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Abstract

:

While the effects of a proactive personality on creativity have been well established, the behavioral mechanism underlying this relationship remains poorly understood. This study suggests the salience of the mediating mechanism of feedback-seeking behavior in explaining the process by which proactive individuals can perform creative outcomes. Specifically, based on the two axes—the types (inquiry vs. monitoring) and the methods (frequency vs. breadth)—this study proposes that four methods of feedback-seeking behavior (frequency of feedback inquiry, breadth of feedback inquiry, frequency of feedback monitoring, and breadth of feedback monitoring) mediate the relationship between the proactive personality and creativity. The results, which are based on data collected from 367 individuals across Korean companies, reveal that the proactive personality has a significant indirect effect on creativity via two methods only: frequency of inquiry and frequency of monitoring. Finally, this study represents a theoretical and practical contribution to academic research on creativity and proactivity in the workplace.
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1. Introduction


In today’s rapidly changing and decentralized environment, managers cannot anticipate all situational contingencies in advance and struggle to specify behaviors that they expect from employees [1]. Organizations must increasingly rely on employees’ personal initiative to identify and solve problems [2]. Consequently, personality traits—particularly those that reflect a willingness to change—are increasingly recognized as a driver of competitive advantage both within and for an organization [3,4].



A proactive personality describes an individual’s natural inclination toward promoting constructive changes [5,6,7]. Empirical evidence suggests that employees who exhibit this trait are more highly engaged in additional job activities beyond the formal requirements of their roles [8] and take initiative to change procedures while executing tasks [2]. As highlighted in a recent systematic literature review of the literature [9], very few studies have investigated the effects of proactive personality on creativity. Furthermore, researchers have not yet carefully examined mediating factors through which a proactive personality finds expression in creativity-enhancing ways [9,10,11]. Crant and Bateman [12] have also called for more research showing the intervening mechanisms that link proactive personality to work outcomes.



To fill this gap, some studies have explicitly attempted to identify mediating links through which personality manifests itself to augment creativity, such as network building [13], relational approaches (LMX [14]), cognitive mechanisms (role breadth self-efficacy and flexible role orientation [8]), and motivational mechanisms (information exchange and psychological safety [15]). However, the behavior mechanism has not been examined in such a way as to incorporate the relationship between the proactive personality and creativity. On this specific point, Crant [1] notes that it is rare for a study to integrate proactivity-related constructs to examine which specific proactive behaviors are uncommon. While a proactive personality is designed to capture a proactive behavioral tendency toward enacting one’s environment [5], feedback-seeking behavior is also proactive behavior that individuals might use to gather job-related insights [16,17].



As a direct response to answer the research need, this study investigates how a specific proactive behavioral mechanism mediates the relationship between proactive personality and individual creativity. Proactive people do not sit around waiting for opportunities to come; rather, they frequently scan for them and actively find chances to improve situations by seeking feedback. The consideration that individuals’ attempts to enhance their own creative performance through feedback-seeking represents an expansion of the usual thinking about this phenomenon, moving the research beyond merely a focus on adaptation and individual conformation with the demands of an organization [18]. Specifically, feedback-seeking enables proactive individuals to adapt and respond to continuously changing goals and role expectations to achieve greater compatibility between one’s own attributes and the organizational environment [17,19], thus leading to creative outcomes.



As a path to connect the effect of proactive personality on creativity, this study considers the feedback-seeking options available to employees, such as two different types of information that they can seek (inquiry vs. monitoring) and two different methods by which they can act opportunities through direct inquiry or inference of feedback [16,20]. Specifically, individuals with proactive personalities seek out opportunities through direct inquiry or inference of feedback. The more frequently a proactive individual directly asks for or monitors feedback, the more valuable and credible the assets they will receive for their work will be [21]. They also seek feedback from various sources within their work environments, such as from supervisors, coworkers, and subordinates, and as well as extra-organizational sources, providing inputs to improve situations and solve problems. By widely gathering feedback from different sources, proactive employees can accumulate informational resources related to their work situations and their own performances [7,21]. The accumulation of informational resources is critical for creativity and is considered to be a preparatory stage for the generation of a response. In short, this study analyzes how each of the four methods of feedback-seeking behavior differently mediates the relationship between the proactive personality and creativity, depending on the two axes of the types and the methods.



As a result, this study may help researchers to gain a closer understanding of the multifaceted nature of feedback-seeking behavior and to learn how to unpack the behavioral mechanisms underpinning creative performance. The study’s theoretical framework is illustrated in Figure 1 and elaborated on below.




