: The study used a quantitative research design, collecting primary data through a survey questionnaire. A sample of 300 full-time 

employees in technology-related organisations in the Philippines was used to collect the data. Measurement scales were used, and responses were 

recorded on a five-point Likert scale. SPSS was used to analyse the data using hierarchical multiple regression. 

Results: The study findings show that Job Autonomy is positively and statistically significantly related to the level of Employee Creativity                  

(β = 0.783, p < 0.001). The results also illustrate that Leadership Support is significantly and positively related to employee creativity (β = 0.540, 

p < 0.001). Importantly, the interaction term shows a statistically significant role in the predictive association between job autonomy and employee 

creativity (β = 0.060, p = 0.030) and confirms the hypothesis that leadership support moderates the relationship between job autonomy and employee 

creativity by enhancing the positive relationship with autonomy under stronger levels of leadership support. 

Conclusion: The results suggest that organisations attempting to improve creativity should combine job designs that enhance autonomy with 

leadership practices that offer encouragement, feedback, and recognition. Increase supportive leadership behaviours combined with job autonomy 

may help innovation capability in technology-driven workplaces. These results can be used by managers and policymakers in a bid to enhance 

innovation ability among technology-driven organisations. 

Keywords: Job autonomy, leadership support, employee creativity, hierarchical regression, tech industry, moderating effect. 

1. INTRODUCTION 

The technology sector has turned out to be a pillar of 
economic development through digitalisation in most 
emerging economies, such as the Philippines (Zhang et al., 
2022). With the growing need to be in a dynamic and 
innovation-oriented environment of operation, employee 
creativity has become a key determinant of organisational 
competitiveness and long-term sustainability. Creative 
employees can be used to come up with new ideas, enhance 
practices, and come up with solutions that help organisations 

be responsive to the rapid changes in the market and 
technology (Aithal, 2023). According to (Ye et al., 2025), 
although creativity is a strategically significant aspect, 
several technology companies are still grappling with the 
inability to create organisational environments that 
competently produce creative performance amongst 
employees. Job autonomy is one of the most effective 
organisational aspects that can be linked to employee 
innovation. Job autonomy can be defined as the freedom, 
independence, and discretion that employees have with 
regard to scheduling work and also in the methods employed 
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to carry out the job (Khoshnaw & Alavi, 2020). Autonomy can 
be especially relevant in technology-intensive jobs where a 
worker can face complicated issues and constantly be under 
the pressure of change. Empirical evidence, however, 
indicates that job autonomy may not necessarily be enough 
to ensure a steady flow of creative results (Shen & Zhang, 
2024). According to previous researchers, the degree of 
autonomy success is extremely dependent on situational and 
social variables in the workplace (Alam et al., 2024). Among 
these factors, one more factor is leadership support, which 
has been getting increasing attention in the field of 
organisational behaviour. Leadership support indicates how 
employees perceive that their employers appreciate their 
input, are concerned about their well-being, and offer 
guidance and encouragement to them where required (Adams 
et al., 2020). Supportive leaders can open up an enabling 
environment where employees are motivated to develop new 
ideas and take risks creatively. In theory, leadership support 
can act as a moderating factor that determines the level of the 
relationship between job autonomy and employee creativity. 
In particular, high leadership support could enhance the 
degree to which autonomy has a positive relationship with 
creative behaviour. On the other hand, the absence of high 
levels of supervisory support in an environment can lead to 
ambiguity, stress, or disengagement in autonomy, which 
compromises the positive predictive relationship of 
autonomy with employee creativity (Kivrak et al., 2025). The 
job autonomy and the creativity and leadership support- 
creativity relationships have extensive empirical support, but 
most have been focused on the Western or developed 
economy context, and less research has focused on whether 
the relationships can be replicated in emerging economy 
technology-focused settings like those in the Philippines. The 
organisation structures, leadership behaviours, and resource 
state in emerging economies vary in such a way that affects 
job and social resource practises. Specifically, the employees 
in the technology sector in the environment of emerging 
economies tend to have various managerial expectations and 
work restrictions, so that replication in context is required to 
determine whether the relations developed are consistent. 
The high growth rate of the technology industry in the 
Philippines, especially through software development, digital 
services, and technology-based businesses, has increased the 
challenge of attracting skilled and innovative employees. 

Employee creativity is a major advancement that has 
attracted a lot of research in the literature of organisational 
behaviour and human resource management because of its 
significant contribution to innovation and organisational 
performance. However, previous literature by (Kivrak et al., 
2023) identifies job autonomy and leadership support as 
significant antecedents of creativity. Most research has 
treated these variables as independent predictors but has not 
investigated their interaction in predicting creative 
outcomes. Accordingly, although moderation models are well 
known in the wider literature, fewer studies are available 
regarding leadership support as a boundary condition to 
strengthen the autonomy-creativity relationship, especially 
in the context of the emerging economy technology sector. 

Besides, previous research on employee creativity has mainly 
been carried out in Western and developed economies that 
are often typified by comparatively small power distance and 
individualistic cultural orientations (Wen et al., 2021). 
Therefore, there is still a dearth of empirical studies that are 
based on emerging economies, including the Philippines. The 
analysis of the inter-variable dependencies between job 
autonomy, leadership support, and employee creativity in 
this context can be considered an addition to the 
strengthening of the external validity of the existing results 
to evaluate how well the perspectives apply to various 
organisational settings. Based on this, the current research 
places the technology-sector employees as its main focus and 
identifies a predictive relationship between job autonomy 
and employee creativity, as emporia evidence in a non-
Western context, that is Philippines.   

The literature on the field of organisational behaviour has 
widely studied the work design and leadership that is involved 
in creativity; nevertheless, little replication is present that is 
contextual and sector-specific in the settings of Southeast 
Asia and specifically, the Philippines. Further, technology-
sector employees have not been well represented in empirical 
studies in emerging economies to support their growing 
economic and innovation importance. The research is 
innovative in that it applies some of the established 
autonomy-creativity and leadership models to the employees 
of the technology sector in the Philippines to enhance the 
external validity and provide sector-specific data on the 
direct and moderating types of relationships that define the 
creativity of the employees. 

Accordingly, this study fills these gaps by investigating 
the relationship between job autonomy and leadership 
support as antecedents of employee creativity in the 
technology industry surveyed in the Philippines and testing 
leadership support as a boundary condition influencing the 
relationship between job autonomy and creativity. Drawing 
on Job Characteristics Theory and Social Exchange Theory, 
the data analysis mainly provides replication evidence for 
relationships well established in the literature and provides 
additional boundary condition evidence through moderation 
testing to extend the external validity of both theoretical 
frameworks in an emerging economy technology sector, 
underrepresented context. 

