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Preface 

One goal of a university degree is to contribute to science, I once heard at 

the introduction lecture of my study. Back then I did not realize that it would 

imply that I would write a master thesis about how the job demands-

resources framework can be applied to an innovation demanding 

organizational context, and by doing so making a contribution to the 

scientific literature and knowledge on innovative organizations. The first 

time I entered the technical university of Eindhoven, I read the sign “Welkom 

to the land of the innovator”, the first question that came to my mind was; 

how to become the innovator? Within this study I tried to give an answer to 

this question by investigating the process behind innovations and test a 

model to predict innovative performance which gives insight into the key 

drivers of innovativeness.  Writing this thesis and working with the team at 

Schouten & Nelissen Inzicht opened my eyes to practical application of 

science. Contributing to science is amazingly challenging and inspiring, but 

sometimes also frustrating and complex.  

 

The master thesis project strongly resembles an innovation trajectory. The 

final proposition camouflages the uncertain, iterative and complex 

trajectory. Moreover, the process is characterized by collaboration. I found 

advice, motivation and support with several people. First, my gratitude goes 

out to all colleagues at Schouten & Nelissen Inzicht. Their input, willingness 

to participate in the questionnaire as well as constructive comments have all 

contributed to the end result. My gratitude is not solely founded in this 

thesis, but is also found in personal experiences and lessons learned. 

 

Furthermore, I would like to express my gratitude to prof. Dr. Evangelia 

Demerouti, my first supervisor from the HPM department, TU/e. Her 

knowledge and experience regarding the thesis trajectory and field of the JD-

R model have resulted in useful feedback and the critical review of this 

report. The road was sometimes tough but the inspiring people around me 

helped me accomplice this result. 

 

Koen Verhaeghe de Naeyer 

July, 2011 
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Abstract 

To survive the intensifying global economy, firms rethink their practices. 

Instead of solely learning from the past and being the present, firms should 

create their future: Firms should pursue innovation. This study places the JD-

R Model in an innovative context by testing its relationship with innovative 

performance: how to enhance the performance of an employee working in 

an innovation demanding environment? Innovation is often the key for 

companies to survive for many years. Being able to react to changes in the 

environment and to innovate in order to stay ahead of competition is 

important. During the past three decades, many studies have shown that job 

characteristics can have a profound impact on employee well being (e.g. job 

strain, burnout, work engagement) and thereby influencing the 

organizational performance. For example, research has revealed that job 

demands such as a high work pressure, emotional demands, and role 

ambiguity may lead to sleeping problems, exhaustion, and impaired health 

(Halbesleben and Buckley, 2004), whereas job resources such as social 

support, performance feedback, and autonomy may instigate a motivational 

process leading to job-related learning, work engagement, and 

organizational commitment (e.g. Demerouti et al. 2001). Within this study 

the methodology of the JD-R model is used within an innovative context to 

get an insight into the effects of job demands and job resources on 

innovative performance.  

 

A systematic review of existing theories on innovative performance revealed 

a research gap. There are three theoretical main streams within the 

innovative performance context being; designing for customer needs, 

collaboration among the different departments and link between 

technological and market issues (Dougherty, 1992). These theories predict 

innovative behavior based on factors that can be influenced by marketing 

research, organizational and management design and cooperation between 

departments and engineers. But even if these three theories are applied 

within an innovative project, some innovators fail to develop a 

comprehensive appreciation of their product in its market. Within this study, 

a research is conducted, which tries to give an answer on this question, by 

means of applying positive organizational behavior research to the 
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innovative context. The scientifically aim of the study is to identify the key 

drivers of innovative performance, and get an insight into their relations with 

work characteristics and employee well being by means of the JD-R model, 

to create a starting point for further scientifically research on this topic. In 

this study innovative performance is defined as the intentional generation, 

promotion, and realization of new ideas within a work role, group or 

organization, in order to benefit performance (West & Farr, 1989). It is 

expected that there is a mediating effect of exhaustion, work engagement 

and work disengagement on the relation between job resources/job 

demands and innovative performance. 

  

Executive Summary 
This study uses an empirical research design in which different kind of 

participants were asked to complete a survey. In total 1174 surveys were 

sent out of which 445 were returned (38% response rate). The survey was 

created by making use of validated measurement scales, to ensure validity. 

Next to these variables we included additional control variables to control 

for unexpected variances.  

 

Figure 1 Conceptual research model 

The hypotheses are tested through regression analyses which led to the 

following findings: (H1) Unpredictability, work pressure, team conflicts, 

interdependency, role ambiguity, team communication, feedback, support, 

autonomy and transformational leadership, are explained by two underlying 

factors, a job demands factor and job resources factor. Specifically, work 
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pressure, team conflicts and interdependency are job demands while team 

role ambiguity, communication, feedback, support, autonomy and 

transformational leadership are job resources. (H2) Job demands are positive 

related to exhaustion. (H3) Job resources are positive related to work 

engagement and (H4) job resources are negative related to work 

disengagement. (H5) Exhaustion has a negative relation with innovative 

performance no mediation effects of exhaustion was found on the relation 

between job demands and innovative performance. (H6) Work engagement 

has a positive relation to innovative performance a partial mediation effect 

of work engagement on the relation between autonomy and innovative 

performance was found. (H7) Work disengagement has a negative relation 

with innovative performance and fully mediates the relation between 

transformational leadership and innovative performance. Work 

disengagement has a negative relation with innovative performance and 

partial mediates the relation between autonomy and innovative 

performance. The results of this study show that innovative performance can 

be triggered by engaged employees, who experience a certain amount of 

challenging job demands (unpredictability, interdependency and work 

pressure) and a high amount of job resources (role clarity, autonomy, social 

support, team communication, feedback and transformational leadership). 

Exhaustion and disengagement have a negative relation with the innovative 

performance of an employee. Compared with previous research on the JD-R 

model, the effect of job demands and exhaustion is lower when the JD-R 

methodology is applied on innovative organizations. (Bakker et al. 2006). 

 

This study shows that innovative firms should invest in their human capital 

to benefit innovative performance. Investments have to be made on team 

communication, social support and feedback of an employee, these 

investments support the idea generation and innovative behavior of an 

employee. Transformational leadership and autonomy will encourage 

employees, to look outside the box and to come up with innovations. The 

research revealed that the positive effect of autonomy works only if 

employees are engaged. Furthermore, team conflicts and role ambiguity 

have to mineralize to prevent exhaustion and work disengagement which 

leads to a decline of innovative performance of the individual or team. 
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1 Introduction 
 

“Learn the past, be the present and create the future”
1
 

 

Creativity is defined as the generation of new ideas; innovation is the 

translation of these ideas into useful new products. Innovative organizations 

have to support their employees to be creative and to be able to create and 

produce innovations (Hunter et al. 2007). Innovation is commonly held to 

emerge from the interaction of the person and the situation. According to 

Huelsheger et al. (2009, p 1228) “The last decades have witnessed a rapid 

growth in research interest into the facilitators and inhibitors of innovation 

at the workplace.” Creating the right working conditions for innovation is an 

important part of managing employees in new product development teams 

or innovative projects. Working conditions are commonly held to be 

reflected in people’s perceptions or beliefs about environmental attributes 

that shape expectations about outcomes, contingencies, requirements, and 

interactions in the work environment (Hunter et al. 2007). The master thesis 

research, investigates the interaction between the theoretical scientific 

literature on innovativeness and the practical implementation of the positive 

organization behavior research (JD-R Model), to give an insight into the 

drivers of innovative performance within innovative organizations.   

 

The study investigates the impact of the JD-R methodology on the 

innovativeness of an organization. Most studies investigate innovativeness 

form a technical side, the recent management literature shows a growing 

evidence of the importance of human aspect of innovativeness. The starting 

point of innovativeness is creativity, creative employees have to be 

stimulated, feel the openness to express their feeling and ideas and have to 

be supported by their leaders and colleagues to be innovative. The JD-R 

model is based on the positive organizational behavior research and is 

thereby a tool to get an insight into the innovative performance of an 

organization. The problem statement of this master thesis research is; how 

to get insight into the critical human drivers of innovative performance? The 

objective of the master thesis is to apply the JD-R methodology to get an 

insight into these drivers and thereby predict innovative performance.      

                                                      
1 After “Learn the past, watch the present and create the future” (Source: Jesse Conrad www.innovationwatch.com) 
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1.1 Theoretical motive 

Bakker and Schaufeli (2008) have noted the need for positive organizational 

behavior research, and have defined this as “the study and application of 

positively oriented human resource strengths and psychological capabilities 

that can be measured, developed and effectively managed for performance 

improvement in today’s workplace”. The study of Schaufeli et al. (2002) 

showed that motivated employees have high energy and self-efficiency, this 

helps them to exercise influence over events that affect their lives. Because 

of positive attitude and activity level, motivated employees create their own 

positive feedback, in terms of appreciation, recognition and success. The 

study of Bakker and Schaufeli (2008) was designed to get an insight into 

organizational performance, the theoretical motive of the master thesis 

research is to apply this theory on innovative organizations and get an 

insight into the driver’s innovative performance of an organization or team. 

 

In competitive environments, organizations constantly have to keep all of 

their organizational elements in an optimal performance state. This also 

accounts for organizational personnel. Employees are increasingly required 

to perform at their maximum. In order to stay healthy, it is important for 

employees to balance between job demands, (e.g. the constant increase in 

workload) and job resources like social support and transformational 

leadership. When employees experience high job demands they can become 

exhausted towards their work; they can develop strains which can eventually 

lead to a burnout. On the other hand, when employees are supported by 

enough job resources to support them with their workload they can become 

engage and less cynical towards their job. The framework for these concepts 

of burnout, work engagement, job demands and job resources have been 

structured in the Job Demands-Resources (JD-R) Model (Demerouti, Bakker, 

Nachreiner, & Schaufeli, 2001). Theoretically, innovative performance is 

stimulated by the work context in which employees work (Kanter, 1988). The 

scientific contribution of this study is applying the concepts of the JD-R 

model to innovative organization to extend the applicability of the model to 

innovative organizations, and use the methodology of the model to get an 

insight into the drivers of innovative performance.  
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Most studies on the JD-R model have relied exclusively on self-reported 

measures. Some exceptions to this rule are Demerouti et al. 2001, who 

employed expert ratings to assess job demands and job resources. It is 

curtail for the development of the field of organizational psychology to 

include within research models objective measurements that play a role in 

business. Self-report measures are subject to inaccuracy due to the social 

desirability effect, response sets, thereby self reported measures on 

creativity and innovative behavior can be influenced by the reporter and give 

a bias to the results. Within this study peer ratings of colleagues from the 

respondent are collected. These ratings will be used to examine the possible 

bias of self-reported measures, they are used to investigate the difference 

within the perception of self-reported measures and peer measures on 

innovative performance.  

1.2 Business motive   

Innovation can be defined as the intentional generation, promotion, and 

realization of new ideas within a work role, group or organization, in order to 

benefit role performance, for the group, or the organization (West & Farr, 

1989). According to this definition, individuals and groups undertake 

innovative activities from the intention to derive anticipated benefits from 

innovative change. However, innovation processes are by definition 

unpredictable, controversial, and in competition with alternative courses of 

actions (Kanter, 1988). As a consequence, innovation derives from risky work 

behaviors that may lead to unintended costs for the innovators involved 

despite their intention to produce anticipated benefits. At the individual 

level, innovation begins with the activation of an employee to generate 

creative ideas (Kanter, 1988). Generating creative ideas is often triggered by 

work related problems, incongruities, and discontinuities which employees 

are confronted with at work (Drucker, 1985). As such, these problems and 

irregularities can be captured as psychological stressors that provide an 

elevated state of arousal in a worker (Anderson, De Dreu, & Nijstad, 2004). 

Adapting oneself may involve renewing and restructuring cognitions, 

expectations, abilities, and behavioral repertoires (Anderson et al. 2004), in 

order to be able to handle the job problems experienced, while modifying 

elements of the workplace refers to changing task objectives, working 
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methods, job approaches, job design, allocation and coordination of tasks, 

interpersonal communication, etc. Some studies suggest that employees 

consider and apply innovation as a problem focused strategy for coping 

effectively with job related problems and deviations that give rise to strain 

(e.g., Bunce & West, 1994; Janssen, 2000; West, 1989).  

 

The business motive of the master thesis research is to investigate how 

organizations enhance the benefits of innovations while reducing the 

negative effects of innovation. The focus will be on the team and individuals 

who produce the innovations and the organizational and human side of 

producing innovations will be central within this study. The aim of the study 

is to apply the JD-R model to investigate if properly managing the job 

demands and job resources within an innovative project can reduce the 

barriers to innovate and stimulate the innovation process.    

1.3 Outline 

The following thesis structure is founded upon the phasing of the research 

design. First, the relevant discussions about scientific literature on 

innovation are depicted. These provide the academic context in which both 

aims can be addressed. Second, the problem statement is drawn up, 

providing boundaries and focus throughout this project. Moreover, the 

perceived issues are put in the research context, which is discussed in detail. 

Third, the research methodology is discussed. Specifically, data collection 

and data analysis are considered. Fourth, the analysis, results and the 

interpretation of the diagnosis are discussed. The results are generalized 

through the application a cross-project analysis and translated into 

diagnostic statements and conclusions. Finally, conclusions are drawn and 

recommendations are made. Moreover, the solution is put in perspective of 

the limitations of methodology and contributions to literature are included. 

 

 
Figure 2 Components to predict innovative performance 
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2 Theoretical background 
 

“If the facts don’t fit the theory, change the facts”
2
 

 

Innovation is widely claimed to have beneficial influences on the 

effectiveness and long-term survival of organizations. The foundation of all 

innovation is creative ideas, and individuals or groups, who generate, 

promote, discuss, modify, and ultimately realize ideas (Janssen et al. 2004). 

According to Kehr (2007), the reasons why some individuals reach their goals 

easily, whereas other, equally skilled, struggle or fail, and the reason why 

individuals sometimes do not meet the goals they voluntary set, are in 

relevance to work related issues such as job design, recruitment, 

compensation, leadership, organizational behavior and organizational 

development.  

2.1 Innovative performance and creativity 

Successful implementation of new programs, new products introductions or 

new services depends on a person or a team having a good idea and 

developing that idea beyond its initial state. Creativity can be defined as the 

production of novel and useful ideas in any domain (Amabile et al. 1996). 

Innovation can be defined as the intentional generation, promotion, and 

realization of new ideas within a work role, group or organization, in order to 

benefit role performance, for the group, or the organization (West & Farr, 

1989). In this view, creativity by individuals and teams is a starting point for 

innovation; the first is a necessary but not sufficient condition for the 

second. Emerging conflicts and unpredictability about outcomes, taking 

innovative initiatives can cause frustration, antagonism, and animosity, and 

may therefore lead the innovator to have less positive feelings about the 

relationships with coworkers and supervisors (Janssen, 2003). Moreover, 

conflict about innovative ideas uncovers and emphasizes dissimilarity 

between the innovative employee and the resisting actors in the workplace. 

Janssen (2004) emphasizes that the innovative activities of developing, 

promoting, discussing, modifying, and implementing ideas require a broad 

variety of substantial cognitive and socio-political efforts and investments 

                                                      
2
 Source: A. Einstein (www. Quotationspage.com) 
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from the innovative employee. Besides quantitative and complex demands, 

convincing resistant workers and supervisors of the anticipated benefits of 

innovation can be difficult and emotionally taxing.  

 

Innovations commonly involve changes to an array of processes, and are 

rarely the result of the activity of one individual. Thus, for an innovation to 

be implemented effectively, teamwork, cooperation and communication are 

essential (West, Tjosvold, & Smith, 2003). To be competitive in the global 

market, organizations must continuously develop innovative and high quality 

products and services, plus deliver them on time and at a lower cost than 

their competitors. Therefore, today’s employees are required to be 

innovative, yet also conform to rules and standards, and work efficiently to 

meet time and budget constraints. According to Janssen et al. (2004) 

personal characteristic of creativity are insufficient for achieving innovative 

performance. Personal initiative and an innovative culture are necessary 

conditions for employees to implement their creative ideas and produce 

innovative products. Furthermore, creativity by itself may lead to lower 

levels of quality and does not always contribute to efficiency. Consequently, 

other personal characteristics such as attention to detail, cooperation and 

conscientiousness are important for the creative employee to attain 

sufficient levels of quality and efficiency (Janssen 2004).  

