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Many old and new organizational practices have faith 

in notion of autonomy and workplace creativity. 

Autonomy refers to freedom of the will or actions by 

an individual working in any organization to perform 

assigned tasks. It can be further described as 

employee’s liberty, freedom, and will in performing 

tasks of the job. Undeniably, creativity and innovation 

are cultivated by cultures have foundations on strong 

shared values. Utilization of employee innovative 

ideas flourishes teachers job performance and 

minimize the complexity of task in organizations. The 

aim of the study was to investigate the relationship 

between work autonomy and work place creativity as 

moderated by task complexity at university level.  

Correlational research design was used. Data was 

collected through online questionnaire. Findings of 

the study revealed that there is a positive strong 

relationship between work autonomy and work place 

creativity. This relationship has significant moderation 

effect of task complexity. It is concluded that work 

autonomy effecting workplace creativity in a lesser 

degree when task complexity was low whereas in case 

of high task complexity, work autonomy was affecting 

workplace creativity greatly. 
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Introduction  

Organizations can be categorized as for profit and non-profit organizations. 

Both types of organizations are structured and managed in such a way to 

achieve maximum goals. Purpose of non- profit (service providing) 

organizations are generally to provide social services for betterment of 

society. All level of educational institutions falls in this category. This 

research study focused on universities and aimed to investigate the 

relationship between teacher’s work autonomy and workplace creativity as 

moderated by task complexity. Rapid technological advancement of 

21century transforming higher education that touch work processes and 

occupational structures of universities. New technologies provide more work 

autonomy to teachers and enable them to actively engage students in 

learning by reducing the amount of class time where students sit passively 

listening to lectures. 

That is why teachers are looking for greater flexibility and independence that 

provide more individualized work schedules. Recent research findings 

revealed that outcome variables and work context greatly influenced the 

attitudinal, behavioral, cognitive aspects of work force (Theurer, Tumasjan, 

& Welpe,  2018). 

In this competitive global environment organizations are trying hard for 

quality of work while providing conducive workplace environment, 

employee’s wellbeing and congenial relationships between employees. 

Work autonomy enable employees to become more determined in handling 

daily issues at workplace, motivate them to increase their morale and 

commitment, independence, flexibility, and autonomy. These factors played 

significant role in eradicating human error at work place and improve 

organizational effectiveness. Work autonomy is demarcated as the extent to 

which the work offers substantial freedom, giving free hand and options to 

the individual in scheduling their work and provides ways to achieve 

objectives (Parker, Axtell & Turner, 2001). Organizations employed work 

autonomy in order to utilized employee’s full potential and competence 

(Wheatley, 2017; Yawalkar, 2020). 

Lin, et al.  (2013) investigated the effect of work autonomy and its 

relationship with work outcomes in Taiwan Community Health Centers. 

Findings of the study has revealed that job autonomy has positively 

correlated with work outcomes. Saha (2016) conducted the research  aimed 

to investigate the effect of work design on work productivity. The focus of 

the research revolved around two factors that directly influenced 

organizational climate and climate within the individual teams. Majority of 

the respondents (93%) has confirmed that workplace design increased the 

productivity. It is concluded that workplace productivity has strong positive 

relationship with the services provided at work place. 
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Malinowska, et al. (2018) selected variables work i.e. engagement and 

workaholism based on self- determinant theory and the job demands 

theoretical model. The study finding has proved that job autonomy is not 

related to engagement and workaholism. It was also found that work 

autonomy can improve efficiency and effectiveness of individuals and 

organizations. 

Naqvi, et al., 2013 intended to find out relationship between job autonomy, 

job satisfaction, and organizational commitment. It was found that job 

autonomy and job satisfaction directly link each other that ultimately 

increase commitment. Work autonomy has been researched with some other 

variables such as innovative work behavior, motivation, commitment, job 

performance, task complexity and creativity.  

The conceptualization of work autonomy and workplace creativity reflect 

the historic and economic environment of an organization (Bakker et al. 

2007). Workplace creativity is not only the discovery of new ideas but also 

to test new ideas and strategies to accomplish organizational tasks that 

involve risk because fear of unseen is strong emotion particularly when it 

means you might fail. Creativity is a self-modification of an individual 

creative ideas, group and organizational characteristics. Things that directly 

affect the creative performance of employee is social and contextual factors  

In an organization set up, creative performance of employee’s is a 

major task that might be complex, easy or flexible. Perception of flexibility 

would be different for every individual. Task complexity can be defined as 

exhilarating and challenging demands of certain tasks (Valcour, 2007). The 

most important determinants of human behavior and task performance is 

task complexity. It requires additional rationality and exertions that pushes 

worker for creative acts connected to some tasks. Flexibility in  work 

situation offers backing and autonomy for accomplishment of complex 

tasks, in that way motivate workers innovative performance (Shalley et al. 