Consequently, the current research examines the 
relationship between job autonomy and employee creativity 
and explores the moderating role of leadership support in the 
technology-sector employees surveyed in the Philippines in 
this study. This study, based on a hierarchical multiple 
regression model, could be seen as a contextual replication of 
earlier research and an extension study that assesses 
established autonomy, creativity and leadership support 
relationships and conditions leadership support as a 
boundary condition. This study, therefore, is contribution-
based in that it introduces sector-based replication support 
related to job autonomy and leadership support as predictors 
of employee creativity within the framework of an emerging 
economy technology-sector studies, and leadership support 
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as a boundary condition to shape the autonomy-creativity 
relation. In practice, the findings will be valuable to managers 
and leaders who want to direct the design of jobs and 
leadership practice so as to induce employee creativity in the 
technology-driven organisation. This research hence adds 
value by providing industry-specific regeneration of the 
autonomy-creativity and leadership-creativity associations 
in the technological sector of the emerging economy, which 
fits an underrepresented context. It similarly determines that 
leadership support is a boundary condition that reinforced 
the association of autonomy-creativity, which explains under 
what cases job resources could be converted into employee 
creativity. The findings also present viable recommendations 
on ways that managers and leaders are required to design jobs 
and apply supportive leadership behaviours to develop 
creativity, innovation, and proactive problem-solving of 
employees in technology-based companies in a systematic 
manner. 

2. LITERATURE REVIEW 

2.1. Job Autonomy, Employee Creativity, and Leadership 
Support 

According to (Polat & Ozdemir, 2021), job autonomy 
refers to the level at which a job provides employees with 
discretion and independence in planning, executing and 
scheduling work activities. Whereas the adoption of 
autonomy is usually associated with positive effects, 
(Pagdonsolan et al., 2020) warn that the benefits of autonomy 
are conditional, but not universal, unless autonomy is 
coupled with a supportive structure or clarity. Hence, high 
autonomy can result in role ambiguity and stress that 
diminish its effectiveness, as suggested by (Ye et al., 2025) as 
well. (Siyal, 2023), on the other hand, explains employee 
creativity as the creation of new and useful ideas within a 
workplace. Creativity is not a routine performance; it involves 
cognitive flexibility and the risk-taking that transcends the 
set tasks, and thus, it is discretionary and sensitive to 
individual and environmental conditions, as (Ohemeng et al., 
2020) propose as well. (Kivrak et al., 2025) define leadership 
support as those behaviours on the part of supervisors aimed 
at guiding, providing resources, recognition, and encouraging 
their subordinates. Hence, it can be said that leadership 
support is not to be confused with general positivity, but 
instead, depends on its ability to offset non-routine work-
related uncertainties, as well as to allow employees to take 
advantage of job resources such as autonomy. Together, these 
variables describe unique but interacting job and relational 
conditions which influence creative performance in 
organisations. 

2.2. Theoretical Framework 

This current work is based on the Job Characteristics 
Theory (JCT) and Social Exchange Theory (SET) to infer the 
interactions between job autonomy, leadership support, and 
creativity in employees. According to (Polat & Ozdemir, 
2021), the Job Characteristics Theory was presented by 
Hackman and Oldham in 1975 and argues that certain 

components of job design, especially autonomy, amplify such 
critical psychological conditions as perceived responsibility 
and intrinsic motivation to work, which then result in positive 
effects of work, including creativity. In the given framework, 
job autonomy helps the employees to have discretion and 
control over the working processes and, therefore, it leads to 
experimentation, solution of problems, and creative 
behaviour. In line with JCT, another theoretical concept that 
can offer a conceptual framework for the role played by 
leadership support is Social Exchange Theory. According to 
SET, employees are prone to reciprocal relationships with 
their supervisors on the basis of perceived support, care, and 
recognition (Zeb et al., 2023). Employees are more likely to 
exhibit positive attitudes and discretionary behaviours, 
including creativity, when leaders provide them with both 
emotional support and instrumental support. They can thus 
be empowered to use job autonomy positively with the 
support of leadership (Ye et al., 2025). Based on these 
theories, job autonomy is conceptualised as a job design 
resource that supports creative performance; whereas, 
leadership support is conceptualised as a relational resource 
that may strengthen (or weaken) the extent to which 
autonomy is associated with employee creativity. 
Accordingly, leadership support is considered a boundary 
condition rather than a mediating mechanism, and the focus 
of the study is on the testing of direct and indirect 
relationships under moderation of leadership role. This 
complementary set of theories provides a consistent 
theoretical framework for investigating the direct and 
interactive relationship of job autonomy and leadership 
support with employee creativity. 

Besides, although the premise of both Job Characteristics 
Theory and Social Exchange Theory presupposes 
motivational and psychological processes, namely intrinsic 
motivation, perception of responsibility, and mutual 
attitudes, the current study does not explicitly model or test 
these internal processes. These theories are used as the basis 
upon which the proposed relationships are justified as 
opposed to testing causal psychological pathways. Based on 
this, the current study purposely sets aside such processes as 
background theory and addresses relationships among study 
variables that are observable. In particular, the empirical 
model focuses on the direct relationship between job 
autonomy and employee creativity and the mediation of 
leadership support in this association. Instead, leadership 
support is being considered as a boundary condition, not a 
mediating variable and no psychological or motivational 
construct is added to the analysis framework and hypothesis 
testing. 

2.3. Hypotheses Development 

2.3.1. Job Autonomy and Employee Creativity 

Employee creativity has been widely cited as a key source 
of innovation, especially within the technology sector, where 
employees must constantly keep pace with rapid 
technological change and the complexity of problem-solving 
requirements. Creativity is a notion that depicts the 
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production of new and productive ideas concerning work 
processes, products or services (Mwantu et al., 2021). 
Employee creativity has gained importance in organisational 
competitiveness and sustainability in the Technology-sector 
employees surveyed in the Philippines, which has 
experienced augmented growth in software development, IT 
services, and digital start-ups (Abell et al., 2021). One of the 
antecedents of creative behaviour has always been found to 
be job autonomy, which can be defined as the level of freedom 
and discretion the employees enjoy when they are arranging 
their work schedules and determining how the tasks ought to 
be carried out (Kivrak et al., 2025). Job Characteristics Theory 
revealed that autonomy increases employees' sense of 
responsibility and intrinsic motivation, which are essential 
psychological requirements for creativity (Cavanagh et al., 
2020). Employees who have control over the ways of working 
and decision-making are more likely to investigate the 
different options, experiment with innovative ideas, and take 
up creative problem-solving (Madrid & Patterson, 2020). The 
Philippine technology sector situation is characterised by a 
growing digital transformation and increasing demand for 
innovation-oriented work. Nevertheless, flexibilities and 
project-based working structures have been embraced more 
in the technology sector, especially in agile work structures 
and startup contexts (Koski, 2024). 

