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ABSTRACT
Businesses should give due importance to performance tools to increase the
work motivation and work performance of their employees. Work
motivation and happiness at work are the main factors that lead businesses
to success. At the same time, these factors increase the productivity of
employees. In the research, the effects of creativity, work motivation and
social support on the work performance of the employees were examined
and the sample of the study consisted of 200 participants from 4 five-star
hotels in Northern Cyprus. The tools used for data collection were
prepared and analyzed in a questionnaire format for the participants to
answer. The main effect of creativity, work motivation and social support
and their interaction effect on job performance were tested in the study. It
has been concluded that more work motivation is required to achieve
higher performance, and low creativity level leads to higher performance.
Based on the majority of the less creative people in the hotel, it was
concluded that minimal creativity may be required to achieve high
performance. However, employers must observe and inculcate their
services to know what motivates their employees.

1. INTRODUCTION

Optimizing performance being crucial in achieving the goals of an organisation, has led managers and
employers to speculate on the possible factors in the work environment that can affect the performance of
employees (Ismail & Rishani, 2018). Lencho (2020) opined that the traditional approach to studying job
performance has been hinged on the individual ability to perform the task required and the level of
motivation to perform the task. This has been the basis numerous studies (Mensah, Boye & Kwesi, 2016)
apply to uncover possible engendering factors to employees motivation and performance. Job motivation
and performance have perhaps remained two of the most researched concepts in management literatures.
While motivation is regarded as much important in making employees perform their job effectively, the
extent of social support received on the job can increase motivational level. More so, studies (Javadian &
Hosseini, 2020) have linked receiving social support to improvement in job performance. In as much as
job motivation and social support which are factors that stems from the external work environment could
affect job performance, much more input factors within the individual/employee. Ija (2020) on this note
opined that personal creativity as a component of human element, contributes to developing performance
and improving service quality in an organisation. Creativity often used interchangeably with creativity,
has been regarded as a component of individual intelligence (Proyer, 2012), and dimensions of learning
organisations (Ijla, 2020). According to Hoeyi & Dzansi (2014), creativity is evident when one could
apply his own skills to deal with ambiguity and combine inputs in profitable way. It appears an employee
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has part to play towards enhanced performance despite other factor which the employer can manipulate.
In order to investigate the importance of these factors for businesses and employees, researchers have
investigated the effects of creativity, job motivation and social support on employees’ performance
(Ismail et al, 2019; Pancasila et al., 2020).
2. LITERATURE REVIEW
It has been found that motivation factors of employees in hotel businesses are positively related to job
performance. (Lencho, 2020). Lencho (2020) added that employee empowerment factors proved to
improve job performance than motivational factors. It’s also reported that there is a moderate positive
correlation between motivation and job performance. The Study of Mensah et al (2016) among large
Gold mines companies in Ghana affirmed that motivating employee curbs every agitation for improved
working condition and increases employees’ performance. The social support that businesses provide for
an employee makes them more connected to the business. It increases their sense of belonging.
Studies on social support show that there is a significant positive relationship between perceived
organizational support and employee performance. Social support factors reported as psychosocial
environment showed a positive correlation with job performance while motivation reduces the strength
of the relationship. Meanwhile, it is also reported that motivation has a positive relationship with job
performance. Javadian & Hosseini (2021) in a study among social workers found components of social
support (family members’ support, friends’ support, and the others’ support) to have a weak correlation
with job performance. The components of social support were found to be significant predictors of job
performance. Lampel, Honig & Drori (2014)’s studies see organisational creativity as input from the
individuals or the organisation that creates innovative solutions within structural constraints using limited
resources and imaginative problem solving. From the individual perspective, Ijla (2020) understudied
personal creativity as one of the dimensions of learning organisations sampling employees of Palestine
Pension Agency and found that personal creativity and mental models improves performance in terms of
quality of services. In the study of Proyer (2011) which treated creativity as an intelligence factor, found
self-perception of creativity and psychometric creativity to be related to playfulness in adult hood. The
followings are the definitions of research which are including creativity, job performance, job
motivation, social support and the results of different analysis:
Social support: It’s a key element of the workplace because strong connections are required between
employees and between employees and management (Chandra, 2012). In almost every aspect of
organizational life, social support is essential. Support from management and co-workers, in particular,
has a beneficial influence on employee well-being; employees who feel supported are less stressed and
believe they are adequately compensated for their efforts. The social support motivates the employees
which affects their performance in a positive way. (Fischer & Martinez, 2013).
Job Motivation: The term of job motivation consists of a set of energetic forces that originate both
within as well as beyond an individual's being, to initiate work-related behaviour, and to determine its
form, direction, intensity, and duration (Pinder, 1998).
Many researchers have studied to describe the topic of employee work motivation from various
viewpoints during the last few decades. They have suggested that it has anything to do with age. In
companies any employees require incentives to boost their intrinsic drive. These incentives will increase
their happiness level and it will effect their performance positive. Job motivation can be also defined as
‘the desire or willingness to make an effort in one’s work’. Motivating factors may include the age of
work, entrepreneurship, salary and other benefits, desire for status and recognition, a sense of
achievement, relationships with colleagues, and a feeling that one’s work is useful or important
(Boumans et al, 2011; Lazaroiu, 2015; Cizrelioğulları et al, 2020).
Job Performance: It consists of the act of doing a job. Job performance is a means to reach a goal in a
short term, or set of goals within a job, or aim long term strategies, role, or organization, but not the
actual results of the acts performed within a job.
