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  Abstract 

Leadership dynamics are getting increased attention of researchers, for its role in organization building. 

This study explains the Leader-Member Exchange (LMX) on creativity, with the intervention of task 

perception (PTI) and moderation of psychological distance (PD). Using multi-time, multi-source data 

collection from 250 white-collar employees from the manufacturing sector of Pakistan. A convenient 

sampling technique with a self-administered questionnaire is used to collect data. Findings of the study 

revealed that LMX is positively related to PTI and creativity and mediation of PTI and Moderation of PD 

are also significant. The study adds to the discussion on the leadership role in organizations for the 

creation of innovation. 

 

Keywords: Leader-Member Exchange, Social Exchange, Psychological distance, Creativity, Task 

perception, Time Lagged. 

 

 

Introduction 
 

LMX theory is one of the most influential leadership theories of management literature for the last 40 years. 

This deals with the exchanges that take place between leaders and followers (Cropanzano, Dasborough, & 

Weiss, 2016). The quality of the interpersonal relationship between supervisor and subordinate depends on 

the degree of the resources shared between two parties. These resources may be tangible or intangible. 

Tangible resources include physical, structure, and monetary reciprocity while intangible assets include the 

degree of respect mutual, trust, and dignity given to each other by the parties (Day & Miscenko 2015).In 

the last decade, many researchers found inconsistencies in the LMX- outcomes relationship among 

different cultures, nations, and societies(Anand, Hu, Liden & Vidyarthi, 2011; Rockstuhl et al., 2012). This 

inconsistency provides us a room to investigate the theory in a different lens.  

 

mailto:ahmad13192.ma@gmail.com
mailto:Sajjad.hussain@fui.edu.pk
mailto:Numair.sulehri@fui.edu.pk
mailto:Iftikhar.hussain@fui.edu.pk


 

 

 

 

 

ISSN 2309-0081                            Ahmad, Hussain, Sulehri & Hussain (2020) 

  
109 

I 

 

  www.irss.academyirmbr.com                                                                                     July 2020                                                                                      

 International Review of Social Sciences                                                        Vol. 8 Issue.7 
                             

 

R 
S  
S  

Creativity is vital for the survival of the organization in the ever-changing environment. Novel idea 

generation and the capability of the organization and individuals to adapt in new scenarios is largely caused 

by the feasibility, organizational support, and shared resources from the supervisors (Aghion, 2018, Pateli 

& Lioukas, 2019). More a supervisor is supportive with their subordinates in term of sharing rewards, 

showing respect, dignity, and producing the harmonized relationship leads to optimal outcomes like 

creativity, innovation, and novel idea generation (Hussain & Shahzad, 2019). If there are inconsistencies in 

the LMX- creativity relationships, it means that there is the underlying mechanism that is operating in these 

relationships. Therefore, there is a need to investigate the LMX- creativity relationship using new mediators 

and moderators. 

 

More communication, resource sharing behaviors, and continuous support from supervisors give goods 

signals to employees if they are important and the task they are performing has some meaningful 

identification in the organization (Saeed, Afsar, Cheema,& Javed, 2019). Employees' perceptions about 

task identity are an important precursor towards creativity. The significant identification of the task gives 

them an internal boost to exert more effort on their work and to be engaged in novel idea thinking, idea 

generation, and adaptability to accomplish the task (Lee, Avgar, Park, & Choi, 2019). Scarce literature is 

available on PTI and creativity relationships. Because the job characteristics model gives us sound lead that 

supervisors and subordinate relationships can augment the perceptions of the individuals about the identity 

of their task which can ultimately lead to creative work involvement (Jung & Sohn, 2018; Erkutlu & 

Chafra, 2019).Therefore, this study attempts to investigate the relationship between the PTI  and the 

creativity to fill this gap in the literature. 