With these changes, job autonomy has become quite 
relevant because employees are supposed to take charge of 
things on their own, come up with new solutions and react 
swiftly to the emerging requirements of the clients or the 
projects. Empirical research done within an Asian setting 
indicates that autonomy has a positive correlation to creative 
performance, particularly in situations involving a skilful set 
of knowledge workers who can apply it appropriately. Besides, 
according to (Pagdonsolan et al., 2020), autonomy at the 
Philippine workplace can be an indication of trust and 
empowerment; hence, employees can be encouraged to do 
more than what their job entails. Job autonomy can lead to 
job ownership of individuals working in technology firms, 
where innovative work sometimes relies on initiative. 
Although the autonomy creativity relationship is well 
established, testing the robustness of the relationship in 
emerging economy technology-sector contexts is important 
to strengthen the external validity. Following the Job 
Characteristic Theory and previous research findings, it is 
predicted that increased job autonomy increases the 
creativity of employees working in the Philippine technology 
sector. Hence, the hypothesis is as follows, supported by 
(Pagdonsolan et al., 2020), who find that job autonomy is 
positively and statistically significantly related to employee 
creativity. 

H1: Job autonomy is positively and statistically 
significantly related with employee creativity. 
2.3.2. Leadership Support and Employee Creativity 

Leadership support is a very important organisational 
resource which it can affect employee attitudes and 
behaviours in a variety of contexts (Akanji et al., 2020). The 
concept of leadership support means the fact that the 

employees feel they are appreciated, their well-being is taken 
care of, and guidance and help are given when they need them 
(Winston, 2020). Supportive relationships between leaders 
and followers can influence motivation and discretionary 
behaviour of employees by conveying recognition, concern 
and encouragement, which can be especially important in 
work environments with demands for uncertainty and risk-
taking. The Social Exchange Theory is a handy theory that can 
be used to comprehend the correlation between leadership 
support and employee creativity. Under this theory, gratitude 
by leaders results in expectations by the employees to give 
back through good behaviours, among which creativity is 
included (Ohemeng et al., 2020). Being creative also presents 
some aspect of risk-taking and uncertainty because 
innovative ideas can weaken the norms. Having leaders who 
are supportive and encouraging instead of critical and 
punitive, employees are more inclined to become creative. 
Employees working in the Philippine technology sector are 
often faced with new technologies, changing project 
requirements, and deadlines (Albert et al., 2020). 

The various challenges may be resolved with the help of 
supportive leadership, which ensures that the employees are 
free to experiment, get constructive feedback, and get praise 
for their hard work. According to a prior study by (Siyal, 2023), 
in the Asian organisational context, the leadership assistance 
improves the level of psychological safety and trust in leaders, 
which is a crucial factor to promote creative engagement. 
Prior research suggests that supportive leadership has the 
potential to produce an enabling interpersonal climate in 
which employees have a greater willingness to generate and 
share ideas, in line with SET expectations of reciprocal 
discretionary behaviour. Accordingly, leadership support is 
expected to be positively related to employee creativity 
through encouragement of discretionary effort, exchange of 
ideas and persistence under uncertainty. Supportive leaders 
can support innovative behaviour by communicating that 
innovation is appreciated and encouraged. The provision of 
this support can directly relate to an increase in the creative 
deliverables in technology-related organisations. 

H2: Leadership support is positively and statistically 
significantly related with employee creativity. 
2.3.3. Moderating Role of Leadership Support 

Further, although job autonomy and leadership support 
have independent relationships with employee creativity, 
recent studies support the role of studying the interaction of 
moderator forces (Kivrak et al., 2025). Autonomy gives 
employees the option to decide on the way of doing the work, 
and leadership support influences how employees view the 
options to decide whether it is safe and worth the effort to use 
this freedom creatively. Autonomy gives you discretion, but 
you still need support from the leadership that may influence 
whether employees feel encouraged to use this discretion in 
creative, risk-taking ways. This is consistent with JCT's 
emphasis on job design resources as well as SET's emphasis 
on relational reciprocity and support. Under the Job 
Characteristics theory, autonomy causes intrinsic 
motivation, but this depends on the contextual messages that 
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can show that one should undertake the use of creativity 
(Purisima, 2025). Such signals are delivered by leadership 
support through instilling trust, lessening negative 
assessment fear, and sanctioning experimentation. In work 
environments characterised by uncertainty, employing 
people may be more likely to use autonomy in creative ways 
as long as the supervisors provide encouragement and 
mitigate perceptions of interpersonal risk. In that regard, the 
positive effect of autonomy on creativity could be multiplied 
by leadership support. Social Exchange Theory also 
elaborates such a moderating mechanism. Thus, leadership 
support is expected to moderate the positive relationship 
between autonomy and creativity by acting as a boundary 
condition that increases employees' willingness to express 
autonomy in the context of creative behaviour. 

On the contrary, in low leadership support, the employees 
are reluctant to make use of their autonomy creatively, as 
they suffer a lack of approval or direction, thus undermining 
the autonomy-creativity relationship. This finding is 
supported by empirical evidence in the organisational 
research of Asian countries on leadership behaviours as 
influencing the responsiveness of employees to job design 
characteristics. Research by (Ye et al., 2025) indicates that 
autonomy may best bring out creativity with supportive 
leadership. Testing this moderation relationship in an 
emerging economy and technology sector context adds to the 
replication of this moderation relationship in a context of 
antecedent conditions that offer replicability evidence for 
established predictions of the theory. This paper, therefore, 
holds that leadership support enhances the desirable 
relationship that exists between job autonomy and employee 
creativity. This results in the hypothesis as follows, which is 
supported with the arguments of (Ye et al., 2025) as well. Also, 
grounded on the above arguments emerging from the 
literature review, the following conceptual framework of the 
study is depicted in Fig. (1). 

H3: Leadership support moderates the relationship 
between job autonomy and employee creativity.  

