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Abstract: Developing creativity in socio-educational organizations facilitates progress towards
sustainability, benefiting its professionals and users. The objective of this work is to analyze the
creative climate in organizations that intervene with vulnerable groups to promote sustainability
through Quality Education (SDG 4), Gender Equality (SDG 5), and Reduced Inequalities (SDG 10).
A descriptive—correlational study was conducted with 203 professionals from associations, foun-
dations, and social services councils. The CPPC-17 scale was applied, and the data were analyzed
using descriptive statistics, nonparametric tests, and cluster analysis. The results showed that the
professionals presented high levels of creative potential. The opportunity to participate in work
groups and the freedom to perform tasks favored creativity in the organizations. The main obstacles
to creativity were the lack of incentive to take risks and of rewards for creative ideas. The profile of
professionals with high levels of creative climate was mainly composed of association workers and
those trained in Education, Psychology, and Speech Therapy. Significant differences were obtained in
variables related to the organization (e.g., typology) and in personal variables, such as the academic
background of the trainers. These findings should be considered to improve the creative climate in
these organizations with a view to providing quality, egalitarian, and equitable education.

Keywords: creative climate; organizations; vulnerable groups; social-educational intervention;
trainers; quality education; equality; equity

1. Introduction

Considering that sustainability in organizations implies the “ability to continuously
evolve successfully by appropriately integrating social, economic, and environmental
dimensions” [1], it is crucial to respond creatively. Creativity is a multidimensional, multi-
disciplinary, and complex concept that favors the generation of novel and useful ideas [2].
Creative tools will allow offering innovative solutions that facilitate social transformation to
advance and discover new ways to accelerate transitions to sustainability [3,4]. Therefore,
the implementation of new ideas, thoughts, perspectives, and points of view will generate
new models and paths to favor profitability and growth in organizations [5]. Although
perspectives on creativity and sustainability may differ within an organization [6], the
promotion of creativity, the development of policies, and the implementation of innovative
processes are fundamental aspects to achieve the Sustainable Development Goals (SDGs) [7]
in areas such as business [8], education [9], or technology [10].

Creative environments represent a dimension of creativity in which creative people
act, and creative processes and products are determined [11,12]. Environments, both
physical and social, are important for the development of creativity [13]. The concept of
a creative climate, as a way to measure creativity in organizations [14], is defined as a set
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of “observed and recurrent patterns of behavior, attitudes, and feelings that characterize
creative life in the organization” [15] (p. 165). Ekvall’s model, one of the most widely
used to explain this concept, points out different factors that could foster the creative
climate from the point of view of individuals (e.g., members” emotional involvement, trust,
and openness) and organizations (e.g., freedom granted, time to generate new ideas) [16].
In order to understand the dynamics of creativity in the organizational framework, it is
necessary to combine the individual level with the organizational level. The individual
level is characterized by novel and appropriate actions of the workers. The organizational
level contemplates the operational logic (culture, structure, and processes) that guide the
activities carried out in the work environments [17].

Despite the existing difficulties in assessing the creative climate in organizations [18],
different evaluation instruments were identified. The instruments reviewed refer to differ-
ent aspects, especially related to organizational creativity, such as taking risks in tasks [16],
work group support [19], or time to develop new and valuable ideas [20]. New versions of
some of these instruments have been published with the aim of reducing their length or
adapting them to other contexts [21,22].

A systematic review revealed the relevance of creative environments in formal edu-
cation and their impact on student performance and professional development [23]. In
this context, educators have been designated as creative professionals, considering the
need for engagement to provide students with opportunities to share knowledge from both
the physical world and the world of ideas [24]. In non-formal education, a social context
within organizations that allows the design and implementation of original solutions is
essential [4]. Creativity has been considered a phenomenon that enhances the motivation
for innovation and learning among professionals working in organizations [6]. There-
fore, a favorable creative climate could facilitate the challenge of change [25] and improve
attitudes, motivation, job performance [17], and the longevity of organizations [26]. In
addition, the sustainability of organizations will also depend on openness to different ways
of thinking, offering new ideas, and developing capabilities to deal with ambiguity when
solving problems [27].

In the case of socio-educational organizations aimed at intervening with vulnerable
groups, with characteristics that put them at risk of needing assistance or of being ex-
cluded [28], training and guidance for seeking jobs and a home, and economic or legal
support are offered [29]. In these organizations, sustainability is also fundamental [30,31],
which must be strengthened by improving inclusion and equity from the formative process.
This is in line with SDG 4 (which focuses on the development of Quality Education), SDG 5
(to contribute to Gender Equality), and SDG 10 (referring to Reducing Inequalities) [32].
For such purposes, a favorable creative climate could positively impact professionals’
work and users” empowerment [33], problem solving processes [34], communication [35],
participation, and socialization [36]. Thus, it is essential to design and implement effec-
tive, sustainable [37], and innovative [38] educational intervention strategies in training
processes with vulnerable groups.

In recent years, there has been an increase in research on the creative climate in
business environments [39-41]. However, employee creativity in organizations, which
could produce lasting competitive advantages, has not received much attention [42]. In
research on the evaluation of the perception of the creative climate, a need has been detected
to characterize professionals from different occupations and demographic groups [11], as
well as to compare the creative climate scores of various typologies of organizations [43]. In
organizations that intervene with vulnerable groups, the studies identified on creativity are
scarce. In the context of Non-Governmental Organizations (NGOs), one study highlighted
the need to motivate and encourage professionals to be creative, with the management
offering the freedom to make decisions [44]. Another study concluded the need for creative
professionalism in fundraising [45]. A correlation was also found between professionals’
psychological empowerment and creative performance through the mediating effect of
job satisfaction [46]. Likewise, educators in NGOs provided better care and learning
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opportunities for users by applying creative strategies for the spatial organization of the
classroom, such as arranging students’ desks in groups instead of rows [47]. In nursing
homes, learning orientation, risk-taking, and job satisfaction had a positive impact on
innovation [48]. Regarding sustainability in NGOs, it has been considered a key aspect
that interventions are sustainable to empower individuals and communities, although this
aspect involves challenges [31].

