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Abstract
The current pandemic of coronavirus disease 2019 (COVID-19) is not only a health crisis but also a social crisis that affects 
all people and all parts of society from various perspectives. Effective management of the emotional and psychosocial effects 
of the pandemic is a critical issue for individuals and societies. In this study, the mediating role of creativity on the relation-
ship between personal accomplishment and task performance was examined during the COVID-19 pandemic. In addition, a 
gender-based comparison analysis was performed to extend the analysis results. Survey-based research data were collected 
from 322 people working in different sectors. Partial least squares-based structural equation modeling (PLS-SEM) was 
used to analyze research data. The results indicated that personal accomplishment had a significant positive effect on both 
creativity and task performance. Also, it was found that creativity had a mediating role in the relationship between personal 
accomplishment and task performance. Lastly, the gender-based multigroup analysis (MGA) revealed a significant difference 
between male and female participants with respect to the relationship between personal accomplishment and task perfor-
mance, between creativity and task performance, between personal accomplishment and task performance through creativity.
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Introduction

The novel coronavirus disease 2019 (COVID-19) has been a 
pandemic that threatens all humanity and reveals economic, 
political, socio-cultural, and technological changes in the 
world. The uncertainty brought about by the pandemic has 
caused great fear in people who have tried to maintain their 
jobs and daily routines while trying to protect their health at 
the same time (Swaminathan & Mishra, 2020). Private sector 
organizations, public institutions, healthcare organizations, 
and governments worldwide have fought together to slow 
down the speed of the pandemic and mitigate its adverse 
effects (Gates, 2020). However, with a “new normal” life 
order around the world, the increasing number of COVID-19 
patients and deaths has once again started to deeply affect 
people’s well-being, quality of life, professional careers, 
business achievements, and personal achievements.

Since 2020, people have faced many adverse situations 
due to the pandemic and its ensuing strict rules. Practices 
such as quarantines, curfews, social distancing, staying 
at home processes, and working from home, have cre-
ated a new lifestyle, and these restrictions have caused 
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psychological pressure on people. Effective management 
of the emotional and psychosocial effects of the uncer-
tainty and crisis that emerge during pandemic periods is a 
severe issue for individuals and societies. In order to man-
age the pandemic crisis in a healthy way, it is crucial to 
obtain correct information, pay attention to hygiene rules, 
reduce anxiety and fear, establish a daily routine, improve 
oneself individually, achieve enjoyable occupations, and 
make behavioral changes that increase personal success by 
improving creativity characteristics. Creativity is related 
to producing new and valuable ideas to overcome a prob-
lem (Amabile & Pratt, 2016). Creativity is vital for devel-
oping rapid solutions to problems under the pressure of the 
high uncertainty and resource scarcity of the COVID-19 
pandemic (Cohen & Cromwell, 2020). Personal accom-
plishment is related to people’s feelings of competence and 
success orientation in their work (Maslach et al., 1997). 
High stress levels and anxiety affect employee creativity 
and feelings of personal accomplishment (George & Zhou, 
2002; Martínez-Monteagudo et al., 2019). In a time of 
crisis during the pandemic, creative employees and feel-
ings of accomplishment become more valuable to support 
performance outcomes and to create an energetic work-
ing environment (Mardanov, 2020; Tang et al., 2021; Tu 
et al., 2021) When the feelings of personal accomplish-
ment increase, an individuals’ motivation, productivity, 
creativity, and ability to cope with problems also increase 
(Baysal, 1995). Creative employees can develop novel 
ideas related to products, services, and work processes 
that benefit organizations (Amabile & Conti, 1999). The 
outcomes of creativity can support employee performance 
from various perspectives. Creative workers overcome 
problems such as burnout and stress and can contribute to 
task performance by working at higher productivity levels 
(Eschleman et al., 2014). Task performance is related to 
succeeding at the formal job requirements defined in work 
procedures (Yu & Frenkel, 2013). When employees’ per-
sonal accomplishment and individual creativity levels are 
high, their task performance is also expected to be high.

Although the relationships between creativity-task perfor-
mance (Eschleman et al., 2014; Taboli & Zaerizadeh, 2016), 
creativity-personal accomplishment (Ghonsooly, 2012; Hsu 
et al., 2011), and personal accomplishment-task perfor-
mance (Fogarty et al., 2000; Wright & Bonett, 1997) were 
studied in previous literature, these three variables were not 
considered together. Therefore, this study aims to investigate 
the relationship between the feeling of personal accomplish-
ment, individual creativity, and task performance during 
the COVID-19 pandemic. It contributes to the literature by 
examining the mediating role of creativity on the linkage 
between personal accomplishment and task performance. 
Also, gender-based group comparisons to understand the 
differences between male and female participants using the 

literature-driven model and proposed relationships is another 
valuable contribution to the existing knowledge.

Theoretical Framework and Hypothesis 
Development

The social cognitive theory of Bandura (2001) points out 
that people are motivated by judgments about their ability to 
perform certain tasks and performance expectations of their 
actions. Individuals’ judgments of capabilities and perfor-
mance expectations are affected by their self-efficacy, one of 
the main elements of social cognitive theory. Self-efficacy is 
a cognitive factor that activates an individual’s performance. 
Individuals with high self-efficacy levels set challenging 
goals for themselves, are determined to continue their duties, 
and can develop various ways to cope with obstacles (Hsu 
et al., 2011). Bandura (1997) bases self-efficacy acquisition 
on four sources: mastery experience (experiences gained 
from individual achievements), vicarious experience (taking 
position according to others’ performance), verbal persua-
sion (incentives and advice that affect an individual’s suc-
cess in a job), and physiological states (emotional judgments 
of an individual about completing specific tasks).