 

Innovation is likely to expose conflicts within the work group. Some group 

members may be in favor of an innovation, while others may oppose it. 

Moreover, the exploration of group members' attitudes to innovation may 

reveal underlying differences in group members' values or underlying 

differences in their perceptions of what the group's objectives should be. 

Previous research has indicated that clarity of, and shared commitment to, 

team objectives is an important predictor of group performance (West, 

Borrill, & Unsworth, 1998). Discovering such disagreements in goals might 

well lead to reduced group effectiveness and cohesion. The behavior of team 

leaders has the potential to influence factors that contribute to team 

effectiveness and particularly team processes. The leader brings task 

expertise, abilities, and attitudes to the team that influences the group 

design and group norms (Hackman, 2002) and, through monitoring, feedback 
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and coaching, develops those processes that enable the team to achieve its 

tasks (McIntyre & Salas, 1995). Where there is conflict over leadership, it is 

likely to reduce clarity of objectives, and result in mixed levels of 

participation amongst team members and team decision making, diverging 

opinions about what constitutes quality in the team's performance, and lack 

of support for subsequent innovations. Innovation is often a response to 

uncertainties or high levels of demand in the environment (West, 2002).  

 

Monge et al. (1992) stated that “In a formal organizational setting, 

intentional innovation requires motivated individuals; organizational 

members must be willing to contribute time and effort to the development 

of innovative ideas”. According to Hulsheger et al. (2009) “team process 

variables of support for innovation, vision, cohesion, task orientation, 

communication, and team process variables display substantial relationships 

with innovation.” According to the study of Hulsheger et al. (2009) goal 

interdependence was found to be the most influential team structural 

variable for innovation. Goal interdependence can be achieved by providing 

collective rather than individual goals, providing group feedback, and linking 

performance evaluations and rewards to team goals. The positive influence 

of goal interdependence on innovation is due to motivational effects, 

improvement in communication and cooperation within the team. Thus, to 

get an insight into the innovative performance of an organization, job 

characteristics such as job demands and job resources play a key role. The 

next paragraph describes the link between the methodology of the JD-R 

model and the characteristics of innovation.  

 

Within the master thesis research a modified JD-R model will be used as a 

tool to predict innovative performance. Different models are analyzed within 

this study for their applicability on innovative performance, like the Job 

characteristics model (Hackman & Oldham 1975). The JD-R model is chosen 

as the basis model for investigation, because of the applicability of the 

model on different types of organization, the simplicity of the model and the 

usability of the model. The theories on innovative performance can be suited 

within the JD-R model, this was not the case with other job performance 

model. The JD-R model is used in a variety of studies to predict different 
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kinds of performance, the results of these studies showed that the 

methodology within the model is stable. The JD-R model, distinct itself from 

other model because the JD-R model does not only take into account the 

drivers of organizational performance but also the disadvantages that can 

occur within a organizational setting, such as exhaustion and disengagement.  

2.2 The Job Demands- Resources model 

At the heart of the Job Demands Resources model (Demerouti et al. 2001) is 

the assumption, that every occupation may have its own specific risk factors. 

These can be classified in two general categories: job demands and job 

resources. Job demands refers to physical, psychological, social or 

organizational aspects of the job, these require cognitive or emotional effort 

or skills. Examples are work pressure, physical environment and emotional 

demand. They are not necessarily negative, but an abundance of these 

factors may turn into job stressors. Job resources are the physical, 

psychological, social or organizational aspects of the job such as autonomy, 

feedback, task significance, rewards, career opportunities, job security, social 

relations, organization of work and management support e.g. skill variety 

and feedback (Bakker et al. 2004). Job resources play an intrinsic 

motivational role, foster employees’ growth, learning or development, or 

they may play an extrinsic motivational role (Demerouti et al 2001). They are 

instrumental in achieving work goals (Kehr, 2007). The JDR model (Bakker et 

al. 2004) (figure 3) proposes that the interaction between job demands and 

job resources is important for the development of job strain and motivation.  

 

 

 

 

 

 

 

 

 

 

Figure 3 Job demand resources model (Bakker et al. 2006) 
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Job resources may buffer the impact of job demands on job strain. High job 

strain occurs when Job demands are high and job resources are low. 

According to the JD-R model high amount of job strain will result in lower 

organizational outcomes (Bakker et al. 2006). The JD-R model assumes that 

two different underlying psychological processes play a role in the 

development of job strain and motivation. In the first, health impairment 

process, poorly designed jobs or chronic job demands can cause exhaustion 

(e.g. work overload, emotional demands). Exhausted employees have a lack 

of mental and physical resources; this may therefore lead to the depletion of 

energy (i.e. a state of exhaustion) and health problems (Demerouti et al. 

2000). The second process is the motivational process, whereby it is 

assumed that job resources have motivational potential and lead to high 

work engagement, low cynicism, and excellent performance. Burnout and 

work engagement are two psychological states that, in the JD–R model, plays 

a key role in the health impairment process and the motivation process. 

Exhaustion refers to feeling of strain, particularly chronic fatigue resulting 

from overtaxing work. Work engagement is defined as the positive opposite 

of burnout, namely as a positive affective-motivational state of fulfillment in 

employees (Maslach & Leiter, 1997). A generally accepted notion in work 

psychology is that job stressors tend to reduce the individual’s capacity to 

exert control over their work environment, which, in turn, is supposed to 

adversely affect an individual’s ability to function in an efficient way (Fried, 

Ben-David, Tiegs, Avital, & Yeverechyahu, 1998).  

 

The Job demand resource model developed by Demerouti et al. (2001), gives 

insight into the drivers of job motivation, with the assumption that 

motivated employees have higher performance. Motivation is one of the 

main drivers of innovative performance; a motivated team is open for 

change and respects the input of the leader and the team members.  

 

Figure 4 research scope 
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3 Theoretical framework 
 

“The case has, in some respects, been not entirely devoid of interest”
3
  

 

JD-R model as a  From the description of the literature review it can be concluded that there  

Predictor of   are some constraints by using the JD-R model on innovative employees. The 

Innovative                       model is not especially designed for innovative organizations, and thereby 

Performance  does not take into account, the unpredictability, team aspects and 

interdependency within innovative projects. The newness, uncertainties and 

thereby lack of information on outcomes and adoption by the market, makes 

innovative processes difficult to manage and control. Adjustments to the Job 

Demands and Resources model for innovative employees should therefore 

focus on providing employees with high norms for innovation and creating a 

working condition that is open to changes and is error friendly (Hulsheger et 

al 2009). To maintain high standards of innovative performance, team 

members as well as team leaders and higher management have to find a 

balance in truly supporting each other in developing and implementing new 

ideas and at the same time monitoring and critically appraising each other. 

Supervisors and team leaders should strive to provide the team with clearly 

stated, shared, and visionary goals (job demands). To ensure that team 

members cooperate and collaborate in working on these goals, team 

members should have sufficient communication, autonomy, support and 

feedback in the process to be motivated to achieve their goals.  

 

According to Shiton et al. (2006) managers of innovative employees should 

consider, how to prevent individuals becoming locked into limited 

perceptual frameworks and should endeavor to develop mechanisms 

designed to promote new and different thinking. At the same time, 

organizations should implement mechanisms designed to develop existing 

knowledge, skills and attitudes. People are central to innovative 

performance, relative high levels of innovative performance can be achieved 

where people are empowered and motivated in the process by their leaders 

and coworkers (Shiton et al. 2006).  

 

                                                      
3
 Source: Sir Arthur Conan Doyle (www.quotationspage.com) 
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3.1 How does the research model work? 

Creativity is the personal characteristic that is most clearly associated with 

Innovation. To better steer on the person’s creativity to create innovations 

and to predict innovative performance, three additional job demands and 

three additional job resources are included in the formal JD-R model. Within 

this paragraph an insight into the new constructs for the research model, 

and their interaction to innovative performance are given. The JD-R model 

for innovation that is presented (figure 6) is the actual research model.  

Figure 5: Research model (JD-R model for innovation) 

3.1.1  Job demands 

The job demands, selected during the literature review process, are 

supposed to have a negative relation with innovative performance. These 

are unpredictability, work pressure, team conflicts, interdependencies and 

role ambiguity. In the next paragraph an explanation of the different job 

demands and their relation to innovative performance will be presented.  

 

Unpredictability Managing innovation in turbulent environments (e.g., in environments with 

extreme uncertainty and complexity in market needs and technological 

opportunities) is a major challenge. Recent streams of studies in the 

management literature have suggested that when facing turbulent 

environments, firms should deploy more flexible development processes 

(Hulsheger et al 2009). The decision making process connected to the 

development of innovations can be interpreted as the resolution of a series 

of problem solving cycles (Clark, 1985). Uncertainty and complexity within an 

innovative project result in a project that is characterized by a high amount 

of unpredictability, which makes these projects difficult to perform and to 

manage. Unpredictability is therefore assumed to be a job demand, which is 

negative related to innovative performance.    
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Work pressure Work presents an employee with a paradoxical situation. On the one hand, 

employees may get stressed when they have the feeling that they are 

overburdened with work and do not have enough time to finish it. On the 

other hand, there is the chance that they get bored when they have too little 

to do and there are no challenges of any kind. In other words, work pressure 

is a subjective work experience that arises from the amount of work that has 

to be carried out (Demerouti et al. 2001). Work pressure gives insight into 

deception of workload, and is defined as a job demand. 

  

Team conflicts Working within teams is increasingly the norm, especially within innovative 

projects, yet the challenges of working effectively in teams are considerable. 

One challenge is conflicts, the process resulting from the tension between 

team members, because of real or perceived differences (De Dreu, Harinck, 

& Van Vianen, 1999; Thomas, 1992; Wall & Callister, 1995). Team members 

contribute to the team through social inputs and task inputs (Forsyth, 1983), 

thus conflicts within teams is concerned with relationship and task issues. 

Examples of relationship conflict are conflicts about personal taste, political 

preferences, values, and interpersonal style. Examples of task conflict are 

conflicts about the distribution of resources, procedures and policies, and 

judgments and interpretation of facts. Conflicts have been suggested to 

interfere with team performance and reduce satisfaction because it 

produces tension, antagonism, and distracts team members from 

performing the task.  

 

Interdependency Competitive forces have made the cross-functional project group or team, 

the method of choice by which organizations generate and deploy new 

products and processes (Aldridge et al. 1996). Cross-functional groups 

consist of members from different functional areas and backgrounds, such as 

various research disciplines (like chemistry, electronics, engineering, 

manufacturing and marketing e.g.). The cross-functional makeup provides 

the advantages of multiple source of communication, information, and 

perspectives; contracts outside a particular project group; inclusion of 

downstream concerns in upstream design; a clearer line of sight to the 

customer; and speed to market, which is critical for success of innovative 

projects (Hulsheger et al 2009). Besides the advantages of cross-functional 
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groups, they can also result in negative outcomes such as increased costs, 

felt stress and lower group cohesiveness; this can be a result of the 

interdependency between different kinds of employees.  Interdependency 

can result into role conflicts resulting from conflicting demands or 

expectations in relation to someone's roles.  

 

Role ambiguity Role ambiguity denotes uncertainty about the expectations, behaviors, and 

consequences associated with a particular role. Specifically, a person has a 

need to know others' expectations of the rights, duties, and responsibilities 

of the role, the behaviors that will lead to fulfillment of these expectations, 

and the likely consequences of these role behaviors. Role ambiguity results 

when these three types of information are non-existent or inadequately 

communicated. Organizational factors (rapidly changing organizational 

structures, job feedback systems) and individual factors (information 

processing biases) may cause role ambiguity. Role ambiguity may include 

tension, job dissatisfaction, and turnover (Bakker et al. 2005).  

 

 The five above described construct form together the job demands for 

investigation within this master thesis research. The five job demands give 

insights into the different requirements an employee witnessed while 

working within an innovative project.  

3.1.2 Job resources 

The job resources, which are selected within the literature study, are 

assumed to give an insight into the means of an employee working within an 

innovative project. The job resources are, team communication, feedback, 

support, autonomy and transformational leadership. The next paragraph 

gives an explanation of the different job resources constructs, and their 

supposed interaction with innovative performance.  

 

Team    Communication is an effective mechanism to translate, share and integrate 

Communication  new information into commercial products or processes (Edquist et al. 1997).  

The communication atmosphere within a team develops as a result of both 

team member attitudes and behavior. Team member feelings about 

expressing doubts will influence the collaborativeness or contentiousness of 

the communications they exhibit. The communication behaviors exhibited by 

a team will further influence members' freedom to express their concerns or 
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doubts. Thus, a reciprocal relationship may exist between whether team 

members communicate task related doubts collaboratively or contentiously 

and their felt freedom to do so (Edquist et al. 1999). The basis for this is that, 

either explicitly or implicitly, team members can make it clear that they will 

support the expression of dissent. Researchers have found that team 

members who believe that positive consequences will result from sharing 

ideas will probably feel more free to do so (Gallupe et al. 1991). Thus team 

communication supposed to positively influence, cooperation, cohesion and 

thereby the performance of an innovative team. 

 

Feedback Constructive feedback may not only help to work more effectively, but may 

also ensure better cooperation between employee and the immediate 

superior (janssen et al. 2004). Specific and accurate information may enable 

employees as well as superiors to improve their performance. Ideally, 

employees who perform well will be appreciated by management, whereas 

employees who do not perform as expected will be informed how things 

might be improved (Janssen et al. 2004). Feedback makes employees sharp 

and involved within the innovative process and thereby enhances the 

innovative performance of a team.  

 

Social support Ideally, a superior and colleagues make important contributions to 

employees' progress. They pay attention to their individual wishes and 

problems, stimulate their development, direct without ordering and 

translate threats into opportunities. Effective collogues support their 

coworkers in such ways that they can make the best use of their talents, 

have the feeling that they are important for the team and feel appreciated 

for their contributions to the team, which could eventually also benefit their 

productivity.  

  

Autonomy Autonomy has to do with the freedom which employees have in determining 

the content, method and speed of their work. People with a great deal of 

autonomy have control over their work and are able to determine 

themselves how to carry out their work, what methods to use to get the 

work done, and at what speed. Autonomy makes the working conditions 

more stimulating and makes the contribution of an employee more 

interesting and helps thereby to enhance the work pleasure.  
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Transformational Team leader will influence the communication atmosphere within the team, 

Leadership  the way in which team members interact, and how freely members feel to 

disagree with each other. A possible explanation for leaders' importance in 

team innovation (Manz, Barstein, Hostager, & Shapiro, 1989), is that 

effective leaders may set a positive climate and resolve issues that would 

otherwise result in extensive, dysfunctional conflict. Leaders emphasizing 

group relationships may encourage team members to express whatever 

differences they have in task productive ways. Leaders can give constructive 

feedback regarding team members' work, thus setting an expectation that 

some disagreement is normal and expected. Cumulatively, these actions are 

likely to increase positive feelings among team members, including a feeling 

of freedom to express task related doubts to each other. 

 

 The five above described construct form together the job resources for 

investigation within this master thesis research. The five job resources give 

insights into factors which are supposed to interact positive with innovative 

performance. Thus, we assume that the ten job demands and job resources 

constructs form two underlying factor which leads to the following 

hypothesis: 

 

 Hypothesis 1: Unpredictability, work pressure, team conflicts, 

interdependency, role ambiguity, team communication, feedback, support, 

autonomy and transformational leadership, are explained by two underlying 

factors, a job demands factor and job resources factor. Specifically, 

unpredictability, work pressure, team conflicts, interdependency and role 

ambiguity are job demands while team communication, feedback, support, 

autonomy and transformational leadership are job resources. 

 

3.1.3 Exhaustion 

 When employees are exposed to an overflow of job demands or stressors for 

a long time, this usually leads to an accumulation of feelings of exhaustion. 

Exhaustion may lead to a feeling of being overburdened, empty or washed-

out, especially when there are insufficient possibilities of recuperation. 