2009). 

It was also verified empirically that task complexity is significantly 

related creative performance as an autonomous contributor. Creativity and 

progression no doubt is cherished by values that are determined by strong, 

shared ethics. Creative thinking required employee’s empowerment in term 

of task performance. Innovative employ always demands respect and 

recognition in return of their services. They required that their ideas would 

be heard and valued by their leaders. This appreciation improved self-

assurance, confidence and creativity. 

Three aspects of work autonomy i.e. method, schedule and criteria 

when mixed with task complexity, it was found to be linked significantly. 

Task appearances positively impact employees’ innovative performance 

(Langfred, 2005). 

 Therefore, it was needed to examine the relationship between these 

variables along with moderated effect of task complexity. This study aimed 
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to explore the relationship between work autonomy and work place 

creativity as moderated by task complexity at university level. 

Objectives of the Study 

Following were the objectives of the study: 

1. To explore the relationship between work autonomy and workplace 

creativity at university level. 

2. To find out the relationship between work autonomy and task 

complexity at university level. 

3. To investigate the relationship between workplace creativity and 

task complexity at university level. 

4. To identify the moderating effect of task complexity on the 

relationship between work autonomy and workplace creativity at 

university level.   

Hypothesis 
HO1: There is no significant relationship between work autonomy and 

workplace creativity at university level. 

HO2: There is no significant relationship between work autonomy and task 

complexity at university level. 

HO3: There is no significant relationship between workplace creativity and 

task complexity at university level. 

Ho4:    There is no significant moderating effect of task complexity on the 

relationship between work autonomy and workplace creativity at 

university level.  

Method and Procedure 

 This study was conducted for studying the relationship between 

work autonomy and workplace creativity as moderated by task complexity.  

Research design  

Correlational research design was used to explore relationship autonomy and 

work place creativity as moderated by task complexity at university level. 

Correlational research design was selected because present study tried to 

find out the relationship between above mentioned quantifiable variables 

without any causation. Correlational research is ideal for gathering data 

quickly from natural settings. Three universities were selected as a cluster 

and ten common departments were selected from each university. Six 

teachers from each department were selected conveniently. Total 240 

teachers were selected as a sample of the study. Out of all, 212 

questionnaires were received back while 12 were incomplete. For data 

analysis 200 questionnaires were used. Three instruments were used to 

collect data. Cronbach’s alpha value of three instruments is given below. 

Table 1 

Reliability Coefficients  
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Variables No. of items Reliability 

Work Autonomy 26 .821 

Task Complexity 9 .728 

Workplace Creativity 25 .859 
 

 

 Table indicates the reliability coefficient of all the variables of the 

study. Total numbers of items related to work autonomy are 26, and 

reliability coefficient is .821. Total numbers of items related to task 

complexity are nine and reliability coefficient is .728. Total numbers of 

items for workplace creativity are 25 and reliability coefficient is .859. 

 

 
Fig 1: Conceptual Framework 

 

 

   

  

 

 

   
 

 

 

 

 

Fig 1: Conceptual Framework 

 

Results of the Study 
Data was analyzed while using different statistical techniques. 

Table 2 

Correlation between variables of study 

Variables Work 

Autonomy 

Workplace 

Creativity 

Task Complexity 

Work Autonomy 1 .695** .764** 

Workplace 

Creativity 

.695** 1 .664** 

Task Complexity .764** .664** 1 
* p ≤ .10, ** p ≤. 05. 

 Table 2 shows highly significant correlation between variables. So, 

Hypothesis stating that There is no significant relationship between work 

autonomy and task complexity was rejected because value r=.764 indicates 

significant correlation between work autonomy and task complexity.   

Task 

Complexit

y 

Work 

Autonomy   

Workplace 

Creativity  
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Hypothesis, There is no significant relationship between work 

autonomy and workplace creativity, is rejected because (r=.695) indicates 

significant correlation between work autonomy and workplace creativity. 

Hypothesis, There is no significant relationship between workplace 
creativity and task complexity, is rejected because value r=.664 indicates 

significant correlation between workplace creativity and task complexity. 