Depending on self-efficacy theory (Bandura, 1997), this 
study recommended two influential variables: personal 
accomplishment and task performance and examined the 
mediating role of employee creativity on the relationship 
between personal accomplishment and task performance 
under the moderator effect of gender.

Personal Accomplishment and its Relationship 
to Creativity

Personal accomplishment is defined as a “feeling of compe-
tence and successful achievement in one’s work with peo-
ple” (Maslach & Jackson, 1981:101). According to Ban-
dura’s efficacy theory (1986), personal accomplishment is 
related to the experience of mastery which constitutes the 
most critical source of self-efficacy. If people perform a job, 
the feeling of accomplishment gives them confidence and 
assures them that they can successfully do similar tasks. In 
contrast, if people fail at a job, their self-efficacy and feeling 
of accomplishment weaken (Bandura, 1997).

Creativity can be defined as a cognitive ability that 
emerges as a novel or skill-based product, includes newly 
emerged problem-solving processes, and uses the intelli-
gence elements of a person for production in an original way 
(Aslan, 2016). According to Bandura (1997), all individuals 
can achieve creative results according to their expertise, cre-
ative thinking skills, and task motivation. The social cogni-
tive theory emphasizes that creative self-efficacy encourages 
individuals to participate in creative processes and enables 
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them to believe that they can perform these processes suc-
cessfully (Bandura, 2001). In the era we live in, creative 
individuals use novel information technologies effectively, 
have creative thinking, and exhibit creative skills while solv-
ing challenging problems they face in their work or daily 
lives. The creativity of employees is an essential asset for 
organizations to achieve their performance objectives. Indi-
vidual creativity develops new and practical methods for 
solving workplace problems by providing concrete and valu-
able outcomes for organizations (Zhou et al., 2012).

When the feeling of personal accomplishment increases, 
an individuals’ motivation, productivity, creativity, and 
ability to cope with problems also increase (Baysal, 1995). 
Feelings of personal success related to people’s jobs help 
individuals create innovative ideas at their work tasks (Hsu 
et al., 2011). In the literature, some researchers found a posi-
tive link between personal accomplishment and individual 
creativity (Ghonsooly, 2012; Landeche, 2009). In line with 
the literature, personal accomplishment supports people’s 
feelings of efficacy by increasing perseverance to overcome 
obstacles by working toward creative outcomes (Bang & 
Reio Jr, 2016). Thus, employees with a high level of per-
sonal achievement in their field of expertise will be confident 
that they will be more creative even at high difficulty levels. 
Drawing on the given arguments, we propose a positive rela-
tionship between personal accomplishment and individual 
creativity.

H1: Personal accomplishment is positively related to 
creativity.

Creativity and Task Performance Relationship

Task performance is related to the fulfillment of activities 
within job descriptions, which are related to the mastery and 
professional aspects of a job. In other words, task perfor-
mance is related to the fulfillment of basic roles and respon-
sibilities that are necessary for performing a job (Jawahar & 
Carr, 2007). For task performance, technical knowledge and 
skills are required to accomplish a task (Miller et al., 1999). 
Employees’ job-related technical knowledge and skills are 
essential for organizations since they indirectly contribute 
to the efficiency, effectiveness, and performance goals of the 
enterprises (Jawahar & Carr, 2007).

Creativity is an essential prerequisite for sustaining 
competitiveness in today’s business, where uncertainty and 
risk increase (Pattnaik & Sahoo, 2021). Creative workers 
are more likely to outperform and beat the competition in 
generating new ideas (Amabile & Pratt, 2016). According 
to Bandura (1997), self-efficacy is essential for individual 
creativity, which affects developing new ideas and pro-
ducing novel solutions for problems they face in the work 
environment (Hon & Lui, 2016). If creative employees 

are allowed to participate in decision-making processes, 
they can increase company performance through their task 
performance. In this way, creative employees can develop 
novel ideas related to products, services, and work pro-
cesses beneficial for organizations (Amabile & Conti, 
1999). Modern organizations value creativity as a path 
to enhanced performance by making organizations rap-
idly adapt to changing technological and environmental 
conditions (Choi et al., 2009). Some of the studies also 
demonstrated that creativity is related to employee perfor-
mance from various perspectives. For example, Eschleman 
et al. (2014), Taboli and Zaerizadeh (2016), and Janssen 
and Giebels (2013) found a positive relationship between 
employee creativity and performance-related outcomes of 
employees. Depending on the given arguments, we pro-
pose a positive relationship between creativity and task 
performance, which is stated in the following hypothesis.

H2: Creativity is positively related to task performance.

Personal Accomplishment and Task Performance 
Relationship

Task performance is fed by the knowledge, skills, and 
competence of the employees and contributes to the 
employees’ fulfillment of their job-related responsibilities 
(Miller et al., 1999). Task performance, which can also be 
described as the efficiency level of the employees, is also 
closely related to the personality traits and self-efficacy of 
the employees (Stajkovic & Luthans, 1998). Vinchur et al. 
(1998) found a positive relationship between people with 
high achievement need and task performance. Also, it was 
shown by Bell and Kozlowski (2002) that people with high 
self-efficacy also have high task performance.