Exhaustion is usually accompanied by a reduction in concentration or 

attention, and heightened emotional responses (irritation or frustration) 

(Bakker et al. 2006). Demerouti (2003) have defined exhaustion as an 

extreme form of fatigue as a consequence of prolonged and intense physical, 
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decline affective, and cognitive strain caused by prolonged exposure to 

specific working conditions. Under normal circumstances, people become 

tired by their everyday work activities, but their energetic resources are 

sufficient to meet the task demands. However, when a person is working 

under high levels of (mental) workload and is already fatigued (e.g., at the 

end of a workday), extra energy to compensate fatigue has to be mobilized 

through mental effort in order to maintain task performance (Gaillard, 

2001). The mobilization of mental effort requires energy and motivation, for 

a person who is already fatigue, mobilization of mental effort can become 

more difficult and the long term effects can result in exhaustion. Exhaustion 

occurs when the consumption of energy of a working day is too high to 

overcome and the fatigueness becomes chronic. When a person becomes 

exhausted, performing the everyday activities will become more difficult and 

costs more energy, this will result in a decline of their performance. Within 

innovative projects, a high amount of job demands is therefore supposed to 

have a positive relation to exhaustion. Therefore, we formulated the 

following hypothesis: 

 

Hypothesis 2: Job demands are positively related to exhaustion. 

 

3.1.4 Work engagement and work disengagement 

Work engagement Work engagement is defined as the positive opposite of burnout, namely as 

a positive affective motivational state of fulfillment in employees (Maslach & 

Leiter, 1997). It is characterized by vigor, which refers to high levels of 

energy and mental resilience while working, the willingness to invest effort 

in one’s work, the ability to not be easily fatigued, and persistence in the 

face of difficulties. Dedication, which refers to a strong involvement in one’s 

work, accompanied by feelings of enthusiasm and significance and by a 

sense of pride and inspiration. Absorption, which refers to being fully 

engrossed in one’s work and having difficulties detaching oneself from it. Job 

resources encourage personal investment in the work and success of the 

organization. However, when organizations do not provide or reward 

employees with job resources, the long-term consequence is withdrawal 

from work and reduced motivation and commitment (Bakker, Demerouti, & 

Schaufeli, 2003). Job resources act as compensation for the effort an 

employee puts in his work, job resources compensate an employee with 
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intangible assets. Intangible assets are important for the employee because 

they improve the in role and out role performance of an employee, improve 

the link between the employee and the organization and there by improve 

performance of an employee. Intangible assets can be social support, 

feedback and autonomy, they enhance the working pleasure of an employee 

and act as motivators to perform well within the organization. Work 

engagement is supposed to have a relation with the amount of job resources 

an employee witnessed. Thus, we assume that job resources are positive 

related to work engagement: 

 

 Hypothesis 3: Job resources are positively related to work engagement. 

 

Work disengagement Employees, who are disengaged and cynical towards their work or about the 

people they work with, have adopted an aloof, uninvolved attitude in 

relation to their work. They have doubts about the usefulness of their work, 

and their original enthusiasm has evaporated (Demerouti, 2003). Work 

disengagement refers to distancing oneself from one’s work, work objects 

(e.g., computers, recipients), or work content (e.g., software programming, 

providing services). It represents an extensive and intensive reaction in 

terms of an emotional, cognitive, and behavioral rejection of the job and it 

delineates an occupational disillusionment (Freudenberger, 1975). The paper 

of Bakker et al. 2004, investigates the effect of work disengagement on 

organizational outcomes, results showed that (lack of) job resources were 

the most important predictors of work disengagement. This suggests that 

those employees who were disengaged limited their organizational 

citizenship behaviors, thereby reciprocating the lack of job resources. Work 

disengagement, is thereby, supposed to have a negative relation to the 

performance of an employee and is supposed to have a relation with a lack 

of job resources, which leads us to the following hypothesis: 

  

 Hypothesis 4: Job resources are negatively related to work disengagement. 

 

3.1.5 Innovative performance  

The objective of the master thesis research is to investigate if the JD-R model 

is applicable to get an insight into the innovative performance of individual 

or team. Innovative performance in this study is measured by two types of 

variables, namely creativity and innovative behavior.  
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Creativity Creativity can be defined as the production of novel and useful ideas in any 

domain. Innovation can be defined as the successful implementation of 

creative ideas within an organization (Amabile et al. 1996). In this view 

creativity by individuals and teams is a starting point for innovation. Creative 

ideas are more likely to be generated when individuals deviate from 

established paradigms and take different perspectives on emerging issues 

(Amabile, 1996). Divergent and challenging attitude feeds the aptitude to 

seek, construct, and define problems, to generate and combine new ideas 

for solutions, and to communicate creative suggestions to the team. Such 

problem-seeking and problem solving activities are noted in the literature as 

basic elements of the creative process (Amabile, 1996).  

 

Innovation Within the construct innovation, the respondents indicated how often they 

perform innovative activities, including 'Creating new ideas for difficult 

issues' (idea generation), 'Mobilizing support for innovative ideas' (idea 

promotion), and 'transforming innovative ideas into useful applications' (idea 

realization), but creative ideas will not always result in innovative behavior 

(Janssen et al. 2008). The questions within this construct have to give an 

insight into the actual innovativeness of a respondent.  

3.2 Mediation effects of exhaustion, work engagement and work disengagement 

Mediation occurs when an observed relationship between an independent 

variable and a dependent variable is influenced via the inclusion of a third 

explanatory variable, known as a mediator variable. Rather than 

hypothesizing a direct causal relationship between the independent variable 

and the dependent variable, a mediation model hypothesizes that the 

independent variable causes the mediator variable, which in turn causes the 

dependent variable. When the measured effect between the independent 

variable and the dependent variable is zero upon fixing the mediator 

variable, the mediation effect is said to be complete (full mediation). If, 

however, the measured effect changes upon fixing the mediator but remains 

significantly different from zero, the mediation effect is said to be partial. In 

order for either partial or complete mediation to be established, the 

reduction in variance explained by the independent variable must be 

significant as determined by the Sobel test (1982).  
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A generally accepted notion in work psychology is that exhaustion tends to 

reduce the individual’s capacity to exert control over their work 

environment, which, in turn, is supposed to adversely affect an individual’s 

ability to function in an efficient way (McGrath, 1976). A possibility is to use 

mediators in the aforementioned relationship that directly indicate the 

remained individual capacity. Exhaustion may be such a mediator since it 

represents an outcome of the combined effect between several work 

characteristics and indicates the depletion of individual coping and energy 

resources (Demerouti, 2000). Singh et al. (1994) provide some explanations 

why exhaustion should affect behavioral outcomes such as job performance. 

According to them, exhaustion diminishes the available energy of employees 

and leads to an impairment of the efforts put into work. Moreover, 

exhaustion entraps employees in a negative, vicious spiral in which they do 

not seek help or are not prone to strive for changes in their situation, and, as 

a result, they continue to perform ineffectively. Finally, the experience of 

exhaustion reduces employees’ self-confidence in solving work related 

problems (Demerouti et al. 2003), and therefore their performance 

diminishes. Under normal circumstances, people become tired by their 

everyday work activities, but their energetic resources are sufficient to meet 

the task demands. Moreover, their performance results decreased since they 

reacted more slowly and produced a smaller number of correct responses. 

This implies that when people become exhausted under the influence of 

environmental demands, they will not be able to perform well within 

innovative projects, because their energetic resources are diminished. Thus, 

the impact of job demands on innovative performance should be partial 

mediated by the feelings of exhaustion (Hockey, 1993). Therefore, we 

formulated the following hypothesis: 

 

Hypothesis 5: Exhaustion has a negative relation to innovative performance 

and partial mediates the relation between job demands and innovative 

performance. 

 

Work engagement is defined as a ‘positive fulfilling, work related state of 

mind that is characterized by vigor, dedication, and absorption’ (Schaufeli 

2002).  Since work engagement refers to high levels of energy, persistence, 

identification and goal directness, it can be expected that high levels of 
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engagement increase innovative performance. Bakker and Schaufeli (2006) 

showed that the availability of job resources functions as an antecedent of a 

motivational process that, via work engagement, results in greater 

organizational commitment and performance. Thus, to test if this theory is 

applicable on innovative performance, we formulated the following 

hypothesis: 

 

Hypothesis 6: Work engagement has a positive relation to innovative 

performance and partial mediates the relation between job resources and 

innovative performance.   

 

When organizations do not provide or reward employees with job resources, 

the long-term consequence is withdrawal from work, and reduced 

motivation and commitment (work disengagement) (Demerouti et al., 2001), 

this takes away one of the primary mechanisms by which innovative 

performance is supported by the organization (Goodman & Svyantek, 1999). 

In such a situation work disengagement, by reduction of motivation or 

withdrawal from work can be an important self protection mechanism that 

may prevent future frustration of not obtaining work related goals 

(Antonovsky, 1987). When the external environment lacks resources, 

individuals cannot reduce the potentially negative influence of high job 

demands and they cannot achieve their work goals. In short, it can be 

hypothesized that when employees experience a lack of job resources, it 

could negative influence their innovative performance, work disengagement 

could mediates the relation between job resources and innovative 

performance. To test this theory, we formulated the following hypothesis: 

 

Hypothesis 7: Work disengagement has a negative relation to innovative 

performance and partial mediates the relation between job resources and 

innovative performance.    
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4 Research design 
 

“Research is creating new knowledge”
4
 

 

The logic followed throughout this master thesis project is based on the 

interpretation of van Aken et al. (2006) regarding theory-based empirical 

research. The empirical strategy requires a logic which links the data to be 

collected to the initial questions of a study: An action plan, which pursues a 

logical model of proof, where in “data” implies the use of academic theories 

as well specific data gained from the questionnaire (Yin, 1994). This implies a 

structured and feasible approach for the data collection integrated with, and 

aiming to contribute to academic literature. Specifically, this result in the 

reflective cycle or learning cycle, figure 6 (van Aken et al. 2006). The 

reflective cycle’s first phase aims at determining the foremost academic 

issues in the innovation management field of interest. This provides the 

foundation for initiating academic research. According to the reflective cycle 

the next step entails the choice investigation, which relates the initial 

problem with a practical context.  

 

Figure 6 Reflective cycle (van Aken, 2006) 

The problem solving activities are emphasized on next. These are gathered in 

the regulative cycle of van Strien (1997), the regulative cycle entails five 

subsequent phases: Problem definition, analysis and diagnosis, plan of 

action, intervention and evaluation. The cycle aims at addressing the 

appropriate research questions and their answering. The outcomes of the 

regulative cycle leave room for a reflective phase, putting outcomes in an 

academic perspective and contribute to development of technological rules.  

The practical research design starts with defining the measurements of the 

variables by selecting appropriated measurement scales for the survey. The 

                                                      
4
 Source: Neil Amstrong  (www.brainquotes.com) 
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source for these measurement scales were either the papers used during the 

literature synthesis or other papers within the same field. Due to the nature 

of the hypotheses they are tested empirically instead of conducting a case 

study. This decision was also based on the view that any conclusion from this 

approach related the dynamics of the model would represent more value in 

comparison to the case study approach in which the dynamics in single 

settings are analyzed (Eisenhardt 1989). 

 

The data is collected by using an online survey which is being hosted by a 

professional firm which business activities are in performing behavioral 

research (Schouten & Nelissen, Zaltbommel, www.sn.nl). Using the online 

tool of this professional firm provides the benefit of having a tool that works 

efficiently in terms of reliability, data gathering, data logging and data 

preparation for the use with statistical programs such as SPSS. This tool 

provides the opportunity to send out emails to targeted respondents, keep 

track of who has answered the questionnaire and enables the automatic 

sending of reminders. Reminders are send out, to remind within two weeks 

after initially having sent the email with the link as suggested by Kaplowitz et 

al. (2004). Furthermore, the tool provided the feature to send a feedback 

report immediately after the completion of the survey. This feedback report 

contained the theoretical background as well as the score of the respondent 

and associated risks towards job demands and innovation on construct level.  

4.1 Methods and Procedure 

The data used for this master thesis research is collected via a questionnaire 

containing multiple choice questions. The respondents who are invited for 

the questionnaire came from three different sources. One source was the 

company Philips, were a list of e-mail address of 70 employees of the 

research and development department was obtained. The second source 

was friends, colleagues and family, from my personal network, a selection of 

interested persons for this research was made. This source was responsible 

for 100 respondents. The last source that was used to obtain respondents 

was the online newsletter of Schouten & Nellisen, this news letter was send 

to 150.000 clients of Schouten & Nelissen. The questionnaire was part of the 

main article of the news letter and was responsible for almost 300 

respondents. In total 1174 people attended to fill in the questionnaire, 445 
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people have finished the questionnaire. Within the next chapter the 

background of the questions used within the questionnaire will be explained. 

 

When determining the sample size that is required to validate the model 

statistically the proposal of Hair et al. (2006) is adopted, who propose to 

apply a general rule when exhibiting regression analyzes and confirmatory or 

exploratory factor analysis. The general rule is to have a minimum variable-

to-cases ratio of 1:5 and preferably a variable-to-case ratio of 1:10. Given the 

fact that we have 15 variables in our model and due to the fact that we are 

concerned with a high statistical validity of the model the aim will be to have 

at least 150 cases in the dataset. An even higher variable-to-ratio analysis is 

more desirable as it would minimize the risk of over fitting the model (Hair et 

al. 2006), so the aim was to get +200 cases. Within the research an analysis 

of the drivers of innovative performance is conducted from the perspective 

of job characteristic. Therefore the data collection is aimed on employees 

working within an innovative context.  

 

During a 22 day period, 1174 participants had started the questionnaire and 

445 finished the questionnaire. Out of this sample, the data from all the 

respondents was free from data errors and deemed usable for the study, 

which comes down to a completion rate of 38%. The somewhat low number 

could be related to the relatively long length of the questionnaire, about 90 

questions. The data sample contains of 234 male respondents (53%) and 211 

female respondents (47%). Most of the respondents are married with children 

(77%). 37% of the respondents are older than 51 years and 37% are between 

41 and 50 years old, this means that 74% of the respondents are older than 41 

years. The high average age of the respondents can also been seen within the 

average years of work at the company, which is on average 12 years. The data 

set contains respondents with a relatively high education level, 46% of the 

respondents have a higher professional and 29% have a university degree. The 

relative high education level of the respondents can also been seen within the 

amount of managerial positions of respondents within the data set, which is 

42%.  Furthermore 88% of the respondents have a tenure appointment.  
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4.2 Measurement 

Job demands  Five Job demands have been measured for this study, unpredictability, work 

pressure, team conflicts, interdependency and role ambiguity. The questions 

for the construct unpredictability are based on a research of Buganza et al. 

(2009), they perform a study on how to manage innovations within a 

turbulent environment. They use unpredictability as one of the main 

construct of measuring the turbulent environment. The construct consists of 

five questions about the amount of uncertainty and the type of 

unpredictability within projects. The response categories of unpredictability 

consist of a five point scale varying from never till always. An example of a 

question from this construct is: the results of a project are uncertain? The 

reliability analyses for unpredictability show a Cronbach’s alpha of 0,85. 

  

The construct work pressure consists of three questions about the amount of 

workload within a project. The questions used within this research originally 

came from the VBBA (Van Veldhoven & Meijman, 1994) research. The 

response categories consist of a five point scale and vary from never till 

always. An example of a question from this construct is: Do you have too 

much work to do? The reliability analyses for work pressure show a 

Cronbach’s alpha of 0,80. 

 

The questions used within the survey on the construct team conflicts came 

from a scientific research performed by Behfar et al. (2008). The researchers 

explore the linkages between strategies for managing different types of 

conflict and their effect on group performance and satisfaction. The 

construct team conflict consists of five questions, who address different kind 

of team conflicts. The response category is on a five point scale, the answer 

categories varies from never till always. An example of a question from this 

construct is: How often have you had a disagreement with your colleagues? 

The reliability analyses for team conflicts show a Cronbach’s alpha of 0,74. 

 

The questions used for the construct interdependency are obtained from the 

study of lovelance et al. 2010. This study investigates how to maximize the 

innovativeness of a cross functional team. The item interdependency 

consists of five questions about the mutuality that occurs within cross 
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functional project groups. The measurements are on a five point scale, 

varying from strongly agree to strongly disagree. An example of a question 

from this construct: I work with conflicting directives and rules? The 

reliability analyses for this construct show a Cronbach’s alpha of 0,74. 