2. Theory and Hypotheses


2.1. The Proactive Personality and Creativity


People do not always behave passively to environmental constraints; on the contrary, they often respond proactively to alter their current circumstances [1]. Bateman and Crant [5] suggest utilizing a proactive dispositional construct to identify differences among those who proactively influence their environments. Proactive people initiate actions to seize opportunities and to persevere in the hope of bringing about meaningful change [1,12]. They are also more likely to focus on future-oriented actions, to plan for changes in advance, and to improve either their current situations, themselves, or both [2,22]. In contrast, passive people are reactive, receiving their current situational dynamics without influencing change. Passive people have a high tendency to adapt to and endure their environments [1]. Mostly, they fail to initiate change or seek out opportunities for improvement.



Proactive people are also pathfinders and, as such, they redefine what performance means while also transforming their organization’s mission. Consequently, they tend to identify broad-scale problems and correct them. In fact, because they feel a personal responsibility for constructive change [22], they try to enhance circumstances and develop new procedures. These characteristics allow proactive people to anticipate future events and respond in such a way as to foster effective and positive change [6,23].



Not only does the proactive personality represent an action-oriented variable, but the construct is also paralleled with many definitions of creativity. Typically, creativity is defined as the generation or production of novel and useful ideas [24]. Furthermore, because creative behaviors include “coming up with new and better ways of doing things” [24] (p. 682), creativity inherently challenges the status quo and operates on a future-oriented vision, which is a common factor in most forms of the proactive personality. This certainly fits the following definition of proactivity: “identify opportunities and act on them, show initiative, take actions” [1] (p. 439). Similarly, identifying problems and opportunities is an important aspect of the creative process, and the creative people’s focus on generating new ideas reflects an action-based orientation. Based on this common behavioral trait between proactive and creative people, proactive individuals have a strong tendency to initiate positive change in their jobs and organizations: thus, they are also more likely to be creative [25]. It is therefore predicted that:



Hypothesis 1.

Proactive personality is positively correlated to creativity.






2.2. The Proactive Personality and Feedback-Seeking


Crant [1] argued that it is advantageous to examine the extent to which individual proactive characteristics have informed the academic literature on specific proactive behaviors. The literature on feedback-seeking behavior indicates the following: (1) that an important weakness is a lack of awareness regarding the role of individual dispositional differences in the feedback-seeking process [26], and (2) that individuals are not simply “passive recipients” of feedback, but that they actively search for feedback.



Feedback-seeking is far from a straightforward process. In fact, numerous studies provide diverse feedback-seeking models available to employees. Specifically, in Ashford and his colleagues’ review of feedback-seeking behavior [26], they identified five key feedback-seeking patterns in related studies that have been conducted over the past twenty years. The identified patterns are (1) frequency (how often individuals seek feedback); (2) method (whether sought directly by inquiry or indirectly by monitoring); (3) timing; (4) the identified target; (5) the topic. For the purposes of investigating the mediating role of feedback-seeking in the proactive personality/creativity relationship via cross-sectional data, two aspects of feedback-seeking identified from Ashford will be considered, omitting timing and topic as factors.



Feedback-seeking types vary based on how people seek feedback. One possibility is for employees to seek feedback directly by asking others. This type, which this study refers to as “inquiry”, is an explicit verbal request for feedback. Proactive individuals engage in this pattern of proactive feedback-seeking behavior voluntarily and also anticipate ways through which they can gain information about their behavior [16,19]. Monitoring is the second type of feedback-seeking behavior and is clearly differentiated from inquiring [26]. Monitoring is when proactive individuals obtain information by observing a situation, especially by monitoring other people. This provides them with a better understanding of how others are performing; how others act toward them (the seeker), and what others make informal, unsolicited, and casual remarks to others [7].



Individuals also choose how frequently they seek feedback within a given time period [26,27]. Frequency is an important factor that determines how proactive behaviors may differ. For example, how regularly feedback-seeking occurs could be affected by individual differences [7,20]. People who have proactive personalities frequently seek feedback to identify and learn new things to improve situations. Rather than waiting for direction from others, they have a behavioral tendency to seek feedback frequently, thereby gleaning information about what is happening around them. Thus, their initiative and change-oriented characteristics lead them to frequently ask questions and monitor frequently.



Hypothesis 2.

The proactive personality is positively correlated with a high frequency of seeking feedback (2a: Inquiry and 2b: Monitoring).