 

PD includes this psychological space between the individuals and the rest of the world about the ongoing 

events and interactions (Trope & Liberman, 2003). This social distance can be due to the lack of 

communication among the individuals within the organizations. The same can be applied to the relationship 

between the supervisor and the subordinates to accomplish the routine tasks (Erkutlu & Chafra, 2016). As 

we know that the increased communication and interaction between the leader and member is the core of 

the LMX, therefore, it is expected that the increased PD along with high LMX intensity can produce unique 

results(Story & Barbuto, 2011). For example when PD increases the high level of LMX cannot produce the 

same results as it can produce under the low PD (Brunelle, 2013; Odle, 2014). Literature provides us 

limited evidence about the role of PD on LMX and creativity relationship. Pakistan is a country that has 

high power distance which leads to the low interaction level between the supervisor and the subordinate 

and PD also increased due to the high level of power distance (Hofstede, 1980). This urges us to investigate 

the PD as a moderator between the LMX and creativity. 

 

This study has two objectives. It investigates the relationship of PTI as a mediator between LMX and 

supervisor-rated creativity. Furthermore, it also tries to investigate the moderating role of PD between 

LMX and PTI. 

 

Literature Review 
 

LMX and Creativity 

 

Social exchange theory (SET) posits that human beings exchange different resources within the 

organization and it works like a barter system(Blau, 1964). Resources exchange from the leaders is treated 

as a positive contribution towards the subordinate. These resources can be intangible like mutual respect 

dignity, and work appreciation. In turn, subordinates respond to the supervisor and the organization in a 

positive manner (Graen&Uhl-Bien, 1995).  Exchanges from the leaders are treated as positive inducements 

from the organization therefore individuals are likely to become more devoted and focused towards their 

work assignments. They are likely to get more involved in engaged and creative in proposing alternate and 

creative solutions (Tierney, 2008). This creative work involvement and unique idea generation can be 

treated as a positive resource exchange for the supervisor and the organization. 
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Despite, some researchers also published non-significant relationships and contributions of LMX towards 

creative performance (Clegg, Unsworth, Epitropaki, & Parker, 2002).Empirical evidence also suggested 

that leader-member exchanges like mutual communication, increased interactions and respect or dignity 

towards each other produces more creative attitude and behaviors in subordinates (Atwater & Carmeli, 

2009, Hussain & Shahzad, 2019). A meta-analysis on these subjects also pointed out significant effects of 

high LMX on creative idea generation and adaptive thinking patterns (Hammond, Neff, Farr, Schwall, & 

Zhao, 2011).). Therefore in support of the social exchange theory’s notion, it is hypothesized that the high 

level of interaction which creates the high LMX produces the most focused creative and innovative work 

involvement from the subordinates. 

Hypotheses 1: LMX is positively related to Creativity 

 

LMX and PIT 

 

SET assumes that the resources received from the societal circumstances can produce a low level and high 

level of returns as normative obligations (Pan, Sun, & Chow, 2012). Therefore tangible and intangible 

contributions from the supervisors are perceived as a positive resource exchange on the behalf of the 

organization. Therefore, LMX relationships can produce meaningfulness of tasks. When supervisors pay 

special consideration attention and provide the subordinates with the resources to accomplish their tasks 

this may generate the identity of their work in the mind and heart of the subordinates (Hackman & Oldham, 

1975). This task identification is a low level of psychological return in the mind of subordinates but the 

same is beneficial for the supervisor and the organization because significant task identification can have 

positive responses from the subordinate towards its accomplishment. Therefore based on these assumptions 

of social exchange theory, we deduce that the high level of LMX relationships may enhance the PTI in, 

subordinates' minds and cognitions. 

 

Hypotheses 2: LMX is positively related to PTI. 

 

PTI and Creativity 

 

PTI is one of the rarely investigated aspects of the job characteristic model (Lin & Hsieh, 2002). This 

dimension of the job characteristic model (Hackman & Oldham, 1975) is related to the horizontal job scope 

and a sense of being a major contributor to the overall task. When employees feel that they are performing 

a significantly identifiable portion of the overall job (Lunenburg, 2011), they are more likely to be 

involved, focused, and adaptive in their job assignments. SET posits that the low level of exchanges can 

produce a higher level of returns (Cropanzano & Mitchell, 2005). Therefore, perceptions of task identity 

acting as ignitor towards intrinsic motivation to perform in a more creative, adaptive, focused, and 

innovative way. 