 

The questions within the construct role ambiguity are obtained from the 

research of Tang et al. (2010). The research investigates the effect between 

role ambiguity on the creativity of an employee. The item role ambiguity 

consists of four questions about role clarity, goal clarity and expectations. 

The measurements are on a five points scale varying from strongly agree to 

strongly disagree. An example of a question from this construct is: At work I 

know exactly what is expected of me. The reliability analyses for role 

ambiguity show a Cronbach’s alpha of 0,77. 

 

Job resources Five types of job resources have been measured for this study, team 

communication, feedback, support, autonomy and transformational 

leadership. Within the construct team communication, five questions are 

measured on a five points scale ranging from totally agree till totally not 

agree. The questions for this item are part of the VBBA research (Van 

Veldhoven & Meijman, 1994). An example of a question from this construct 

is: Within my team is clear communication. The reliability analyses for team 

communication show a Cronbach’s alpha of 0,86. 

 

Three items about feedback are included within the questionnaire, the 

questions are measured on a five points scale ranging from totally agree till 

totally disagree. The source of the questions is the VBBA research (Van 

Veldhoven & Meijman, 1994). An example of a question from this construct 

is: I get enough information about the outcome of my work. The reliability 

analyses for feedback show a Cronbach’s alpha of 0,84. 

 

The construct Support is measured with five questions, measured on a five 

points scale, ranging from never till always. The source of the questions is 

the VBBA research (Van Veldhoven & Meijman, 1994). An example of a 

question from this construct is: I feel valued by my supervisor. The reliability 

analyses for support show a Cronbach’s alpha of 0,93. 
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Autonomy is measured with three questions, on a five points scale ranging 

from never till always. The source of the questions is the VBBA research (Van 

Veldhoven & Meijman, 1994). An example of a question from this construct 

is: Do you have freedom in carrying out your work? The reliability analyses 

for autonomy show a Cronbach’s alpha of 0,84. 

 

The questions used within the research to measure the construct 

transformational leadership are based on the master thesis research of Palm 

(2007) at the University of Utrecht. Within this master thesis research an 

investigation of the relation between leadership styles and outcome 

variables was conducted. Within the questionnaire only the items on 

transformational leadership are used. Transformational leadership consists 

of five items, measured on a five points scale ranging from totally agree till 

totally disagree. An example of a question from this construct is: My 

supervisor motivates me to meet the mission of my organization. The 

reliability analyses for unpredictability show a Cronbach’s alpha of 0,91.  

 

Exhaustion  Exhaustion is measured within the questionnaire by means of the OLBI scale 

(Demerouti et al. 2003). The OLBI scale consists of six items with a five point 

scale ranging from totally disagree till totally agree. An example for this 

construct is: After work I feel usually weak and tired physically. The reliability 

analyses for exhaustion show a Cronbach’s alpha of 0,76. 

 

Work engagement  Work engagement consist of three constructs, vigor, dedication and 

absorption, together they measure work engagement. Work engagement is 

measured within the questionnaire by means of the UWES (Schaufeli & 

Bakker, 2004; Schaufeli, Bakker & Salanova, 2006). The UWES scale consists 

of 9 items with a seven point scale ranging from never till always. An 

example of a question from the construct vigor is: while I am working I 

radiate of energy. An example of a question on the construct dedication is: 

My work inspires me. And an example of a question on the construct 

absorption is: I get passionate about my work. The reliability analyses for 

work engagement show a Cronbach’s alpha of 0,94. 

 

Work disengagement  Work disengagement has been measured for this study. An example of a 

question: I'm becoming more involved in my work. The questions within this 
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item are measured within the questionnaire by means of the OLBI scale 

(Oldenburg Burnout Inventory) (OLBI; Demerouti, Bakker, Vardakou & 

Kantas, 2003). The OLBI scale consists of 8 items with a four point scale 

ranging from never to always. The reliability analyses for work 

disengagement show a Cronbach’s alpha of 0,86. 

 

Creativity  Creativity has been measured within the study. Creativity consists of 

questions about the creation of creative ideas. The questions came from a 

study of Janssen et al. 2008. An example of a question: In my work I am a 

good source for creative ideas. The reliability analyses for show a Cronbach’s 

alpha of 0,88. 

 

Innovative behavior The questions within the construct innovative behavior came from a 

research of Janssen (2008) about innovative behavior. The scale on creativity 

consists of five items measured on a five points scale ranging from never till 

always. An example of a question: During my work I create new ideas for 

improvement. The reliability analyses for show a Cronbach’s alpha of 0,95. 

 

Peer ratings As described in the introduction, most studies on the JD-R model have relied 

exclusively on self-reported measures. Within this study peer ratings of 

colleagues from the respondent are collected. These ratings will be used to 

examine the possible bias of self-reported measures and to investigate the 

difference within the perception of self-reported measures and peer 

measures on innovative performance. The peer questionnaire is send to a 

colleague of a respondent who filled in the full questionnaire and give the e-

mail address of a peer, within the peer questionnaire the same questions as 

within the construct creativity and innovative behavior are asked to the 

peer, these questions give an insight into the perception of a colleague on 

the performance of a respondent. An example of a question: During his 

work, my colleague creates new ideas for improvement. The reliability 

analyses for the peer questions creativity show a Cronbach’s alpha of 0,81 

for the peer quotations innovative behavior the Cronbach’s alpha is 0,88.      

4.3 Data analysis  

The statistical analysis gives insight into the relations between the variables 

obtained via the questionnaire. The questions used within the questionnaire 

are all obtained from previous scientific research. Scales and questions are 
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validated by these researches. To check the validity of the questions a 

reliability test is performed, which gives insight into the cornbach’s alpha of 

the questions. A  cornbach’s alpha of > 0,7 is appropriate (appendix 2).  

 

The questions that are asked reversed are recoded. In order to test the 

validity of constructs we executed Confirmatory Factor Analysis (CFA) on 

every single construct. Furthermore we perform a scale reliability analysis on 

each scale to calculate the Cronbach α where a value of ,70 (appendix 2)or 

above is desired (Hair et al. 2006). All variables have been tested on validity 

using Confirmatory Factor analysis (CFA). The factor loadings of an item 

should be greater than ,50 (Hair et al. 2006). They are extracted using 

Principal Component Analysis with varimax rotation. A two step approach is 

chosen to ensure scale reliability and validity.  

 

To check if statistical analysis is appropriate on the dataset some 

assumptions for statistical analysis have to be checked. To perform statistical 

analysis, the data have to meet the assumptions of a parametric test, the 

parametric test checks if the data is normal distributed. A check for 

multicollineatiy is done by means of the Variance inflation factors (VIF), the 

optimal situation is if the VIF are close to 1, problems with multicollinarity 

occur when the values are above 3. Within the data for this research, no VIF 

are above 3, so we can conclude that there is no multicollinearity. Most 

variables have a VIF close to 1, three factors have a high VIF loading, 

feedback, team communication and transformational leadership. Other 

assumptions for a statistical analysis are the type of variables, they have to 

be quantitative categorical, all the variables met this assumption. All the 

relevant predictor variables have to be included; this is also the case in this 

analysis. The scatter plot is checked and shows how the residuals of the 

variables are distributed, there is no homoscedasticy of variance.  
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5 Results & conclusions 
 

“A statistical analysis, properly conducted, is a delicate dissection of 

uncertainties, a surgery of suppositions”
5
 

 

This chapter depicts all aspects to answer the following question, “Could a 

modified JD-R model for innovation, predict innovative performance?”. The aim 

is to have a validated overview of the applicability and the underlying 

interactions between the variables within this study. Data was analyzed using 

SPSS; this is used for the generation of descriptive statistics and to conduct 

standard procedures to check statistical assumptions. SPSS was used to 

conduct the path analysis and construct validation related to the model.  

5.1 Results 

Table 1 gives insight into the correlations between the different variables of 

the model. The regression analyzes of the peer variables where not 

described because they didn’t show significant results, this is probably due 

to the small sample size (N=55).  A global overview of correlations in table 1 

shows that most correlations are in line with expectations from the JD-R 

model. For example, the job demand role ambiguity correlates negatively 

with work engagement (r= -0,37 p≤,01) and positive with exhaustion (r=0,36 

p≤,01). As expected, most job demands and job resources correlate 

negatively. The expectations about strains and motivation processes are 

supported by the correlations, the job demands correlate positively with 

exhaustion, and especially the job demands team conflicts and role 

ambiguity. Job resources correlate positive with work engagement and 

negative with work disengagement. The relation between exhaustion and 

innovative behavior is negative, just as the relation with creativity. Work 

engagement has a positive relation with creativity and innovative behavior. 

Work disengagement was assumed to have a negative relation with 

creativity (r=-0,36 p≤,01) and innovative behavior (r=-0,47 p≤,01), this can 

also been seen from table 1. Creativity and innovative behavior shows a 

stronger correlation (r= 0,63 p≤.01). The results of the peer questionnaire 

show only significant results for the positive relation between work pressure 

and innovative behavior and for creativity and innovative behavior.   

                                                      
5
 Source M.J. Moroney www.quotationgarden.com  
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Table 1 Means, Standard deviations, bivatiate correlations and alpha correlations of all study variables 

 

The relation between the job demands and creativity and innovative 

behavior is mostly positive, excepted for role ambiguity which has a negative 

relation. From this result we can indicate that innovative performance is 

somewhat different than organizational performance, and that job demands 

are not only negative for the innovative performance of a team. The job 

resources all have a significant positive relation with innovative performance 

this is in line with the expectations from the JD-R model. 

V
ar

ia
bl

es
m

ea
ns

SD
N

1
2

3
4

5
6

7
8

9
10

11
12

13
14

15
16

17

1.
 U

np
re

di
ct

ab
ili

ty
2,

72
0,

76
44

5
0,

85

2.
 W

or
k 

pr
es

su
re

2,
99

0,
81

44
5

0,
03

0,
80

3.
 T

ea
m

 c
on

fl
ic

ts
1,

92
0,

47
44

5
0,

26
**

0,
21

**
0,

74

4.
 In

te
r d

ep
en

de
nc

y
2,

98
0,

73
44

5
0,

43
**

0,
25

**
0,

35
**

0,
74

5.
 R

ol
e 

am
bi

gu
it

y
2,

87
0,

66
44

5
0,

39
**

0,
06

0,
32

**
0,

32
**

0,
77

6.
 A

ut
on

om
y

3,
91

0,
78

44
5

-0
,1

4*
*

-0
,0

1
-0

,2
3*

*
-0

,1
9*

*
-0

,2
5*

*
0,

84

7.
 S

up
po

rt
3,

14
1,

01
44

5
-0

,1
7*

*
-0

,0
7

0,
33

**
-0

,2
4*

*
-0

,4
9*

*
0,

45
**

0,
93

8.
 T

ea
m

 c
om

m
un

ic
at

io
n

2,
99

0,
71

44
5

-0
,4

1*
*

-0
,0

6
-0

,3
8*

*
-0

,2
9*

*
-0

,6
2*

*
0,

43
**

0,
53

**
0,

86

9.
 F

ee
db

ac
k

3,
43

0,
79

44
5

-0
,3

3*
*

-0
,0

4
-0

,3
1*

*
-0

,3
0*

*
-0

,5
4*

*
0,

45
**

0,
54

**
0,

64
**

0,
84

10
. T

ra
ns

fo
rm

at
io

na
l l

ea
de

rs
hi

p
3,

11
0,

92
44

5
-0

,2
1*

*
0,

01
-0

,3
0*

*
-0

,2
0*

*
-0

,5
0*

*
0,

39
**

0,
75

**
0,

58
**

0,
53

**
0,

91

11
. W

or
k 

en
ga

ge
m

en
t

2,
11

0,
44

44
5

-0
,2

0*
*

0,
19

**
-0

,1
6*

*
-0

,1
2*

*
-0

,3
7*

*
0,

48
**

0,
46

**
0,

43
**

0,
40

**
0,

44
**

0,
94

12
. E

xh
au

st
io

n
3,

76
1,

11
44

5
0,

19
**

0,
19

**
0,

33
**

0,
25

**
0,

36
**

-0
,3

6*
*

-0
,4

0*
*

-0
,4

6*
*

-0
,4

0*
*

-0
,3

8*
*

-0
,4

9*
*

0,
76

13
. W

or
k 

di
se

ng
ag

em
en

t
2,

11
0,

54
44

5
0,

20
**

-0
,0

5
0,

26
**

0,
21

**
0,

37
**

-0
,4

9*
*

-0
,4

9*
*

-0
,4

8*
*

-0
,4

7*
*

-0
,5

4*
*

-0
,7

3*
*

0,
48

**
0,

86

14
. C

re
at

iv
it

y
3,

77
0,

58
44

5
0,

16
**

0,
13

**
0,

03
0,

19
**

-0
,0

9
0,

32
**

0,
24

**
0,

15
**

0,
13

**
-0

,1
8*

*
0,

40
**

-0
,2

0*
*

-0
,3

6*
*

0,
88

15
. I

nn
ov

at
iv

e 
be

ha
vi

ou
r

2,
86

0,
58

44
5

0,
10

*
0,

18
**

-0
,0

1
0,

09
-0

,1
4*

*
0,

34
**

0,
25

**
0,

25
**

0,
21

**
0,

27
**

0,
48

**
-0

,2
0*

*
-0

,4
7*

*
0,

63
**

0,
95

16
. P

ee
r c

re
at

iv
it

y
3,

71
0,

54
55

-0
,1

1
0,

16
0,

09
-0

,0
2

0,
21

-0
,0

6
0,

01
-0

,0
6

0,
03

0,
06

-0
,0

4
0,

01
-0

,1
2

0,
12

-0
,0

5
0,

82

17
. P

ee
r i

nn
ov

at
iv

e 
be

ha
vi

ou
r

3,
06

0,
65

55
-0

,1
5

0,
35

**
0,

05
0,

11
0,

18
0,

01
-0

,0
6

0.
02

0,
14

0,
14

0,
12

0,
02

-0
.0

8
0,

11
0,

16
0,

70
**

0,
88

N
ot

e 
* 

p<
 .0

5;
 *

* 
p<

 .0
1



Job Demands Resources model as a predictor of innovative performance–  2011 - S&N Inzicht 

  
39

5.2 Factor analysis job demands and job resources 

The first hypothesis assumes that work characteristics can be explained by 

two factors: job demands and job resources. To check this hypothesis, a 

factor analysis on the job demands and job resources within this study was 

conducted. A Factor analyze is a statistical method used to describe 

variability among observed variables in terms of a potentially lower number 

of unobserved variables called factors. In other words, it is possible, for 

example, that variations in three or four observed variables mainly reflect 

the variations in a single unobserved variable, or in a reduced number of 

unobserved variables. Factor analysis searches for such joint variations in 

response to unobserved latent variables. Within this research an exploratory 

factor analysis is used to uncover the underlying structure of a relatively 

large set of variables. The priori assumption is that any indicator may be 

associated with any factor. There is no prior theory and one uses factor 

loadings to intuit the factor structure of the data. To perform the factor 

analyze, principal component analysis (PCA) is used, this type of analyze 

seeks a linear combination of variables such that the maximum variance is 

extracted from the variables. It then removes this variance and seeks a 

second linear combination which explains the maximum proportion of the 

remaining variance, and so on. This is called the principal axis method and 

results in orthogonal (uncorrelated) factors. The method of Varimax rotation 

is used to interpret the factors, a varimax rotation of the factor axes, 

maximize the variance of the squared loadings of a factor on all the variables 

in a factor matrix, which has the effect of differentiating the original 

variables by extracted factor. Each factor will tend to have either large or 

small loadings of any particular variable. A varimax solution yields results 

which make it as easy as possible to identify each variable with a single 

factor. To determine the number of factors, we looked at the eigenvalues, 

they have to be larger than 1.  

 

The first hypothesis was that Unpredictability, work pressure, team conflicts, 

interdependency, role ambiguity, team communication, feedback, support, 

autonomy and transformational leadership, are explained by two underlying 

factors, a job demands factor and job resources factor. Specifically, 

unpredictability, work pressure, team conflicts, interdependency and role 
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ambiguity are job demands while team communication, feedback, support, 

autonomy and transformational leadership are job resources. The factor 

analyze is used to examine the prior grouping of job demands and job 

resources. 

