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1. Introduction

The need for creativity has increased in the 21st century because organizations now are facing severe
competition and survival or growth of an organization largely depends on how creative they are. There-
fore, one of the goals of a manager is to boost employee’s motivation and morale for creative ideas and
solution to the customer’s problems (Zimmermann, 1999; Bashir et al., 2011; Gilirbiiz, 2009). Creativity
is not only vital for organizational sustainability and growth but it is also important for national advance-
ment and competition (Burgelman, 1984; Kanter, 1984; Pozveh & Amini, 2017; Auger & Woodman,
2016; He et al., 2017). Individual creativity is an essential building block for organizational innovation.
Creativity can be a fuel for the responsiveness, renewal and repositioning of a firm. It is a common belief
that educational institutions are responsible for fostering creativity and innovation in contemporary so-
cieties, hence, creativity is relatively more important for educational organizations as compared with
other service sectors. Faculty in any university is considered to be a source of creativity, innovation, and
organizational learning. Oshagbemi (2000) reported that faculty mainly performs three functions such as
teaching, management, and research to fulfil the creativity and innovation needs of the society, therefore,
availability and number of competent faculty members are prerequisite for creativity. As a result, educa-
tional institutes and governments provide different fellowship, scholarships, and faculty development
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programs to meet creative faculty requirement. However, having a sufficient number of competent fac-
ulty members is not enough unless they work with motivation and enthusiasm. As pointed out by Paracha
et al. (2014) and Veenman (1984), faculty’s support, motivation, and enthusiasm are needed to build a
reputable educational institution. Competent and dedicated faculty would play the role of a catalyst in
the process of creativity and innovation. Therefore, the motivated, self-directed, and competent faculty
is much needed, in the case of educational institutions to boost knowledge sharing, learning, creativity,
and innovation. For instance, a study by Hattie (2003) revealed that students exhibit a greater
understanding of ideas, concepts, and theories in terms of integration, coherence, and level of abstraction
when taught by an expert and motivated teacher as compared with the students taught by an inexperi-
enced, novice, and unmotivated faculty member.

According to the International Labour Organization (2016) statistics, on average, the 6 percent unem-
ployment rate is observed in the world while the same remained at 5 percent in the case of Pakistan.
Although it seems absolutely right having a lower rate of unemployment than the world’s average the
value is higher than the neighbouring countries like China and India with a value of 4.6 percent and 3.6
percent respectively. Lu et al. (2006) claimed that Universities can help society in controlling unemploy-
ment rate as they provide the necessary employment skills. Halai (2013) stated that higher unemployment
rate in Pakistan is due to poor performance of universities and situation is even worse for the case of
public sector universities (Hassan & Hashim, 2011). Several studies have been accomplished on creativ-
ity on primary and secondary education (e.g. Bramwell et al., 2011) but there is a substantial gap in
research regarding creativity in higher education, especially for developing countries like Pakistan
(Kampylis et al., 2009). According to QS World University Ranking (2017) there was not any single
university listed as the top best 500 universities in the world in 2017. Grant Thornton Consulting (2016)
highlighted some reasons for poor performance of the universities in Pakistan such as poor HPWS; in-
cluding lack of training, poor evaluation measures, work overload or lack of knowledge sharing. There
are also poor leadership; including classroom discipline, inappropriate behaviour, inadequate supportive
materials and supplies, poor grading system and absence of proper students counselling service and low
motivation and least expectations of career in teaching (Sarwar et al., 2012).

According to Cropley (2015), Hiakkinen et al. (2017) and Kereluik et al. (2017), creativity and innovation
are vital for teachers to help students learn well. Literature has suggested that intrinsic motivation,
HPWS, knowledge sharing, and authentic leaders are the key factors among others which promote crea-
tivity in an organization (Andreeva & Sergeeva, 2016; Fareed et al., 2016; Lin, 2007; Malik et al., 2015,
2016; Paracha et al., 2014; Selden et al., 2013; Zhang et al., 2014; Zhang, 2010). Previous researchers
explored a direct relationship between HPWS and performance or HPWS was taken as mediating varia-
ble along with other variables (Fareed et al., 2016; Heffernan et al., 2016). Demerouti (2006) suggested
that the relationship between HPWS, intrinsic motivation and creativity need to be examined using some
mediation for more robust results. The intent of this research is to examine the relationship between
intrinsic motivation, HPWS, authentic leadership on faculty member’s creativity with the mediating role
of knowledge sharing.