3. METHODOLOGY 

The current research utilised a quantitative and cross-
sectional research design to determine the predictive 
association of job autonomy with employee creativity and the 
moderating role of leadership support among technology-
sector employees surveyed in the Philippines. The data 
collection for the current study was conducted using a 
structured survey questionnaire with closed-ended questions 
aimed at measuring the core research constructs, i.e., job 
autonomy (Fida & Najam, 2019), leadership support, and 
employee creativity, as measured by (Khassawneh et al., 
2022). The constructs were operationalised using existing 
multi-item scales and measured on a five-point (Appendix A) 
Likert scale from 1 (strongly disagree) to 5 (strongly agree), a 
common practice in behavioural and organisational research, 
as stated by (Crick et al., 2025). The target population 
consisted of full-time employees who work in organisations 
with technology-related jobs in the Philippines, specifically 
software development organisations, IT service providers, 
and other technology-based organisations. To increase clarity 
and reference to the study's context, the term "technology-
sector employees" is used to identify study respondents 
employed in companies in which software development, 
digital platforms, IT-enabled services, and other technology-
based business activities are the main operational functions. 
Because the study requires respondents who could 
meaningfully make an evaluation of job autonomy, 
supervisory support and creative behaviour, a purposive 
sampling strategy was used. Purposive sampling can be used 
when conducting organisational research when the 
participants are expected to have a certain level of experience 
at work, relevant to the constructs being measured, and also 
when a full sampling frame is not available (Ahmad & 
Wilkins, 2025). The survey has been circulated in professional 
networks, organisations and online to reach employees 
working in the sector. Given the use of online and network-
based distribution, the study did not use a single identifiable 
sampling list to create the research, which makes the 
computation of an exact organisational response rate 
difficult; therefore, findings should be interpreted as 
reflecting the surveyed segment of technology sector 
employees. 

 

Fig. (1). Conceptual framework. 
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In order to determine the needed sample size, an a priori 
approach using a power-balanced design, which is 
appropriate for hierarchical regression models with 
interaction terms, was followed. In accordance with 
conventional standards, the significance level was set at 
alpha level = .05, and statistical power was set at .80 (Baker    
et al., 2021). Because interaction effects are often small in 
organisational studies, a small effect size (f2 = 0.03) was 
assumed consistent with the effect size guidelines and 
methodological recommendations for detecting the 
moderation effects in regression models (Lorah, 2020). Based 
on these parameters and the use of a three-predictor model 
(job autonomy, leadership support and their interacting 
effect) recommended minimum sample size was about 264 
respondents. In order to achieve better statistical precision 
and to compensate for the possible loss of data, a larger 
sample was aimed for. There were fewer responses in the 
analysis than initially received, but not all were suitable for 
analysis. Data cleaning: Incomplete questionnaires and 
responses with significant missing values were removed, 
along with patterned or inconsistent response behaviour. 
After screening, a final working sample of 300 valid responses 
was left and used in statistical analysis. Although the sample 
is representative of employees in the organisations and 
networks contacted in the survey, it is possible that because 
of the use of purposive sampling and online distribution, 
organisations were under or over-represented in terms of size 
and type, and therefore any conclusions should only be drawn 
from the population sampled. 

Ethical considerations were taken into careful 
consideration throughout the research process. Participation 
was voluntary, the respondents were told of their right to 
withdraw at any time, and anonymity and confidentiality 
were ensured through de-identification of responses. Ethical 
clearance was sought from the appropriate institutional 
authority, and all procedures adhered to accepted guidelines 
for ethical research in order to protect the rights and well-
being of the study participants. Data analysis was conducted 
using IBM Statistics with the use of IBM-SPSS Statistics. First, 
the demographic and descriptive statistics were employed to 
summarise the demographic characteristics of the 
respondents. Second, internal consistency reliability was 
measured with Cronbach's alpha and values higher than .70 
were considered an index of reliability, as indicated by (Nawi 
et al., 2020). Third, Pearson correlations were calculated to 
investigate the distribution of variables and preliminary 
relationships. Fourth, Exploratory factor analysis (EFA) was 
performed to examine construct validity through examining 
the factor loadings and the underlying measurement 
structure, recognising that reliability does not establish 
validity (Howard, 2023). Because the current study is based on 
the self-reported measures obtained at a single point in time 
and typical method bias was determined, the statistical test 
of Harman's single-factor test, which was used for survey-
based organisational research by (Polas, 2025), as the typical 
method for identifying common method bias in this study, 
was employed. Harman's single-factor test showed the first 
unrotated factor explained 49.634% variance, which is less 

than the conventional 50% threshold. This suggests that 
common method variance is unlikely to be the dominant 
relationship background to the relations among the study 
variables, although the proximity of the value to the 
threshold is a cause for cautious interpretation. Finally, the 
hypotheses have been tested using hierarchical multiple 
regression analysis. First, job autonomy was entered as the 
predictor of employee creativity in order to test their direct 
associations (H1). The interaction term (job autonomy * 
leadership support) was entered in order to test the 
moderating role of leadership support (H2). Predictor 
variables had been mean-centred before the interaction term 
was created in order to minimise multicollinearity, and model 
explanatory power was measured using R2 and changes in 
explained variance (ΔR²). Multicollinearity diagnostics-
Variance inflation factors (VIF) & Tolerance values, etc., 
diagnostics were performed. 

4. RESULTS 

4.1. Demographics Analysis 

The demographics profile of the study participants is 
presented in Table 1. As shown in Table 1, the sample is 
predominantly female (65%), indicating a higher 
representation of women in the surveyed workforce. The age 
structure shows a comparatively young-to-mid-career 
population, with more than three-quarters in the 26-35 age 
group, suggesting the population is in active career 
development phases. This is supported by patterns of job 
tenure shown in Table 1, with the largest percentage of 
respondents (34.7%) reporting 7-10 years of organisational 
experience, indicating that the individual is quite familiar 
with the organisation and their jobs are fairly stable. 
Nonetheless, almost a third of the respondents had a tenure 
of less than three years, which shows that an impressive 
number of early-career or new employees are present as well. 
Regarding the organisational context, most respondents 
(58.3%) were employed in medium-sized to large 
organisations (501-1000 employees), though the very small 
organisations were barely represented. The demographic 
profile indicates that the findings are best applicable to the 
mid-career employees who work in larger organisational 
contexts, and this should be taken into account when 
interpreting and generalising results. 

4.2. Construct Reliability 

The reliability and preliminary validity evidence of the 
measurement scales used in this study are presented in Table 
2. Cronbach's alpha, job autonomy (alpha = .812), leadership 
support (alpha = .832), and employee creativity (alpha = .810) 
are all highly above the commonly accepted minimum 
threshold of .70 as stated by (Meh et al., 2021), indicating 
substantial internal consistency reliability. These results 
suggest the items in each of the constructs are sufficiently 
interrelated and that they are measuring coherent latent 
constructions, which makes the scales suitable for inferential 
analysis. Importantly, Cronbach's alpha gives evidence of 
reliability rather than validity; therefore, further evidence 
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was included to support the structure of the constructs. As 
shown in Table 2, factor extraction resulted in a cumulative 
variance explanation of 82.023%, which indicates that the 
extracted components are a reasonable representation of the 
underlying measurement structure of the survey instrument. 
Overall, the results in Table 2 show that the measurement 
model does show good levels of internal consistency; good 
levels of variance explanation (all factors); and no serious 
signs of single source response bias, meaning that the study 
could now be moved to hypothesis testing using regression 
analysis. 
4.3. Validity-Inter-Item Correlations 

The inter-item correlation matrix, Table 3, shows that 
there are low to moderate positive correlations between items 
in each construct, although the general range of correlation 

is between 0.278 and 0.757, which is acceptable internal 
consistency. Job autonomy items present consistent 
correlations without an unnecessarily high degree of 
correlation, implying consistency and not redundancy. The 
inter-correlations between leadership support items are 
relatively higher, especially between LS2, LS3 and LS4, which 
is good support for construct convergence. The items of 
employee creativity are also indicative of stable and 
significant associations. Cross-construct correlations are not 
as high as within-construct correlations, which is evidence of 
satisfactory discriminant validity. In general, the correlation 
trends indicate that the measurement scales are valid because 
the items correlate better within their own constructs and are 
different enough across variables to be included in the 
multivariate analysis. 