Table 2 Rotated Component Matrix, Job demands and job resources 

Variables Component 1. Component 2. 

Work pressure  0,78 

Team conflicts  0,60 

Interdependency  0,70 

Role ambiguity -0,69  

Team communication 0,80  

Feedback 0,78  

Support 0,81  

Autonomy 0,62  

Transformational leadership 0,83  

Component 1:N=445,  eigen value 3.98, % of variance 44,2, Component 2: eigen value 1.27, % of variance 14.1 

The table above (table 2) shows the output from SPSS of the factor analysis 

on all the job demands and job resources, only the factor loading of 0.3 and 

higher are shown. The job demand unpredictability loads high on both 

components, therefore this variable is erased from the analysis. The rotated 

component matrix shows that the first factor consists of a positive loading 

from the job resources (variance 44,2%). This assumes that the fist factor 

explains the job resources within the model. Surprisingly the supposed job 

demand role ambiguity, has a high negative loading on the first component 

of the factor analyzed. These results indicate that role ambiguity, in this case 

act as a job resource instead of a job demand. When we look at the 

questions within the construct role ambiguity, the questions are about 

clarity, objectives and expectations of the job. This can explain why role 

ambiguity acts as a job resource. The negative loading of role ambiguity can 

be explained by the way the questions are asked, the questions are designed 

in such a way to measure role ambiguity, this explains the negative loading. 

The second component consist of positive loadings for job demands, this 

component can be labeled as job demands. To conclude, the fist factor can 

be labeled as job resources and consist of role ambiguity team 

communication, feedback, social support, autonomy and transformational 

leadership. The second factor can be labeled as job demands and consist of 

work pressure, team conflicts and interdependency. The factor analyze is the 

basis for further analyzes, the distinction between job demands and job 

resources that is obtained from this analyze will be the input for the further 
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analysis. This implies that unpredictability will not be used within the further 

analysis because of the high loading on both components. Role ambiguity 

will be analyzed as a job resource because of the high loading on the job 

resources. 

 

Hypothesis 1 is partly supported, according to the analysis, work pressure, 

team conflicts and interdependency are explained by one underlying job 

demand factor. Role ambiguity, autonomy, social support, team 

communication, feedback and transformational leadership are explained by 

one underlying job resource factor.   

5.3 Relation between Job demands on exhaustion 

To test hypothesis 2, 3 and 4 a regression analyze will be performed on the 

relation between the independent variables (job demands and job 

resources) on their relation to the dependent variables (exhaustion, work 

engagement and work disengagement). Linear regression is an approach to 

modeling the relationship between a scalar dependent variable and one or 

more independent variables. In linear regression, data is modeled using 

linear functions, and unknown model parameters are estimated from the 

data. When interpreting a linear regression we first have to look at the 

significance of the model (p≤,05). If the model is significant we look at the R 

squared of the model, this measure gives insight into the proportion of 

variability in a data set that is accounted for by the statistical model. Because 

innovativeness and health impairments measures are dependent on more 

variables than measured within the model, a R squared measure of 0,3 is 

considered as high value, a low R squared are values below 0,1. If the model 

is significant and the R squared is sufficient, we can interpret the 

independent variables. First the independent variables must be significant 

(p≤,05), if they are significant the direction and loading to the dependent 

variable can be seen by looking at the standardized beta coefficients.   

 

The second hypothesis stated that job demands are positive related to 

exhaustion. A linear regression analysis on the job demands (work pressure, 

team conflicts and interdependency) on exhaustion has been executed to 

test this second hypothesis. 
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Table 3 Coefficients table regression analysis job demands on exhaustion 

 Unstandardized Coefficients Standardized Coef.   

Model B Std. Error Beta T Sig. 

(constant) 1,23 0,11  11,25 0,01 

Work pressure 0,06 0,03 0,11 2,33 0,02 

Team conflicts 0,25 0,05 0,26 5,50 0,01 

Interdependency 0,08 0,03 0,13 2,70 0,01 

Dependent variable: exhaustion (R square 0,14 p≤,01), N=445 

The ANOVA table of the model shows that the model is significant (R square 

0,14)(p≤,01). The model with the variables work pressure, team conflicts and 

interdependency has medium prediction power (R Square) of 0,14 on 

exhaustion. The coefficients table show that team conflicts has a relation to 

exhaustion (Beta=0,26 p≤,01), work pressure and interdependency have a 

small, but significant relation with exhaustion. From these result we can 

conclude that exhaustion is related to an overflow of team conflicts, work 

pressure and interdependency. Hypothesis 2 is supported; job demands have 

a positive effect with exhaustion. 

5.4  Relation between Job resources on work engagement and work disengagement 

Hypothesis 3 suppose that job resources are positive related to work 

engagement. To test this, a linear regression analysis of the job resources 

(role ambiguity, team communication, feedback, support, autonomy, 

transformational leadership) on work engagement has been performed.   

Table 4 Coefficients table regression analysis job resources on work engagement 

  Unstandardized Coefficients Standardized Coef.  

Model B Std. Error Beta T Sig. 

(constant) 1,24 0,48  2,55 0,01 

Role ambiguity -0.18 0,09 -0,11 -2,01 0,05 

Team communication 0,13 0,09 0,08 1,40 0,16 

Feedback 0,04 0,08 0,03 0,46 0,64 

Support 0,14 0,07 0,12 1,98 0,05 

Autonomy 0,43 0,07 0,31 6,64 0,01 

Transformational leadership 0,14 0,07 0,11 1,83 0,05 

Dependent variable: Work Engagement (R square 0,34 p≤.01) N=445 

Table 4 shows a significant model (R square 0,34)(p≤,01), with significant 

outcomes for the variables role ambiguity, autonomy, transformational 

leadership and support, the model has a relative high prediction power (R 

Square of 0,34) on work engagement. From these result we can conclude 

that work engagement is significant related to autonomy, transformational 

leadership, social support and role ambiguity. The relation between role 

ambiguity and work engagement is negative, this is in line with the 

hypothesis because lower levels of role ambiguity are related to work 
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engagement. According to the analysis feedback and team communication 

have a non significant effect on work engagement. Thereby, the third 

hypothesis is partly supported, as the job resources; role ambiguity, support, 

autonomy and transformational leadership have a significant relation with 

work engagement.  

 

The fourth hypothesis predicts that job resources are negative related to 

work disengagement. To test this hypothesis a regression analysis on job 

resources and work disengagement is performed. 

Table 5 Coefficients table regression analysis, job resources on work disengagement 

  Unstandardized Coefficients Standardized Coef.  

Model B Std. Error Beta T Sig. 

(constant) 3,82 0,22  17,04 0,01 

Role ambiguity 0,02 0,04 0,02 0,46 0,65 

Team communication -0,08 0,04 -0,11 -1,89 0,05 

Feedback -0,07 0,04 -0,11 -2,01 0,05 

Support -0,02 0,03 -0,03 -0,50 0,62 

Autonomy -0,18 0,03 -0,26 -6,05 0,01 

Transformational leadership -0,17 0,03 -0,29 -4,89 0,01 

Dependent variable: Work disengagement (R square 0,41 p≤ ,01) N=445 

Table 5 shows a significant model with a relative high r squared (R square 

0,41)(p≤,01). The table shows that team communication, feedback, 

autonomy and transformational leadership have a significant negative 

relation with work disengagement. According to the analysis, role ambiguity 

and social support have a non significant relation with work engagement. 

The fourth hypothesis is partly approved. 

5.5 The relation between job demands, exhaustion on innovative performance 

Hypothesis 5, 6 and 7 predict that exhaustion, work engagement and work 

disengagement partial mediate the relation between the job demands/job 

resources to innovative performance. Mediation exists when a predictor 

affects a dependent variable indirectly through at least one intervening 

variable, or mediator (Preacher et al. 2008). The most commonly used 

method for testing hypotheses about mediation is the causal steps strategy, 

popularized by Baron and Kenny (1986), in which the investigator estimates 

the paths of the model, using linear regression, and assesses the extent to 

which several criteria are met. A variable may be considered a mediator to 

the extent to which it carries the influence of a given independent variable 

to a given dependent variable.  
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Generally speaking, mediation occurs when:  

(1) the independent variable significantly affects the mediator.  

(2) the independent variable significantly affects the dependent variable in 

the absence of the mediator.  

(3) the mediator has a significant unique effect on the dependent variable.  

(4) the effect of the independent variable on the dependent variable shrinks 

upon the addition of the mediator to the model.  

 

The Sobel test (Preacher et al. 2008) is used to test whether a mediator 

carries the influence of an independent and dependent variable. To perform 

a Sobel test the following information is needed: 

(1) The results of a regression analysis with the independent variable 

predicting the mediator (regression analyze of hypothesis 3, 4 and 5).  

(2) The results of a regression analysis with the independent variable 

predicting the dependent variable. 
 

The Sobel test report three values, test statistics (z), Std. Error and p-value. 

The p-values are drawn from the unit normal distribution under the 

assumption of a two tailed z-test of the hypothesis that the mediated effect 

equals zero in the population +/- 1.96 are the critical values of the test ratio 

which contain the central 95% of the unit normal distribution. To conclude, 

the mediation effect is present if the mediator met the assumptions of the  

Sobel test, to met these assumptions the test statistics (z) have to be above 

or below +/- 1.96 and the p-value have to be significant (p≤,05).  

 

Hypothesis five supposes that exhaustion has a negative relation to 

innovative performance and mediates the relation between job demands 

and innovative performance. From the correlation overview (table 1), it can 

be seen that there is a significant negative relation between exhaustion and 

creativity (table 1, r=-0,20; p≤,01) and between exhaustion and innovative 

behavior (table 1, r=-0,20; p≤,01), this implies that the first part of 

hypothesis five is supported (exhaustion has a negative relation with 

innovative performance(creativity and innovative behavior)), to test the 

second part of the hypothesis, the mediation effect of exhaustion on the 

relation between the job demands and creativity have to be tested. 
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Table 6 Coefficients table regression analysis mediation effect on job demands 

  Unstandardized Coefficients Standardized Coef.   

Model  B Std. Error Beta T Sig. 

1 (constant) 3,25 0,15  21,41 0,01 

 Work pressure 0,07 0,04 0,10 1,98 0,05 

 Team conflicts -0,06 0,06 -0,05 -1,03 0,30 

 Interdependency 0,15 0,04 0,18 3,64 0,01 

2 (constant) 3,72 0,17  22,44 0,01 

 Work pressure 0,09 0,03 0,13 2,70 0,01 

 Team conflicts 0,03 0,06 0,02 0,49 0,63 

 Interdependency 0,18 0,04 0,22 4,51 0,01 

 Exhaustion  -0,38 0,06 -0,29 -6,01 0,01 

Dependent variable: creativity (model 1, R squared 0,05 p≤,01) (model 2, R squared 0,12 p≤,01) N=445 
 

Table 6 shows a significant direct effect between job demands and creativity, 

but a relative low r squared (0,12). The following variables have a significant 

relation with creativity: work pressure (Beta =0,10) and interdependency 

(Beta =0,18). Notable is the direction of the standardized beta coefficients, 

the beta coefficients of work pressure and interdependency are positive, this 

implies that a higher presence of these variables have a positive relation 

with creativity, this was not hypnotized. When exhaustion is included in the 

regression model, the direct effect from the job demands becomes stronger 

and still significant (p≤,01). According to the theory Baron and Kenny (1986), 

no mediation effect of exhaustion was found.  

 

The correlation overview (table 1), shows a significant positive relation 

between exhaustion and innovative behavior (table 1, r= -0,20; p<0,01). To 

test the second part of the hypothesis, the mediation effect of exhaustion on 

the relation between job demands and innovative behavior has to be tested. 

Table 7 Coefficients table regression analysis mediation effect on job demands 

  Unstandardized Coefficients Standardized Coef.   

model  B Std. Error Beta T Sig. 

1 (constant) 2,30 0,22  10,60 0,01 

 Work pressure 0,18 0,05 0,17 3,50 0,01 

 Team conflicts -0,11 0,09 -0,06 -1,21 0,23 

 Interdependency 0,08 0,06 0,07 1,35 0,18 

2 (constant) 2,93 0,24  12,21 0,01 

 Work pressure 0,21 0,05 0,20 4,22 0,01 

 Team conflicts 0,02 0,09 0,01 0,19 0,85 

 Interdependency 0,12 0,06 0,10 2,05 0,04 

 Exhaustion -0,51 0,09 -0,27 -5,50 0,01 

Dependent variable: Innovative behavior (model 1, R squared 0,04 p≤,01) (model 2, R squared 0,10 p>,01) N=445 
 

Table 7 shows that the direct effect between job demands and innovative 

behavior is significant, but has a relatively low R squared. The standardized 

beta value of work pressure, show a positive significant relation to 

innovative behavior. Work pressure, to a certain extent, improves the 
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innovative behavior of an employee, this was not hypnotized. When 

exhaustion is included in the regression, the direct effect from the job 

demands becomes stronger, this shows that there is no mediation effect of 

exhaustion on the relation between job demands and innovative behavior.  

To conclude, hypothesis five is partly supported, as exhaustion has a 

negative relation to innovative performance. A mediation effect of 

exhaustion on the relation between job demands and innovative 

performance was not found. The job demands act different than hypnotized; 

the job demands that have a significant relation with innovative behavior 

have a positive relation to exhaustion and also a positive relation to 

innovative performance. From these results, we could assume that 

innovative performance is to a certain degree stimulated by job demands 

(work pressure and interdependency), but an overflow of these job demands 

results in exhaustion which act negative for innovative performance.  

5.6 The effect between job resources, work engagement on innovative performance 

Hypothesis 6 supposes that work engagement has a positive relation to 

innovative performance and mediates the relation between job resources 

and innovative performance. The correlation overview table 1, shows a 

significant positive relation between work engagement and creativity (table 

1, r=0,40; p≤,01), this implies that the first part of hypothesis six is 

supported. To test the second part, the mediation effect of engagement on 

the relation between job resources and creativity has to be tested. 

Table 8 Coefficients table regression analysis mediation effect on job resources 

  Unstandardized Coefficients Standardized Coef.   

Model  B Std. Error Beta T Sig. 

1 (constant) 5,09 0,50  10,17 0,01 

 Role ambiguity 0,03 0,05 0,03 0,49 0,63 

 Team communication 0,02 0,06 0,01 0,03 0,97 

 Feedback -0,05 0,05 -0,07 -1,10 0,27 

 Support 0,10 0,04 0,17 2,42 0,02 

 Autonomy 0,21 0,04 0,28 5,25 0,01 

 Transf. leadership -0,01 0,05 -0,01 -0,10 0,92 

2 (constant) 4,22 0,50  8,52 0,01 

 Role ambiguity 0,06 0,05 0,07 1,12 0,26 

 Team communication -0,02 0,05 -0,03 -0,38 0,70 

 Feedback -0,06 0,05 -0,08 -1,33 0,19 

 Support 0,08 0,04  0,13 1,91 0,06 

 Autonomy 0,13 0,04 0,17 3,26 0,01 

 Transf. leadership -0,03 0,04 -0,05 -0,69 0,49 

 Work engagement 0,27 0,04 0,35 6,53 0,01 

Dependent variable: Creativity (model 1, R squared 0,12 p≤,01) (model 2 Adj. R squared 0,20 p>,01) N=445 
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Table 8 shows a significant model with an r squared (0,20) of medium height. 

A positive relation between job resources and creativity was found for the 

following job resources: support (Beta=0,17) and autonomy (Beta=0,28). 

After work engagement is included in the regression, the direct effect of the 

job resources autonomy weakens but is still significant (p≤,01), this indicates 

a partial mediation effect of work engagement on the relation between 

autonomy and creativity. The Sobel test indicated that work engagement is a 

significant mediator in the relation between autonomy and creativity 

(z=4,54, SD=0,03, p≤,01). There is a possibility that the relation between the  

social support and creativity is fully mediated by work engagement, this 

because the model (with work engagement included) shows a non significant 

value for social support. The Sobel test indicated that work engagement is a 

non significant mediator in the relation between social support and creativity 

(z=1,92, SD=0,02, p=,06). The effect of job resources role ambiguity, team 

communication, feedback and transformational leadership on creativity are 

not mediated by work engagement, the values of the betas are not 

weakened after including work engagement into the model. 