 

Table 3 

Effect of Work autonomy on Workplace Creativity as Moderated by Task 

Complexity Workplace Creativity 

Model Effect 

() 

T P LLCI ULCI R2 R2 

Change 

Constant 38.352 4.863 .000 22.800 53.905 .639 .0205 

Work 

Autonomy 

.1133 .686 .494 -.213 .439   

Task 

Complexity 

-.595 1.452 .148 -1.404 .214   

WA × TC .0243 3.332 .001 .009 . 039   

 

  Table 3 describes the results of the moderation analysis using 

regression analysis through process Macro for SPSS. This table indicates the 

value of interaction of work autonomy × task complexity () = .024, which 
shows 24% of variance due to predictor variable. The R2 value =.639 which 

is contribution of interaction that is 63%. It is concluded that work autonomy 

was significantly related to task complexity and workplace creativity 

significantly moderated the relationship between that work autonomy and 

task complexity, as the interaction effect of work autonomy × task 

complexity ( = .024, p=.001) was significant.  This interaction is elaborated 

in the figure 1. 

Table 4 

Conditional Effects of Work Autonomy on Workplace Creativity as 

Moderated by Task Complexity  

 Task 

Complexity 
 

t 
P LLCI ULCI 

Work 

Autonomy 

Low  .434  5.11 <.001 .266 .601 

Moderate .538  7.89 <.001 .404 .673 

High .643  10.08 <.001 .517 .769 

 
 The conditional affects further makes it clear that work autonomy 

was effecting workplace creativity in a lesser degree when task complexity 

was low  (β= .434, p= .000), whereas in case of high task complexity, work 

autonomy was effecting workplace creativity greatly (β= .643, p= .000). 

These interactions are illustrated in the Figure 2 
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. 

Figure 2: Interaction of Work Autonomy and Workplace Creativity as 

moderated by task complexity. 

 

Discussion  

 It is stated in previous studies that if institutions offer choice to their 

worker to select the standards for their task performance and appraisal, they 

feel more empowered and authorized to devise a strategy for self-

assessment. Owing to self-developed strategies, employees become willing 

to overcome weakness associated to their tasks.  Feeling of being self-

sufficient from employees’ side opens new horizon and opportunities for 

organization as well as for individuals. Such independence effects every 

aspect of organization i.e. structure, climate, culture and leadership style 

(Parker, 2001). When people are allowed to work independently, they 

utilized their full potential in term of their mental faculties and creativity. 

When we used term creativity at workplace; it means level of commitment 

of workers to take risk and attempt to bring innovations and originalities in 

solving day to day problem and enhancing chances of organization’s 

survival and stability in current competitive global milieu. using imagination 

insight and problem-solving abilities. Hashamdar & Rangriz, (2017) 

investigated the association between three variables i.e. Autonomy, 

creativity and language proficiency. Finding of that research also indicated 

significant relationship among autonomy and creativity of the students. 

Certain other studies verified strong relationship among above mentioned 

variable especially in teaching learning situations. Creative persons are 

anxious about engaging themselves in intellectually stimulating actions 

(Langfred, 2005; Nosratinia and Zaker, 2013).  

 The major findings of study reveal that university teachers showed 

consensus that their job description permit them to make decisions. In other 

word there is flexibility in a task performance as far as universities are 

concerned. Teachers were also in a view that tasks are simple at their work 

place. Factor related to workplace creativity indicates that everyday routine 

doesn’t impede on my creativity. Autonomy is characterized as an important 

feature of employees’ task performance at work place. 
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 The findings of study revealed significant correlation between work 

autonomy and task complexity. It also indicated significant correlation 

between work autonomy, workplace creativity task complexity. Many 

studies are conducted to find the relationship between autonomy and 

creativity at workplace but this study is unique in a sense that researchers 

tried to investigate the moderating effect of task complexity with work 

autonomy and work place creativity.  Task complexity significantly 

moderated the association among work autonomy and workplace creativity. 

This finding is supported by the finding of Sia and Appu (2015). They also 

found task complexity as a string moderator between the relationship of 

work autonomy and workplace creativity. Moderator variable also indicate 

strength and weakness of relationship among work autonomy and workplace 

creativity as when task complexity is low work autonomy effects workplace 

creativity in a lesser degree while in case of high task complexity, work 

autonomy was affecting workplace creativity greatly. 

 

Recommendation  
On the basis of findings, it is recommended that future researches may be 

carried out while taking larger sample and using other sampling technique to 

contribute to literature about these variables. Researches may be carried out 

by selecting school level teachers as school education is backbone of 

education system. 
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