Another key type of feedback-seeking behavior pertains to the target or sources from which the individual solicits feedback. Often, employees obtain informational cues from many different sources in their professional environment, such as from supervisors, coworkers, subordinates, and even extra-organizational sources [21,27]. Because no single specific source can offer fully comprehensive feedback, individuals may need to ask for feedback from a variety of sources, as well as monitor different targets. Only through such breadth can employees likely gain adequate information about their professional performance [28]. The more often an individual seeks feedback from multiple sources, the more likely they are to obtain enough feedback to constitute an effective evaluation. Proactive individuals are more likely to gain an advantage because they have collected more cues through inquiring and monitoring before reaching a conclusion based on the feedback gained from different sources. Thus, their proactive behavioral traits lead them to seek out different sources to receive a broader range of information.



Hypothesis 3.

The proactive personality is positively correlated to a breadth of feedback-seeking (3a: Inquiry and 3b: Monitoring).






2.3. The Mediating Role of Feedback Frequency


Proactive employees put their efforts into increasing the amount of relevant data about their information environment by frequently asking questions and monitoring situations. By frequently seeking feedback, the proactive individual accumulates a more valuable and credible asset than passive individuals [29]. The resources (e.g., information and trust relationships) they gain from initiating actions will promote creativity in turn. In addition, by collecting information through monitoring, proactive individuals not only obtain information about how others evaluate their work but also learn what problems others are struggling with. In fact, employees who use monitoring to solicit feedback from either direct or indirect sources will have a better grasp of how other constituents behave and respond. This understanding then empowers them to identify problems that could create opportunities for improvement. The more frequently they collect cues by observing others’ behavior, the better they understand why others respond to them in a particular way [28]. By understanding the situation via their feedback-seeking behaviors, proactive individuals often anticipate future incidents that are likely to happen and seize opportunities to promote desirable outcomes. Thus, proactive employees gather informational resources by inquiring and monitoring others. These behaviors allow them to generate new ways to perform their jobs and form new perspectives about improving work procedures [29].



Hypothesis 4.

Feedback frequency (4a: Inquiry and 4b: Monitoring) mediates the positive relationship between the proactive personality and creativity.






2.4. The Mediating Role of Feedback Breadth


Those who seek feedback from a broad range of sources often receive various kinds of information, knowledge, and perspectives regarding work issues [21]. Collecting feedback from such a diversity of sources empowers individuals to identify problems that may be causing difficulties and to identify new ways to overcome such difficulties. In addition, employees who receive their feedback from many sources may develop a better understanding of what their colleagues and other stakeholders want and need [7]. Typically, this happens because they experience smoother communications with others, thereby understanding which agendas would best serve their constituents. Indeed, accumulating resources through feedback-seeking is a crucial factor of creativity, which in turn improves an individual’s knowledge base and ability to identify and solve problems innovatively. Often, proactive individuals may use their collected data to anticipate future events so as to initiate constructive changes. Thus, feedback accumulation is a valuable practice for proactive individuals; the activity guides them to find situational constraints and improve their professional contexts.



Hypothesis 5.

Feedback breadth (5a: Inquiry and 5b: Monitoring) mediates the positive relationship between the proactive personality and creativity.







3. Methodology


3.1. Data Collection and Samples


The survey was conducted among various Korean companies (12 firms) in the following sectors: manufacturing, electronics, telecommunications, and construction. To minimize multicollinearity issues [30], survey data were collected from two different sources: one pertaining to the focal employee, and the second assessing the employees’ immediate supervisors. Before delivering the survey packets to employees, we first gave a brief presentation about the study’s purpose and explained the procedures to the supervisors. Finally, we distributed survey packets to 60 supervisors and 400 employees.



Of these initial samples, 53 supervisors and 370 employees returned the surveys directly to the researchers (supervisor response rate = 88.3%; employee response rate = 91.8%). After eliminating incomplete responses and mismatched surveys, the researchers analyzed final data sets with a sample of 367 members from 53 teams.



Of these final samples, the average employee age was 36.98 (SD = 8.42) years and the average organizational tenure of the employees was 7.49 years (SD = 7.68). The sample was constituted of 56.9% of men and 43.1% of women. Education levels ranged from high school diplomas to a doctoral degree; 6% of the respondents’ highest educational level was a high school degree; 18% had completed junior college; 62.7% had earned a bachelor’s; 13.4% held either a master’s and or a doctoral degree.




3.2. Measures


To avoid common method bias, the employees were instructed to report their demographics, independent and mediating variables, whereas their immediate supervisors were asked to rate the employees’ creativity. We used a seven-point scale ranging from 1 (not at all) to 7 (extremely), except for the demographic data.



3.2.1. Proactive Personality


We measured the proactive personality with the shortened four-item scale (α = 0.84) of Seibert et al. [3]. An example item is “I am constantly on the lookout for new ways to improve my life”.