2. Literature Review

The theories such as Social Context Theory, leader-member exchange (LMX), and self-determination are
used to support the research framework of this research. Authors like Ferris et al. (1998), Dansereau et
al. (1975), and Deci and Ryan (1953) are considered to be the main contributors of the above-mentioned
theories, respectively. In the context of this research, these theories indicate that independent variables
such as HPWS, intrinsic motivation, authentic leadership, and knowledge-sharing are expected to explain
the behaviour of a dependent variable, employee’s creativity because social context theory holds that
HPWS practices significantly contributes to creativity at individuals, groups, and organization level.
Leader-member exchange theory deals with the concept of knowledge sharing, authentic leadership, and
employee’s creativity. The last theory, self-determination, emphasize on intrinsic motivation to improve
performance and creativity. A brief description of these theories is given next.
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The work of Deci and Ryan (1953) is considered to be one of the earliest studies that presented the idea
of intrinsic motivation. They classified the motivational theories in two streams such as mechanistic and
organismic. According to Deci and Ryan (1953), organismic theories are mainly responsible for the
psychological and intrinsic needs that in turn provide sufficient energy to make proactive efforts to satisfy
such needs. Organismic approach treats external stimuli as an opportunity whereas the mechanistic ap-
proach views the same as a threat and reacts accordingly. Historically, Freud (1915) claimed, in his drive
theory, that only sex and aggression are motivational factors for a person while Hull (1943) asserted that
there are four important drivers of motivation such as sex, hunger, avoidance of pain, and thirst. Deci
and Ryan (1953) claimed that these motivational factors would fail to achieve the desired target if lacking
self-direction. Theory of self-direction changed the previously accepted stimuli-response relation into
choice and decision-making approach. Precisely, this theory believes that internal stimuli assert pressure
on an individual’s choice and his/her future outcome (decision) and external environment does not play
a significant role in this choice and decision-making process.

Similarly, Martinaityte (2014) claimed that factors affecting individual, group, or organizational level
creativity vary. For instance, according to social context theory, internal factors are important for moti-
vating/de-motivating employees for an individual or group but HPWS is found to be the most significant
factor among others. Social context theory holds that managerial action such as knowledge sharing,
HPWS practices, and reward strategies would foster an environment for creativity (Ferris et al., 1998).
Social context theory dovetails with creativity research that focuses on the social facets of the work en-
vironment such as the network of social relationships and the resources that can be mobilised through
this network to motivate creativity (Bernard, 2013; Crossman & Crossman, 2011; He et al., 2017; Payne,
2015; Semedo et al., 2016; Zawawi et al., 2012; Barrena-Martinez et al., 2017; Dumont et al., 2016;
Ramsay et al., 2000). Thereby, we posit the adoption of HPWS for creativity as a symbolic and rational
managerial action to develop a work environment (climate for creativity) that engenders employee be-
haviours (unit creativity) critical to the implementation of a strategic objective leading to organisational
success.

Another theory that could be cited to support a research framework is leader-member exchange (LMX)
theory. The study of Dansereau et al. (1975) is considered to be the seminal work that laid down the
foundation of leader-member exchange theory (Boal & Hooijberg, 2000; Malik & Dhar, 2017; Shin &
Zhou, 2003). Mitchell and Daniels (2003 p.302) stated that Graen and Uhl-bien (1995) defined LMX
theory as “the quality of exchange between a leader and followers”. Whereas Yukl (1989) referred to
LMX as a transactional approach, “describes how leaders use their designated power to build relation-
ships with subordinates”. The underlying principle of the LMX theory is associated with the transition
between a leader and a member. According to Graen and Uhl-bien (1995), the main focus of LMX theory
is the nature of relationship and exchange between a leader and a member (Bernard, 2013; Crossman &
Crossman, 2011; He et al., 2017; Payne, 2015; Semedo et al., 2016; Zawawi et al., 2012). This theory
believes in a two-way relationship, communication from top to bottom and from bottom to top, therefore,
it could be also termed as vertical dyad linkage (VDL) theory. Deluga (1998) stated that LMX theory
holds that the quality and nature of the leader-member relationship would leave a lasting impact on mem-
ber’s responsibility, knowledge sharing, decision-making, creativity, and performance.

In LMX, the quality of leader-member relationship could be classified into two groups: the in-group
“high-quality exchange” and out-group “low-quality exchange” (Fisk & Friesen, 2012). Moreover, a
high-quality exchange relationship requires both parties to accept their mutual interests and agree to pur-
sue shared superordinate goals. High-quality exchanges include partnering with colleagues, in which
individuals step further than formal organizational roles to achieve desired goals (Fisk & Friesen, 2012).
There is a positive relationship between LMX and creativity. For instance, high-quality relationships
enforce more creativity compared to low-quality relationships because employees are more concentrated
on their challenging and difficult tasks in the workplace (Dhar, 2016; Hassanzadeh, 2014).
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On the other hand, under low-quality relationship leaders and subordinators closely obey their respective
organizational roles while trust, respect, and feeling of obligations between members and leaders are near
to the ground (Barbuto & Gifford, 2012). Despite research efforts to examine organizational and social
reasons as well as individual factors that foster or inhibit knowledge sharing (Lu et al., 2006), there are
only a few studies about the mechanisms by which leadership may facilitate employee knowledge shar-
ing, in particular by cultivating a social context in which employees share their knowledge (Carmeli et
al., 2011). In addition, the best predictor of knowledge sharing, when compared to personality, tenure,
team incentives, or goal commitment, is authentic leadership. Therefore, it can be said that high-quality
LMX relationships may help promote knowledge sharing and creativity.