 

The intrinsic motivation can be taken from any source, system, or interrelating transactions (like 

performing a major part of the complete job) from the organizational environment, an internal source of 

persistence, direction and arousal can produce optimum behaviors(Ilgen & Hollenbeck, 1991). The positive 

exchange returns towards the stimulus i.e. PTI, in this case, can produce positive and desired behaviors. 

Here, it is argued that the perceptions of task identity as a lower order exchange i.e. motivator from the job 

itself, can produce in turn the high-order exchange like creative work involvement towards the organization 

(Černe, Hernaus, Dysvik, & Škerlavaj, 2017). A high level of task identity as an intrinsic source of 

motivation emerged from jobs defined by the organization can set a pitch for or more innovative more 

productive and more creative solutions to the organizational problems (de Jong & den Hartog, 2010). 

Hence, it is hypothesized that the PTI will produce the more creative work involvement within the 

organizational settings in place of the SET which says exchanges can be from low to the high level of 

intensity.  

 

Hypotheses 3:PTI am positively related to Creativity. 

 



 

 

 

 

 

ISSN 2309-0081                            Ahmad, Hussain, Sulehri & Hussain (2020) 

  
111 

I 

 

  www.irss.academyirmbr.com                                                                                     July 2020                                                                                      

 International Review of Social Sciences                                                        Vol. 8 Issue.7 
                             

 

R 
S  
S  

Mediating Role of PTI between LMX and Creativity 

 

As per the notion of social exchange theory, it is expected that the high level of exchanges and interaction 

between leader and member in the form of mutual respect, dignity, consideration, and attention produces a 

high level of PTI in subordinate’s mind and heart. This, in turn, produces an inner satisfaction and 

motivation for subordinates that he or she is contributing a substantial portion of overall job and towards 

the overall organizational success of the (Jordan & Babrow, 2013). Therefore, perceptions of task identity 

which are generated through the high level of LMX relationships are operated as a low level of cognitive 

returns. In turn, these low level of cognitive returns or exchanges leads to a high level of exchange patterns 

to return or payback the organization as personal obligations. This can be in the form of creativity. This 

means that if an individual is provided with respect, courtesy, consideration, attention, and focus from the 

supervisor, it is treated as a positive exchange on behalf of the organization. 

 
Exchange pattern produces cognitive satisfaction in the form of the high level of PTI and this PTI, in turn, 

produces the creative, focused, adaptive, practical, and creative performance (Cerne, Hernaus, Skerlavaj, 

2017). Therefore, it is deducted from these relationships, under the assumptions of the social exchange 

theory, that perceptions of task identity are an underlying mechanism that operates through the LMX and 

creativity relationship. It is the bridge that brings the means (LMX) towards the end (creativity). We can 

hypothesize that PTI produce a very sound underlying mechanism of PTI as a lower level of return to ignite 

the more creative responses (as a high level of returns) desired by the organization 

 

Hypotheses 4: PTI mediates the relationship between LMX and creativity. 

 

The combined effect of PD and LMX on PTI 

 

SET assumes an exchange of resources takes place continuously in any organizational settings and it has 

some implications for individuals, leaders, and organizations. LMX is one of the most influential theories 

that deal with the exchange relationship between supervisor and subordinate. Tangible, intangible, positive, 

or negative exchange relationships have similar kinds of reactive exchange returns. However, the 

boundaries of SET posits that these exchange relationships are augmented or dampened due to the external 

factors (Blau, 1964). One of the external factors which are related to psychology is PD. PD is the mental 

distance or a level of the uncomfortable zone between the two parties. It is pertinent to know that a high 

level of exchange relationships between supervisors and subordinates can be affected due to the high level 

of PD (Odle, 2014). There can be many causes of the PD between the supervisor and the subordinate which 

implicates that the relationship can be high but both parties can be e psychologically separated from each 

other. The transactional exchange between both parties can be too high even if the PD is there. Therefore it 

is vital to investigate that the PD dampens the relationship between LMX and the perceptions of task 

identity. 