Personal accomplishment strengthens feelings of com-
petence, self-confidence, and success motivations. Ban-
dura (1989) associated the sense of personal accomplish-
ment with self-efficacy and expressed self-efficacy as the 
ability to control the events that affect people’s lives. Some 
studies indicated self-efficacy as a strong predictor of task 
performance (Wright & Bonett, 1997). Similarly, studies 
investigating burnout and its relationship to employee per-
formance also showed a positive link between enhanced 
personal accomplishment and job performance (Fogarty 
et al., 2000; Wright & Bonett, 1997). Accordingly, we pro-
pose a positive relationship between personal accomplish-
ment and task performance, which leads to the following 
hypothesis.

H3: Personal accomplishment is positively related to 
task performance.
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The Mediating Role of Creativity

The research model and theoretical discussion support a 
relationship between personal accomplishment and creativ-
ity on the one hand and creativity and task performance on 
the other. This made us consider that creativity could have a 
mediating effect between personal success and task perfor-
mance (see Fig. 1.).

Previous literature states that personal accomplishment 
is related to mastery experience of self-efficacy (Bandura, 
1997). Self-efficacy beliefs of people with a high sense of 
personal accomplishment also encourage them to be more 
creative (Bang & Reio Jr, 2016). Personal accomplishment 
makes people perform their tasks successfully and achieve 
their goals effectively (Bandura, 1997). Personal accom-
plishment is also closely related to individual creativity. Hal-
besleben and Buckley (2004) stated that people who experi-
ence a decrease in personal accomplishment also decrease 
their creativity and problem-solving abilities. As the sense 
of personal accomplishment increases, employees feel more 
motivated, focus better on their work, get along better with 
their colleagues, and become more productive and creative 
(Baysal, 1995). In an intensely competitive environment of 
the new world order, the growth of businesses, the produc-
tion of innovative products and services, and the develop-
ment of innovative marketing activities are closely related to 
the creativity levels of employees (Mumford et al., 2002). As 
employee creativity increases, the innovative ideas and smart 
problem solutions they produce are expected to contribute 
to their efficiency levels and performance. When individuals 
are allowed to be creative and think differently in the busi-
ness environment, they both contribute to the performance 
of the business and show better task performance by working 
at a higher efficiency level (Eschleman et al., 2014). As an 
intrinsic motivation factor, creativity activates the curiosity 
of individuals, encourages the need to explore, and enhances 

task performance by unlocking their true potential (Pattnaik 
& Sahoo, 2021; Ryan & Deci, 2000). Based on this discus-
sion and previous empirical evidence, the following hypoth-
esis is assumed.

H4: Employee creativity mediates the relationship 
between personal accomplishment and task performance.

The Impact of Gender on the Proposed 
Relationships

According to social cognitive theory, there are personal and 
interpersonal factors that affect people’s daily lives, emo-
tions, thoughts, and behaviors (Bandura, 1989). Gender is 
one of the personal factors that affect people’s daily lives and 
have various social effects. The social role theory states that 
the differences in the roles of men and women in social life 
are also reflected in people’s behaviors and ways of doing 
business in business life (Eagly et al., 1995). When this 
theory is applied to work, external rewards such as wages, 
promotion, the idea of being successful, and high perfor-
mance become more important for men. In contrast, social 
rewards such as being socially accepted by their friends, 
establishing good relations with others, and adapting to the 
environment become more important for women (Kacmar 
et al., 2011; Ouyang et al., 2015). Therefore, agentic behav-
iors of men and communal behaviors of women are expected 
to enable men and women to achieve different outputs on 
issues such as creativity, personal accomplishment, and task 
performance.

In the extant literature, some researchers indicate that 
gender impacts job performance (Burleson & Samter, 
1992; King et al., 2010; Nasir et al., 2011) and personal 
accomplishment levels of people (Jamaludin & You, 2019). 
Compared to women, the sense of personal accomplishment 
and job performance is more prominent in men (Kacmar 

Fig. 1  Conceptual framework
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et al., 2011). Therefore, the relationship between personal 
accomplishment and task performance is expected to be dif-
ferent for men and women. On the other hand, although the 
effect of gender difference on creativity has not been fully 
clarified (Stoltzfus et al., 2011), it is known that women are 
more task-oriented and try to do the best work, while men 
are more risk-taking, curious to try new things and open to 
differences (Baer & Kaufman, 2008). Thus, men are gener-
ally expected to become more creative than women (Smith 
et al., 2016). In this context, the relationship between per-
sonal accomplishment and creativity and the relationship 
between creativity and task performance are expected to 
be at different levels between male and female groups. In 
addition, since gender is known to have a different effect 
on the three main variables in the research model, gender 
is expected to have a differentiating effect on the mediator 
effect of creativity between personal accomplishment and 
task performance. Based on the previous empirical support, 
we developed the following multi-part hypothesis.

H5a: Males and females vary significantly in terms of 
the relationship between personal accomplishment and 
creativity.
H5b: Males and females vary significantly in terms of 
the relationship between creativity and task performance.
H5c: Males and females vary significantly in terms of 
the relationship between personal accomplishment and 
task performance.
H5d: Males and females vary significantly in terms of the 
relationship between personal accomplishment and task 
performance through creativity.