Tierney et al. (1999) said that under high-quality relationships, employees take higher risks, higher task-
related recognition, support, and appreciation. Moreover, researchers have suggested that LMX is bene-
ficial for innovation because enjoying a good LMX relationship is accompanied by encouraging climate
perceptions. High-quality LMX encourages a social climate which motivates a creative work involve-
ment (Dhar, 2016; Hassanzadeh, 2014; Scott & Bruce, 1994). Amabile et al. (1996), and Gagne and Deci
(2005) stated that intrinsic motivation, HPWS, authentic leadership, and knowledge sharing from self-
determination, social context theory’s prospect and LXM could work as stimuli that provide sufficient
energy to an individual to carry out a novel, complicated, and challenging task. All of the above-
mentioned theories posit that intrinsic motivation, HPWS, authentic leadership and knowledge sharing
are positively associated with employee’s creativity as it allows the employee to enjoy their work because
they are internally stimulated. Therefore, theories such as self-determination, social context and LMX
are used to support the research framework presented in Fig. 1.

Intrinsic Knowlgdge
Motivation Sharing

High Performance

WorkSystem | /7T Y Creativity

Authentic
Leadership

Fig. 1. Research Framework

Chiang and Hsu (2012) and Chiang et al. (2015) investigated the relationship the variables between
HPWS and team creativity with the mediation effect of knowledge sharing and intrinsic motivation by
applying the hierarchical regression model. The study found that domain knowledge and intrinsic moti-
vation mediated the relationship between high-performance work system and workers’ creativity perfor-
mance. Similarly Muceldili et al. (2013) also invested the relationship between Authentic leadership and
innovation with the mediating role of employee’s creativity based on a linear and hierarchical regression.
In their study, authentic leadership had a positive relationship with employees' creativity; employees'
creativity had a positive impact on innovativeness and authentic leadership had a positive relationship
with innovativeness.

Another study by Cerne et al. (2013) checked the connection between Authentic leadership and innova-
tion. In the second model, authentic leadership, and creativity with the mediation of organizational sup-
port and applied SEM model to analyse the data. The results indicate that whereas perceived team lead-
ers’ authentic leadership directly influenced team members’ individual creativity and team innovation,
the impact of self-ascribed team leaders’ authentic leadership was not significant. In addition to that, the
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relationship between team leaders’ authenticity and creativity was mediated by the perception of support
for innovation.

On the other hand, Zhang et al. (2014) verified the relationship between the HPWS, corporate social
responsibility, and organization citizenship behaviour and using SEM model for the analysis of the data.
The findings demonstrated that HPW'S was positively associated with HPWS satisfaction and employees’
perceptions of CSP. HPWS satisfaction fully mediated the relationship between HPWS and employees’
affective commitment (AC). There are multiple mediators between HPWS and OCB, indicating more
complicated mechanisms through which HPWS leads to the desired HR outcomes. Also Zhu and Chen
(2014) checked the realtionship between HPWS and creativity with the mediation of knowledge sharing
with regression and reported that knowledge sharing mediated the relationship between HPWS and cre-
ativity for Chinese executive students. Like wise Zubair and Kamal (2015) found out the realtionship
between Authentic leadership and creativity with the mediating effect of work-load and psychological
capital.

Another study by Rahman (2015) verified the relationship between knowledge sharing and employee’s
creativity with moderating effect of relationship quality and organization’s politics for analysis. Authors
found that destructive organizational politics had a negative impact on knowledge-sharing and hence
creativity of employees. Also Ugheoke et al. (2015) investigated the relationship between three dimen-
sions of HPWS and organizational performance and found that two out of three dimensions of HPWS
were significantly associated with improved organizational performance. Similarly Fidan and Oztiirk
(2015) checked the relationship between Intrinsic motivation, innovative environment, and creativity and
reported that intrinsic motivation was a significant predictor of the teacher creativity teachers working at
private schools tend to be more intrinsically motivated and creative than teachers working at public
schools. Moreover, Abdullayeva (2017) verified the relationship between HPWS practices and innovate
using logistic regression analysis. The author found a significant relationship between HPWS and tech-
nical process innovation whereas an insignificant relation was observed for HPWS and product innova-
tion. Another study by Aybas and Acar (2017) demonstrated the relationship between HPWS practices
and employee engagement with the mediation of psychological capital. The result of this study confirmed
the effects of motivation and skill enhancing HR practices on work engagement were significantly partial
mediated by psychological capital but not moderated. On the other hand, the effects of opportunity en-
hancing HR practices and working conditions on work engagement were significantly partial mediated
and moderated by psychological capital at the same time. Similarly Sanz-Valle and Jiménez-Jiménez
(2018) invested the HRM practices and product innovation with the mediation of innovative work be-
haviour with SEM model for data analysis and reported a significant relationship between HRM prac-
tices, product innovation, and innovative work behaviour.