 

If we say that the high exchange relationships are there and the individual is feeling that he or she is 

contributing towards the major portion of the overall job but PD can produce unrest in mind and ultimately 

the level and strength of the basic relationship between LMX and PTI can be e affected. Therefore, we can 

argue that the social identity theory has boundary conditions, and one of the boundary conditions that 

hamper the relationship between LMX and PTI can be a high level of psychological unrest and 

uncomfortable zone due to the PD (Story & Barbuto, 2011). Hence the combined effect of the elements and 

PD can be a unique phenomenon to be investigated. PD can be a matter of more concern in the cultures 

where power distance is high because high power distance leads to the higher PD. Hence, it is vital to 

investigate Pakistani culture because there is a high power distance prevalent in overall society. This means 

despite the high level of collectivist culture that helps the high level of transactions and exchange patterns 

between leader and member, the relationship can be hampered due to the high power distance and high PD 

(Erkutlu & Chafra, 2019). Therefore, we hypothesized that PD can be a very good moderator between 

LMX and PTI. 
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Hypotheses 5:PD moderates the relationship of LMX and PTI such that the relationship will strengthen 

when PD is low. 

 

 
Figure 1: Conceptual Model 

 

Methodology 
 

Population and Sample 

 

We delimited our population to white-collar workers (for better English Comprehension) of the 

manufacturing sector in four major cities of Federal and Punjab (70% of Pakistan’s population). According 

to the Pakistan Bureau of Statistics (2019), this becomes approximately 0.053 million.  Using convenient 

sampling we floated around four hundred questionnaires and received 250 completed in all aspects (62% 

response rate).  This sample size is sufficient to generalize the results of the study (Hair, Ringleand 

Sarstedt, 2011, Hussain & Shahzad, 2019). 

 
Data Collection Method and Instrumentation 

 

We collected data using personally administered questionnaires to the personal and professional reach of 

the first author. A cover letter describing the purpose and assuring ethicality, anonymity, and voluntary 

participation was attached to questionnaires. Data were collected in three phases to avoid method bias 

(Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) and questionnaires of the same respondent are matched at 

the end using a unique code filled by respondents in the bottom of the questionnaire. We assured that all 

respondents had worked under the same supervisor for at least 6 months for accurate measurement of 

creativity. We measured all scales on a Likert Scale (1 for Strongly Disagree to 5 for Strongly Agree). 

Detailed information on instrumentation is given in table 1. 

 

Table 1: Details of instruments 

Variable Reported by Instrument author 
Measure 

Time 

No. of 

items 

LMX Self Graen and Uhl-Bien (1995) 
Phase 1 

07 

Creativity Supervisor Oldham and Cummings (1996) 
Phase 1 

03 

PTI Self Morgeson and Humphrey (2006) 
Phase 2 

04 

PD Self Napier and Ferris (1993) 
Phase 3 

03 
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Confirmatory Factor Analysis 

 

Results of 4 factor CFA produced optimum results shown in the following table confirming excellent model 

fit. 

 

Table 2: CFA Results 

4 Factors Model CMIN/DF IFI TLI CFI RMSEA 

(LMX, PTI, PD & Creativity) 1.253 0.994 0.992 0.994 0.032 

Validity Analysis  

 

We established convergent validity in findings of the current study as factor loading less than 0.5 were 

removed and the AVE was more than 0.5 for all the constructs (Yap & Khong, 2006). Detailed results are 

summarized in Table 3. 

 

Table 3: Factor Loadings, Composite Reliability, and Average Variance Extracted 

Constructs Items No FL CR AVE 

LMX 1 .83 0.942 0.700 

 2 Deleted   

 3 Deleted   

 4 .90   

 5 .93   

 6 .89   

 7 Deleted   

PD 1 .94 0.936 0.830 

 2 .96   

 3 .95   

PIT 1 .84 .909 0.715 

 2 .82   

 3 ..90   

 4 .86   

Creativity 1 .94 .894 .737 

 2 .96   

 3 .95   

 

The Discriminant Validity was also established as correlation values of constructs were less than 0.85 and 

AVE Square was greater than correlation values of the other variables (Fornell & Larcker, 1981). Detailed 

results of discriminant validity are summarized in table 4. 