            

Figure 7 mediation effect of engagement on the relation between job resources and creativity 

The correlation overview (table 1), shows a positive significant relation 

between work engagement and innovative behavior (table 1, r=0,48; p≤,01), 

this implies that the first part of hypothesis seven is supported. 

Table 9 Coefficients table regression analysis mediation effect on job resources 

  Unstandardized Coefficients Standardized Coef.   

Model  B Std. Error Beta T Sig. 

1 (constant) 1,16 0,70  1,65 0,10 

 Role ambiguity 0,07 0,08 0,05 0,90 0,37 

 Team communication 0,11 0,08 0,09 1,40 0,16 

 Feedback -0,03 0,07 -0,02 -0,39 0,70 

 Support 0,01 0,06 0,01 0,18 0,86 

 Autonomy 0,13 0,06 0,26 5,00 0,01 

 Trans. leadership 0,13 0,06 0,14 2,02 0,04 

2 (constant) -0,30 0,68  -0,44 0,22 

 Role ambiguity 0,12 0,07 0,10 1,72 0,09 

 Team communication 0,07 0,08 0,06 0,98 0,33 

 Feedback -0,04 0,06 -0,04 -0,56 0,58 

 Support -0,03 0,06 -0,04 -0,56 0,58 
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 Autonomy 0,15 0,05 0,14 2,68 0,08 

 Trans. leadership 0,09 0,06 0,10 1,43 0,15 

 Work engagement 0,46 0,06 0,41 8,03 0,01 

Dependent variable: Innovative behavior (model 1, R squared 0,14 p≤,01) (model 2 Adj. R squared 0,25 p>,01) N=445 
 

Table 9 shows that the model of the direct effect between job resources and 

innovative behavior is significant (p≤,01), and has a relative high R squared 

(0,25). The job resources: autonomy (Beta=0,26) and transformational 

leadership (Beta=0,14) have a significant relation with innovative behavior. 

When work engagement is included in the regression model, the direct 

effect of autonomy weakens and becomes non significant at (p>,05), this 

indicates that the relationship between autonomy and innovative behavior is 

fully mediated by work engagement. The Sobel test indicated that work 

engagement is a significant mediator in the effect between autonomy and 

innovative behavior (z=4,79, SD=0,04, p≤,01). Thereby, the relationship 

between autonomy and innovative behavior is fully mediated by work 

engagement. The effect of the job resource transformational leadership on 

innovative behavior could also be fully mediated by work engagement. The 

beta is lowered after including work engagement and becomes non 

significant. The Sobel test indicated that work engagement is a non 

significant mediator in the effect between transformational leadership and 

innovative behavior (z=1,84, SD=0,04, p=,07), thereby we can conclude that 

the relationship between transformational leadership and innovative 

behavior is not mediated by work engagement. The job resources role 

ambiguity, team communication, feedback and social support are also not 

mediated by work engagement on their relation to innovative behavior. 

                        

Figure 8 Mediation  of engagement on the relation between job resources and Innovative behavior 

 

To conclude, hypothesis six is partly supported as work engagement has a 

positive relation to innovative performance, the mediation effect between 

work engagement on the relation between job resources and innovative 

performance is only present for the job resource autonomy.  
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5.7 The effect between job resources, work disengagement on creativity and 

innovative behavior 

Hypothesis seven supposes that work disengagement has a negative relation 

to innovative performance and mediates the relation between job resources 

and innovative performance. From the correlation overview (table 1), it can 

be seen that there is a significant negative relation between work 

disengagement and creativity (table 1, r=-0,36; p≤,01), this implies that the 

first part of hypothesis 7 is supported.  

Table 10 Coefficients table regression analysis mediation effect on job resources 

  Unstandardized Coefficients Standardized Coef.   

Model  B Std. Error Beta T Sig. 

1 (constant) 2,75 0,30  9,33 0,01 

 Role ambiguity 0,03 0,05 0,03 0,49 0,63 

 Team communication 0,02 0,06 0,01 0,04 0,97 

 Feedback -0,05 0,05 -0,07 -1,10 0,27 

 Support 0,10 0,04 0,17 2,42 0,02 

 Autonomy 0,21 0,04 0,28 5,25 0,01 

 Transformational 

leadership 

-0,01 0,05 -0,01 -0,10 0,92 

2 (constant) 4,07 0,37  11,01 0,01 

 Role ambiguity 0,03 0,05 0,04 0,63 0,53 

 Team communication -0,03 0,06 -0,03 -0,47 0,64 

 Feedback -0,08 0,05 -0,10 -1,68 0,09 

 Support 0,10 0,04  0,17 2,37 0,02 

 Autonomy 0,15 0,04 0,20 3,64 0,01 

 Transformational 

leadership 

-0,06 0,05 -0,10 -1,39 0,17 

 Work disengagement -0,34 0,06 -0,32 -5,67 0,01 

Dependent variable: Creativity (model 1, R squared 0,12 p≤,01) (model 2, R squared 0,18 p≤,01) N=445 
 

Table 10 shows that the model of the direct effect between job resources 

and creativity is significant, but has a medium height of r squared (0,18). The 

job resources: social support (Beta=0,17) and autonomy (Beta=0,28) have a 

significant relation with creativity. When work disengagement is included in 

the model, the direct effect from the job resources autonomy weakens and 

is still significant at (p≤,05). The Sobel test on the mediation effect of work 

disengagement on the relation between autonomy and creativity was 

significant (z=4.12, SD= 0,01, p≤,01). Work disengagement mediates the 

relation between autonomy and creativity. The relation between social 

support and work disengagement was non significant (hypothesis 4), this 

indicates that there is no mediation effect of work disengagement on the 

relation between social support and creativity. The job resources role 

ambiguity, team communication, feedback and transformational leadership 

are not mediated by work engagement on their relation to creativity. 
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Figure 9 Model mediation effect of disengagement on job demands and creativity 

The correlation overview table 1, shows a significant negative relation 

between work disengagement and innovative behavior (table1, r=-0,47; 

p≤,01), to test the mediation effect between work disengagement on the 

relation between job demands and innovative behavior have to be tested. 

Table 11 Coefficients table regression analysis mediation effect on job resources 

  Unstandardized Coefficients Standardized Coef.   

Model  B Std. Error Beta T Sig. 

1 (constant) 0,89 0,42  2,12 0,03 

 Role ambiguity 0,07 0,08 0,06 0,91 0,36 

 Team communication 0,11 0,08 0,09 1,37 0,17 

 Feedback -0,03 0,07 -0,03 -0,39 0,70 

 Support 0,01 0,06 0,01 0,17 0,86 

 Autonomy 0,28 0,06 0,26 4,99 0,01 

 Transformational 

leadership 

0,13 0,07 0,15 2,03 0,04 

2 (constant) 3,30 0,51  6,53 0,01 

 Role ambiguity 0,08 0,72 0,07 1,17 0,24 

 Team communication 0,05 0,08 0,04 0,70 0,49 

 Feedback -0,07 0,06 -0,07 -1,18 0,24 

 Support -0,01 0,06 -0,01 0,04 0,97 

 Autonomy 0,17 0,06 0,16 3,12 0,01 

 Transformational 

leadership 

0,03 0,06 0,04 0,51 0,61 

 Work disengagement -0,64 0,08 -0,41 -7,59 0,01 

Dependent variable: Innovative behavior (model 1, R squared 0,14 p≤,01) (model 2, R squared 0,24 p≤,01) N=445 
 

Table 11 shows a significant model with a relative high R squared (0,24). The 

direct effect between job resources and innovative behavior is significant for 

the following job resources: autonomy (Beta=0,26) and transformational 

leadership (Beta=0,15). After work disengagement is included in the 

regression, the direct effect from the job resource autonomy weakens 

(Beta=0,16) and stays significant (p≤,01), partial mediation. The Sobel test 

indicated that work engagement is a significant mediator in the relation 

between autonomy and innovative behavior (z=4,80, SD=0,02, p≤,01). The 

relation between Trans-formational leadership and innovative behavior is 

fully mediated by work disengagement, because the beta values decrease 

after work disengagement is included and becoming nonsignificant. The 

Sobel test indicated that work disengagement is a significant mediator in the 

relation between transformational leadership and innovative behavior 
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(z=4,62, SD=0,02, p≤,01). The effect of job resources role ambiguity, team 

communication, feedback and support are not mediated by work 

disengagement on their relation to innovative behavior. 

                 

          Figure 10 Model mediation effect between disengagement on job resources innovative behavior 

To conclude, hypothesis seven is partly supported, work engagement has a 

positive relation to innovative performance, the mediation effect between 

work engagement on the relation between job demands and innovative 

performance is only present for the job demand autonomy. If innovative 

performance is only measured by innovative behavior there would only be a 

mediation effect of work disengagement on the relation between 

transformational leadership and innovative performance.  

5.8 Conclusions empirical analysis 

In figure 11 the conclusions of the previous paragraphs are shown. The 

results of the factor analyze can be seen on the left side of the figure, in the 

selection of the job demands (work pressure, team conflicts and inter-

dependency) and the job resources (Role ambiguity, team communication, 

feedback, support, autonomy and transformational leadership). Hypothesis 2 

predicts that job demands are positive related to exhaustion. This hypothesis 

is supported the job demands work pressure, team conflicts and 

interdependency have a significant positive relation with exhaustion the r 

squared is low, a small proportion of the variance can be explained by this 

model. Team conflicts are heavily responsible in becoming exhausted, 

reducing team conflicts can be a useful tool to reduce the negative effects of 

exhaustion. It is not surprisingly that there is a relation between team 

conflicts and exhaustion within innovative projects, because these projects 

are characterized by team work, interdependency and uncertainties.   
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 Figure 11 Final model results, hypothesis **=fully supported *=partly supported 

Hypothesis three predicts that job resources are positive related to work 

engagement. This hypothesis is partly supported, the job resources; role 

ambiguity, social support, autonomy and transformational leadership have a 

significant relation with work engagement, the r squared of this analyze is 

relatively high. Hypothesis four supposed a negative relation between job 

resources and work disengagement, this hypothesis was partly supported 

because autonomy, feedback and transformational leadership have a 

negative relation with work disengagement, the r squared of this model is 

also relatively high. Exhaustion is negatively related to innovative 

performance, but a mediation effect of exhaustion on the relation between 

job demands and innovative performance was not found. This partly 

supports hypothesis five. Work engagement has a positive relation to 

innovative performance and mediates the relation between job resource and 

innovative performance, but only for the job resource autonomy a full 

mediation effect was found. Work disengagement is negatively related to 

innovative performance and mediates the relation between job resources 

(autonomy) and innovative performance. A full mediation effect of work 

disengagement on the relation between transformational leadership and 

innovative behavior was found. Autonomy is the only job resource that is 

mediated by work engagement and work disengagement on the relation 

with innovative performance, autonomy results in positive outcomes only 

when employees are engaged.     



Job Demands Resources model as a predictor of innovative performance–  2011 - S&N Inzicht 

  
53

6 Discussion and conclusions 
 

“A conclusion is the place where you got tired of thinking”
6
 

 

Despite the importance of employee innovative performance, investigations 

into the relationship between exhaustion, work (dis)engagement and 

innovative performance have been limited. Three central hypotheses were 

formulated, testing the effects of the energetic and motivational processes 

on innovative performance. The energetic process leads from job demands 

(work pressure, team conflicts and interdependency) into emotional 

exhaustion, which in turn is expected to lead to a decrease of innovative 

performance. The motivational process leads from job resources (role 

ambiguity, autonomy, support, team communication, feedback and 

transformational leadership) into work engagement (vigor, dedication and 

absorption), which in turn is expected to lead to an increase of innovative 

performance. The third process, also a motivational process, leads from a 

lack of job resources to work disengagement, which in its turn is expected to 

lead to a decline in innovative performance. 

 

The first statistical analyze, a factor analyze, showed that the supposed job 

demand unpredictability was not a clear job demand because of cross 

loading on the job resources component. Unpredictability was therefore not 

further analyzed within this investigation. According to Summer 1999, 

unpredictability is one of the essential properties of innovation, this could be 

that unpredictability is both a driver as well as a hindrance of innovation. 

Unpredictability triggers innovative thinking, but it also disturbs decision 

making and cannot be divided into a job demands or job resource. The 

supposed job demand role ambiguity, was according to the factor analyze, a 

job resource instead of a job demand. If we look at the questions within the 

construct role ambiguity, the questions are about role clarity, within the 

statistical analyze role ambiguity is a job resource, because low levels of role 

ambiguity have a relation to work engagement.  

 

Surprisingly, the supposed job demands, work pressure and 

interdependency were found to have a positive relation with innovative 

                                                      
6
 SourceA. Bloch www. thinkexist.com  
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performance, this was not hypothesized and is not in line with previous 

research on the JD-R model. These differences indicate a distinction between 

the drivers of organizational performance and drivers of innovative 

performance. No mediation effect of exhaustion was found on the relation 

between job demands and innovative performance. From these results we 

can conclude that within innovative projects, the relation between work 

pressure and interdependency on innovative performance is not directly 

influenced by exhaustion.    

 

A relation between job resources and innovative performance was present 

for the job resources; social support  and autonomy. Social support was not 

mediated by work engagement or by work disengagement, this indicates 

that social support will enhance innovative performance even if an employee 

is disengaged or engaged. Autonomy act in a different way, a mediation 

effect of work engagement and work disengagement was found on the 

relation between autonomy and innovative performance. The results show 

that when an employee has autonomy and is engaged it enhances his 

innovative performance. But a disengaged employee will not enhance his 

innovative performance by getting more autonomy. Furthermore a full 

mediation effect of work disengagement was found on the relation between 

autonomy and creativity, this means that an employee’s creativity will not be 

increased by autonomy when the employee is disengaged. In the case of 

transformational leadership, also a full mediation effect of disengagement 

was found on the relation between transformational leadership and 

innovative behavior. When an employee is disengaged applying 

transformational leadership will not enhance his performance. Thus, 

becoming engaged and preventing  disengagement is important for the 

innovative performance of an employee.     

 

The result of the statistical analysis showed that the job demands have a 

strong positive relation to exhaustion, but the relation between job demands 

and innovative performance is weaker and for some variables, such as team 

conflicts, not significant. The job resources are positively related to 

innovative performance and the relation between work engagement and 

disengagement is strong. This suggests that the energetic process plays a 

more prominent role than the motivational process within innovative 
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organizations. Hakanen et al. (2006) produced similar results, who explained 

these findings through the conservation of resources theory (COR)(Hobfoll, 

1989, 2001). Three conditions are specified by the COR theory under which 

psychological strain can occur: (1) when there is a threat of losing resources, 

(2) losing resources and (3) when the anticipated gain from invested 

resources is not met. COR theory assumes that the possibility of losing 

resources is much more important to employees than the possibility of 

gaining resources, implying that employees are more sensitive to elements 

in the organizational environment that pose a threat to their resources, i.e. 

role ambiguity, than elements that can stimulate resources, i.e. 

transformational leadership and team communication. 

 

Observing the cross relations between the energetic and motivational 

processes shows similar results along the lines of previous research 

(Schaufeli & Bakker, 2004). All the job resources (autonomy, support, team 

communication, feedback and transformational leadership) showed to be 

negative related to the development of emotional exhaustion. Being 

motivated and having clear instructions and communication within an 

innovative project, therefore prevents employees becoming emotionally 

exhausted. All job demands, except work pressure, showed to be negatively 

related to work engagement, as could be expected from the JD-R paradigm 

(Demerouti et al. 2001). This was not the case for the job demand work 

pressure. Work pressure proved to behave different in this study than 

expected in the hypotheses and different from findings in previous studies 

(Llorens et al., 2006; Schaufeli & Bakker, 2004). In comparison to these 

studies, work pressure showed a significant relationship with the outcome 

measure, in this case creativity and innovative behavior. A positive relation 

was found between work pressure and work engagement, a negative 

relation with work disengagement. One possible explanation for these 

results can be found in the perception of work pressure. Podsakoff, LePine & 

Lepine (2007) found empirical support for categorizing stressors into two 

categories: challenge stressors and hindrance stressors. In their study, work 

pressure was defined as a challenge-related stressor because work pressure 

tended to be viewed as “creating challenge and/or the opportunity for 

personal development and achievement.” This supports the assumption that 
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an employee who is already under a heavy work pressure is expected to see 

an increase in work pressure as a threat, while an employee who has a 

relatively low work pressure might perceive an increase in work pressure as 

a welcome challenge. Looking at the results from this study, one might 

assume that the latter is the case for the participants in this study. In 

comparison to a global benchmark (Schouten & Nelissen Inzicht), the 

participants in this study scored relatively low on work pressure. This 

supports the assumption that the participants in this study are more likely to 

view work pressure as a challenge than as a threat, which could explain why 

in this study work pressure actually stimulates engagement and functions 

comparable to a job resource. But the significant positive relation between 

workload and exhaustion indicates that employees facing an overflow in 

work pressure could lead to exhaustion and reduce their innovative 

performance. This means that the challenging effect of job demands can turn 

into a decrease of innovative performance when they are too high. The cut 

off point for this relation could be a subject for further investigation. The 

study of van den Broeck et al. 2010, also provide evidence that it might be 

instructive and even necessary to differentiate between job hindrances and 

job challenges in the JD-R model. They present findings suggest that job 

hindrances need to be reduced, whereas job challenges must not necessarily 

be decreased, as they play, together with job resources, a key role in the 

enhancement of employee.   