The link between job motivation and job performance may appear simple at first glance - after all, it's all
about how effectively or poorly individuals do their tasks. When it comes to the influence that job
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performance has on your firm, though, it's critical to go further. An employee who performs above an
average pace sets an example for others. Such employees increase motivation and productivity in the
workplace (Counsil, 2004). Job performance, on the other hand, is influenced by a number of things. For
example, you could anticipate that a specific person would contribute significant value to your firm since
he is capable of executing his job well (Jalagat, 2016)). Employee job performance may be defined as the
overall expected value that an individual provides to the business over a set period of time in the form of
discrete behavioral episodes. It may also be described as how well an employee performs his or her job,
and it is often assessed in many aspects. (Deslie, 2015). Employee performance is often measured by the
knowledge, ability, competence, and behaviour required to complete the job (Pawirosumarto et. al.
2017). Keskin (2020) on the other hand mentioned that the resourcefulness is playing a role to decrease
job performance of employees. Many businesses set great emphasis on employee job performance as it is
an important factor in creating sustainable competitive advantage in market (Wen et al., 2019).
Creativity: The specific entrepreneurs in some areas have emerged as change agents. The specific
individuals have built organizations that have transformed the social and institutional environment where
they operate. The concept of organizational creativity refers also to the notion of creative reformulation
of institutional constraints. Most individuals have to operate within existing norms and boundaries to
create solutions to existing problems. Yet the work of some individuals and the organizations they build
can alter the institutions in which they operate (Honig et al, 2014).
Every tourism business wants to follow the trends of the sector and be one step ahead of its competitors.
Thinking creatively, that is, thinking about new and creative solutions is also a part of this process. A
study by Adobe and Forrester Consulting found that 82% of companies believe there is a correlation
between creativity and company success. The report also stated that companies that encourage creative
thinking outperform their competitors in revenue growth, market share and competitive leadership
(Keeken, 2015). Creativity is very important in marketing and design departments, but when you start to
think outside the box, it is seen that it affects every department of the institution. Creativity is the most
important factor in the success of a company's departments and internal strategies. Creative thinking not
only enables the organization of sales and marketing campaigns that increase brand appeal, but also
creates a unique corporate culture that fosters creativity within each department (Ilmafa'ati, 2021).
It is very difficult to understand the main ideas of the literature based explanations, because the logic of
the writing style is very confused. It is needed a simple structure line; first explain the concept, second
discuss the relationships, third explain all concepts importance.
➢ Theoretical Framework
The model below illustrates some of the motivating factors which affect employees’ performance as a
dependent variable. These factors will form the independent variables of the study (creativity, social
support and job motivation) and will be manipulated to positively or negatively affect the dependent
variable.
3. RESEARCH METHODS
The study examined the effects of creativity, job motivation and social support on the job performance of
five-star hotels employees. The sample of the research consisted of 200 participants from 4 five-star
hotels (10 incomplete or incorrectly filled out of this figure) in North Cyprus. In the study, the main
effect of creativity, work motivation and social support and their interaction effect on job performance
were tested. The tools used for data collection are standardized scales in a questionnaire format for
participants to answer.
This research was carried out by using the convenience sampling method, which is one of the nonrandom sampling technique, for customers staying in a 5-star hotel operating in the Kyrenia region. The
purpose of choosing this method is because it is the simplest and most frequently used sampling method
and it is collected in the easiest, fastest and most economical way (Özdemir, 2008; Haşıloğlu et al.,
2015). The survey consists of 2 parts. In the first part, there are demographic questions about the people
participating in the research. The second part consists of 4 groups, and the questions were synthesized
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from previous studies and reconstituted in order to be suitable for the purpose and subject of the research.
There are a total of 12 questions prepared with a 5-point Likert type (1: Strongly Disagree, 2: Disagree,
3: Neither Agree or Disagree, 4: Agree, 5: Strongly Agree). Chaponda (2014) and Arifin (2015) research
questions consist of items such as Performance, Motivation, Job Satisfaction (including Creativity and
Social Support) containing the main topics of the study were used. The study’s data was analysed with
factorial ANOVA statistics using the SPSS statistics.
4. CONCLUSION
The demographic data of the sample size of 200 participants are presented in Table 1. In this table it
shows that of the total of 200 participants in the study, majority (67.5%) were male, female represented
only 32.5 per cent of the study’s sample. There were more participants between 31-40 years (37.5%) than
other age groups. The minority age group was 51 and above years (10%) and no participants was
between 41-50 years. The majority of participants on marital status were single representing 55 per cent
of the study’s sample. Minority (10%) was divorced and 35 per cent of the participants were married.
The study examined the effects of creativity, job motivation and social support on job performance. The
study found creativity and job motivation to affect job performance. Performance is highest when
creativity level is low; and when job motivation is high. Many studies have contributed to the literature
through similar statistical analyzes (Roos & Eeden, 2005). The reliability of the measurement tools,
demographic findings and other descriptive definitions and statistics were examined. Many studies have
shown that the interaction between employee motivation, job satisfaction and corporate culture has a
positive effect on employee performance (Chaponda, 2014; Arifin, 2015). This finding supports studies
(Mensah et al, 2016; Lencho, 2020) which have found job motivation to have significant impact on job
performance. The finding on creativity affirms Proyer (2011)’s perspective on creativity being an
intelligence factor. One plausible reason for this finding is that majority of the studies participants were
taking on unskilled job that require little application of intelligence or formal training. Nevertheless since
job motivation was found to be a significant predictor of job performance, it is important that the
management of the five stars hotels project motivational factors towards her employee in order to gain
higher levels of performance. The management could run a simple survey to ascertain the core motivator
her employees need and inculcate it in her services. Overall, the study has shown that job motivation and
creativity affects job performance in five star hotels of Kyrenia, while social support and all forms of
interaction between job motivation, creativity and social support did not have any effect on job
performance.
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