3.2.2. Frequency of Feedback Inquiry and Monitoring


This study followed the methods of De Stobbeleir et al. [31] to measure the frequency of feedback inquiry and monitoring. Employees were asked to report the frequency of their engagement in feedback-seeking behaviors (inquiry and monitoring) using two items. These two items were then repeated with three different sources (supervisors, team members, and members of other teams), resulting in a six-item measure of inquiry (α = 0.96) and monitoring (α = 0.92). Items of inquiry to supervisor include: “How frequently do you ask feedback about your work to your supervisor?” and “How frequently do you ask for advice for better ways of doing your work to your supervisor?”. Items of monitoring to supervisor include: “How frequently do you pay attention to how your supervisor acts toward you in order to understand how he/she perceives and evaluates your work?” and “How frequently do you compare yourself with supervisors?”. Next, the researchers calculated the average feedback-seeking frequency for the three targets; finally, the overall frequency score was computed by averaging the three values.




3.2.3. Breadth of Feedback-Seeking Inquiry and Monitoring


Similar to an earlier study [31], this work also employed the Herfindahl formulation to calculate the level of feedback-seeking breadth as the distribution of resources across three different feedback sources. The Herfindahl formulation “captures the ‘market share’ of a person’s feedback-seeking that is allocated to each target of that seeking” [31] (p. 820).



Herfindahl formation =     1 −         s e e k i n g   f r o m   s u p e r v i s o r   t o t a l   s e e k i n g      2  +       s e e k i n g   f r o m   t e a m   m e m b e r s   t o t a l   s e e k i n g      2  +       s e e k i n g   f r o m   m e m b e r s   o f   o t h e r   t e a m s   t o t a l   s e e k i n g      2       



With the present data of three feedback source categories, the value of the Herfindahl index showed that the breadth of feedback inquiry ranged from 0.53 to 0.67; the breadth of feedback monitoring ranged from 0.56 to 0.67.




3.2.4. Creativity


Each employee’s creativity was measured using a shortened version of the six-item scale (α = 0.96) developed by the authors of [24]. In keeping with the methods of previous research, this study assessed creativity by using supervisor ratings [28,32]. An example item includes “Comes up with new and practical ideas to improve performance”.




3.2.5. Control Variables


This research contained four demographic factors as control variables, such as age (in years), organizational tenure (in years), education (1 = high school, 2 = two years of college education, 3 = undergraduate degree, 4 = graduate degree), and gender (women = 0; men = 1). This decision was important, because these characteristics may affect employees’ level of motivation to engage in feedback-seeking behaviors and show their creativity [33]. Additionally, because different tasks require different levels of creativity [34], this study also controlled for task type (0 = clerical, marketing, and general management; 1 = production and engineering) and task interdependence (a five-item scale, α = 0.91).





3.3. Analytical Strategy


According to the data, the proportion of the between-group variance for creativity was 13.4% of the total variance (p < 0.05), which showed the presence of the supervisor effect as an outcome variable. Given this nested data structure, this study performed multistage HLM equations to consider the group-level variance, which is significant. To identify the confidence intervals of the proposed indirect effects, the researchers followed the bootstrapping procedure that Preacher et al. [35] recommended.





4. Results


4.1. Validity and Reliability Analysis


We conducted exploratory factor analysis (EFA) in order to investigate the validity of the study’s measures. All items were rotated by varimax rotation under the assumption that there is no correlation among factors. We also measured Cronbach’s alpha for the reliability of measures. Table 1 presents the results of the EFA and the Cronbach’s alpha values. All items were clearly loaded on four factors with a significantly high reliability coefficient.




4.2. Descriptive Statistics


Table 2 provides a summary of statistics and correlations of the variables in this study. As expected, a proactive personality was positively related to the outcome variable (creativity, r = 0.16, p < 0.01). Proactive personality was positively correlated with the frequency of inquiry (r = 0.26, p < 0.001) and the frequency of monitoring (r = 0.27, p < 0.001), but was not significantly correlated with breadth of inquiry (r = −0.09, ns.) and breadth of monitoring (r = −0.01, ns.). Whereas the frequency of inquiry (r = 0.15, p < 0.01) and the frequency of monitoring (r = 0.18, p < 0.01) were both found to be positively correlated with creativity, breadth of inquiry (r = 0.01, ns.) and breadth of monitoring (r = 0.02, ns.) were not significantly correlated with creativity.




4.3. Hypotheses Testing


For Hypothesis 1, this study proposed a positive relationship between a proactive personality and creativity. Firstly, the six control variables were entered into the HLM equation. Next, a proactive personality was included in the HLM equations as the main predicting factor that predicts creativity. The HLM analysis results (Model 2 in Table 3) showed that the proactive personality does have a significant and positive effect on creativity (γ = 0.16, p < 0.05). Thus, Hypothesis 1 was supported.