3. Methodology

The purpose of this research is to explore the relationship between intrinsic motivation, HPWS, authentic
leadership and creativity with the mediating role of knowledge sharing. The targeted population for this
research is 8,784 full-time faculty members serving at public universities in Punjab (Higher Education
Commission, 2017) and as per Krejcie and Morgan (1970) formula, 368 full-time faculty members serv-
ing at public universities in Punjab were taken as the sample size for this research. Proportionate random
sampling technique is selected for this research because of lesser personal biases. A five-point Likert
scale questionnaire is used to collect data and the questionnaire is adapted from different studies such as
employee’s creativity (Ashkan & Khalili, 2015), knowledge sharing (Lee, 2001; Rahman, 2015), intrinsic
motivation (Lin, 2007), HPWS (Ervin, 2012; Heffernan, 2012; Ozemoyah, 2016; Siddique, 2014), and
authentic leadership (Walumbwa et al., 2008). The collected data is analysed using partial least square
structural equational modelling (PLS-SEM) technique. Hair et al. (2017), Wahab (2016) and Hair et al.
(2014) claimed that PLS-SEM technique is superior to other statistical methods in many ways such as no
sample size restriction, effective for statistical model building along with forecasting, precise and accu-
racy in estimation, soft modelling assumptions, lack of requirement for normality of data, and suitable
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especially in case of mediation (Iacobucci et al., 2007; Mattanah et al., 2004; Osborne, 2011; Ramli &
Nartea, 2016; Wahab, 2016).

4. Results and Discussion

A total of 286 out of 368 distributed questionnaires have been collected, representing a response rate of
77.7%. Descriptive statistics of respondents are given in Table 1.

Table 1
Descriptive Statistics
Characteristic Category Frequency Percentage
Gender Male 200 70
Female 86 30
20-30 years 48 16.8
Age 30-40 years 189 66
40-50 years 39 13.6
Above 50 Years 10 3.6
Education MPhil 207 72.4
PhD 79 27.6

Descriptive statistics highlighted that 70% of the respondents for this study were males, the majority
(66%) of the respondents belong to 30-40 age-group and holds (72.4%) mater of philosophy (MPhil).

Table 2
CR, AVE, & Cronbach Alpha
Variable Number of Items Cronbach’s Alpha CR AVE

HPWS 43 0.75 0.74 0.91
Authentic Leadership 20 0.92 0.92 0.90
Intrinsic Motivation 12 0.94 0.94 0.74
Knowledge Sharing 17 0.91 0.91 0.73
Creativity 13 0.89 0.88 0.80

The results of CR, AVE, and Cronbach’s Alpha are given in Table 2, as all the values were greater than
0.70, suggesting a good internal consistency, average variance extracted, and convergent reliability. Ta-
ble 3 and Table 4 show the summary of the results of path analysis the direct and indirect effects.

Table 3
Path Analysis
Direct Effect Total Effect
Knowledge Sharing Faculty Member’s Creativity Faculty Member’s Creativity
Intrinsic Motivation 0.127%%* -0.051 -0.016
HPWS 0.414%* 0.538** 0.652%**
Authentic Leadership 0.235%* 0.084** 0.149%*
Knowledge Sharing 0.274%**
R? 0.45 0.61 0.67

Note: * ** and *** represents significance at 1%, 5%, and 10% respectively

Table 4
The summary of the direct and indirect effects
Total Effect Direct Effect Indirect Effect
Variables B P-value B P-value B P-value
Intrinsic Motivation -0.016 0.12 -0.051 0.27 0.035 0.15
HPWS 0.652 0.00 0.538 0.00 0.114 0.00
Authentic Leadership 0.149 0.00 0.084 0.00 0.065 0.21

The results of the first path analysis, where HPWS, intrinsic motivation, knowledge sharing, and authen-
tic leadership were regressed together, showed the value of R? (61%). In other words, all these variables
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including HPWS, intrinsic motivation, knowledge sharing, authentic leadership describe faculty mem-
ber’s creativity by 61%. Further analysis highlighted a significant positive relationship between HPWS
(B=0.538 & p-value=0.02), knowledge sharing (f=0.274 & p-value=0.01), authentic leadership (=0.084
& p-value=0.01) and faculty member’s creativity. For instance, one-unit increase (decrease) in HPWS
would increase (decrease) in the faculty member's creativity by 53.8%. These findings are in line with
the results of Aasheim et al. (2012), Azanza et al. (2013), Armenio-Rego et al. (2009), Cerne et al. (2013),
Khan (2011), and Shropshire et al. (2012) who also found positive and significant relationship between
HPWS, authentic leadership, knowledge sharing and faculty member’s creativity.

However, intrinsic motivation has shown an insignificant relationship with faculty member’s creativity.
These findings of the current study are in line with the prior findings (Ryan & Deci, 2000; Shalley et al.,
2004; Zhang et al., 2010). These studies also found an insignificant relationship between intrinsic moti-
vation and creativity. The reason is because internal factors is less important than external motivation for
having long-lasting effects and benefits regarding creativity. Furthermore, the workforce that is not in-
ternally motivated for the job is more likely to not find new ways and ideas that are creative and beneficial
for their job as well as for the organization. In contrast, the workforces that are motivated by the external
elements like rewards, money, bonuses etc. have more chances to be internally committed and thus
chances of becoming creative increase for these employees who are not intrinsically motivated.