Table 1. Demographics analysis. 

Variable Category n % 

Gender 
Male 105 35 

Female 195 65 

Age 

20–25 16 5.3 

26–30 115 38.3 

31–35 96 32 

36–40 30 10 

41+ 43 14.3 

Job Tenure 

< 1 year 53 17.7 

1–3 years 61 20.3 

4–6 years 55 18.3 

7–10 years 104 34.7 

10+ years 27 9 

Organisation Size 

< 50 6 2 

51–250 5 1.7 

251–500 76 25.3 

501–1000 175 58.3 

1000+ 38 12.7 

Table 2. Construct reliability. 

Construct Items Cronbach’s α Cumulative Variance Explained (%) Harman Single Factor (%) 

Job Autonomy 5 0.812 82.023 49.634 

Leadership Support 5 0.832 82.023  

Employee Creativity 6 0.81 82.023  
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Table 3. Construct validity. 

Inter-Item Correlation Matrix 

- JA1 JA2 JA3 JA4 JA5 LS1 LS2 LS3 LS4 LS5 EC1 EC2 EC3 EC4 EC5 EC6 

JA1 1.000 0.686 0.566 0.321 0.380 0.369 0.570 0.500 0.439 0.495 0.566 0.321 0.380 0.369 0.570 0.500 

JA2 0.686 1.000 0.644 0.278 0.369 0.410 0.531 0.508 0.383 0.416 0.644 0.278 0.369 0.410 0.531 0.508 

JA3 0.566 0.644 1.000 0.291 0.424 0.355 0.414 0.480 0.444 0.445 1.000 0.291 0.424 0.355 0.414 0.480 

JA4 0.321 0.278 0.291 1.000 0.654 0.491 0.255 0.214 0.262 0.298 0.291 1.000 0.654 0.491 0.255 0.214 

JA5 0.380 0.369 0.424 0.654 1.000 0.654 0.278 0.290 0.363 0.360 0.424 0.654 1.000 0.654 0.278 0.290 

LS1 0.369 0.410 0.355 0.491 0.654 1.000 0.365 0.346 0.341 0.278 0.355 0.491 0.654 1.000 0.365 0.346 

LS2 0.570 0.531 0.414 0.255 0.278 0.365 1.000 0.745 0.652 0.509 0.414 0.255 0.278 0.365 1.000 0.745 

LS3 0.500 0.508 0.480 0.214 0.290 0.346 0.745 1.000 0.757 0.520 0.480 0.214 0.290 0.346 0.745 1.000 

LS4 0.439 0.383 0.444 0.262 0.363 0.341 0.652 0.757 1.000 0.477 0.444 0.262 0.363 0.341 0.652 0.757 

LS5 0.495 0.416 0.445 0.298 0.360 0.278 0.509 0.520 0.477 1.000 0.445 0.298 0.360 0.278 0.509 0.520 

EC1 0.566 0.644 1.000 0.291 0.424 0.355 0.414 0.480 0.444 0.445 1.000 0.291 0.424 0.355 0.414 0.480 

EC2 0.321 0.278 0.291 1.000 0.654 0.491 0.255 0.214 0.262 0.298 0.291 1.000 0.654 0.491 0.255 0.214 

EC3 0.380 0.369 0.424 0.654 1.000 0.654 0.278 0.290 0.363 0.360 0.424 0.654 1.000 0.654 0.278 0.290 

EC4 0.369 0.410 0.355 0.491 0.654 1.000 0.365 0.346 0.341 0.278 0.355 0.491 0.654 1.000 0.365 0.346 

EC5 0.570 0.531 0.414 0.255 0.278 0.365 1.000 0.745 0.652 0.509 0.414 0.255 0.278 0.365 1.000 0.745 

EC6 0.500 0.508 0.480 0.214 0.290 0.346 0.745 1.000 0.757 0.520 0.480 0.214 0.290 0.346 0.745 1.000 

 

4.4. Descriptive Statistics 

Descriptive statistics for the main study variables are 
shown in Table 4. Respondents indicated moderately high 
perceptions of job autonomy (M = 3.49, SD = 0.812) and 
leadership support (M = 3.48, SD = 0.795), which implies that 
employees in the technology organisations sampled in the 
Philippines generally have meaningful decision-making 
discretion and supportive supervisory behaviours. Employee 
creativity showed a moderate mean score as well (M = 3.52, 
SD = 0.724), which indicates that the respondents are 
reporting involvement in innovative and creative work 
behaviours at a level higher than the midpoint of the scale. 
Variability of all constructs ranged from moderate (SD < 1.00), 
suggesting that there is sufficient dispersion in the answers 
(reducing the likelihood of restricted range effects, which may 
weaken statistical associations). Collectively, Table 3 leads us 
to speculate that the sample exhibits a favourable 
organisational climate for both autonomy and support, which 
is consistent with expectations for the technology sector, 
where innovation and flexible work design are not out of the 
ordinary. These descriptive patterns also offer a preliminary 
rationale for investigating the question of whether leadership 
support enhances the creativity benefits of job autonomy. 

4.5. Correlation Analysis 

The Pearson correlation coefficients analysis between job 
autonomy, leadership support and employee creativity are 
provided in Table 5. All the correlations are positive and 

significant at the 0.01 level, which is the initial evidence of 
the hypothesised relationships. Job autonomy has a positive 
correlation with employee creativity (r =.783, p <.001), which 
means that the higher the discretion and freedom of work 
performance, the higher the creativity reported. Supportive 
leadership has a strong relationship with the creativity of the 
employees (r =.817, p < .001), which also depicts the role of 
the supportive leadership style and encouragement in an 
environment where innovation is important. Job autonomy 
and leadership support also show a high level of correlation 
with one another (r = 0.617, p = 0.001). High correlation levels 
are theoretically predicted as job autonomy and leadership 
support are complementary job and social resources that 
frequently go together in favourable organisational 
conditions, especially in knowledge-based work with 
technologies. The patterns of these correlations align with 
the current literature on organisational behaviour and imply 
coherence in the relational framework of the variables of the 
study. Therefore, the hierarchical regression analysis was 
conducted to determine the independent contribution of job 
autonomy and leadership support, taking into consideration 
the shared variance. This method of analysis increases the 
level of trust in the later testing of hypotheses and the 
interpretation of the effects of interactions reported. 
4.6. Variance Inflation Factor 

Collinearity diagnostics, as depicted in Table 6, suggested 
no problems with multicollinearity for the regression models. 
For variance inflation factors (VIF), values were below 3.3, as 
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indicated by (Arabameri et al., 2020). In addition, condition 
index values were not out of limits, confirming the stability 
and reliability of the regression coefficients. 