Hypothesis 2 posited that the proactive personality is positively correlated to the frequency that employees engage in feedback inquiry (H2a) and monitoring (H2b). Models 2 and 6 in Table 4 showed that the proactive personality was both a positive and significant predictor of frequently conducting feedback inquiries (γ = 0.34, p < 0.001). However, a proactive personality was not a significant predictor of frequent feedback monitoring activity (γ = −0.002, ns.). These results provide evidence supporting Hypothesis 2a.



Hypothesis 3 suggested that the proactive personality is positively correlated to a wide breadth of feedback inquiry (H3a) and monitoring (H3b). Models 4 and 8 in Table 4 reported that a proactive personality was not a significant predictor of breadth, neither was feedback inquiry (γ = −0.002, ns.) nor feedback monitoring (γ = −0.001, ns.), respectively. Thus, Hypothesis 3 was not supported.



For Hypothesis 4, this study suggested that the effect of the proactive personality on creativity is mediated distinctly by the frequency of feedback inquiry (H4a) and monitoring (H4b). To examine formally the mediation effects of the frequency of feedback inquiry and monitoring, this study employed the procedure that Preacher et al. outline [35], which enabled this study to test the confidence intervals of the hypothesized indirect effects. These results in Table 5 showed that both the frequency of feedback inquiry (indirect effect = 0.038, 95% CI (0.007, 0.088)) and the frequency of feedback monitoring (indirect effect = 0.044, 95% CI (0.012, 0.100)) significantly mediated the relationship between the proactive personality and creativity, which supports Hypothesis 4.



Hypothesis 5 posited that the effects of the proactive personality on creativity are mediated distinctly by the breadth of feedback inquiry (H5a) and monitoring (H5b). Furthermore, the results in Table 5 of the procedure outlined by Preacher et al. [35] suggest that the indirect effect of the proactive personality on creativity via the breadth of feedback inquiry (indirect effect = −0.002, 95% CI (−0.021, 0.008)) and breadth of feedback monitoring (indirect effect = −0.001, 95% CI (−0.015, 0.006)) was not statistically significant, which rejects Hypothesis 5.





5. Discussion and Conclusions


5.1. Overall Findings


This study aims to enhance researchers’ understanding of employee dispositional proactivity (proactive personality) and self-initiated behavior (feedback-seeking behavior) in the workplace. The results of this study not only showed the direct effect a proactive personality has on creativity, but also the indirect effects that the behavioral mediating process of feedback-seeking behavior has on the relationship between the proactive personality and creativity. Specifically, the frequency of feedback inquiry and monitoring indirectly mediated the relationship between the proactive personality and creativity. However, the breadth of feedback inquiry and monitoring did not mediate the relationship between the proactive personality and creativity.




5.2. Theoretical and Practical Implications


A number of important theoretical and practical insights emerged from the pattern of our results. First, although previous studies have been examined the effects of proactive personality on various positive outcomes [9], this study revealed that proactive employees would engage in constructive performance, such as creativity. The results are similar to those found by Seibert et al. [25]. Individuals exhibiting a stronger proactive personality are future-focused and have an idea of the changes they want to implement [1,17]; they may work toward their goals, regardless of the costs and risks required.



Second, the results of this study provide support for the person-centered view on creativity [10,11]. De Stobbeleir et al. [25] argued that creativity literature has generally studied the social and organizational contexts to enhance employees’ creative performance. Relatively few studies have identified the critical personality dimensions underlying creative behaviors [15]. Our study revealed that proactive individuals act in ways the organization expects them to act without waiting to be told what to do or how to behave. By seeking feedback, proactive individuals attain resources that can help individuals to gain an understanding of what is going on in the workplace. Thus, consistent with the person-centered approach, we showed proactive individual is more actively engaged in creative behaviors that had a positive effect on their performance.



Third, this study also elaborates on recent studies that address the relationship between a proactive personality and creativity through assessing and analyzing behavioral intervening mechanisms. To respond to Crant and Bateman’s [12] recent suggestion, this study incorporated the proactive dispositional construct (proactive personality) to explain specific proactive behaviors (feedback-seeking behavior). As Ashford et al. [26] noted, we frame feedback-seeking behavior as a proactive, self-regulatory way by which people can improve their situations. People with proactive personalities seek feedback to find out problems and to learn new things for improving situations. They prefer a behavioral tendency to seek feedback and acquire information about what is going on around them. Thus, we extend the scope of proactivity by connecting dispositional proactive construct and proactive behavioral constructs.