now_Sharing

Emp_Creativity

HPWS

Auth_lead

Fig. 2. The results of PLS-SEM

The result of PLS-SEM path-2 reported an R? value of 45%, suggesting that HPWS, intrinsic motivation,
and authentic leadership are explaining 45% variation in knowledge sharing. More precisely, path-2 re-
sults revealed a positive and significant relationship between intrinsic motivation (=0.127 & P=0.02),
HPWS ($=0.414 & P=0.01), authentic leadership ($=0.235 & P=0.02) and knowledge sharing. The
value of R? for path-3 is greater than Path-1 & 2, where intrinsic motivation, HPWS, and authentic lead-
ership were regressed with the mediation of knowledge sharing on faculty member’s creativity. However,
knowledge sharing only mediates the relationship between HPWS and faculty member’s creativity. The
findings regarding the insignificant influence of intrinsic motivation are also aligned with the results and
the study of Hung et al. (2011) where they suggested that intrinsic motivation had not had great potential
to enhance the tendency of employees to participate in knowledge sharing within the organization.
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5. Conclusion

The intent of this study was to investigate the relationship between HPWS, intrinsic motivation, and
authentic leadership on faculty member’s creativity with the mediating role of knowledge sharing. In
order to achieve study’s objectives, a total of 368 five-point Likert-scale questionnaires were distributed
among full-time faculty members of public sector universities of Punjab, Pakistan. 286 were received
back and completed in all aspects with a response rate of 77.7%. The results of PLS-SEM reported that
authentic leadership and HPWS had a significant effect on faculty member’s creativity whereas intrinsic
motivation showed an insignificant relationship with creativity. Results further have highlighted that
knowledge sharing mediated the relationship between HPWS and employee’s creativity, however, no
mediation effect was found for intrinsic motivation and authentic leadership with employee creativity.
Theoretically, the current study is expected to add value to the present literature of knowledge sharing,
employee creativity, authentic leadership and HPWS. Practically, the current study will be very benefi-
cial and helpful for organizations struggling for enhancement of their employee creativity and knowledge
sharing within the system and facing issues regarding hurdles in knowledge sharing and creativity of
employees. The policy-making bodies will find this research and its findings helpful in many ways like
understanding the factors needed for creative performance and knowledge sharing attitude, etc. By un-
derstanding the factors and elements of creativity and knowledge sharing, they will be able to make
policies accordingly that will effectively work for enhancement of creativity and knowledge sharing of
people. This research also has important social implications and it will determine which behaviours and
attitudes are appropriate to interact with employees and people to develop their positive attitudes towards
work.

References

Abdullayeva, S. (2017). Innovation Facilitating HPWS HRM-practices: a Mixed Methods Study.
Radboud University Nijmegen.

Ahmad, |., Zafar, M. A., & Shahzad, K. (2015). Authentic leadership style and academia’s creativity in higher
education institutions: intrinsic motivation and mood as mediators. Transylvanian review of administrative sci-
ences, 11(46), 5-19.

Andreeva, T., & Sergeeva, A. (2016). The more the better or is it? The contradictory effects of HR
practices on knowledge-sharing motivation and behaviour. Human Resource Management Journal,
26(2), 151-171.

Auger, P., & Woodman, R. W. (2016). Creativity and intrinsic motivation: Exploring a complex
relationship. Journal of Applied Behavioral Science, 52(3), 342-366.

Aybas, M., & Acar, A. C. (2017). The effect of human resource management practices on employees’
work engagement and the mediating and moderating role of positive psychological capital.
International Review of Management and Marketing, 7(1), 363-372.

Barbuto, J. E., & Gifford, G. T. (2012). Motivation and leader-member exchange: Evidence counter to
similarity attraction theory. International Journal of Leadership Studies, 7(1), 18-28.

Barrena-Martinez, J., Lopez-Fernandez, M., & Romero-Fernandez, P. M. (2017). Socially responsible
human resource policies and practices: Academic and professional validation. European Research on
Management and Business Economics, 23(1), 55-61.

Bashir, M., Jianqgiao, L., Jun, Z., Ghazanfar, F., & Khan, M. M. (2011). The role of demographic factors
in the relationship between high-performance work system and job satisfaction: A multidimensional
approach. International Journal of Business and Social Science, 2(18), 207-218.

Bernard, C. (2013). Risk sharing and pricing in the reinsurance market. Handbook of Insurance: Second
Edition. https://doi.org/10.1007/978-1-4614-0155-1 21

Boal, K. B., & Hooijberg, R. (2000). Strategic leadership research: Moving On. The Leadership
Quarterly, 11(4), 515-549.

Bramwell, G., Reilly, R., Lilly, F., Kronish, N., & Chennabathni, R. (2011). Creative teachers. Roeper

Review, 33(4), 228-238.
Burgelman, R. A. (1984). Managing the internal corporate venturing process. Sloan Management Review (pre-



S. I. U. Hassan and B. H. Din / Management Science Letters 9 (2019) 895

1986), 25(2), 33.

Carmeli, A., Atwater, L., & Levi, A. (2011). How leadership enhances employees’ knowledge sharing:
The intervening roles of relational and organizational identification. The Journal of Technology
Transfer, 36(3), 257-274.

Cerne, M., Jakli§, M., & ékerlavaj, M. (2013). Authentic leadership, creativity, and innovation: A
multilevel perspective. Leadership, 9(1), 63-85.