Considering the benefits derived from creative environments to promote sustainability,
this study will contribute to the literature on the topic by providing information on the
creative climate in organizations working with vulnerable groups. The professional train-
ers’ vision of the organizations’ characteristics directly impacts their creative performance
and behaviors [49]. Since there is a great demand for creative approaches to sustainable
development [50], the analysis of the strengths and weaknesses of organizations in terms of
creativity will also make it possible to guide actions that have a positive impact on organiza-
tional competitiveness [51], on employee performance (e.g., completing work assignments
on time) [52], and their well-being [53]. In addition, creative practices could contribute
to reducing the social exclusion and inequalities (SDG 10) of vulnerable people [54], and
promote gender equality (SDG 5). This would further facilitate quality education (SDG 4).
The reinforcement of the training process (SDGs 4 and 5) was addressed by some NGOs
with a project-based learning (PBL) experience to promote sustainability competencies [9].
Aligned with SDG 10, it was developed in a project for junior researchers to detect and
resolve social inequalities in a rural context in India [30].

This work is framed in the European project Worldplaces—Workplaces Working
for Women'’s Integration (GAP-101038328), whose mission is to design, implement, and
evaluate tools supported by creative methodologies for socio-educational intervention
with vulnerable groups, specifically vulnerable migrant women in Spain, Austria, Belgium,
Greece, Germany, Portugal, and Italy.

The main objective of this study is to analyze the creative climate in socio-educational
organizations that intervene with vulnerable groups to promote sustainability through
Quality Education (SDG 4), Gender Equality (SDG 5), and Reduced Inequalities (SDG 10).
The following Specific Objectives (SOs) have been established:

e  Determine the professionals’ creative potential as a function of personal and organiza-
tional variables (SO 1).

e  Identify factors that favor or impede creativity in these organizations as a function of
personal and organizational variables (SO 2).

e  Characterize professionals’ profiles as a function of aspects of the creative climate,
considering personal and organizational variables (SO 3).

2. Materials and Methods
2.1. Design and Participants

A non-experimental, descriptive correlational, cross-sectional, quantitative study was
conducted using the survey method. A total of 203 professionals participated in this
research (165 women, 36 men, and 2 people with non-binary gender). Their mean age was
42.92 years old (SD = 10.86). They were trained in different fields: Education (36.50%), Labor
Relations, Social Work and Human Resources (36.50%), Psychology and Speech Therapy
(11.8%), Business (9.90%), Law (2.50%), Communication and Information (1%), Sociology
(1%), Industrial, Mechanical and Electrical Engineering (0.50%), Hispanic, Classical and
Ancient World Philologies (0.50%).

The professional trainers worked in various Spanish associations (53.70%), foun-
dations (20.70%), and social services councils (25.60%). These organizations focus on
socio-educational intervention with vulnerable groups, specifically migrants, refugees,
vulnerable women, people with disabilities, older dependents, and vulnerable minors. The
mean months of work experience of the participants in the organizations were 140.67 (about
12 years) (SD = 123.67), and they performed psycho-socio-educational (44.80%), managerial
(30%), and administrative (25.20%) functions.
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2.2. Instrument, Procedure, and Data Collection

The Creative Potential and Practiced Creativity Scale (CPPC-17), a previously validated
version adapted to the Spanish population [22], was applied. It is based on a trifactorial
model [55] and has been used in other studies [56,57]. This instrument has been selected
due to its brevity (17 items) and its adaptation to the Spanish context. Also, it contains
aspects related to individual creative capacities, as well as to the creative process, which
are associated with sustainable development [50].

The CPPC-17 evaluates three aspects related to the creative climate in organizations:
creative potential (Dimension 1), referring to professionals’ creative self-efficacy [58], their
talent or experience performing the job, their ability to take risks by trying new ideas, and
solving problems creatively; practiced creativity (Dimension 2), describing the workplace
opportunities to use experience, skills, creative abilities, and come up with ideas for
improvement [59]; and organizational support (Dimension 3), related to items from the
KEYS survey: Assessing the Climate for Creativity [19], which refer to the recognition,
encouragement, and rewarding of creative ideas in the organization.

The CPPC-17 is composed of 17 items. In Dimension 1, the instrument presents 6 items
on creative potential (e.g., “I am confident in my ability to solve problems creatively”),
Dimension 2 includes 5 items on practiced creativity (e.g., “At work I have the opportunity
to use my skills and creative abilities”), and Dimension 3 presents 6 items related to
organizational support (e.g., “Innovative and creative ideas are rewarded in my work”).
The degree of agreement with each item is rated on a 5-point Likert-type scale ranging from
1 (strongly disagree) to 5 (strongly agree).

A list of possible addressees was drawn up to apply the CPPC-17 to professionals
of Spanish socio-educational organizations aimed at intervening with vulnerable groups.
Subsequently, a random sample of 500 employees was selected, considering as inclusion
criteria their intervention with vulnerable groups (immigrants, refugees, vulnerable women,
people with disabilities, dependent elderly, and vulnerable minors) in the Spanish context.
The organizations were contacted by e-mail, and the questionnaire and information about
the project were sent to the addresses included on their web pages. Also, a brief explanation
of the data to be collected was specified, inviting all the organization’s professionals to
participate. All responses to the questionnaire (n = 203) were used. It was not necessary to
discard any participant’s response.

The questionnaire was sent to the participants to be filled out using Google Forms. It
contained the study’s objective, the guarantee of anonymity, and informed consent. The
first part of the questionnaire requested the profile data of the professional taking the
survey (gender, age, academic background associated with the job, number of months of
experience in the organization, position/category within the organization, and functions
performed) and data on their organization (Spanish region where it was located, type
of organization, and vulnerable groups with which they intervened); the second part
presented the 17 items that participants rated from 1 to 5.

2.3. Data Analysis

The data from the questionnaires were introduced into the Excel program for system-
atization and analysis using SPSS.24 software. First, the results were tested for normal
distribution using the Kolmogorov-Smirnov statistic. As the data did not have a normal
distribution in any of the scores (p = 0.00), a nonparametric test was applied.