 

Table 4:  Discriminant validity Analysis Statistics 

 
AVE PTI LMX PD Creativity 

PTI o.715 0.846       

LMX 0.700 0.046 0.837     

PD 0.830 0.214 0.124 0.911   

Creativity 0.737 0.263 0.054 0.174 0.859 

Note: Square root of AVE is given in bold 

 

Controls 

 

We tested One-Way ANOVA for the relationship of demographics on outcomes and produced insignificant 

results. Hence, no controls were included. 
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Results 
  

Descriptive Statistics are summarized in table 5:- 

 

Table 5: Descriptive Statistics 

.Sr. No,,,,, .Variable,Name, No. of 

.\.Items.., 

,α, .,,Mean, S.D 

 

1 

 

LMX 

 

04 

0.91  

3.37 

 

1.11 

 

2 

 

PD 

 

03 

      0.95  

3.43 

 

1.28 

 

3 

 

PTI 

 

04 

      0.88  

3.39 

 

1.00 

 

4 

 

CR 

 

03 

      0.92  

3.28 

 

1.14 

      

        Note. α= Cronbach Alpha Reliability, SD=Standard Deviation, 

 

SEM was used to test results of direct relationships and all revealed significant and positive i.e.  LMX-

creativity (β=0.225, p<0.01), LMX-PTI(β=0.150, p<0.05), and PTI-Creativity (β=0.088, p<0.5). 

Therefore, all the hypotheses are accepted. 

 

Table 6: Results of SEM (Direct relationships) 

 Direct 

Relationships 
Estimate Results 

Hypothesis 1 LMX → CR 

 

.09* Accepted 

Hypothesis 2 LMX →PTI 

 
.23** 

Accepted 

Hypothesis 3 

 

 

PTI→ CR 

.15** 

 

Accepted 

  Note.** p<.01; * p<.05,  

 

Figure 2: Path analysis using SEM 
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The Mediating Role of PTI between LMX and Creativity 

 

Results of Model 4 (PROCESS MACRO) to test the mediation hypothesis revealed significant indirect 

effects of LMX-creativity via PTI (Estimate=0.0405, SE=0.0223, ULCI=0.0046, LLCI=0.0945). This 

provided support for hypothesis 4. Detailed statistics of results are in Table 7 below:  

 

Table 7: The indirect effect of PTI between LMX and Creativity 

Parameter Dependent  Coefficient SE LLCI ULCI 

The direct effect of LMX on Creativity 

LMX Creativity .102 .066 -.027 .232 

The indirect effect of LMX to Creativity 

LMX Creativity .041 .023 .005 .095 

 

The combined effect of PD and LMX on PTI 

 

Results of Model 1 (PROCESS MACRO) to test moderation hypothesis revealed significant drop (∆R
2
 

=0.429) in estimate after interaction (from 0.71 to -0.14) with point estimates not containing zero 

(ULCI= -2.201, LLCI= -0.0594). This confirmed the moderating role of PD. Detailed results are given 

in Table 8. 

 

Table 8: Effects of PD on the relationship between LMX and Task Identity 

Parameter Dependent ∆ R
2
 P Coefficient SE LLCI ULCI 

The direct effect from LMX to PTI 

LMX PTI  0.000 0.71 0.16 .394 1.01 

The conditional effect from LMX to PTI 

PD*LMX  0.43 0.001 -0.14 0.05 -.220 -.06 

 

To confirm the direction of moderation we plotted a graph using statistics revealed in PROCESS MACRO 

findings that automatically generate values based on plus/minus 1 mean from standard deviation. 

 

 
Figure 3: Graph for the moderating effect of PD (PSY in Graph) 
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The graph of moderation confirmed the direction of moderation as a low level of PD along with low 

LMX significantly augmented of PTI. Hence, these findings provided support for hypothesis 5. 

 

Discussion 
 

The prime objective of this scientific inquiry was to investigate inconsistencies in LMX-outcome 

relationships with the help of the underlying mechanisms and the boundary conditions of SET (Blau, 1964). 