Fourth, this study theorized that feedback-seeking behavior plays a distinct mediating role in creativity by conceptualizing the different types of feedback-seeking behavior, namely, the frequency and breadth of inquiry and monitoring. This study may contribute to the corpus of academic literature on both creativity and feedback-seeking behavior in that it emphasizes the way in which these four different feedback-seeking patterns can help employees identify problems causing difficulties and find creative ways to overcome them, beyond the methods of adaptation and modification.



Results revealed that the only factor that significantly predicts creativity is the frequency of feedback-seeking behavior. Creativity is stimulated only when employees frequently solicit others’ input and seek advice pertaining to their current task and by monitoring others’ responses. Such task-related information then often helps employees to define problems and develop new strategies for solving those problems. These patterns are consistent with the previous studies’ findings that minor improvements and adaptations can be promoted when employees frequently solicit others’ input and opinions [7,28]. In contrast, heterogeneous inputs and opinions gained by seeking feedback broadly, and from diverse sources, may deplete cognitive resources. Tyagi et al. [36] also mentioned that the breadth of feedback-seeking can consume (and often waste) time and cognitive resources that are critical for creative idea generation. The benefits of feedback-seeking from diverse sources may quickly be compromised if employees are exposed to numerous evaluative inputs [16,21]. Therefore, identifying the behavioral mechanism that underpins creative performance may help researchers to better grasp the multifaceted nature of the construct of feedback-seeking behavior.



This study offers a significant practical implication. Previous research of creativity literature has focused on how managers can enhance creative outcomes or what tangible benefits (such as higher salaries and more frequent promotions) stimulate employees’ creativity [3]. The present research suggests that instead of fostering creative performance through supervisors or tangible benefits, employees are the proactive agents to stimulate creative performance by soliciting their own feedback on their work and performance frequently and from a wide variety of sources. Because individuals with proactive personalities can be intrinsically motivated to be creative, managers should create an environment in which proactive employees can express their proactive dispositional traits well. Besides, proactive employees may achieve creative performance in their work by seeking feedback more often and more broadly from a wide variety of feedback sources.




5.3. Limitations and Recommendations for Future Research


Some limitations do pertain to this study, and one should interpret its findings carefully. To address this limitation specifically, a longitudinal study design could test for the causality of the relationships. Second, the current empirical study did not consider contextual factors that are important in clarifying the proposed relationships. Thus, a productive avenue for future research could include potential moderating factors in explaining the effects of the proactive personality on creativity, as well as the effects of feedback-seeking behavior. According to the trait activation theory [37], situational cues that activate individual differences in promoting trait-relevant behaviors also need to be considered. Environmental conditions, or the “feedback environment”, may also affect the various feedback methods and reactions [38]. Specifically, the organizational culture might create an atmosphere in which feedback inquiry is either more or less acceptable. For example, employees may be more motivated to seek feedback frequently when the interpersonal atmosphere is safe and therefore supports perceived risky active endeavors [39]. In a psychologically safe environment, employees with a proactive personality may be more at ease with obtaining feedback.



In summation, this study obtained significant and compelling findings, despite its limitations. The researchers hope that this study motivates other researchers to explore how the proactive personality and feedback-seeking behaviors positively interact to influence creativity within organizations.
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Figure 1. Conceptual framework. 
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Table 1. The results of EFA and Cronbach’s alpha.
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Items

	
Factor 1 (Cre)

	
Factor 2 (In)

	
Factor 3 (Mo)

	
Factor 4 (TI)

	
Factor 5 (PP)