The variables analyzed were classified according to personal and organizational
aspects, in line with SDGs 4, 5, and 10. The personal variables analyzed were gender,
in line with SDG 5 (male, female, or non-binary), based on the raw scores obtained in
the questionnaires; age, related to SDG 10 (19 to 35 years old, 36 to 49 years old, or
50 to 66 years old), based on the frequency distribution of the variable and considering the
percentage accumulated in the data obtained; and academic background, related to SDG 4
(Education, Psychology and Speech Therapy; Labor Relations, Social Work and Human
Resources; or Law and Business), according to the areas of knowledge of the Spanish
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educational legislation [60]. As for the variables related to the organization, they are all
related to SDG 10, and they were type of organization (association, foundation, or social
services council), according to the Spanish classification proposed concerning organizations
in the Third Sector of Social Action (associations and foundations) [61], adding the social
services councils [29]; experience in the organization (1 to 30 months/up to 2.5 years,
31 to 228 months/2.5 to 19 years, or 229 to 444 months/19 to 37 years), based on the
frequency distribution of the variable age and considering the percentage accumulated in
the data obtained; and functions (psycho-socio-educational intervention, management or
administration), elaborated from the raw scores obtained in the questionnaires.

A two-factor factor analysis distributed the items into two distinct parts (Figure 1),
to respond to Specific Objective 1 (SO 1) and Specific Objective 2 (SO 2). In line with the
study of creativity in organizations [16,17], this analysis showed how the creative climate is
influenced by the individual (Dimension 1) and organizational (Dimensions 2 and 3) levels.

(n)o.esa
(2)o.804
(2)o.523
@0.835
(s)0.644
()o.556

a 0.706
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Figure 1. Factor analysis of the CCPC-17 items.

To determine the professionals’ creative potential as a function of the personal and
organizational variables (SO 1), descriptive statistics were calculated (mean and standard
deviation) for the scores in the items of Dimension 1 (Items 1 to 6, £ of the scores obtained
in each item < number of participants (n = 203); maximum score for each item = 5 points).
Also, the mean score in this dimension was calculated (X of the scores obtained in Items
1 to 6 = number of participants (n = 203); maximum score = 30 points). We applied the
Kruskal-Wallis test to analyze the items according to the indicated personal and organi-
zational variables (gender, age, academic background, type of organization, experience,
and functions).

To identify factors that could favor or impede creativity in organizations as a function
of the different variables (SO 2), we calculated descriptive statistics (mean and standard
deviation) for the scores of the items comprising Dimensions 2 and 3 (Items 7 to 17,
% of the scores obtained in each item - number of participants (n = 203); maximum
score for each item = 5 points). In this case, we did not calculate the mean score of
the dimensions because the objective was to analyze the factors associated with each
item (e.g., “I have the opportunity to participate in work teams;” “In my organization,
creative work is recognized;” “In my organization, people are encouraged to take risks”).
We applied the Kruskal-Wallis test to analyze the item scores according to the personal
and organizational variables (gender, age, academic background, type of organization,
experience, and functions).

To characterize professionals’ profiles as a function of aspects of the creative climate
(SO 3), we conducted a cluster analysis considering the total scores (X of the scores obtained
in Items 1 to 17; maximum score = 85 points). This resulted in two groups as a function
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5

3

of the scores obtained (higher and lower). For each cluster, we calculated the percentage
encompassing the respective classifications of the variables. We used the chi-square test
with a significance level of less than 0.05 to analyze the existence of significant differences
in the distribution of the variables for each cluster.

3. Results

The results obtained fulfill the objectives previously established concerning profes-
sionals’ creative potential, factors that favor or impede the implementation of creativity,
and professionals’ creative profiles to promote sustainability, mainly aligned with SDGs 4,
5, and 10. As mentioned above, the results are presented according to personal variables
(gender, age, and academic training) and variables related to the organization (type of
organization, functions performed, and months of experience).

3.1. Professionals” Creative Potential (SO 1)

The results yielded a mean score in professionals’ creative potential (Items 1 to 6) of
23.27/30 points (SD = 3.27). The participants’ scores for each item were close to 4 points, as
shown by the trends (Figure 2). The items with higher mean scores in creative potential
were “I have the talent and skills to do my job well” (I5; M = 4.10, SD = 0.70) and “I feel
comfortable trying new ideas” (16; M = 4.05, SD = 0.74). In contrast, the items that obtained
a lower mean score were “I think I am good at generating innovative ideas” (I1; M = 3.64,
SD = 0.75) and “I have the ability to further develop the ideas of others” (I3; M = 3.68,
SD = 0.76).

OO SEEr COTETLY St S RiyceE IPa A o myms amymy Pty Yt ted 7.*3 = ECE=—0
o) 16D C"Oe-eee 00 o ®e» 9 o™ ¢ ‘@) - o oo E® O©° [ & @9)0me o
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I1. Generating ideas (M=3.64, SD=0.75)
I3. Developing ideas (M=3.68, SD=0.76)

12. Problem solving (M=3.98, SD=0.73)
I4. Finding creative ways (M=3.82, SD=0.73)

I5. Creative talent and skills (M=4.1, SD=0.71) ® I6. Comfort (M=4.05, SD=0.74)
Trend I1 Trend 12
Trend 13 Trend 14
Trendl5  eee-- Trend 16

Figure 2. Descriptive statistics on creative potential (Items 1-6). Note: Each colored circle represents
the response of the respective participants (n = 203).

The analysis of the scores (Items 1 to 6) according to personal variables (gender, age,
academic background), related to SDGs 4, 5, and 10, did not show significant differences.
However, the variables related to the organization (typology, experience, and function),
associated with SDG 10, revealed significant differences in the function performed by the
professionals (psycho-socio-educational intervention, management, or administration) and
the type of organization (association, foundation, or social services council) in two items
(Table 1). The differences in the function performed were obtained in Item 2 (“I am confident
about my ability to solve problems creatively”). Management (M = 4.10, SD = 0.75) and
administrative staff achieved higher mean scores (M = 4.10, SD = 0.73) than professionals
in the psycho-socio-educational field (M = 3.84, SD = 0.70). Concerning organizational
typology, significant differences were obtained in Item 5 (“I have the talent and skills to
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do my job well”), in favor of professionals from foundations (M = 4.24, SD = 0.73) and
associations (M = 4.16, SD = 0.65) versus the social services council (M = 3.86, SD = 0.74).