Methods

Participants

Data for this study were collected through an online sur-
vey between June 2020 and October 2020. A total of 345 
people working in various sectors were contacted through 
online platforms for our research. After the elimination of 23 
invalid responses, we had 322 valid responses (133 (41.3%) 
men and 189 (58.7%) women), including 213 public sector 
workers, 63 private sector workers, and 46 self-employed 
workers. Table 1 shows the demographic profiles of the 
respondents.

Before starting data analysis, we calculated the minimum 
sample size via different methods. In partial least squares-
based structural equation modeling (PLS-SEM), Chin 
(2010) proposed that a sample size between 100 and 200 is 
adequate. Based on statistical power, Cohen’s power statis-
tics recommended 45 samples for statistical power of 80% 
and a minimum  R2 value of 0.25 with a 5% significance level 

with five predictors (Hair et al., 2017). The ten times rule 
gave us the required sample size of 100 samples (Aggarwal 
& Kapoor, 2020). So, in this study, 322 respondents were 
adequate for evaluating proposed relationships.

Measures

All measures used in this study were adapted from previ-
ously used scales with sufficient reliability and validity val-
ues. All scale items were measured on a 5-point Likert scale 
(1 = strongly disagree, 5 = strongly agree).

Personal accomplishment (PER-ACC) was measured by 
adopting the sub-scale of the Maslach Burnout Index devel-
oped by Maslach and Jackson (1981). We used the Turkish 
version of this scale which was adapted by Ergin (1992). The 
personal accomplishment construct measure includes eight 
items. A higher score on the scale designates higher personal 
accomplishment levels.

Employee creativity (EMP-CRE) was measured by the 
self-creativity scale developed by Kaufman (2012). The 
employee creativity scale consists of nine items, and higher 
item scores indicate a higher level of creativity.

Table 1  Demographic characteristics of respondents

Frequency Percent

Corporation type Public corporation 213 66.1
Private corporation 63 19.6
Self-employed 46 14.3

Sector Education 38 11.8
Finance 21 6.5
Health 137 42.6
Textile 19 5.9
Food and beverage 36 11.2
Other 71 22.0

Age (years) Less than 21 6 1.9
21 and 30 46 14.3
31 and 40 85 26.4
41 and 50 118 36.6
51 and 60 57 17.7
More than 60 10 3.1

Sex Male 133 41.3
Female 189 58.7

Marital status Single 92 28.6
Married 230 71.4

Education Primary school 10 3.1
High school 55 10.0
College 32 9.9
Undergraduate 135 41.9
Graduate 77 23.9
Doctorate 13 4.0
Total 322 100.0
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Task performance (TASK-PERF) was measured by adopt-
ing the scale developed by Goodman and Svyantek (1999). 
This scale includes nine items, and high item scores represent 
high task performance. All scales had good internal consist-
ency (see Table 3).

The following features of the respondents were used as con-
trol variables: age (AGE), education (EDU), sector (SECT), 
corporation type (CORP), and marital status (MAR).

Procedure and Analysis

Data was gathered through an online survey, and the link was 
sent to workers in the private sector and the public sector, as 
well as self-employed workers. Participants were informed 
about the purpose, scope, and research procedures of the study. 
After informed consent, participants shared their demographic 
information and answered survey items related to personal 
accomplishments, creativity, and task performance.

For data analysis, we used PLS-SEM. PLS-SEM is a var-
iance-based structural equation modeling technique that is 
widely applied in business, economy, psychology, and other 
social sciences disciplines (Ringle & Sarstedt, 2016). This 
is a structural equation model that employs a formative and 
reflective component-based approach for estimation purposes 
(Hair et al., 2019). Sample size and residual distributions are 
not restrictive in PLS-SEM (Chin et al., 2003). PLS-SEM is 
preferred by researchers because of its flexibility in normality 
assumption, provision of credible results with small sample 
sizes and complex models, theory testing from a predictive 
perspective, and good mediation analysis dependent on the 
bootstrapping method (Hair et al., 2017). PLS-SEM has no 
universal goodness of fit indexes, and model quality in PLS-
SEM depends on the ability to predict endogenous structures, 
the  R2 values of endogenous constructs, cross-validated redun-
dancy  (Q2), prediction errors, relevance of path coefficients, 
and effect sizes  (f2).

The WarpPLS 7.0 software package program was used to 
evaluate the measurement model and hypothesized relation-
ships. For the analysis procedure, we adopted Peng and Lai’s 
(2012) two-stage model evaluation guidelines, first evaluating 
the measurement model and then testing the structural model. 
For multi-group analysis, we chose the pooled standard error 
method for multi-group moderation (PLS-MG) to evaluate the 
presence of a large number of variables and the formative fac-
tors and moderating effects of gender (Kock, 2014).

Results

Measurement Model

In the first phase of measurement model evaluation, item 
loadings were checked. Hair et al. (2019) highlighted that 

item loadings of the variables should be 0.70 and above 
because it ensures that the structure explains more than 
50% of the factor variance. In line with this principle, non-
compliant indicators were removed from the analysis. Thus, 
in Table 2, it may be seen that all item loadings were greater 
than the lower limit of 0.70, indicating the establishment of 
the discriminant validity of the model.