Chiang, Y. H., & Hsu, C. C. (2012). Perceived high-performance work system and individual creativity
performance in work teams. In International Conference on Management of Innovation & Technology
(ICMIT) (pp. 532-537). IEEE. https://doi.org/10.1109/ICMIT.2012.6225862

Chiang, Y. H., Hsu, C. C., & Shih, H. A. (2015). Experienced high-performance work system,
extroversion personality, and creative performance. Asia Pacific Journal of Management, 32(2), 531—
549. https://doi.org/10.1007/s10490-014-9403-y

Cropley, D. H. (2015). Promoting creativity and innovation in engineering education. Psychology of
Aesthetics, Creativity and the Arts, 9(2), 161-171.

Crossman, B., & Crossman, J. (2011). Conceptualising followership - a review of the literature.
Leadership, 7(4), 481-497.

Dansereau, F., Graen, G., & Haga, W. J. (1975). A vertical dyad linkage approach to leadership within
formal organizations: A longitudinal investigation of the’l~ole making process. Organizational
Behavior and Human Performance, 13, 46-78.

Deci, E. L., & Ryan, R. M. (1953). Intrinsic Motivation and Self-determination in Human Behavior. New
York: Springer.

Deluga, R. J. (1998). Leader-member exchange quality and effectiveness ratings: The role of
subordinate-supervisor conscientiousness similarity. Group & Organization Management, 23(2),
189-216.

Demerouti, E. (2006). The Human Resources Revolution: why putting people first. In R. J. Burke & C.
L. Cooper (Eds.), The human resources revolution: Why putting people first matters (1st ed., pp. 147—
169). Amsterdam: Elsevier.

Dhar, R. L. (2016). Ethical leadership and its impact on service innovative behaviour : The role of LMX
and job autonomy. Tourism Management, 57, 139—148.

Dumont, J., Shen, J., & Deng, X. (2016). Effects of green HRM practices on employee workplace green
behavior: The role of psychological green climate and employee green values. Human Resurce
Management, 80(2), 1-15.

Ervin, S. M. (2012). A Comparative Analysis of Work-Life Balance in Intercollegiate Athletic Graduate
Assistants and Supervisors. Georgia State University.

Fareed, M., Noor, W. S. W. M., Isa, M. F. M., Shahzad, A., & Laeeq, H. (2016). The role of human
capital development and high-performance work system in sustaining the human resource
professionals’ effectiveness : A lesson from Pakistan’s telco companies. International Journal of
Economic Perspectives, 10(4), 512-525.

Farzaneh Hassanzadeh, J. (2014). Leader-member Exchange and Creative Work Involvement: The
Importance of Knowledge Sharing. lranian Journal of Management Sciences: A Quarterly, 7(2),391—
412.

Ferris, G. R., Arthur, M. M., Berkson, H. M., Kaplan, D. M., Harrell-Cook, G., & Frink, D. D. (1998).
Toward a social context theory of the human resource management-organization effectiveness
relationship. Human Resource Management Review, 8(3), 235-264.

Fidan, T., & Oztiirk, 1. (2015). The relationship of the creativity of public and private school teachers to
their intrinsic motivation and the school climate for innovation. Procedia - Social and Behavioral
Sciences, 195, 905-914.

Fisk, G. M., & Friesen, J. P. (2012). Perceptions of leader emotion regulation and LMX as predictors of
followers’ job satisfaction and organizational citizenship behaviors. The Leadership Quarterly, 23(1),
1-12.

Freud, S. (1915). Instincts and their Vicissitudes (Vol 4). London: Hogarth.

Graen, G. B., & Uhl-bien, M. (1995). Relationship-based approach to leadership: Development of



896

Leader-Member Exchange (LMX ) Theory of leadership over 25 Years: Applying a multi-level multi-
domain perspective. Leadership Quarterly, 6(2), 219-247.

Grant Thornton Consulting. (2016). Public Expenditure Tracking Survey (PETS). Islamabad.

Gilirbiiz, S. (2009). The effect of high-performance HR practices on employees’ job satisfaction. Istanbul
University Journal of the School of Business Administration, 38(2), 110—123.

Hair, J. F. J., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2014). A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM). Long Range Planning (1st ed., Vol. 46). Los Angeles:
SAGE Publications Ltd.

Hair, J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017). PLS-SEM or CB-SEM : updated
guidelines on which method to use. International Journal Multivariate Data Analysis, 1(2), 107-123.

Hékkinen, P., Jarveld, S., Maikitalo-Siegl, K., Ahonen, A., Néaykki, P., & Valtonen, T. (2017). Preparing
teacher-students for twenty-first-century learning practices (PREP 21): a framework for enhancing
collaborative problem-solving and strategic learning skills. Teachers and Teaching: Theory and
Practice, 23(1), 25-41.

Halai, N. (2013). Quality of private universities in Pakistan An analysis of higher education commission
rankings 2012. International Journal of Educational Management, 27(7), 775-786.

Hassan, A., & Hashim, J. (2011). Role of organizational justice in determining work outcomes of national
and expatriate academic staff in Malaysia. International Journal of Commerce and Management,
21(1), 82-93.

Hattie, J. (2003). Teachers Make a Difference, What is the research evidence ? In the Australian Council
for Educational Research (pp. 1-17). Melbourne, Australia: ACEReSearch.

He, C., Gu, J., & Liu, H. (2017). How do department high-performance work systems affect creative
performance? A cross-level approach. Asia Pacific Journal of Human Resources, 1-25.