Table 1. Kruskal-Wallis test on several variables and creative potential.

Item Gender Age Academic background Organization Experience Function

1. Generating ideas 159 536 871 391 577 140

2. Problem solving 559 628 660 112 827 23 %

3. Developing ideas 300 260 796 292 765 737

4. Finding creative ways 140 909 471 287 771 197

5. Creative talent and skills 683 84 617 21% 95 167

6. Comfort 234 560 489 86 584 920
Note: Gender: male, female, or non-binary; Age: 19-35 years old, 36-49 years old, or 50-66 years old; Academic
background: Education, Psychology and Speech Therapy; Labor Relations, Social Work and Human Resources; or
Law and Business; Organization: association, foundation, or social services council; Experience: 1-30 months/up
to 2.5 years, 31-228 months/2.5-19 years, or 229-444 months /19-37 years; Function: psycho-socio-educational
intervention, management, or administration. * The significance level is p < 0.05.
3.2. Factors Favoring or Hindering Creativity in Organizations (SO 2)

The scores obtained (Items 7 to 17) yielded factors that favor/hinder organizational
creativity (Figure 3). The highest mean scores were obtained in “I have the opportunity
to participate in work teams” (19; M = 4.24, SD = 0.92) and “I am free to decide how to
carry out my tasks” (I10; M = 4, SD = 0.99). The items with a lower mean score were those
corresponding to: “In my organization, people are encouraged to take risks” (I16; M = 3.09,
SD = 1.09) and “Innovative and creative ideas are rewarded in my job” (I17; M = 3.01,
SD =1.07).

5
45 | |
% M 17. Application (SD = 0.97)
4 M 18. Invitation (SD = 1.10)
[ 19. Teamwork (SD = 0.92)
35 [ 110. Freedom (SD = 0.99)
M 111. Use (SD = 0.99)
3 M 112. Acknowledgment (SD=1.18)
B 113. Fair judgment (SD =1)
25 B 114. Encouraging (SD = 1.15)
B 115. Availability (SD =1.11)
2 ° M 116. Risks (SD=1.09)
B 117. Rewarding (SD= 1.07)
15
1 o

Figure 3. Descriptive statistics from factors that favor/hinder creativity (Items 7-17). Note: The
ranges of the respective items are represented in the colors shown in the figure.
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The analysis of Items 7 to 17, according to the personal and organizational variables
under study, revealed significant differences in the type of organization (association, founda-
tion, or social services council), experience in the organization (1-30 months/up to 2.5 years,
31-228 months/2.5-19 years, or 229-444 months/19-37 years), and age (19-35 years old,
3649 years old, or 50-66 years old), all of them related to SDG 10, and professionals’
academic background (Education, Psychology and Speech Therapy; Labor Relations, Social
Work and Human Resources; or Law and Business), in line with SDG 4. No significant
differences were observed in gender (male, female, or non-binary), according to SDG
5, or function (psycho-socio-educational intervention, management, or administration),
associated with SDG 10 (Table 2).

Table 2. Kruskal-Wallis test of factors that favor/hinder creativity.

Item Gender Age Academic background Organization Experience Function
7. Application 586 425 13 * 7% 355 751
8. Invitation 982 127 3% 0* 4 92
9. Teamwork 890 12* 95 0* 35% 157
10. Freedom 509 108 6% 6% 1* 149
11. Use 536 523 50 46 * 87 988
12. Acknowledgment 160 370 1* 1* 173 219
13. Fair judgment 458 911 1* 12% 493 289
14. Encouraging 392 264 13* 1* 134 269
15. Availability 884 239 6% 0* 204 171
16. Risks 566 341 34 0* 155 774
17. Rewarding 575 263 4* 9% 201 106

Note: Gender: male, female, or non-binary; Age: 19-35 years old, 36—49 years old, or 50-66 years old; Academic
background: Education, Psychology and Speech Therapy; Labor Relations, Social Work and Human Resources; or
Law and Business; Organization: association, foundation, or social services council; Experience: 1-30 months/up
to 2.5 years, 31-228 months/2.5-19 years, or 229-444 months/19-37 years; Function: psycho-socio-educational
intervention, management, or administration. * The significance level is p < 0.05.

Concerning the organization’s typology (SDG 10), professionals from foundations and
associations scored significantly higher on all the items than personnel from social services
councils. Higher values were obtained in Items 9 (association: M = 4.49, SD = 0.11; founda-
tion: M = 4.29, SD = 0.15; social services council: M = 3.65, SD = 0.15) and 10 (foundation:
M = 4.05, SD =0.17; association: M = 4.04, SD = 0.13; social services council: M =3.71,
SD = 0.17). In contrast, the most prominent significant differences in the lower scores were
obtained in Items 15 (“my organization has good mechanisms in place to encourage and
develop creative ideas”; social services councils: M = 2.61, SD = 0.18; associations: M = 3.35,
SD = 0.13; foundations: M = 3.50, SD = 0.18) and 16 (social services councils: M = 2.59,
SD = 2.59; associations: M = 3.34, SD = 0.12; foundations: M = 3.36, SD = 0.17).

Concerning the amount of experience in the organization (SDG 10), significant differ-
ences were obtained in three items (Items 8, 9, and 10), with lower mean scores for profes-
sionals with more months of experience in the organization: Item 8 (“At work, I am invited
to present ideas for improvement”; 229—444 months: M = 3. 41, SD = 0.17; 31-228 months:
M =3.83, SD = 0.13; 1-30 months: M = 4.03, SD = 0.20), Item 9 (229-444 months: M = 4.10,
SD =0.14; 1-30 months: M = 4.20, SD = 0.17; 31-228 months: M = 4.29, SD = 0.11), and Item
10 (229444 months: M = 3.51, SD = 0.16; 31-228 months: M = 4.06, SD = 0.12; 1-30 months:
M =4.38,5D =0.19).