In the second phase, the internal consistency reliability of 
the model was evaluated. The Cronbach’s alpha (CA) value 
is considered a conservative measure of reliability, and the 
composite reliability (CR) value is regarded as a more lib-
eral estimate. Both CA and CR values are expected to be 
above 0.70 for a satisfactory level of construct reliability 
(Hair et al., 2019). In Table 2, it may be seen that the CA 
and CR values for all three models, including the full model, 
the male model, and the female model, were above 0.70, 
indicating significant construct reliability.

In the third phase, the convergent validity of the model 
was evaluated through the average variance extracted (AVE) 
value. The AVE values of constructs should be greater than 
0.50 for a satisfactory convergent validity (Hair et al., 2019). 
In Table 2, it may be seen that the minimum AVE value of 
the full model was 0.66, confirming the convergent validity 
of the constructs.

In the final phase, the discriminant validity of the model 
was assessed through the Fornell-Larcker criterion (Fornell 
& Larcker, 1981). Regarding this criterion, the square roots 
of the AVE value of each variable should be greater than 
the correlation values of this variable with other variables 
(Gefen & Straub, 2005). As shown in Table 3, the square 
roots of AVEs (given in diagonal) were greater than the cor-
relation values. Thereby, the discriminant validity was con-
firmed according to the Fornell-Larcker criterion.

Structural Model Assessment

Structural model testing includes checking collinearity 
among the model constructs, examining the significance of 
path coefficients, performing bootstrapping for path analysis, 
and evaluating the predictive power and quality of the model 
according to certain criteria (Hair et al., 2019).

Multicollinearity problem refers to the high correlation 
among variables. To evaluate collinearity among the vari-
ables, Hair et al. (2019) recommend focusing on the VIF 
values of the constructs. Accordingly, the ideal VIF val-
ues should be less than 5 (Hair et al., 2011). As shown in 
Table 3, all VIF values were less than 5, indicating no col-
linearity problem in our study.

In the next step, the bootstrapping procedure was per-
formed with 1000 bootstrapping subsamples to test the 
statistical significance of paths. Also, a bootstrapping pro-
cedure at a 5% significance level with 1000 bootstrapping 
subsamples was run to test the impact of control variables 



Current Psychology 

1 3

on task performance with the full model, the male par-
ticipants’ model, and the female participants’ model. As 
shown in Table 4, none of the control variables was found 
significant in the full model (see Table 4).

Figure 2 summarizes the results of the PLS-SEM analy-
sis, and Table 4 shows a summary of direct and indirect 
effects. As may be seen in both Table 4 and Fig. 2, per-
sonal accomplishment had a positive and significant effect 

Table 2  Item loadings, statistical reliability, and convergent validity of groups

AVE: Average variance extracted, CR: Composite reliability, CA: Cronbach’s alpha

Variables Full model Male Female

PER-ACC EMP-CRE TASK-PERF PER-ACC EMP-CRE TASK-PERF PER-ACC EMP-CRE TASK-PERF

PER-ACC 4 0.810 0.804 0.819
PER-ACC 5 0.811 0.867 0.756
PER-ACC 6 0.828 0.851 0.809
PER-ACC 7 0.802 0.824 0.788
PER-ACC 8 0.810 0.790 0.824
EMP-CRE 1 0.849 0.821 0.853
EMP-CRE 2 0.882 0.895 0.864
EMP-CRE 6 0.932 0.898 0.932
EMP-CRE 7 0.924 0.930 0.913
EMP-CRE 8 0.901 0.887 0.898
TASK-PERF 2 0.895 0.923 0.882
TASK-PERF 3 0.954 0.936 0.965
TASK-PERF 4 0.937 0.928 0.943
TASK-PERF 6 0.836 0.821 0.846
TASK-PERF 7 0.897 0.896 0.899
TASK-PERF 8 0.939 0.911 0.956
TASK-PERF 9 0.924 0.885 0.950
AVE 0.660 0.807 0.833 0.685 0.786 0.811 0.639 0.797 0.848
CR 0.907 0.954 0.972 0.916 0.948 0.968 0.899 0.952 0.975
CA 0.871 0.940 0.966 0.885 0.932 0.961 0.859 0.936 0.970

Table 3  Descriptive statistics

Square roots of average variances extracted (AVEs) shown on diagonal
*p < 0.05; **p < 0.01

Mean SD VIF 1 2 3 4 5 6 7 8

1. PER-ACC 3.63 (M) 3.46 (F) 0.97 (M)
0.86 (F)

3.242 0.812

2. EMP-CRE 3.53 (M) 3.53 (F) 1.06 (M)
1.01 (F)

2.708 0.720** 0.898

3. TASK-PERF 3.92 (M) 3.83 (F) 1.04 (M)
1.15 (F)

3.547 0.795** 0.767** 0.913

4. AGE 3.54 (M) 3.70 (F) 1.18 (M)
1.00 (F)

1.131 0.166* 0.047 0.112 –

5. EDU 3.53 (M) 3.96 (F) 1.28 (M)
1.11 (F)

1.050 −0.030 0.077 0.068 0.020 –

6. SECT 4.18 (M) 3.26 (F) 1.78 (M)
1.38 (F)

1.072 0.137* 0.083 0.050 0.078 −0.101 –

7. CORP 1.50 (M) 1.47 (F) 0.724 (M) 0.741 (F) 1.074 0.056 −0.056 −0.048 −0.001 −0.129 0.143 –
8. MAR 1.81 (M) 1.65 (F) 0.39 (M)

0.48 (F)
1.116 −0.025 −0.005 0.012 0.269** 0.029 0.107 −0.110 –
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on employee creativity (β = 0.720,  f2 = 0.519, p < 0.01) and 
task performance (β = 0.528,  f2 = 0.420, p < 0.01), thereby 
supporting H1 and H3, respectively. Also, employee crea-
tivity had a positive and significant effect on task per-
formance (β = 0.385,  f2 = 0.295, p < 0.01), confirming 
H2. Finally, the indirect effect (βMed = 0.277,  f2 = 0.220, 
p < 0.01) indicated that employee creativity positively 
mediates the relationship between personal accomplish-
ment and task performance, providing support for H4.