4.7. Hierarchical Regression Analysis 

The results of hierarchical multiple regression are 
presented in Table 7, and the corresponding model 
explanatory power is presented in the table 7. In Model 1 
(Table 6), job autonomy was a significant predictor of 
employee creativity (B = 0.567, β = 0.783, p < 0.001) and 
explained 61.2% of the variance in creativity (R² = 0.612). This 
gives good support for H1 as job autonomy is found to be a 
significant predictor of creativity in this sample of 
participants. The magnitude of this relationship suggests that 
autonomy is a particularly important resource within 
technology organisations, where behaviours that are related 
to innovation may depend heavily on discretion, flexibility 
and self-directed problem-solving. In Model 2, leadership 
support was added to the regression equation. As shown in 
Table 7, this addition resulted in a significant increase in 
explained variance (ΔR²= 0.181, p <.001) for a total variance 
explained of 79.3%. Both job autonomy (β = .450, p < 0.001) 
and leadership support (β = 0.540, p < 0.001) were still 
statistically significant, and added greater robustness to H1 
and H2 under multivariate testing. Notably, the standardised 
relationship of job autonomy declined from (Model 1) = .0783 
to (Model 2) = 0.450, suggesting that the decrease in the 
standardised coefficient reflects a shared explanatory 
variance between job autonomy and leadership support, 
whereas both show statistically significant unique 
associations with creativity. However, autonomy was 
significant, which means that it plays a unique role in 
creativity despite the contribution of supervisory support. 
Leadership support was found to be the stronger predictor of 
creativity H2, implying that supportive leadership behaviours 
is particularly influential social resource that promotes idea 
sharing, experimentation and innovation in organisational 
settings. In Model 3, the moderating role of the interaction 
between job autonomy and leadership support was tested by 

introducing the interaction term (job autonomy x leadership 
support), validating H3. Moreover, while controlling for 
demographic variables, the results show that Age depicts a 
small, though significant, positive relationship with 
employee creativity, which indicates that older employees 
tend to show higher creative behaviour. Further, Job tenure 
was found to have a modest negative relationship with 
employee creativity, which highlighted that longer tenure is 
associated with decreased creativity. Gender was found to 
have a significant relationship with employee creativity, 
signifying differences in reported creativity within the 
groups. Lastly, organisation size was found to hold a robust 
positive and significant association with employee creativity, 
specifying that employees in bigger organisations show 
considerably greater levels of creativity, probably due to 
higher resources and innovation support. 

Table 4. Descriptive analysis. 

Variable Min Max M SD 

Job Autonomy 1 5 3.49 0.812 

Leadership Support  1 5 3.48 0.795 

Employee Creativity  2 5 3.52 0.724 

As shown in Table 8, the interaction accounted for a 
statistically significant increase in the amount of variance 
explained (difference in R² = 0.796, p = 0.030). (Fig. 2) shows 
a visual way of representing the relationship between job 
autonomy and employee creativity in terms of the level of 
perceived support by the leader. The fitted line shows that job 
autonomy has a positive relationship with employee 
creativity such that the higher the job autonomy, the higher 
the score of creativity is. The plotted points, in turn, seem to 
indicate that the greater the leadership support, the higher 
the associated creativity outcomes, especially in moderate to 
high job autonomy; conversely, lower levels of leadership 
support often result in lower scores for creativity outcomes. 

Table 5. Correlation analysis. 

Correlations 

- Job Autonomy Leadership Support Employee Creativity 

Job Autonomy Pearson Correlation 1 .617** .783** 

Sig. (2-tailed)   0.000 0.000 

N 300 300 300 

Leadership Support Pearson Correlation .617** 1 .817** 

Sig. (2-tailed) 0.000   0.000 

N 300 300 300 

Employee Creativity Pearson Correlation .783** .817** 1 

Sig. (2-tailed) 0.000 0.000   

N 300 300 300 

Note: **. Correlation is significant at the 0.01 level (2-tailed) 
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Table 6. Multicollinearity diagnostic. 

Predictor VIF 

Job Autonomy  1.648 

Leadership Support 1.635 

Interaction  1.09 

Table 7. Hierarchical regression analysis. 

Model Predictor B SE β t p R² ΔR² 

1 Job Autonomy (JA_c) 0.567 0.026 0.783 21.698 < .001 0.612 0.612 

2 Job Autonomy (JA_c) 0.326 0.024 0.45 13.407 < .001 0.793 0.181 

- Leadership Support (LS_c) 0.391 0.024 0.54 16.096 < .001 - - 

3 Job Autonomy (JA_c) 0.333 0.024 0.46 13.664 < .001 0.796 0.003 

- Leadership Support (LS_c) 0.397 0.024 0.548 16.339 < .001 - - 

- JA × LS (JA_LS) 0.039 0.018 0.06 2.175 0.03 - - 

4 Age 0.052 0.022 0.084 2.363 0.019 - - 

5 Job Tenure -0.046 0.020 -0.085 -2.300 0.022 - - 

6 Gender -0.115 0.053 -0.078 -2.169 0.031 - - 

7 Organization Size 0.580 0.036 0.641 16.111 0.000 - -  

Table 8. Model explanatory power. 

Model R R² Adjusted R² F Change p 

1 0.783 0.612 0.611 470.782 < .001 

2 0.89 0.793 0.792 259.085 < .001 

3 0.892 0.796 0.794 4.729 0.03 

 

Fig. (2). Interaction plot: Job autonomy & employee creativity as a function of levels of leadership support. 
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Overall, the (Fig. 2) is consistent with the regression 
results because it shows increased creativity with job 
autonomy and that creativity values show higher levels of 
creativity when leadership support is rated more positively. 
This pattern is consistent with the interpretation that 
leadership support conditions the relationship between 
autonomy and creativity, although the regression interaction 
term and the plot should be interpreted together. Although 
the interaction helps to explain a modest increase in variance, 
the effect (which was statistically significant) suggests that 
leadership support moderates the strength of the autonomy-
creativity relationship. Therefore, the interaction effect 
should be taken as having meaning and being theoretically 
relevant even if modest in magnitude. 