 

The finding that work pressure, role ambiguity and interdependency act 

more like job resources than as job demands within innovative organizations 

fuels the debate whether categorizing the organizational environment into 

job demands and job resources better supports an understanding of burnout 

and engagement than a different categorization. As Schaufeli & Bakker 

(2004) found in their research, although burnout and engagement play 

different roles in the energetic and motivational processes, their 

antecedents overlap to a certain extent. This means that engagement, like 

burnout, is also partly related to lack of resources and job demands are also 

related to engagement as they are to burnout. Schaufeli (2004) opt for the 

selection of highly differential job demands and resources to make a 

stronger case for discriminant validity between burnout and engagement.  
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Earlier research into the dual-process model, testing the robustness of the 

JD-R concept, showed that both the energetic and motivational process 

could be related to organizational commitment across different countries 

and occupations simultaneously (Llorens et al. 2006). This study replicates 

the findings by Llorens et al. (2006) by showing the same expected effects of 

the dual processes and in addition, relating it to innovative performance. 

This implies that the dual-process concept can be used to structure and 

predict innovative performance. This is useful because, as described in the 

introduction, to be competitive in the global market, organizations must 

continuously develop innovative and high quality products and services 

(Amabile, 2000). These findings make the impact of innovative projects more 

tangible by making it measurable. Knowing what key performance indicators 

for innovative projects are is fundamental for a successful innovations 

process and can be vital for a business to be competitive. From a innovation 

management perspective, this means that a positive psychology approach, 

that encourages intrinsically motivated transformational leaders, autonomy, 

social support, feedback and team communication, will make employees 

engaged and make them perform better within innovative projects.  

6.1 Limitations 

Even though the findings in this study are generally in line with expectations 

from earlier research, a review of limitations that appeared during the 

assembly of this study have to be noted to provide a full insight into the 

origin of the results. A central issue lies within the cross-sectional nature of 

the study. As Schaufeli & Bakker (2004) argue, the use of arrows in the JD-R 

theoretical models suggests causality, ruling out the possibility that the 

found effects are caused by other variables and restricting the possibilities in 

direction in which the effects between the variables run. One could argue 

that engagement leads to transformational leadership and role clarity, i.e. 

engaged employees could make better leaders or take more effort in 

defining their role (reduce role ambiguity). Also, Bakker et al. (2004) argue 

that in role performance is an antecedent of job demands, considering that 

“working hard and doing well in one’s job” will have a positive influence on 

the perception of job demands. Longitudinal studies are needed; they can 

provide further insights in the causal relationships between the variables and 
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innovative performance. Another limitation can be found in the 

conceptualization of the “innovation context” of this study. The participants 

were approached through a commercial mailing list from a major coaching 

and training company (Schouten & Nelissen), the company Philips and my 

personal network. This meant there was no control over: (a) are the 

participants really working with innovations, (b) the type of innovations the 

participants were experiencing, and (c) how much extra effort the 

participants had to put into the innovations. We measured the type sector of 

work in which the participants had to work, but this does not control for the 

type or intensity of innovations. Also, the assembly of the construct 

innovative performance has limitations. The success of innovation is hard to 

measure, due to the team aspects, newness and interdependency with 

competitors. Therefore, it’s relatedness to the success of an innovation is 

limited. Another concern is that all the statistical analysis was based on self-

reports. Employing observer ratings or other objective indicators of 

innovative performance will make future studies into organizational change 

performance better armed against common method variance effects. Within 

this study a peer measure was included in the questionnaire, but due to a 

small sample size these measures, did not indicate statistical significance. 

6.2 Practical implications for designing innovative organizations 

This study shows the mediating functions of work engagement and work 

disengagement in the motivational processes. Through this framework, 

reducing hindrance job demands and increasing job resources can stimulate 

increases in innovative performance. Two general approaches can be 

defined in reducing hindrance job demands: changing individual employees 

and changing the organization (Ross & Altmaier, 1994; Schaufeli & Buunk, 

2002 in Halbesleben & Buckley, 2004). The general focus in both research 

and practice is on changing individual employees, teaching the coping 

strategies making them more adaptable to a demanding environment (e.g. 

managing team conflicts and interdependency). Other interventions include 

investigating workplace design, working hours, reducing conflicts and other 

performance structuring measures (see Quick, Quick, Nelson & Hurrell, 1997, 

for an overview). These interventions are however not necessarily 

innovation related. This study provides a start in designing interventions 
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aimed at making employees perform better within innovative organizations. 

The results from this study imply that team conflicts and interdependency 

can contribute to employees becoming exhausted, and exhaustion in this 

case decreases innovative performance. A certain amount of work pressure 

and interdependency has a positive effect on the innovative performance, 

but an overflow of these job demands can cause exhaustion which has a 

negative effect on innovative performance. On the other hand, employing, 

role clarity, team communication, autonomy, social support, feedback and 

transformational leadership in combination with clear communication, will 

make employees engaged, to perform well within innovative projects.  

 

To conclude, innovative performance is somewhat different than 

organizational performance as measured by the original JD-R model. The 

motivational processes within the JD-R model for innovations act in the same 

way as the JD-R model but the energetic processes work in a somewhat 

different way. An overflow of job demands are still accountable for 

exhaustion, which has an negative effect on innovative performance, but the 

job demands, unpredictability, work pressure and interdependency are also 

to a certain amount positive for the innovative performance. This could be 

the case because innovation commonly involve changes to an array of 

processes, and are rarely the result of the activity of one individual (West et 

al. 2003), the unpredictability of an innovation process can therefore lead to 

a broader use of ideas and sources which could lead to innovation. Also the 

work pressure and interdependency could lead to efficiency and team work 

which could encourage innovative performance. The main conclusion of this 

study is that, within innovative projects, employees needed to be triggered 

to enhance their innovative performance. In comparison with previous 

research on the JD-R model innovative employees are to a certain extent, 

motivated by job demands, the presents of job demands trigger their 

creativity and helps them to translate their creativity to innovations. But, 

high amounts of job demands can also result in negative side effects such as 

exhaustion and burnout, to prevent this from happening a high amount of 

job resources have to be present. This prevents them from being exhausted 

a becoming cynical and stimulates their performance which can result in 

work engagement a higher innovative performance. The job resources are 
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not only necessary to prevent against job demands and exhaustion but they 

also stimulate the employee to perform well, they create social support and 

a team feeling and thereby enhance the performance of an innovative team 

or organization. The mediation analyzes shows that being engaged and 

preventing disengagement will stimulate innovative performance and effects 

the relation between autonomy and innovative performance. 

6.3 Scientific direction 

This study is a continuation of the development research into the Job 

Demands-Resources Model. It extends the models application in to the 

context of an innovative environment. Future research into the applicability 

of the JD-R model within an innovation environment can make big steps by 

taking a longitudinal approach which can provide more insights into the 

causal nature of the relationships between the measured constructs. 

Performing such a study at isolated innovative projects, controlling for the 

type of innovation, within several companies can provide insights into the 

different types of relevant job demands and resources, adapting to needs 

that arise per type of innovation. The study could also been strengthen by 

sufficient peer ratings, this could erase the bias of self reported measures. 

Within this study results are found that the presents of a certain amount of 

these job demands has a positive relation to innovative performance. 

Nowadays, managers try to erase the unpredictability of an innovative 

project by making detailed project planning and advanced performance 

management systems. The results of this study show that within an 

innovative context, work pressure and interdependency can have a positive 

relation to innovative performance, but only if there are enough job 

resources to cope with the job demands. Further research on the applying 

the JD-R model to innovative organizations could give a deeper insight into 

the relation between unpredictability, work pressure and interdependency 

on their relation between innovative performance. Until then, we hope to 

have shown with this study that the JD-R paradigm can be applied to the 

context of innovative organizations and that a small step is made by 

understanding the impact of innovation projects on employees and make it 

more tangible by making it measurable through the concept of JD-R model 

on innovative performance.   
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Appendix 1 The questionnaire 
 

Bent u en uw werksituatie klaar voor innovatie? Test je zelf! Innovatie is het 

invoeren van nieuwe ideeën, goederen, diensten en processen. Binnen 

organisaties is innovatie “de manier” om zich te kunnen onderscheiden van 

de concurrentie. Innovatie brengt veranderingen met zich mee die invloed 

hebben op u en uw werksituatie. Bent u klaar voor innovatie? Wilt u weten 

of uw werkomgeving en persoonlijke karakteristieke, klaar zijn voor 

innovatie? Helpt u Schouten & Nelissen Inzicht in samenwerking met de 

TU/e naar inzichten in de relatie tussen werkbeleving en innovatieve 

uitkomsten. Doe de test en ontvang uw feedback direct online.      

 

Onderzoek voorspellers van innovatieve  

Steeds meer organisaties zien het belang van innovatie. Er is alleen nog 

weinig bekend over het faciliteren van innovatie. Schouten & Nelissen Inzicht 

doet in samenwerking met de technische Universiteit Eindhoven onderzoek 

naar de voorspellers van innovatie en de relatie tussen werkbeleving en 

innovatie. Welke weg leidt tot het succesvol kunnen produceren en 

faciliteren van innovaties? Wat is de invloed van innovatie op uw 

werkbeleving? Leidt innovatie tot bevlogenheid of ligt werkverslaving en 

eventuele “burnouts” op de loer? Met dit onderzoek proberen wij de 

effecten en de voorspellers van innovatie in kaart te brengen. 

 

Schouten & Nelissen Inzicht is het wetenschappelijk georiënteerde, 

onafhankelijk opererende onderzoeksbureau van Schouten & Nelissen. Wij 

genereren belangrijke inzichten voor organisaties door gedegen en 

resultaatgericht medewerkersonderzoek. Wij werken hierbij samen met de 

Universiteit Utrecht, Technische Universiteit Eindhoven en de Erasmus 

Universiteit Rotterdam. 
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Geachte heer/mevrouw, 

 

U begint nu aan de vragenlijst behorende bij het afstudeer onderzoek naar ‘Voorspellers van 

Innovatie’. Het onderzoek wordt uitgevoerd door Schouten & Nelissen Inzicht in samenwerking met 

de Technische Universiteit Eindhoven. Het doel van het onderzoek is meer inzicht verkrijgen in de 

effecten van specifieke energiebronnen en stressoren op de werkvloer en binnen innovatieve 

projecten.  

 

De vragenlijst start met een aantal vragen over uw persoonlijke gegevens, gevolgd door vragen die 

betrekking hebben op werkstressoren en energiebronnen alsmede onderwerpen zoals bevlogenheid 

en burnout. De door u verstrekte informatie wordt anoniem en strikt vertrouwelijk behandeld.  

 

Het invullen van de vragenlijst duurt ongeveer 10 minuten. 

 

Als u vragen heeft tijdens het invullen van deze vragenlijst, kunt u via de mail contact opnemen met 

Koen Verhaeghe de Naeyer (koen.verhaeghe@sn.nl). 

 

 

Succes met het invullen van de vragenlijst en alvast hartelijk dank! 

 

 

Met vriendelijke groet, ook namens professor E. Demerouti, 

 

 

Koen Verhaeghe de Naeyer 

Student TU/e Technische bedrijfskunde, Innovation Management, Human performance 

management. 
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Achtergrondgegevens 

De volgende vragen gaan over uw persoonlijke achtergrond. 

1 Wat is uw burgerlijke staat? ○ Samenwonend of getround met thuiswonende 

kinderen 

○ Samenwonend of  getroud zonder thuis 

wonende kinderen 

○ Alleen staand, geen thuis wonende kinderen 

○ Alleenstaand,met  thuis wonende kinderen 

○ Inwonend bij ouders 

○ Anders, namelijk 
 

2 Wat is uw geslacht? ○ Man 

○ Vrouw 
 

3 Wat is uw leeftijd? ○ 30 jaar of jonger 

○ 31-40 jaar 

○ 41-50 jaar 

○ 51 jaar of ouder 
 

4 In welke regio bent u werkzaam? ○ Noord-Holland 

○ Zuid-Holland 

○ Zeelannd 

○ Groningen 

○ Friesland 

○ Drenthe 

○ Overijssel 

○ Flevoland 

○ Utrecht 

○ Gelderland 

○ Noord-Baabant 

○ Limburg 

○ Niet van toepassing 
 

5 Wat is de hoogste opleiding die u heeft 

afgerond? (Als uw opleiding er niet bij staat, kies 

dan de opleiding die er het meest op lijkt)  

○ Lager beroepsonderwijs bv. LBO, LTS) 

○ Middelbaar onderwijs(bv. MBO, MULO, VMBO) 

○ Middaar beroepsonderwijs (MEAO, MTS) 

○ Algemeen voorgezet onderwijs (HAVO VWO 

○ Hogereberoepsonderwijs (bv. HBO) 

○ Wetenschapelijkonderwijs 
 

6 Sinds welk jaar bent u werkzaam bij uw bedrijf?  ................ s.v.p. jaartal invullen 
 

7 Wat voor soort aanstelling heeft u?  ○ Tijdelijke aanstelling 

○ Tijdelijke aanstelling met zicht op vaste 

aanstelling 

○ Vaste aanstelling 

○ Anders, namelijk 
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8 Heeft u een leidinggevende functie?  ○ Ja 

○ Nee 
 

9 Bij welke sector bent u werkzaam? ○ Industrie 

○ Bouw 

○ Handel  

○ Financiele instellingen 

○ Zakelijke dienstverlening 

○ Overheid 

○ Onderwijs 

○ Zorg 

○ Media & entertainment 

○ ICT 

○ Overig 
 

Werkdruk 

De volgende vragen gaan over de werkdruk die u ervaart.  

Kies het antwoord dat het meest op uw situatie van toepassing is.  