The effect size, known as Cohen’s  f2, refers to the 
change in the  R2 value if the relevant structural variable is 
removed from the model. In other words, the effect size is 
used to evaluate the actual effect of an independent vari-
able on the dependent variable (Hair et al., 2014; Sarstedt 
et al., 2019). The  f2 values vary from 0.15 to 0.20, 0.20 
to 0.35, and larger than 0.35, representing weak, medium, 
and strong effect sizes, respectively (Cohen, 1988). In 
Table 5, the effect sizes of the relationships at the full 

model and gender-segregated models range from 0.160 to 
0.552 (medium to strong).

As is known, the PLS-SEM aims to maximize the 
explained total variance of the latent variables in the inner 
model (Hair et al., 2017).  R2 values are used to understand 
the predictive power of the model. In other words,  R2 is 
known as the combined effect of exogenous variables on 
endogenous variables, and  R2 values range from 0 to 1 
(Hair et al., 2019). The acceptable  R2 values depend on 
the research constructs and research context. Hair et al. 
(2014) recommended  R2 values of 0.25, 0.50, and 0.75 for 
the endogenous constructs are weak, medium, and high, 
respectively. In Table 4, the full model explains 51.7% of 
the variance for creativity and 71.2% of the variance for 
task performance. These  R2 values show moderate to strong 
predictive power (Hair et al., 2014).

Q2 is known as a predictive relevance value and is used 
for evaluating the predictive fit of the inner model (Chin, 

Table 4  Evaluation of the 
structural model

*p < 0.05, **p < 0.01

Full model Male Female

β t-value β t-value β t-value

Path relationships
  PER-ACC → EMP-CRE 0.720** 16.615 0.702** 8.628 0.743** 17.883
  PER-ACC → TASK-PERF 0.528** 7.794 0.665** 6.553 0.424** 4.575
  EMP-CRE → TASK-PERF 0.385** 6.067 0.227** 2.491 0.496** 5.269
  PER-ACC X EMP-

CRE → TASK-PERF
0.277** 5.732 0.159** 2.383 0.369** 5.049

Control variables
  AGE → TASK-PERF 0.002 0.051 0.070 0.951 −0.042 −1.128
  EDU → TASK-PERF 0.043 1.317 0.065 1.200 0.052 1.147
  SECT → TASK-PERF −0.047 −1.475 −0.035 −0.650 −0.062 −1.654
  CORP → TASK-PERF −0.041 −1.098 −0.051 −0.829 −0.030 −0.804
  MAR → TASK-PERF 0.025 0.933 0.010 0.165 0.030 0.791

R2 and Q2 R2 Q2 R2 Q2 R2 Q2

  EMP-CRE 0.517 0.519 0.490 0.494 0.549 0.552
  TASK-PERF 0.712 0.720 0.710 0.729 0.732 0.746

Fig. 2  Structural model with 
PLS path coefficients. *p < 0.05; 
**p < 0.01

Task Performance
β1: 0.665** (Male)

β2: 0.424** (Female)Personal 
Accomplishment

Employee Creativity

R2: 0.71 (Male)

R2: 0.73 (Female)

R2: 0.49 (Male)

R2: 0.54 (Female)

Age

Education

Sector

Corporation
Type

Marital Status

βmed1: 0.159** (Male)

βmed2: 0.369** (Female)

n.s.
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2010). This measurement is based on the sampling reuse 
technique and estimates the model parameters by ignoring 
some part of the data matrix and attempts to predict the 
ignored parts by using estimates (Kock, 2018; Hair et al., 
2014). The smaller the difference between the predicted and 
original values, the greater the  Q2 and therefore the predic-
tive accuracy of the model. An acceptable  Q2 value must 
be greater than zero (Kock, 2018; Hair et al., 2014). In this 
study, Table 4 shows that  Q2 values of creativity and task 
performance in the full model are 0.519 and 0.720, respec-
tively, indicating adequate predictive relevance.

Multi‑Group Analysis

The multi-group analysis (MGA) in PLS-SEM aims at test-
ing predefined data groups to understand differences in the 
parameter estimates among groups (Hernández-Perlines, 
2016). Using MGA, researchers can understand the differ-
ences between two identical models belonging to different 
groups. This classification is based on parametric or non-
parametric applications. In this study, PLS-MGA was per-
formed with the pooled standard error approach in WarpPLS 
6.0 (Kock, 2017) to compare female and male participants 
according to the hypothesized relationships in the model.