	
Cronbach’s Alpha






	
Cre1

	
0.900

	
0.101

	
0.128

	
0.002

	
0.054

	
0.96




	
Cre2

	
0.937

	
0.084

	
0.077

	
0.024

	
0.049




	
Cre3

	
0.951

	
0.060

	
0.031

	
0.004

	
0.018




	
Cre4

	
0.891

	
0.006

	
0.049

	
−0.021

	
0.051




	
Cre5

	
0.902

	
0.069

	
0.074

	
0.044

	
0.040




	
Cre6

	
0.887

	
0.035

	
0.062

	
0.046

	
0.116




	
InSu1

	
0.055

	
0.809

	
0.185

	
0.088

	
0.154

	
0.96




	
InSu2

	
0.051

	
0.796

	
0.196

	
0.138

	
0.151




	
InTM1

	
0.057

	
0.897

	
0.210

	
0.164

	
0.062




	
InTM2

	
0.071

	
0.909

	
0.166

	
0.139

	
0.047




	
InOT1

	
0.078

	
0.903

	
0.141

	
0.138

	
0.085




	
InOT2

	
0.060

	
0.912

	
0.091

	
0.119

	
0.033




	
MoSu1

	
0.087

	
0.286

	
0.699

	
0.032

	
0.228

	
0.92




	
MoSu2

	
0.057

	
0.273

	
0.650

	
0.018

	
0.154




	
MoTM1

	
0.094

	
0.113

	
0.873

	
−0.034

	
0.032




	
MoTM2

	
0.064

	
0.123

	
0.932

	
0.021

	
0.050




	
MoOT1

	
0.059

	
0.128

	
0.896

	
0.088

	
0.061




	
MoOT2

	
0.072

	
0.123

	
0.936

	
0.047

	
0.041




	
TI1

	
−0.005

	
0.153

	
−0.005

	
0.825

	
0.038

	
0.91




	
TI2

	
−0.001

	
0.052

	
0.169

	
0.867

	
0.028




	
TI3

	
0.058

	
0.105

	
0.123

	
0.849

	
0.053




	
TI4

	
0.022

	
0.211

	
−0.055

	
0.857

	
0.028




	
TI5

	
0.012

	
0.137

	
−0.086

	
0.821

	
0.139




	
PP1

	
0.041

	
0.187

	
0.023

	
0.076

	
0.803

	
0.84




	
PP2

	
0.109

	
0.139

	
0.029

	
0.119

	
0.858




	
PP3

	
0.073

	
−0.089

	
0.335

	
−0.013

	
0.710




	
PP4

	
0.054

	
0.154

	
0.108

	
0.076

	
0.805




	
Eigenvalues

	
5.069

	
4.993

	
4.479

	
3.713

	
2.727

	




	
Variance explained (%)

	
18.774

	
18.494

	
16.588

	
13.750

	
10.100

	




	
Accumulative variance explained (%)

	
18.774

	
37.269

	
53.857

	
67.607

	
77.707

	








Abbreviation: Cre = creativity, In = inquiry, Mo = monitoring, InSu = inquiry from supervisor, InTMo = inquiry from team members, InOT = inquiry from other team members, MoSu = monitoring from supervisor, MoTM = monitoring from team members, MoOT = monitoring from other team members, TI = task interdependence, PP = proactive personality.
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Table 2. Means, standard deviations, and inter-scale correlation.
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	Variables
	M
	SD
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11





	1. Age
	36.98
	8.42
	
	
	
	
	
	
	
	
	
	
	



	2. Gender
	0.57
	0.50
	0.04
	
	
	
	
	
	
	
	
	
	



	3. Education
	2.83
	0.73
	−0.03
	0.19 ***
	
	
	
	
	
	
	
	
	



	4. Tenure
	7.49
	7.68
	0.67 ***
	0.12 *
	−0.05
	
	
	
	
	
	
	
	



	5. Task Type
	0.23
	0.42
	−0.12 *
	0.06
	0.14 **
	−0.19 ***
	
	
	
	
	
	
	



	6. Task Interdependence
	4.00
	1.11
	−0.06
	0.03
	−0.12 *
	−0.06
	0.08
	
	
	
	
	
	



	7. Proactive Personality
	4.39
	0.99
	0.17 **
	0.16 **
	0.01
	0.10
	−0.08
	0.17 **
	
	
	
	
	



	8. Frequency of Inquiry
	3.86
	1.32
	−0.13 *
	0.01
	−0.04
	−0.09
	0.10
	0.30 ***
	0.26 ***
	
	
	
	



	9. Breadth of Inquiry
	0.66
	0.02
	0.08
	0.04
	−0.04
	0.08
	0.06
	−0.06
	−0.09
	−0.01
	
	
	



	10. Frequency of Monitoring
	4.71
	1.03
	0.01
	0.03
	0.07
	−0.01
	0.07
	0.11 *
	0.27 ***
	0.39 ***
	−0.03
	
	



	11. Breadth of Monitoring
	0.66
	0.01
	−0.01
	0.03
	−0.10
	0.01
	0.04
	0.08
	−0.01
	0.09
	0.11 *
	0.05
	



	12. Creativity
	4.55
	1.10
	0.09
	0.06
	0.05
	0.04
	0.06
	0.05
	0.16 **
	0.15 **
	0.01
	0.18 **
	0.02







Note: N = 367. Task type (0 = clerical, marketing, and general management; 1 = production and engineering); gender (women = 0; men = 1); education (1 = high school, 2 = two years of college education, 3 = undergraduate degree, 4 = graduate degree). * p < 0.05, ** p < 0.01, *** p < 0.001.
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Table 3. Hierarchical linear models predicting creativity.
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Variable

	
Creativity




	
Model 1

	
Model 2

	
Model 3

	
Model 4

	
Model 5

	
Model 6

	
Model 7

	
Model 8

	
Model 9

	
Model 10






	
Step 1: Control

	