Heffernan, M. (2012). Employee Reactions to High-Performance Work Systems in the Service Sector:
Assessing the Role of Organisational Justice Theory. National University of Ireland.

Heffernan, M., Harney, B., Cafferkey, K., & Dundon, T. (2016). Exploring the HRM-performance
relationship: the role of creativity climate and strategy. Journal of Service Management, 38(3), 438—
462.

Higher Education Commission. (2017). Full-Time Faculty of Pakistani Universities/DAIS and
Constituent Colleges. Retrieved July 7, 2017, from
http://hec.gov.pk/english/universities/Pages/AJK/Full-time-Faculty.aspx

Hull, C. L. (1943). Principles of Behavior: An Introduction to Behavior Theory. New York: Appleton
Century Crofts.

Tacobucci, D., Saldanha, N., & Deng, X. (2007). A meditation on mediation: Evidence that structural
equations models perform better than regressions. Journal of Consumer Psychology, 17(2), 139-153.

International Labour Organization. (2016). World employment social outlook. Geneva.

Kampylis, P., Berki, E., & Saariluoma, P. (2009). In-service and prospective teachers’ conceptions of
creativity. Thinking Skills and Creativity, 4, 15-29.

Kanter, R. M. (1984). Change Masters (1st ed.). New York: Simon and Schuster.

Kereluik, K., Mishra, P., Fahnoe, C., & Terry, L. (2017). What Knowledge is of Most Worth? Journal
of Digital Learning in Teacher Education ISSN: 29(4), 127-140.

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities. Educational
and Psychological Measurement, 30(3), 607—610. https://doi.org/10.1177/001316447003000308

Lee, J. N. (2001). The impact of knowledge sharing, organizational capability and partnership quality on
IS outsourcing success. Information and Management, 38(5), 323-335.
https://doi.org/10.1016/S0378-7206(00)00074-4

Lin, H.-F. (2007). Effects of extrinsic and intrinsic motivation on employee knowledge sharing
intentions. Journal of Information Science, 33(2), 135-149.

Lu, L., Leung, K., & Koch, P. T. (2006). Managerial knowledge sharing: The role of individual,
interpersonal and organizational factors. Management and Organization Review, 2(1), 15-41.

Ma, Z., Long, L., Zhang, Y., Zhang, J., & Lam, C. K. (2017). Why do high-performance human resource
practices matter for team creativity? The mediating role of collective efficacy and knowledge sharing.



S. I. U. Hassan and B. H. Din / Management Science Letters 9 (2019) 897

Asia Pacific Journal of Management, 34(3), 565-586.

Malik, M. A. R., Butt, A. N., & Choi, J. N. (2015). Rewards and employee creative performance :
Moderating effects of creative self-efficacy, reward importance, and locus of control. Journal of
Organizational Behavior, 36, 59—74. https://doi.org/10.1002/job

Malik, N., & Dhar, R. L. (2017). Authentic leadership and its impact on the extra role behaviour of
nurses: the mediating role of psychological capital and the moderating role of autonomy. Personnel
Review, 46(2).

Malik, N., Dhar, R. L., & Handa, S. C. (2016). Authentic leadership and its impact on creativity of nursing
staff: A cross-sectional questionnaire survey of Indian nurses and their supervisors. International
Journal of Nursing Studies, 63(March), 28-36. https://doi.org/10.1016/j.ijnurstu.2016.08.004

Martinaityte, 1. (2014). Leveraging Employee Creativity Through High-Performance Work Systems: A
Multilevel Perspective. Aston University.

Mattanah, J. F., Hancock, G. R., & Brand, B. L. (2004). Parental attachment, separation-individuation,
and college student adjustment: A structural equation analysis of mediational effects. Journal of
Counseling Psychology, 51(2), 213-225.

Mitchell, T. R., & Daniels, D. (2003). Motivation. In Handbook of psychology: industrial and
organizational psychology (pp. 225-247). United States of America.: John Wiley & Sons, Inc.

Muceldili, B., Turan, H., & Erdil, O. (2013). The Influence of Authentic Leadership on Creativity and
Innovativeness. Procedia - Social and Behavioral Sciences, 99, 673—681.

Osborne, J. W. (2011). Best practices in using large, complex samples: The importance of using
appropriate weights and design effect compensation. Practical Assessment, Research and Evaluation,
16(12).

Oshagbemi, T. (2000). How satisfied are academics with their primary tasks of teaching, research and
administration. International Journal of Sustainability in Higher Education, 1(2), 124—136.

Ozemoyah, U. S. (2016). High-Performance Work System, External FEnvironment, and High-
Performance Organization: The Moderating Effect of Organizational Culture. Universiti Utara
Malaysia.

Paracha, O. S., Ismail, W. K. W., & Amin, S. M. (2014). The concept of HPWS-Performance
relationship: Framework for the education industry. [Intangible Capital, 10(3), 664—695.
https://doi.org/10.3926/ic.369

Payne, P. A. (2015). The Leader-Follower Relationship and How it Relates to Employees’ Perception of
their Own Leadership. Olivet Nazarene University.