For this drive, this study examined the connection of LMX with creativity and it also verified the 

underlying mechanism of PTI as a mediating mechanism between LMX and creativity. Furthermore, the 

study also investigated the moderating role of PD on LMX and PTI.  The findings of the study largely 

dilute the generalizability concerns of the LMX-outcome relationship (Anand et al., 2011; Rockstuhl et al., 

2012) and it established that PTI is a good underlying mechanism that explains the relationship between 

LMX and creativity. Furthermore, the findings of this study also proven the dampening effect of PD on 

LMX and creativity relationships. 

 

Findings suggest that the relationship between LMX and creativity operates through the PTI. The more an 

individual perceives task identification and overall contribution to organizational objectives, the more he 

tends to be focused, innovative, adaptive, practical, and creative. Confirmation of the moderation 

hypothesis also suggests that the PD is a very good boundary condition under the SET that restricts the 

generalizability or application of LMX as the theory to produce PTI. A high level of PD erodes the basic 

relationship strength between LMX and PTI. 

 

Theoretically speaking, the findings of the study implicates that inconsistencies in LMX-outcomes can be 

explained using PTI as a very fine mediating mechanism and PD as an effective boundary condition. These 

results are aligned with the assumptions of SET that is explaining the whole model in this study (Homans, 

1958). It also explicitly states that the LMX model has some inherent limitations that can be explained by 

social exchange theory. In this regard, this study widens the scope of SET using the elements of the job 

characteristic model (Hackman & Oldham, 1975) and LMX theoretical foundations (Graen & Uhl-Bien, 

1995). Furthermore, this study suggests that SET is a generalizable theoretical mechanism that helps the 

interconnectedness and cross-fertilization of different theoretical models. In this study cross-fertilization of 

the job characteristic model, for example, PTI(Hackman & Oldham, 1975) and the LMX-outcomes 

relationship (Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012) provide us new avenues of research. This 

study also helps us to explore the new dimensions of the research by multidisciplinary and multi-theoretical 

synergy approaches. The results of the study are following the existing empirical evidence that is available 

in the literature (Hussain & Shahzad, 2019). This reaffirms the existing investigations and theoretical 

acceptance of the LMX and creativity relationship. 

 

Strengths and Limitations 

 
This study has inherent sound technical strengths which add confidence to its findings. Time-lagged data 

collection design reduces the chance of social desirability effect Moreover creativity has been measured 

using a supervisor-rated scale that further minimizes the chances of inflammatory responses the self-report 

bias (Podsakoff et al., 2003). Reasonable sample size from a developing country where research response is 

relatively low is another strength of the study (Hussain & Shahzad, 2019). 

 

Apart from these inherent merits of the study, this study also has some limitations which hinder its 

generalizability. Time-lagged data collection reduces the chances of the common method by however the 

researchers feel that it's not sufficient because it does not show the complete eradication of this problem 

(Podsakoff et al., 2003). Secondary, low levels of interest from the respondents in the research activities 

make it difficult to completely trust the responses as they fear anonymity which makes it very difficult to 

maximize the sample size (Hussain, 2018). Due to these problems researches in this study have to rely on 
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the convenience sampling technique which is also a sign of the statistical powers to the findings of the 

study (Etikan, Musa, & Alkassim, 2016). 

 

Future Directions 
 

Future researchers are encouraged to use a multi-theoretical, multidisciplinary, and cross-fertilization 

approach across different concepts, variables, and methods to open the new avenues of research in 

organizational behavior research. It is recommended to replicate the studies in light of the limitations so 

that the confidence in these findings is can be strengthened. For example, the use of a more sophisticated 

sampling technique instead of convenient sampling and the use of longitudinal data collection design 

instead of cross-sectional can add more value to the findings of the current research (Jose, 2016). 

Conclusion 

 

Findings of the study just that the LMX-outcome relationship seems inconsistent due to the multiple 

underlying mechanisms that are operating between these variables. Furthermore, boundary conditions of 

the LMX theory need to be further investigated using the new variables and social exchange theory. These 

variables can be identified keeping in view the context of the study like PD in high power distance cultures 

is a matter of great concern. It is concluded that PD obliterate LMX benefits. 
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