In this section, male and female models were run in order 
to examine the moderating effect of gender on direct and 
indirect relationships. The path coefficients of male and 
female models are given in Fig. 2, and the MGA results 
are presented in Table 6 by comparing male and female 
participants. As shown in Table 6, no support was found 
for H5a, as there is no significant variation between male 
and female participants for the path running from personal 
accomplishment to creativity. Therefore, gender does not 
make a significant difference in the relationship between 
personal accomplishment and creativity.

On the other hand, findings in Fig. 2 and Table 6 reveal 
significant variations between male and female participants 
for the paths running from personal accomplishment to task 

performance, creativity to task performance, and personal 
accomplishment to task performance through creativity, 
providing support for H5b, H5c, and H5d. The impact of 
personal accomplishment on task performance was more 
significant for male participants, the impact of creativity on 
task performance was more significant for female partici-
pants, and the mediating role of creativity on the relationship 
between personal accomplishment and creativity was more 
significant for female participants.

Discussion

The present study aimed to examine the mediating role of 
creativity on the association between personal accomplish-
ment and task performance based on the data collected from 
various job groups in the COVID-19 pandemic. This study 
also sought to investigate the role of gender on the proposed 
relationships through an MGA with PLS-SEM. Finally, we 
added five control variables (i.e., age, education, sector, cor-
poration type, and marital status) to the model to increase 
the accuracy of the results and address the issue of endoge-
neity (Hult et al., 2018).

Prior to testing the mediation model, preliminary analyses 
revealed that the sense of personal accomplishment had a 
significant effect on creativity and task performance. Also, 
it was shown that there was a positive and significant rela-
tionship between creativity and task performance. These 
findings are also consistent with those of previous studies. 
The COVID-19 pandemic is an extraordinary crisis, and in 
such crises, people go out of their routine, and their normal 
patterns change (Tang et al., 2021). In such crisis periods, 
they need to be more confident in order to be more success-
ful, which increases their sense of personal accomplishment 
and at the same time, develops their creativity (Tang et al., 

Table 5  Effect sizes  (f2) of relationships

Full Model Male Female

Path relationships
  PER-ACC → EMP-CRE 0.519 0.493 0.552
  PER-ACC → TASK-PERF 0.420 0.549 0.332
  EMP-CRE → TASK-PERF 0.295 0.160 0.403

Control variables
  AGE → TASK-PERF 0.000 0.015 0.002
  EDU → TASK-PERF 0.003 0.004 0.004
  SECT → TASK-PERF 0.002 0.006 0.004
  CORP → TASK-PERF 0.002 0.002 0.002
  MAR → TASK-PERF 0.000 0.001 0.001

Table 6  Multi-group analysis results

*p < 0.05

Absolute difference Standard error

Path relationships
  PER-ACC → EMP-CRE 0.040 0.087
  PER-ACC → TASK-PERF 0.241* 0.122
  EMP-CRE → TASK-PERF 0.270* 0.118
  PER-ACC x EMP-

CRE → TASK-PERF
0.210* 0.111

Control variables
  AGE → TASK-PERF 0.112 0.079
  EDU → TASK-PERF 0.013 0.066
  SECT → TASK-PERF 0.027 0.066
  CORP → TASK-PERF 0.021 0.079
  MAR → TASK-PERF 0.021 0.060



 Current Psychology

1 3

2021). Therefore, in line with previous studies, it was found 
a positive and significant relationship between personal 
accomplishment and creativity (Ghonsooly, 2012; Hsu et al., 
2011; Landeche, 2009); personal accomplishment and task 
performance (Fogarty et al., 2000; Vinchur et al., 1998); 
creativity and task performance (Eschleman et al., 2014; 
Janssen & Giebels, 2013; Taboli & Zaerizadeh, 2016).

Results of the structural model analysis revealed that cre-
ativity had a significant mediating effect on the relationship 
between personal accomplishment and task performance 
in the context of the COVID-19 pandemic. According to 
Hon and Lui (2016), creativity is vital in developing new 
ideas and producing novel solutions for problems people 
face in the work environment. Consistent with this mediating 
effect, previous researchers indicated that creative employ-
ees could contribute significantly to individual performance 
and business performance with innovative ideas and solu-
tions, especially in unexpected crises and the processes of 
sudden change and transformation (Kanbur & Özyer, 2016; 
Zhou et al., 2012). Therefore, in a severe health crisis such 
as the COVID-19 pandemic, the feeling of personal accom-
plishment positively reflects on individual creativity, which, 
in turn, positively affects task performance.

Remarkably, MGA results indicated that personal 
accomplishment-task performance linkage, creativity-task 
performance linkage, and personal accomplishment-task 
performance linkage through creativity were found statis-
tically different between male and female employees. In 
previous studies, it was shown that gender plays a crucial 
differentiating role in issues such as personal success, per-
formance outcomes, satisfaction, motivation, burnout, and 
creativity both in the workplace and outside of the work-
place (Afolabi et al., 2010; Jamaludin & You, 2019; Kar-
wowski et al., 2013; Nasir et al., 2011). The gender effect 
on the personal accomplishment-task performance relation-
ship was stronger for the male group. Consistent with the 
extant literature, the masculine characters of men make the 
feeling of success and the effort of high job performance 
more dominant in men (Jamaludin & You, 2019; Kacmar 
et al., 2011; Nasir et al., 2011). On the other hand, the role 
of creativity on task performance and the mediating role 
of creativity on the personal accomplishment and task per-
formance relationship was stronger for the female group. 
This finding was somewhat contrary to the common view 
in the literature. According to Baer and Kaufman (2008), 
males are taking higher risks, curious to try new things, 
and open to creative changes. Therefore, males are consid-
ered more creative in performing their tasks (Kacmar et al., 
2011; Smith et al., 2016). However, the findings of this study 
revealed that the creativity-task performance relationship is 
stronger in females. Similarly, in females, creativity has a 
stronger mediator effect on the relationship between personal 
accomplishment and task performance. This has contributed 

significantly to the literature that females are better at trans-
forming their creativity into task performance in times of 
crisis, like the COVID-19 pandemic.