Regarding age (SDG 10), significant differences were observed in Item 9, with higher
mean scores obtained by professionals aged 19-35 (M = 4.39, SD = 0.16), compared to
professionals aged 36-49 (M = 4.21, SD = 0.11) and 50-66 (M = 4.11, SD = 0.13).
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Regarding academic background (SDG 4), significant differences were obtained in
the scores of most of the items (Items 7, 8, 10, 12, 13, 14, 15, 16, and 17). Significantly
higher scores were obtained by professionals with training in Law and Business, Education,
Psychology, and Speech Therapy. In contrast, significantly lower scores were obtained
by professionals with training in Labor Relations, Social Work, and Human Resources.
Higher scores were observed in Items 9 (Education, Psychology and Speech Therapy:
M =4.42,SD = 0.12; Law and Business: 4.25, SD = 0.18; Labor Relations, Social Work and
Human Resources: M = 3.99, SD = 0.12) and 10 (Law and Business: M = 4.30, SD = 0.22;
Education, Psychology and Speech Therapy: M = 4.02, SD = 0.14; Labor Relations, Social
Work and Human Resources: M = 3.74, SD = 0.14). In contrast, lower scores were obtained
in Items 16 (Labor Relations, Social Work and Human Resources: M = 2.93, SD = 0.12;
Education, Psychology and Speech Therapy: M = 3.19, SD = 0. 13; Law and Business:
M =3.55,SD = 0.20) and 17 (Labor Relations, Social Work and Human Resources: M = 2.76,
SD = 0.15; Education, Psychology and Speech Therapy: M = 3.10, SD = 0.15; Law and
Business: M = 3.37, SD = 0.24).

3.3. Professionals’ Profiles as a Function of the Creative Climate (SO 3)

Based on the scores obtained for the creative climate scores (Items 1 to 17), two distinct
profiles of professionals were identified. Profile 1 (Cluster 1, n = 153) obtained significative
higher mean scores in creative climate (M = 67.18, SD = 5.86) than Profile 2 (Cluster 2,
n =50) (M =48.32, SD = 7.68).

Considering the total scores in creative climate (sum of the scores for Items 1 to 17),
Profile 1 and Profile 2 differ significantly in the prevalence of professionals according to the
personal aspect of the academic background (Education, Psychology and Speech Therapy;
Labor Relations, Social Work and Human Resources; or Law and Business; x? = 0.02),
related to SDG 4. Significant differences were also identified in the organizational variable
typology (association, foundation, or social services councils; x? = 0.00), associated with
SDG 10 (Figure 4).
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Figure 4. Characterization of the professional profile according to the level of creative climate. Note:
* The significance level is p < 0.05.
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Profile 1 showed a significantly higher prevalence of professionals working in associ-
ations. Likewise, there was a prevalence of professionals with an academic background
trained in Education, Psychology, and Speech Therapy. For Profile 2, significantly higher
prevalences were identified among professionals working in social services councils, as
well as in the case of professionals whose academic background was in Labor Relations,
Social Work, and Human Resources. No significant differences were identified in the rest
of the personal variables, related to SDGs 5 and 10 (gender and age), or those related to the
organization (function and months of experience), in line with SDG 10.

Regarding gender (male, female, or non-binary), the participants with higher (Profile 1)
and lower (Profile 2) scores in creative climate showed a non-significant distribution
(x* = 0.53), with women being the majority group in both profiles. Concerning age (19
to 35 years old, 36 to 49 years old, or 50 to 66 years old) (x*> = 0.12), the professionals
50-66 years old were the most represented in both profiles.

In the function variable (psycho-socio-educational intervention, management, or
administration) (x> = 0.48), the psycho-socio-educational personnel represented nearly half
of the participants in both profiles. Similarly, concerning the months of experience in the
organization (1 to 30 months/up to 2.5 years, 31 to 228 months/2.5-19 years, or 229 to
444 months/19 to 37 years) (x% = 0.07), the personnel with 31-228 months (2.5 to 19 years)
represented half of the profiles.

4. Discussion

The United Nations 2030 Agenda for Sustainable Development has called on orga-
nizations to implement creative strategies and innovation initiatives to meet sustainable
development challenges [62]. Creativity and sustainable development are related in a circu-
lar and continuous discourse of concepts and methodology transversal to the 17 SDGs [50].
The SDGs stress the need for the active participation of organizations, appealing to their
creativity and innovation to create value for the common good, such as reducing poverty,
eradicating hunger, or protecting biodiversity [63]. In particular, as stated, in organizations
with socio-educational intervention aimed at vulnerable groups, the development of SDG 4
(to improve the quality of education), SDG 5 (gender equality), and SDG 10 (reduction of
inequalities) [32] is fundamental.

In the present study, in general, attending to the creative potential of professionals
in the organizations, high levels of creative talent, and willingness to try new ideas were
detected in the trainers, aligned with SDG 4. Creative self-efficacy, defined as the percep-
tion of one’s creative abilities, positively impacts professionals’ intrinsic motivation and
organizations’ creativity [58], and is a predictor of work behavior and job performance [49].
In addition, individual employee creativity has multiple benefits, such as seeking and
offering support or job satisfaction, considering some detriments (e.g., ostracism among
coworkers or stress in newcomers) [64].

Regarding the variables that could influence creative potential, significant differences
in two items were identified in the professionals’ functions and the type of organization,
both variables related to the organization, in line with SDG 10. For one of these items,
managers and administrators showed significantly higher confidence in the ability to
solve problems creatively. However, a study in the technology sector [6] showed different
perspectives on the relationship between creativity and sustainability, since managers focus
on large-scale innovations and employees on daily problem solving. All in all, managers
should apply tools to develop a work context that enhances employees’ creativity [65].
Significant differences were also identified in an item related to talent and creative skills,
favoring professionals from the Third Sector of Social Action organizations (associations and
foundations), with significantly higher results than those from the public administration
(social services councils). However, one study has shown the importance granted to
creativity by public employees [66].

Among the factors that could favor creativity in organizations that intervene with
vulnerable groups, the opportunity for their professionals to participate in work groups
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and the freedom to decide how to carry out tasks were the most decisive aspects. These
aspects are in line with the sustainability principles of collaboration, participation, equality,
equity, health, education, and democracy [67]. One study [68] argues that team building
and conflict management in work environments are fundamental. In work teams, the team
climate for creativity will positively influence the team’s learning orientation and collective
problem solving [64]. Likewise, other factors favoring creative environments are the
existence of sufficient resources, having enthusiastic leaders with communication skills [69],
the presence of challenging tasks, or the support of the members of the organization [70].
Another study [71] finds significant positive relationships between a flexible management
system, motivation for higher achievement, and freedom in using resources that foster a
creative climate in organizations.