5. DISCUSSION 

This study has examined the predictive association of job 
autonomy and the creativity of the employees and has 
evaluated whether leadership support strengthens this 
relationship in the technology-sector employees surveyed in 
the Philippines. The study shows that, across the 
“technology-sector employees surveyed in the Philippines, 
employee creativity is transformed by both job-level and the 
quality of supervisory support, which signifies the practical 
interdependence of job autonomy and leadership resources. 
The results are in favour of a direct positive relationship 
between job autonomy, leadership support and creativity (H1 
and H2 accepted) and a significant moderating relationship 
between leadership support and autonomy and creativity (H3 
accepted). Together, these outcomes support contemporary 
views that creativity is not only a matter of the discretion 
above (accessible to the job position/incorporated in the job 
description) but also whether the social environment created 
by leaders legitimises experimentation and encourages 
employees to act upon their autonomy. 

Consistent with the results of the study, the moderation 
role is shown in Fig. (2) (interaction plot), which provides a 
clear understanding of the direction of the interaction by 
demonstrating the differences in the relationships between 
job autonomy and employee creativity under the conditions 
of low and high levels of leadership support. The positive 
relationship between job autonomy and creativity observed in 
this study aligns with prior findings in knowledge-intensive 
and innovation-oriented work settings. Importantly, the 
replication of this relationship within an emerging economy 
technology sector suggests that autonomy functions as a 
robust job resource beyond Western organizational contexts. 
This strengthens confidence in the generalizability of 
autonomy–creativity relationships across different 
institutional and sectoral environments. This finding is 
consistent with research that shows that autonomy is one of 
the contributors to higher job effectiveness by boosting 
employee control, motivation, and proactive behaviour 
(Khoshnaw & Alavi, 2020). 

It also supports the argument that creative output in 
modern work settings is strongly related to discretionary 

control over the way in which tasks are carried out, rather 
than simply what tasks are done. Evidence from autonomy-
focused work research also supports this relationship to show 
that environments that support autonomy enhance employee 
emotions and creative performance, particularly in 
knowledge-based jobs (Ye et al., 2025). Similarly, studies 
which emphasise control over work processes and time 
indicate that the more discretion employees have over their 
work processes, the more able they are to handle problem-
solving demands associated with innovation (Madrid & 
Patterson, 2020). 

Collectively, these research findings support the case that 
autonomy is a prerequisite of creativity in technology-based 
work. Leadership support was also shown to be a meaningful 
predictor of employee creativity, which supports the Social 
Exchange Theory and confirms H2. Creativity is, by 
definition, uncertain for employees and requires them to 
invest their discretionary effort into idea generation, 
experimentation, and the possibility of failure. The high 
predictive relationship of the leadership support shows that 
the creative involvement of employees can be significantly 
impacted by supervisory behaviour in technology-based 
work. This implies that in the context of roles that are highly 
technical, relational leadership is still relevant in facilitating 
a creative workforce, which supports the validity of the 
practical significance of supportive supervision in an 
innovation-driven context. This is consistent with social 
exchange arguments, by which employees value the 
interaction with supportive treatment by providing forgoing 
them, for example, creative behaviours that go above the 
barriers of the formal requirements of the position (Zeb et al., 
2023). Supporting this reasoning, research shows that 
positive leadership enhances inclusion and well-being, which 
creates conditions where employees are more willing to 
actively participate and engage in constructive innovation 
(Adams et al., 2020). 

Consistent with this literature, leadership support, in the 
current study, is seen as an enabling supervisory resource that 
encourages the sharing of ideas and persistence in the face of 
uncertainty; however, psychological mechanisms such as 
psychological safety or trust were not directly tested, and 
therefore, they should be considered as theory-consistent 
interpretations of leadership support, rather than as 
empirically demonstrated mechanism pathways. These 
results confirm the perspective that supportive leadership is 
not just a contextual advantage, but one of the drivers of 
creative behaviour at will. Importantly, the moderation 
results provide theoretical and empirical evidence for 
leadership support as a boundary condition leading to the 
strengthening of the association between autonomy and 
creativity. The acceptance of H2 suggests that autonomy is 
more strongly related to creativity when employees 
experience high levels of leadership support. This finding 
implies that autonomy is not necessarily transformed into 
creative output, because employees could be deterred from 
engaging in experimentation and expression when leadership 
is indifferent or supportive.   



Scientific Journal of Business Management and Social Sciences, 2026, Vol. 1 

 

Gilbert Talaue 

 

 

12 

The moderation role shows that job autonomy cannot 
always elicit creativity. Instead, autonomy provides more 
creative performance in the context of an encouraging 
leadership setting. This observation explains the most 
effective period of autonomy, making leadership support a 
crucial boundary situation, allowing employees to do as they 
please. This interpretation is greatly supported by previous 
studies. For instance, as per (Imam et al., 2020), authentic 
leadership has been found to boost creativity by mechanisms 
such as empowerment and commitment to supervisors, which 
means leadership resources enhance the willingness of 
employees to engage in creativity-driven behaviour. In a 
similar vein, (Wen et al., 2023) unveiled that empowering 
leadership leads to increased engagement through 
psychological empowerment, and leadership practices can 
influence whether job resources are translated into proactive 
and innovation-oriented outcomes. 

It has also been shown recently that the relationships 
between job autonomy and creativity are context-sensitive 
and can be moderated by support from the supervisor and 
other conditions of work, indicating the existence of the kind 
of moderation effect found in the present work (Kivrak et al., 
2025). Overall, the interaction effect must be considered as 
additional boundary condition evidence as opposed to the 
central theoretical contribution of the manuscript. The main 
theoretical value of the study is the establishment of 
contextually replicable evidence of the established 
independence of autonomy-creativity and support for 
creativity-autonomy relationships in an underrepresented 
emerging economy technology sector context, whereas the 
moderation finding moves forward in understanding when 
the autonomy-creativity relationship is enhanced. It is also 
consistent with modern organisational research that 
proposes the most effective way to explain creativity is 
through multi-resource frameworks of a combination of job 
design and relational leadership factors (Siyal, 2023). From a 
practical point of view, the findings indicate that 
organisations wishing to enhance creativity seek strategies 
that address both job design and leadership capability. Giving 
employees autonomy without supportive leadership 
minimises the willingness to take creative risks or share 
innovative ideas, while having supportive leadership without 
meaningful autonomy limits the ability of employees to 
implement creative solutions (Nili & Tadanori, 2022). 