 

nooit soms regelmatig vaak altijd 

1 2 3 4 5 

 

10 Heeft u te veel werk te doen?   2 3  5 
 

11 Hoe vaak komt het voor dat u extra hard 

moet werken om iets af te krijgen?  
1 2 3 4 5 

 

12 Moet u erg snel werken?  1 2 3 4 5 
 

Conflicten 

De volgende vragen gaan over conflicten op het werk. Kies het antwoord dat het meest op uw 

situatie van toepassing is. 

nooit soms regelmatig vaak altijd 

1 2 3 4 5 

 

13  Heeft u wel eens een conflict met uw 

leidingevende?  
1 2 3 4 5 

 

14  Hoe vaak heeft u een meningsverschil met uw 

collega's?  
1 2 3 4 5 

 

15  Hoe vaak is er in uw team onenigheid over wie 

wat moet doen?  
1 2 3 4 5 

 

16  Hoe vaak zijn er meningsverschillen binnen uw 

team?  
1 2 3 4 5 

 

17  Zijn er conflicten binnen uw team?  1 2 3 4 5 
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Rolconflict 

Onderstaande stellingen hebben betrekking op conflicterende belangen en/of 

verantwoordelijkheden. Kies het antwoord dat het meest op uw situatie van toepassing is. 

geheel mee 

oneens 

mee 

oneens 

niet mee eens en niet mee 

oneens 

mee 

eens 

geheel mee 

eens 

1 2 3 4 5 

 

18  Ik heb in mijn werk met verschillende (groepen/ 

specialisaties) mensen te maken die een 

verschillende handelswijze hanteren  

1 2 3 4 5 
 

19  Ik krijg tegenstrijdige opdrachten van collega`s, 

doordat de focus op verschillende specificaties ligt  
1 2 3 4 5 

 

20  Ik moet soms dingen doen voor mijn werk die 

ingaan tegen de belangen van collega's  
1 2 3 4 5 

 

21  Ik moet soms regels overtreden om mijn werk goed 

te kunnen uitvoeren  
1 2 3 4 5 

 

22  Ik werk met tegenstrijdige richtlijnen en/of 

regels  
1 2 3 4 5 

 

Rolduidelijkheid 

De volgende stellingen gaan over de mogelijke onduidelijkheid van uw taken en/of rol in uw 

organisatie. Kies het antwoord dat het meest op uw situatie van toepassing is. 

geheel mee oneens mee oneens niet mee eens en niet mee oneens mee eens geheel mee eens 

5 4 3 2 1 

 

23 De doelstellingen van mijn leidingevende 

zijn helder en goed omschreven  
5 4 3 2 1 

 

24 Het is mij duidelijk welke doelen de 

organisatie waar ik werk zichzelf gesteld 

heeft voor de nabije toekomst  

5 4 3 2 1 
 

25 Ik ontvang regelmatig informatie over de 

koers van de organisatie voor de toekomst  
5 4 3 2 1 

 

26 Op mijn werk weet ik precies wat er van 

mij wordt verwacht  
5 4 3 2 1 

 

27 Op mijn werk worden heldere afspraken 

gemaakt over het werk  
5 4 3 2 1 

 

28 Op mijn werk zijn er regels en 

voorschriften voor bijna alles wat ik moet 

doen of zeggen  

5 4 3 2 1 
 

29 Op mijn werk zijn er vaste procedures om 

alles wat er op me af komt af te handelen  
5 4 3 2 1 

 

 



Job Demands Resources model as a predictor of innovative performance–  2011 - S&N Inzicht 

  
72

Autonomie 

De volgende vragen gaan over de vrijheid die u heeft bij het uitvoeren van uw werkzaamheden. Kies 

het antwoord dat het meest op uw situatie van toepassing is.  

 

Nooit soms regelmatig vaak Altijd 

1 2 3 4 5 

 

30  Heeft u vrijheid bij het uitvoeren van uw 

werkzaamheden?  
1 2 3 4 5 

 

31  Kunt u zelf beslissen hoe u het werk uitvoert?  1 2 3 4 5 
 

32  Kunt u deelnemen aan besluitvorming die met 

uw werk te maken heeft?  
1 2 3 4 5 

 

 

Waardering door leidinggevende 

De volgende stellingen gaan over de waardering die u van uw leidinggevende krijgt.  

Kies het antwoord dat het meest op uw situatie van toepassing is 

 

nooit soms regelmatig vaak Altijd 

1 2 3 4 5 

 

33 Ik voel me door mijn leidingevende gewaardeerd  1 2 3 4 5 
 

34 Mijn leidingevende gebruikt zijn/haar invloed om mij 

te helpen problemen op het werk op te lossen  
1 2 3 4 5 

 

35 Mijn leidingevende heeft begrip voor mijn 

problemen en wensen met betrekking tot mijn werk  
1 2 3 4 5 

 

6 Mijn leidingevende is vriendelijk en staat open voor 

mijn inbreng binnen het project  
1 2 3 4 5 

 

37 Mijn leidingevende laat mij weten of hij/zij tevreden 

is met mijn werk  
1 2 3 4 5 

 

 

Communicatie en Informatie 

Dit onderdeel van het onderzoek gaat over de besluitvorming en communicatie binnen uw 

organisatie. kies het antwoord dat het meest op uw situatie van toepassing is. 

 

geheel mee oneens mee oneens niet mee eens en niet mee oneens mee eens geheel mee eens 

1 2 3 4 5 

 

38 Binnen mijn team wordt er helder 

gecommuniceerd 
1 2 3 4 5 

 

39 De communicatie binnen mijn organisatie laat 

te wensen over  
5 4 3 2 1 

 

40 De communicatie tussen de verschillende 

afdelingen binnen mijn organisatie is goed  
1 2 3 4 5 

 

41 De informatievoorziening vanuit het manage-

ment naar de medewerkers is voldoende  
1 2 3 4 5 
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42  Het management is goed op de hoogte van wat er 

allemaal op de werkvloer speelt  
1 2 3 4 5 

 

43  Ik heb voldoende informatie over wat er binnen 

mijn organisatie speelt  
1 2 3 4 5 

 

44  Ik word goed op de hoogte gehouden van het 

reilen en zeilen van mijn organisatie  
1 2 3 4 5 

 

 

Prestatiefeedback 

De volgende stellingen gaan over de feedback die u over uw werk krijgt. Dit kan van zowel collega's 

als van leidinggevende(n) of klanten zijn.Kies bij elke vraag welk antwoord het meest op uw situatie 

van toepassing is. 

 

geheel mee oneens mee oneens niet mee eens en niet mee oneens mee eens geheel mee eens 

1 2 3 4 5 

 

45 Er zijn binnen mijn organisatie voldoende 

mogelijkheden om er achter te komen hoe goed 

ik mijn werk doe  

1 2 3 4 5 
 

46 Ik krijg voldoende informatie over het doel dat ik 

moet bereiken met mijn werk  
1 2 3 4 5 

 

47 Ik krijg voldoende informatie over het resultaat 

van mijn werk  
1 2 3 4 5 

 

 

Bevlogenheid 

De volgende stellingen gaan over bevlogenheid. 

Kies bij elke vraag welk antwoord het meest op uw situatie van toepassing is. 

 

nooit bijna nooit af en toe regelmatig dikwijls zeer dikwijls altijd 

0 1 2 3 4 5 6 

 

48 Op mijn werk bruis ik van energie  0 1 2 3 4 5 6 
 

49 Als ik werk voel ik me fit en sterk  0 1 2 3 4 5 6 
 

50 Als ik 's morgens opsta heb ik zin 

om aan het werk te gaan  
0 1 2 3 4 5 6 

 

51 Ik ben enthousiast over mijn baan  0 1 2 3 4 5 6 
 

52 Mijn werk inspireert me  0 1 2 3 4 5 6 
 

Bevlogenheid 

De volgende stellingen gaan over bevlogenheid. 

Kies bij elke vraag welk antwoord het meest op uw situatie van toepassing is.  

 

nooit bijna nooit af en toe regelmatig dikwijls zeer dikwijls altijd 

0 1 2 3 4 5 6 

 

53  Ik ben trots op het werk dat ik doe  0 1 2 3 4 5 6 
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54  Ik ga helemaal op in mijn werk  0 1 2 3 4 5 6 
 

55  Mijn werk brengt me in vervoering  0 1 2 3 4 5 6 
 

56  Wanneer ik heel intensief aan het werk ben, 

voel ik mij gelukkig  
0 1 2 3 4 5 6 

 

 

Vitaliteit 

De volgende stellingen gaan over vitaliteit. 

Kies bij elke vraag welk antwoord het meest op uw situatie van toepassing is.  

 

geheel mee oneens mee oneens mee eens geheel mee eens 

4 3 2 1 

 

57  De werkbelasting is heel goed te verdragen 4 3 2 1 
 

58  Na mijn werk heb ik nu vaak meer tijd dan 

voorheen nodig om te ontspannen en weer fit te 

worden 

1 2 3 4 
 

59  Tijdens mijn werk voel ik me steeds vaker 

emotioneel uitgeput 
1 2 3 4 

 

60  Normaal gesproken kan ik de hoeveelheid werk 

goed aan 
4 3 2 1 

 

61  Na mijn werk voel ik me meestal slap en fysiek 

vermoeid 
1 2 3 4 

 

62  Als ik werk voel ik me meestal fit 4 3 2 1 
 

 

Cynisme 

De volgende stellingen gaan over cynisme. 

Kies bij elke vraag welk antwoord het meest op uw situatie van toepassing is.  

 

geheel mee oneens mee oneens mee eens geheel mee eens 

4 3 2 1 

 

63  Ik ontdek steeds weer nieuwe en interessante 

kanten aan mijn werk 
4 3 2 1 

 

64  Het gebeurt steeds vaker dat ik me afstandelijk 

over mijn werk uitlaat 
1 2 3 4 

 

65  Ik ben steeds meer geneigd om mijn werk 

“mechanisch” uit te voeren, zonder al te veel 

na te denken 

1 2 3 4 
 

66  Ik ervaar mijn werk als een echte uitdaging 4 3 2 1 
 

67  In de loop der tijd heb ik de persoonlijke band 

met mijn werk verloren 
1 2 3 4 

 

68  Ik raak meer en meer betrokken bij mijn werk 4 3 2 1 
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AV Creawerk 

De volgende stellingen gaan over creativiteit. 

Kies bij elke vraag welk antwoord het meest op uw situatie van toepassing is.  

 

nooit zelden soms vaak altijd 

1 2 3 4 5 

 

69  In mijn werk kom ik met nieuwe en praktische 

ideeën om prestaties te verbeteren. 
1 2 3 4 5 

 

70  In mijn werk ben ik een goede bron voor 

creatieve ideeën. 
1 2 3 4 5 

 

71  In mijn werk promoot en verdedig ik ideeën 

naar anderen toe. 
1 2 3 4 5 

 

72  Ik vertoon creativiteit in mijn werk als hier 

gelegenheid voor wordt gegeven. 
1 2 3 4 5 

 

73  In mijn werk heb ik een frisse kijk op 

problemen. 
1 2 3 4 5 

 

 

Transformationeel leiderschap 

Vanuit wetenschappelijk onderzoek is naar voren gekomen dat transformationeel leiderschap een 

belangrijke voorspeller is voor innovatieve prestaties. Doormiddel van de volgende vragen wordt 

onderzocht in welke mate transformationeel leiderschap binnen uw organisatie aanwezig is.  

 

geheel mee oneens mee oneens niet mee eens, niet mee oneeens mee eens geheel mee eens 

1 2 3 4 5 

 

74  Mijn leidinggevende motiveert mij om de missie 

van de organisatie na te streven 
1 2 3 4 5 

 

75  Mijn leidinggevende is een voorbeeld voor mij en 

inspireert mij 
1 2 3 4 5 

 

76  Mijn leidinggevende daagt mij uit om de uit-

komsten van mijn werk als eigen eigendom te zien 
1 2 3 4 5 

 

77  Mijn leidinggevende begrijpt de sterktes en 

zwaktes van zijn personeel 
1 2 3 4 5 

 

78  Mijn leidinggevende stimuleert teamwork, 

creativiteit en innovatie 
1 2 3 4 5 

 

 

Onvoorspelbaarheid 

De volgende stellingen gaan over de mogelijke onduidelijkheid en onzekerheid binnen projecten of 

procedures omtrent uitkomsten, planning en specificaties. 

Kies het antwoord dat het meest op uw situatie van toepassing is. 

 

Hoe vaak komt het voor dat..... 

nooit soms regelmatig vaak altijd 

1 2 3 4 5 
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79  de uitkomsten van een project onzeker zijn  1 2 3 4 5 
 

80  de procedures binnen een project 

onduidelijk en ovoorspelbaar zijn  
1 2 3 4 5 

 

81  de uitkomsten en processen veranderen 

tijdens de uitvoering van een project  
1 2 3 4 5 

 

82  veelbelovende projecten stop worden gezet 

vanwegen onvoorziene of veranderende 

factoren  

1 2 3 4 5 
 

83  project planningen niet overeen komen met 

de werkelijkheid door onvoorspelbaarheid 

van het project  

1 2 3 4 5 
 

 

Innovatieve prestaties op het werk 

Het laatste onderdeel van de vragenlijst bestaat uit vragen omtrent uw innovatief gedrag op het 

werk. 

 

Hoe vaak komt het voor dat u op het werk de volgende activiteiten verricht....  

Nooit soms regelmatig vaak  altijd 

1 2 3 4 5 

 

84  creëren van nieuwe ideeën voor verbeteringen 1 2 3 4 5 
 

85   creëren van steun voor innovatieve ideeën 1 2 3 4 5 
 

86  zoeken naar nieuwe werkmethoden, technieken 

of instrumenten 
1 2 3 4 5 

 

87  verwerven van goedkeuring voor innovatieve 

ideeën 
1 2 3 4 5 

 

88  omzetten van innovatieve ideeën in nuttige 

toepassingen 
1 2 3 4 5 

 

89  genereren van originele oplossingen voor 

problemen 
1 2 3 4 5 

 

90  introduceren van innovatieve ideeën op een 

systematische manier 
1 2 3 4 5 

 

91  enthousiast maken van belangrijke leden van de 

organisatie voor innovatieve ideeën 
1 2 3 4 5 

 

92  grondige evaluatie van de toepassing van 

innovatie ideeën 
1 2 3 4 5 

 

Beoordeling door derden 

De vragenlijst heeft een inzicht verschaft in uw innovatief gedrag op de werkvloer. Om uw resultaten 

te kunnen vergelijken met de beoordeling van een derde, vragen wij u hieronder het e-mail 

adres(sen) van een (directe) collega in te vullen. Deze zal een persoonlijke e-mail ontvangen met 

daarin een link naar een korte vragenlijst (9 vragen) omtrent uw innovatieve werk gedrag. Deze 

controle vragen dienen het onderzoek te versterken en een uniek inzicht te verschaffen in het 

verschil tussen uw eigen perceptie en die van uw directe collega's.  

 

94 Vul hier het e-mail adres van een collega('s) in: .................... #ANSWERCONTENT# 
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Afsluiting onderzoek 

 

Dit is het einde van de vragenlijst. Hartelijk dank voor het invullen! Mocht u nog vragen hebben, dan 

kunt u contact opnemen met Koen Verhaeghe de Naeyer (koen.verhaeghe@sn.nll) 

 

U heeft de vragenlijst succesvol ingevuld. Klik op afronden om uw gegevens door te voeren. 

Hiervoor dient u akkoord te gaan met het verwerken van uw gegevens. 

 

Uw gegevens worden verwerkt volgens de Wet Bescherming Persoonsgegevens: 

• Gegevens worden niet aan derden verstrekt 

 

• Anonimiteit blijft gegarandeerd. Uw gegevens worden slechts voor wetenschappelijke 

doeleinden gebruikt 

 

 

Bent u klaar voor innovatie? Vul op de volgende pagina uw e-mailadres in en ontvang uw 

persoonlijke feedbackrapport!  
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Appendix II: Measurement Scales and sources 
 

Variable Original Source Cronbach α: 
Unpredictability Buganza et al. (2009) 

5 items, 5-point scale  
(α: .85) 

Work pressure 
 

Van Veldhoven & Meijmans (1994) 
3 items, 5-point scale  

(α: .80) 

Team conflicts Behfar et al. (2008) 
5 items, 5-point scale  

(α: .74) 

Interdependency Lovelance et al. (2010) 
5 items, 5-point scale  

(α: .74) 

Roll ambiguity Tang et al. (2010) 
7 items, 5-point scale 

(α=.77) 

Team communication Van Veldhoven & Meijmans (1994) 
7 items, 5-point scale 

(α=.86) 

Feedback Van Veldhoven & Meijmans (1994) 
3 items,5-point scale 

(α=.84) 

Support Van Veldhoven & Meijmans (1994) 
5-item 5- point scale 

(α=.93) 

Autonomy Van Veldhoven & Meijmans (1994) 
3 items, 5-point scale 

(α=.84) 

Transformational 
leadership 

Palm (2007) 
5 item, 5-point scale 

(α= .91) 

Exhaustion Schaufeli & Bakker (2004) 
6 item, 4-point scale 

(α= .76) 

Work engagement Schaufeli & Bakker (2004) 
9 item, 7-point scale 

(α= .94) 

Work disengagement Demerouti et al. (2003) 
6 item, 4-point scale 

(α= .88) 

 
 

Control Variable Original Source Cronbach α: 
Creativity Jonssen et al. (2008)  

5 items,5-point scale  
(α=.88) 

Innovative behaviour Janssen et al. (2008) 
9 items, 5-point scale 

(α=.95) 
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