Conclusion

This study is one of the pioneering studies examining the 
mediating effect of creativity in the relationship between 
personal accomplishment and task performance in the 
context of the COVID-19 pandemic. In addition, a gender-
based group comparison was made to understand the differ-
ences between male and female participants. According to 
the results, while there was no significant difference in the 
effect of personal accomplishment on creativity in males 
and females, its effect on task performance was stronger in 
males. In addition, the effect of creativity on task perfor-
mance and its mediator effect was stronger in the females’ 
group. Finally, it should be noted that none of the control 
variables (age, education, sector, corporation type, and mari-
tal status) was found significant.

Implications

Drawing essentially on social cognitive theory and self-
efficacy theory, this study revealed that personal accom-
plishment and creativity have a significant effect on task 
performance in pandemic conditions and that creativity is 
an important mediator influencing the relationship between 
personal accomplishment and task performance. In addition, 
based on social role theory and gender role theory, the effect 
of gender on hypothesized relationships has been revealed, 
considering that the difference in gender roles of females 
and males in the social environment can also be reflected 
in their roles in the business environment and the way they 
do business. As predicted, males’ masculine character, high 
sense of achievement, strong desire for promotion (Kac-
mar et al., 2011; King et al., 2010) made the relationship 
between personal accomplishment and task performance 
stronger in the male group. However, contrary to the argu-
ment in the literature that males can be more creative than 
females because they like risk-taking and are more open to 
changes and innovations (Baer & Kaufman, 2008; Smith 
et al., 2016). In this study, the effect of creativity on task per-
formance and its mediator effect was found stronger in the 
female group. Therefore, it has been understood that females 
can better transfer their creativity to performance in times 
of extraordinary crisis such as the pandemic, thus making a 
further contribution to the field.

From a practical perspective, we have arrived at a situa-
tion where houses become the safest places and being out-
side loses its attractiveness. Each pandemic opens new hori-
zons and gives way to new life habits. Due to the COVID-19 
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pandemic, we are experiencing emotions such as anxiety, 
fear, and panic. Economic difficulties, social distance, and 
quarantine practices are shifting attitudes from uncertainty 
to hopelessness and burnout. But the inherent creativity of 
humans can turn this difficult period into an opportunity.

Our results suggested that managers should attach 
importance to the personal accomplishment and creativity 
of employees during the COVID-19 pandemic. Personal 
accomplishment is related to people’s feelings of competence 
and success orientation in their work (Maslach et al., 1997), 
and creativity has vital importance for developing rapid 
solutions to problems under the pressure of high uncertainty 
and resource scarcity of the COVID-19 pandemic (Cohen 
& Cromwell, 2020). While the sense of personal accom-
plishment supports the self-confidence and motivation of the 
employees, individual creativity contributes to the employ-
ees’ ability to cope with stress and anxiety more easily and 
to the performance outcomes with innovative solutions and 
ideas for themselves and their companies (Halbesleben & 
Buckley, 2004). If personal accomplishment and creativ-
ity are high, the task performance of employees increases. 
Also, managers can follow gender-specific policies related 
to personal accomplishment-creativity, personal accomplish-
ment-task performance, and personal accomplishment-task 
performance through creativity linkages. Organizations can 
pay more attention to female employees because the role of 
creativity on task performance is found higher for females. 
On the other hand, if creativity is not very important for a 
business, if the motivation of the employees for success and 
fulfilling the assigned tasks is important, organizations can 
pay attention to male employees.

Limitations and Future Directions

Like all studies, this study has some limitations. First, due 
to the difficulty of conducting face-to-face surveys in the 
COVID-19 period, data was collected through online chan-
nels based on the convenience sampling approach. Although 
this sampling method is widely used in the management 
field, it can lead to sample bias. Even though our study used 
a set of demographic variables to increase the reliability of 
the results, we recommend repeating this research depend-
ing on a random sampling technique. Second, although our 
research had a sufficient sample size (n = 322), we suggest 
that future researchers increase the sample size to generalize 
the results. Thus, future studies can contribute to the gen-
eralizability of the findings by reaching more samples from 
different sectors and countries with different cultures. Third, 
task performance was selected as the dependent variable. We 
suggest that future researchers study other job attitudes at 
workplaces, such as job involvement, organizational com-
mitment, and job satisfaction. Fourth, task performance was 
evaluated with self-reported measures. While self-reported 

measures are mostly preferred and valid in the manage-
ment field (Wall et al., 2004), we recommend that future 
researchers use more objective task performance measures 
to enhance the reliability of outcomes. Finally, this study 
was designed as a cross-sectional study. Future studies can 
better see the long-term effects of the pandemic by doing 
longitudinal studies in the context of PLS-SEM.
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