	

	

	

	

	

	

	

	

	




	
Age

	
0.01

	
0.01

	
0.02

	
0.01

	
0.02

	
0.01

	
0.01

	
0.01

	
0.01

	
0.01




	
Gender

	
0.12

	
0.07

	
0.12

	
0.12

	
0.12

	
0.08

	
0.12

	
0.12

	
0.12

	
0.08




	
Education

	
0.04

	
0.04

	
0.04

	
0.04

	
0.04

	
0.04

	
0.02

	
0.04

	
0.02

	
0.02




	
Tenure

	
−0.01

	
−0.01

	
−0.01

	
−0.01

	
−0.01

	
−0.01

	
−0.01

	
−0.01

	
−0.01

	
−0.01




	
Task Type

	
0.20

	
0.23

	
0.16

	
0.20

	
0.16

	
0.19

	
0.17

	
0.20

	
0.17

	
0.20




	
Task Interdependence

	
0.05

	
0.03

	
0.01

	
0.05

	
0.01

	
−0.01

	
0.03

	
0.05

	
0.03

	
0.02




	
Step 2: Main Effect

	

	

	

	

	

	

	

	

	

	




	
Proactive Personality

	

	
0.16 *

	

	

	

	
0.12

	

	

	

	
0.11




	
Step 3: Feedback-Seeking Behavior

	

	

	

	

	

	

	

	

	

	




	
Frequency of Inquiry

	

	

	
0.13 **

	

	
0.13 **

	
0.11 *

	

	

	

	




	
Breadth of Inquiry

	

	

	

	
0.24

	
0.19

	
0.86

	

	

	

	




	
Frequency of Monitoring

	

	

	

	

	

	

	
0.18 **

	

	
0.18 **

	
0.15 *




	
Breadth of Monitoring

	

	

	

	

	

	

	

	
0.97

	
0.49

	
0.81




	
Pseudo R square

	
0.002

	
0.019

	
0.023

	
0.000

	
0.020

	
0.029

	
0.027

	
0.000

	
0.025

	
0.032








Note. N = 367, * p < 0.05, ** p < 0.01.
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Table 4. Hierarchical linear models predicting frequency and breadth of inquiry and monitoring predicting creativity.
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Variable

	
Frequency of Inquiry

	
Breadth of Inquiry

	
Frequency of Monitoring

	
Breadth of Monitoring




	
Model 1

	
Model 2

	
Model 3

	
Model 4

	
Model 5

	
Model 6

	
Model 7

	
Model 8






	
Step 1: Control

	

	

	

	

	

	

	

	




	
Age

	
−0.018

	
−0.061

	
0.000

	
0.000

	
0.002

	
−0.004

	
−0.000

	
−0.000




	
Gender

	
−0.019

	
−0.122

	
0.001

	
0.002

	
0.028

	
−0.058

	
0.001

	
0.001




	
Education

	
−0.011

	
−0.020

	
−0.002

	
−0.002

	
0.135

	
0.125

	
−0.002

	
−0.002




	
Tenure

	
0.005

	
0.008

	
0.000

	
0.000

	
0.001

	
0.003

	
0.000

	
0.000




	
Task Type

	
0.238

	
0.310

	
0.003

	
0.003

	
0.164

	
0.218

	
0.002

	
0.001




	
Task Interdependence

	
0.345 ***

	
0.293 ***

	
−0.001

	
0.000

	
0.093 *

	
0.052

	
0.000

	
0.000




	
Step 2: Main Effect

	

	

	

	

	

	

	

	




	
Proactive Personality

	

	
0.342 ***

	

	
−0.002

	

	
0.278 ***

	

	
−0.001




	
Pseudo R square

	
0.093

	
0.154

	
0.029

	
0.029

	
0.001

	
0.071

	
0.000

	
0.000








Note. N = 367, * p < 0.05, *** p < 0.001.
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Table 5. Bootstrapped mediation results.
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Independent Variable

	
Mediators

	
Dependent Variable

	
Conditional Indirect Effect

	
Bootstrapping Bias-Corrected 95% Confidence Interval




	
Lower

	
Upper






	
Proactive Personality

	
Frequency of Feedback Inquiry

	
Creativity

	
0.038

	
0.007

	
0.088




	
Frequency of Feedback Monitoring

	
0.044

	
0.012

	
0.100




	
Breadth of Feedback Inquiry

	
−0.002

	
−0.021

	
0.008




	
Breadth of Feedback Monitoring

	
−0.001

	
−0.015

	
0.006








Note. Bootstrap sample size = 1000. Coefficients in bold indicate significant mediation.
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