The present study also revealed some factors that could hinder organizational creativ-
ity, such as the low incentive to take risks and the absence of rewards for creative ideas.
Other aspects that may hamper creative performance in organizations are the workload
pressure [19], the available time [72], the existence of a rigid and authoritarian organiza-
tional culture and structure [70], criticism and rejection of creative ideas [53], or physical
environments characterized by noise, high temperatures, or lack of space [73].

The organizational typology and academic background stand out among the influ-
enced variables for the identification of factors that favor or hinder organizational creativity.
To a lesser extent, the results could also depend on personal and organizational factors,
such as professionals’ experience in the organization or their age, in line with SDG 10.
Other authors [43] identified age as a factor that could influence the levels of creativity in
organizations. In addition, they identified other variables such as the institution’s size, its
competitiveness in the external environment, centralization, or leadership style.

The professionals’ profile concerning the creative climate showed significant differ-
ences in the variables type of organization (associated with SDG 10) and the professionals’
academic background (in line with SDG 4). No significant differences were identified in
personal variables such as gender (SDG 5) or the age of the trainers (SDG 10). In terms of
organizational variables, such as months of experience or functions performed (SDG 10),
no significant differences were identified either. Depending on the type of organization,
professionals from associations make up a majority in the profile of high scores in creative
climate, whereas professionals from the public sector (social services councils) were the
least represented. In this line, administration managers in the United States perceived the
inferiority of professionals’ creativity in the public sector [74]. Another study showed that
NGO educators applied more creative classroom management strategies than government
educators [47]. Along the lines of some authors [69,75], there is a need in academic back-
ground for social workers with critical thinking to produce creative solutions contributing
to social development. In the profile with higher scores, the majority representation of
professionals in Education, Psychology, and Speech Therapy is noteworthy. In this sense,
another study [76] points out the relevance of creativity in the training of education profes-
sionals. Finally, distinct daily workplace experience profiles in relation to creative climate
indicators (e.g., freedom, challenging work, work group support) were also identified [49].

5. Conclusions

In general terms, professionals in socio-educational organizations that intervene with
vulnerable groups have a high creative potential. In addition, according to the variables
analyzed, it is impossible to support the influence on the creative potential in terms of
gender (SDG 5), academic background (SDG 4), age, type of organization, experience in
the organization, or the functions performed by the professionals (SDG 10). This reinforces
and fosters the course towards quality education (SDG 4) and gender equality (SDG 5).

According to factors favoring or hindering creativity in these organizations, teamwork
and the possibility of professionals’ freedom to develop creative practices with vulnerable
groups favor organizational creativity, but the scarce assumption of risks and the absence of
rewards for creative ideas hinder creativity. Furthermore, discrepancies in terms of personal
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variables (academic training of professionals and age) and those related to the organization
(type of organization and experience in the institution) were found. These aspects should
be considered when improving the creative climate to strengthen the contribution to the
sustainability of these organizations, especially to reduce inequalities (SDG 10).

The professional profiles identified, in terms of the creative climate, show that the
most influential variables were associated with the type of organization (SDG 10) and the
trainer’s academic background (SDG 4). However, it should be positively noted that there
were no significant differences in terms of variables that could increase the gender gap (in
line with SDG 5) or inequalities in the organization (SDG 10), which should be considered
by promoting quality, egalitarian, and equitable education, to ensure sustainability in
socio-educative organizations that intervene with vulnerable groups.

6. Limitations and Prospects

A limitation of this study is that the data were collected in a single country, so the
results and conclusions obtained could vary when analyzing the creative climate in other
contexts. We analyzed the responses provided by professionals of associations, foundations,
and social services councils, excluding other educational institutions that promote the
training of vulnerable groups, such as schools.

A complementary perspective to this study could be the application of instruments
that provide qualitative data (e.g., interviews, discussion groups), as well as the analysis of
the viewpoints of other participants involved in the creative process, such as vulnerable
groups. Furthermore, although personal and organizational variables aligned with SDGs 4,
5, and 10 were considered, future lines of research could focus on analyzing the creative
practices of trainers and evaluate the sustainability of organizations that intervene with
vulnerable groups [77].

Author Contributions: Conceptualization, M.-C.R. and ].D.-P,; methodology, M.d.P.D.-P. and ].D.-P;
software, M.d.P.D.-P; validation, M.-C.R., ].D.-P,, M.d.P.D.-P. and S.F,; formal analysis, M.-C.R,,
J.D.-P,, M.d.P.D.-P. and S.F; investigation, M.-C.R., ].D.-P,, M.d.P.D.-P. and S.F,; resources, M.-C.R.,
M.d.PD.-P, and S.F,; data curation, M.-C.R., ].D.-P. and M.d.P.D.-P; writing—original draft prepara-
tion, J.D.-P,; writing—review and editing, M.-C.R., M.d.P.D.-P. and S.F,; visualization, M.-C.R., ].D.-P,,
M.d.P.D.-P. and S.E; supervision, M.-C.R. and M.d.P.D.-P,;; project administration, M.-C.R.; funding
acquisition, M.-C.R,, ].D.-P. and M.d.P.D.-P. All authors have read and agreed to the published version
of the manuscript.

Funding: This research was funded by the European Commission under the reference AMIF-2020-AG,
proposal number 101038328 (Ref.: GAP-101038328).

Institutional Review Board Statement: The study was conducted in accordance with the Declaration
of Helsinki. In addition, the doctoral thesis project related to the use of creative methodologies with
vulnerable groups was approved by the Ethics Committee of the Faculty of Education and Social
Work, Universidade de Vigo, Spain (CE-DCEC-UVIG02022-03-29-0901).

Informed Consent Statement: Informed consent was obtained and accepted from all subjects
involved in the study.

Data Availability Statement: The original data presented in the study are openly available in OSF at
https:/ /www.doi.org/10.17605/OSFIO/NMDRX (accessed on 22 June 2024).