Pozveh, M. A., & Amini, F. (2017). Using creativity for improving the performance of education system.
International Journal of Economic Perspectives, 11(1), 1314-1317.

QS World University Ranking. (2017). QS World University Rankings® 2016-2017. Retrieved January
1, 2017, from https://www.topuniversities.com/university-rankings/world-university-rankings/2016

Rahman, Z. M. (2015). Unpacking the relationship between knowledge-sharing efforts and creativity:
The critical roles of relationship quality and perceived organizational politics. Brock University.

Ramli, N. A., & Nartea, G. (2016). Mediation effects of firm leverage in Malaysia: Partial Least Squares
- Structural Equation Modeling. International Journal of Economics and Financial Issues, 6(1), 301—
307.

Ramsay, H., Scholarios, D., & Harley, B. (2000). Employees and high-performance work Systems:
Testing inside the black box. British Journal of Industrial Relations, 38(4), 501-531.

Sanz-Valle, R., & Jiménez-Jiménez, D. (2018). HRM and product innovation: does innovative work
behaviour mediate that relationship? Management Decision, 1-14. https://doi.org/10.1108/MD-04-
2017-0404

Sarwar, S., Aslam, H. D., & Rasheed, M. 1. (2012). Hindering factors of beginning teachers’ high
performance in higher education Pakistan. International Journal of Educational Management, 26(1),
27-38.

Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior: A path model of individual
innovation in the workplace. The Academy of Management Journal, 37(3), 580-607.

Selden, S., Schimmoeller, L., & Thompson, R. (2013). The influence of high-performance work systems



898

on voluntary turnover of new hires in US state governments. Personnel Review, 42(3), 300-323.

Semedo, A. S. D., Coelho, M. A., & Ribeiro, N. M. P. (2016). Effects of authentic leadership, affective
commitment and job resourcefulness on employees’ creativity and individual performance.
Leadership & Organization Development Journal, 37(8), 1038—1055.

Shin, S. J., & Zhou, J. (2003). Transformational leadership, conservation, and creativity: Evidence from
Korea. The Academy of Management Journal, 46(6), 703—714.

Shropshire, J., & Kadlec, C. (2012). Where are you going? A comparative analysis of job and career
change intentions among the USA it workers. Journal of Internet Banking and Commerce, 17(2), 1—
20.

Siddique, M. (2014). Exploring the linkages between high-performance work systems and organizational
performance : The Role of Relational Coordination in the Banking Sector of Pakistan. Newcastle
University.

Sousa, F., Rego, A., & Marques, C. (2009). Does authentic leadership promote employees’ enthusiasm
and creativity ? In 2th International Conference on Technology Policy and Innovation (pp. 1-12).
Porto, Portugal.

Tierney, P., Farmer, S. M., & Graen, G. B. (1999). An examination of leadership and employee creativity:
The relevance of traits and relationships. Personnel Psychology, 52, 591-620.

Ugheoke, S. O., Al-Rawas, N. M. A,, Isa, M. F. M., & Noor, W. S. W. M. (2015). Implementation of
high-performance work system in public organizations: Implication to organizational performance.
Asian Social Science, 11(28), 139. https://doi.org/10.5539/ass.v11n28p139

Veenman, S. (1984). Perceived problems of beginning Teachers. Review of Educational Research, 54(2),
143-178.

Wabhab, A. (2016). Factors Determining Perceived Job Performance of University Leaders in Doctor of
Philosophy. Universiti Utara Malaysia.

Walumbwa, F., Avolio, B., Gardner, W., Wernsing, T., & Peterson, S. (2008). Authentic leadership:
development and validation of a theory-based measure. Journal of Management, 34(1), 89—126.

Yukl, G. (1989). Managerial Leadership: A Review of Theory and Research. Journal of Management,
15(2),251-2809.

Zawawi, A. A., Kamarunzaman, N. Z., Hussin, Z., & Campbell, J. (2012). The power of followership:
Leaders, who are you leading? In Symposium on Humanities, Science and Engineering Research (pp.
195-199).

Zhang, M., Fan, D. Di, & Zhu, C. J. (2014). High-performance work systems, corporate social
performance and employee outcomes: Exploring the missing links. Journal of Business Ethics, 120,
423-435.

Zhang, X. (2010). Linking empowering leadership and employee creativity: The influence of
psychological empowerment, intrinsic motivation, and creative process engagement. Academy of
Management Journal, 53(1), 107-128.

Zhu, C., & Chen, X. (2014). High performance work systems and employee creativity: The mediating
effect of knowledge sharing. Frontiers of Business Research in China, 8(3), 367-387.

Zimmermann, H. (1999). Innovation in Non-Profit Organizations. Annals of Public and Cooperative
Economics, 70(4), 589-619.

Zubair, A., & Kamal, A. (2015). Authentic leadership and creativity: the mediating role of work-related
flow and psychological capital. Journal of Behavioural Sciences, 25(1), 150-171.
https://doi.org/10.1016/j.sbspro.2010.03.109

© 2019 by the authors; licensee Growing Science, Canada. This is an open access article
@ distributed under the terms and conditions of the Creative Commons Attribution (CC-
BY) license (http://creativecommons.org/licenses/by/4.0/).





<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