Therefore, organisational interventions should combine 
efforts to increase the level of autonomy through job redesign 
and build the effectiveness of leadership support through 
training and development. Mentoring and leadership 
development programmes are relevant, as they support 
leaders to use supportive supervisory behaviours that can 
strengthen engagement, motivation and innovation 
outcomes, as also unveiled by (Slemp, 2021). Such strategies 
are particularly important in the context of technology-sector 

employees surveyed in the Philippines working under the 
mantle of rapid innovation, in which creative performance is 
directly linked to organisational competitiveness. Altogether, 
this research is valuable because it offers sector-specific 
replication of well-known relations of autonomy and 
creativity in a small-represented emerging economy 
technology framework. By showing the conditional nature of 
leadership support, the results bring new insight into when 
job autonomy has the best chances of promoting creativity, 
providing a theoretical clarification as well as practical advice 
to technology-pushing organisations. 

CONCLUSION 

This research investigates the relationship between job 
autonomy and creativity of employee creativity and 
determines if leadership support enhances the relationship 
between job autonomy and employee creativity in the 
Technology-sector employees surveyed in the Philippines. 
The findings confirm that job autonomy has a positive 
relationship with creativity, which indicates that discretion in 
task execution, decision-making, and planning work allows 
employees to engage in novel and more useful idea 
generation. Leadership support was also found to foster 
creativity, indicating the importance of supervisors who 
encourage creativity, value employee contributions and offer 
constructive guidance. Importantly, the results also indicate 
that leadership support reinforces the relationship between 
autonomy and creativity, indicating that autonomy is likely 
most effective when employees work within a supportive 
supervisory context that encourages experimentation and 
mitigates interpersonal risk. These findings make a 
contribution to the literature by illustrating how job design 
and leadership resources mutually influence employee 
creativity in technology-sector organizations. The paper 
combines both the findings of the Job Characteristics Theory 
and Social Exchange Theory to show that job autonomy and 
leadership support are complementary structural and 
relational resources that influence creative behaviour. The 
study provides empirically context-specific evidence in an 
emerging economy technology environment to enhance the 
external validity of known relationships between autonomy 
and creativity and leadership and creativity. In practise, the 
results indicate that organisations in need of innovative-
based performance ought to harmonise autonomy-based job 
design with leadership development programmes that 
encourage supportive supervisory practises, which 
consequently lead to organisational setups in which 
employees are more ready and capable of taking part in 
creative problem solving. 

LIMITATIONS AND FUTURE DIRECTIONS 

Despite the contributions, the present study has 
limitations. First, the cross-sectional design limits the 
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inferences that can be drawn regarding causality between job 
autonomy, leadership support and creativity. Future research 
needs to use a longitudinal or experimental research design 
to test whether increases in autonomy and leadership support 
have sustained change in creative behaviour over time. 
Second, the research was based on self-report survey 
responses, and the answers from the current study might be 
subject to social desirability effects and common method 
variance. Future research could further bolster validity by 
drawing on multi-source information, such as creativity as 
rated by supervisors, peers or more objective measures of 
innovation. Third, the research was focused on the 
technology industry from one national context, and this could 
restrict the generalisability of the findings to other industries. 
Future studies should attempt to replicate the model in other 
sectors and regions - especially other developing economies 
that are in the process of being digitally transformed. 
Furthermore, considering more explanatory mechanisms like 
psychological safety, empowerment, or engagement also adds 
to the comprehension of the role of leadership support in 
building autonomy-driven creativity. Finally, future studies 
can focus on the testing of alternative moderators on the 
relationship between diversity and creativity, such as 
innovation climate or leader-member exchange quality, and 
determine if other relational dynamics further affect the 
outcomes of creativity. Finally, cultural explanations of the 
results are also restricted, since no direct measurement or 
integration of cultural values, norms and power distance 
orientations was conducted to be included in the research 
design. Mentioning of national or organisational culture is 
merely background information, and no actual data was 
gathered to support culturally specific explanations of 
patterns of observed relationships. 

POLICY IMPLICATIONS 

The results have implications for organisational policy 
and workforce development for the Philippine technology 
sector. Organisations should make job design policies which 
will ensure that employees have meaningful autonomy, 
particularly in jobs that require adaptive problem-solving and 
innovation. At the same time, development of leadership 
roles should be given priority, as supportive supervision helps 
to increase the effectiveness of autonomy by fostering 
encouragement, trust and psychological safety. Firms could 
benefit from running mentoring and coaching programmes 
that assist supervisors to enhance their abilities to recognise 
contributions, provide feedback, and enable them to 
experiment. At an institutional level, industry associations 
and national innovation agencies may integrate leadership 
capability-building efforts and technical upskilling efforts in 
efforts to help build innovation-readiness across the 
workforce. Both job autonomy and leadership support have 
the potential to contribute to higher organisational 

creativity, innovation capability and competitive advantage 
in the long-term in the digital economy. 
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APPENDIX A 

QUESTIONNAIRE 

Section A: Demographic Information 

Variable Question Response Options 

Gender What is your gender? Male  

Female  

Age What is your age group? 20–25   

26–30  

31–35  

36–40  

41+ 

Job Tenure How long have you been working in your current organization? <1 year 

1–3 years  

4–6 years  

7–10 years 

10+ years 

Organization Size How many employees does your organization have? <50 

51–250  

251–500 

501–1000 

1000+ 

Section B: Job Autonomy (Independent Variable) 

Source: Hackman & Oldham’s Job Diagnostic Survey (1980). 

(1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) 

No. Statement 1 2 3 4 5 

JA1 I have significant autonomy in determining how I do my job.     
 

JA2 I can decide the order in which I complete my tasks.     
 

JA3 I am allowed to make decisions on my own while performing my job.     
 

JA4 My job gives me the freedom to schedule my own work.     
 

JA5 I have control over the methods I use to complete my work.     
 

Section C: Leadership Support (Moderator Variable) 

Source: (Eisenberger et al., 2002) – Perceived Supervisor Support Scale 

No. Statement 1 2 3 4 5 

LS1 My supervisor really cares about my well-being. 
 

    

LS2 My leader appreciates any extra effort I put into my work. 
 

    

LS3 My supervisor is willing to help me when I need a special favor. 
 

    

LS4 My leader shows concern for my opinions and suggestions. 
 

    

LS5 My supervisor provides useful feedback that helps me improve my performance. 
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Section D: Employee Creativity (Dependent Variable) 

Source: (Zhou & George, 2001) – Employee Creativity Scale 

No. Statement 1 2 3 4 5 

EC1 I suggest new ways to achieve goals or objectives. 
 

    

EC2 I come up with creative solutions to problems. 
 

    

EC3 I often propose new approaches to performing work tasks. 
 

    

EC4 I seek out new technologies or methods to improve performance. 
 

    

EC5 I generate original ideas that can benefit my team or organization. 
 

    

EC6 I am recognized by others for being innovative in my job. 
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