Acknowledgments: We thank the Spanish Ministry of Science, Innovation and Universities for
their support towards the development of the Research Project about creative methodologies with
vulnerable groups (Ref.: FPU21/00126).

Conflicts of Interest: The authors declare no conflicts of interest.

1. Prieto, L.; Amin, M.R.; Canatay, A. Examining social sustainability in organizations. Sustainability 2022, 14, 12111. [CrossRef]
2. Cirella, S.; Canterino, F.; Guerci, M.; Shani, A.B. Organizational learning mechanisms and creative climate: Insights from an
Italian fashion design company. Creat. Innov. Manag. 2016, 25, 211-222. [CrossRef]


https://www.doi.org/10.17605/OSF.IO/NMDRX
https://doi.org/10.3390/su141912111
https://doi.org/10.1111/caim.12161

Sustainability 2024, 16, 6664 13 of 15

b

10.

11.

12.

13.
14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.
33.

34.

35.

Betlej, A.; Kacerauskas, T. Urban creative sustainability: The case of Lublin. Sustainability 2021, 13, 4072. [CrossRef]

Saleh, R.; Brem, A. Creativity for sustainability: An integrative literature review. J. Clean. Prod. 2023, 388, 135848. [CrossRef]
Souto, J.E. Organizational creativity and sustainability-oriented innovation as drivers of sustainable development: Overcoming
firms’ economic, environmental and social sustainability challenges. |. Manuf. Technol. Manag. 2022, 33, 805-826. [CrossRef]
Lemmetty, S.; Glaveanu, V.P; Collin, K.; Forsman, P. (Un) sustainable creativity? Different manager-employee perspectives in the
finnish technology sector. Sustainability 2020, 12, 3605. [CrossRef]

d’Orville, H. The Relationship between Sustainability and Creativity. CADMUS 2019, 4, 65-73.

Bakhshi, P.; Agrawal, R.; Mendon, S.; Birau, R.; Barbacioru, I.C. Framework of SDG leadership among SMEs in South Asian
nations-using Interpretive Structural Modelling. Cogent Bus. Manag. 2023, 10, 2253607. [CrossRef]

Terrén-Lopez, M.].; Velasco-Quintana, PJ.; Lavado-Anguera, S.; Espinosa-Elvira, M.D.C. Preparing sustainable engineers:
A project-based learning experience in logistics with refugee camps. Sustainability 2020, 12, 4817. [CrossRef]

Pan, S.L.; Nishant, R. Artificial intelligence for digital sustainability: An insight into domain-specific research and future directions.
Int. ]. Inf. Manag. 2023, 72, 102668. [CrossRef]

Lee, ].H.; Lee, S. Relationships between physical environments and creativity: A scoping review. Think. Skills Creat. 2023,
48, 101276. [CrossRef]

MacKinnon, D.W. IPAR’s Contribution to the Conceptualization and Study of Creativity. In Perspectives in Creativity, 1st ed.;
Taylor, I, Getzels, J., Eds.; Transaction Publishers: Edison, NJ, USA, 1975; pp. 62-80.

Hunter, S.T.; Bedell, K.E.; Mumford, M.D. Climate for creativity: A quantitative review. Creat. Res. J. 2007, 19, 69-90. [CrossRef]
Zhou, C. A study on creative climate in project-organized groups (POGs) in China and implications for sustainable pedagogy.
Sustainability 2018, 10, 114. [CrossRef]

Isaksen, S.G.; Akkermans, H.J. Creative climate: A leadership lever for innovation. J. Creat. Behav. 2011, 45, 161-187. [CrossRef]
Ekvall, G. Organizational climate for creativity and innovation. Eur. ]. Work Organ. Psychol. 1996, 5, 105-123. [CrossRef]

Nayak, A. Experiencing creativity in organizations: A practice approach. Long Range Plan. 2008, 41, 420-439. [CrossRef]
Ystrom, A.; Aspenberg, H.; Kumlin, A. Exploring the creative climate in an open innovation arena: Identifying challenges and
possibilities. Eur. J. Innov. Manag. 2015, 18, 70-85. [CrossRef]

Amabile, TM.; Conti, R.; Coon, H.; Lazenby, J.; Herron, M. Assessing the work environment for creativity. Acad. Manag. ]. 1996,
39, 1154-1184. [CrossRef]

Bruno-Faria, M.E,; Veiga, H.M.S. Indicadores de condigoes para criar no ambiente de trabalho: Evidéncias de validagao empirica
de uma medida. RAUSP Manag. |. 2015, 50, 492-506. [CrossRef]

Boada-Grau, J.; Diego Vallejo, R.D.; Llanos Serra, E.D.; Vigil Colet, A. Version breve en espariol del Team Climate Inventory
(TCI-14): Desarrollo y propiedades psicométricas. Psicothema 2011, 23, 308-313.

Boada-Grau, J.; Sanchez-Garcia, J.C.; Prizmic-Kuzmica, A.J.; Vigil-Colet, A. Spanish adaptation of the Creative Potential and
Practised Creativity scale (CPPC-17) in the workplace and inside the organization. Psicothema 2014, 26, 55-62. [CrossRef]
Davies, D.; Jindal-Snape, D.; Collier, C.; Digby, R.; Hay, P.; Howe, A. Creative learning environments in education—A systematic
literature review. Think. Skills Creat. 2013, 8, 80-91. [CrossRef]

Campbell, L. Pedagogical bricolage and teacher agency: Towards a culture of creative professionalism. Educ. Philos. Theory 2019,
51, 31-40. [CrossRef]

Mafabi, S.; Munene, J.C.; Ahiauzu, A. Creative climate and organisational resilience: The mediating role of innovation. Int. J.
Organ. Anal. 2015, 23, 564-587. [CrossRef]

Jiang, K.; Lepak, D.P.;; Hu, J.; Baer, ].C. How does human resource management influence organizational outcomes? A meta-
analytic investigation of mediating mechanisms. Acad. Manag. J. 2012, 55, 1264-1294. [CrossRef]

Mitchell, I.K.; Walinga, J. The creative imperative: The role of creativity, creative problem solving and insight as key drivers for
sustainability. J. Clean. Prod. 2017, 140, 1872-1884. [CrossRef]

Kuran, C.H.A.; Morsut, C.; Kruke, B.I; Kriiger, M.; Segnestam, L.; Orru, K.; Neevestad, T.O.; Airola, M.; Kerénen, ].; Gabel, F; et al.
Vulnerability and vulnerable groups from an intersectionality perspective. Int. . Disaster Risk Reduct. 2020, 50, 101826. [CrossRef]
Gutiérrez, A.; Una, O. Integracion de los Inmigrantes a Través de los Servicios Sociales Municipales en la Comunidad de Madrid; Editorial
UNED: Madrid, Spain, 2010.

Kumar, S.; Schenck, C.; Oberlies, D.; Bhaiya, A. A participatory research workshop in Northern India—A transnational collabora-
tion. Sustainability 2023, 15, 16808. [CrossRef]

Rasmussen, L. In the name of sustainability: Contradictory effects of NGO-driven development in Malawi. Eur. J. Dev. Res. 2017,
29, 312-327. [CrossRef]

The 17 Goals—Sustainable Development Goals. Available online: https://sdgs.un.org/goals (accessed on 17 July 2024).
Tanekenov, A.; Fitzpatrick, S.; Johnsen, S. Empowerment, capabilities and homelessness: The limitations of employment-focused
social enterprises in addressing complex needs. Hous. Theory Soc. 2018, 35, 137-155. [CrossRef]

McCluskey, K.W.; Baker, P.A.; McCluskey, A.L. Creative problem solving with marginalized populations: Reclaiming lost prizes
through in-the-trenches interventions. Gifted Child Q. 2005, 49, 330-341. [CrossRef]

Kaptani, E.; Erel, U.; O'Neill, M.; Reynolds, T. Methodological innovation in research: Participatory theater with migrant families
on conflicts and transformations over the politics of belonging. . Immigr. Refug. Stud. 2021, 19, 68-81. [CrossRef]


https://doi.org/10.3390/su13074072
https://doi.org/10.1016/j.jclepro.2023.135848
https://doi.org/10.1108/JMTM-01-2021-0018
https://doi.org/10.3390/su12093605
https://doi.org/10.1080/23311975.2023.2253607
https://doi.org/10.3390/su12124817
https://doi.org/10.1016/j.ijinfomgt.2023.102668
https://doi.org/10.1016/j.tsc.2023.101276
https://doi.org/10.1080/10400410709336883
https://doi.org/10.3390/su10010114
https://doi.org/10.1002/j.2162-6057.2011.tb01425.x
https://doi.org/10.1080/13594329608414845
https://doi.org/10.1016/j.lrp.2008.05.001
https://doi.org/10.1108/EJIM-08-2013-0085
https://doi.org/10.2307/256995
https://doi.org/10.5700/rausp1215
https://doi.org/10.7334/psicothema2013.68
https://doi.org/10.1016/j.tsc.2012.07.004
https://doi.org/10.1080/00131857.2018.1425992
https://doi.org/10.1108/IJOA-07-2012-0596
https://doi.org/10.5465/amj.2011.0088
https://doi.org/10.1016/j.jclepro.2016.09.162
https://doi.org/10.1016/j.ijdrr.2020.101826
https://doi.org/10.3390/su152416808
https://doi.org/10.1057/ejdr.2016.8
https://sdgs.un.org/goals
https://doi.org/10.1080/14036096.2017.1290676
https://doi.org/10.1177/001698620504900406
https://doi.org/10.1080/15562948.2020.1843748

Sustainability 2024, 16, 6664 14 of 15

36.

37.

38.

39.

40.

41.

42.

43.

44.

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

59.

60.

61.

62.

Satchwell, C.; Mills, B.; Parkinson, C.; Herring, L.; Parathian, H. Creative approaches to landscape research: Using multisensory
and multispecies research perspectives with marginalised groups. Landsc. Res. 2024, 1-16. [CrossRef]

Velazco, D.J.M.; Barreiro, LM.A_; Chica, T K.M.; Medranda, E.M.A.; Chavez, S.A.R. Resilience in vulnerable university groups:
An analysis of social work intervention strategies from the perspective of social inclusion. Obrazov. Nauka 2024, 26, 82-102.
[CrossRef]

Tao, T.; Madni, G.R,; Yasin, I. Mediating the performance of social organizations in context of social and organizational innovations
in China. PLoS ONE 2023, 18, €0281720. [CrossRef] [PubMed]

Lecic, M.S.; Milic, B.; Visnjic, R.; Culibrk, J. Leadership, innovative behavior and the case of innovative climate—When the
mediator becomes the mediated. Behav. Sci. 2023, 13, 40. [CrossRef]

Sandvik, A.M.; Selart, M.; Schei, V.; Martinsen, J.L. Setting the scene: Partners’ leadership behavior and employees’ perceptions
of work performance in professional service firms. J. Leadersh. Organ. Stud. 2019, 26, 441-453. [CrossRef]

Zhang, H.; Li, F; Reynolds, K.J. Creativity at work: Exploring role identity, organizational climate and creative team mindset.
Curr. Psychol. 2022, 41, 3993-4000. [CrossRef]

Bharti, T.; Ojha, S.C.; Tiwari, A.K. Interplay of workplace sustainability, sustainable work performance, optimism, and resilience:
The moderating role of green creativity in luxury hotels. Sustainability 2022, 14, 15097. [CrossRef]

Shin, J.; Choi, Y.K. Organizational innovativeness and its determinants in South Korean nonprofit human service organizations.
Nonprofit Manag. Leadersh. 2019, 30, 51-68. [CrossRef]

Al Najjar, M.T.; Al Shobaki, M.].; El Talla, S.A. The Level of Creativity among NGOs Organizations in Palestine. [JAAFMR 2022, 6,
69-82.

Varvazovska, P. Educational support for non-profit sector employees in the field of public relations and fundraising. In Proceedings
of the 7th International Conference Efficiency and Responsibility in Education, Prague, Czech Republic, 10-11 June 2010.

Ayoub, D.; Al-Akhras, D.; Na’anah, G.; Al-Madadha, A. The relationship between psychological empowerment and creative
performance of employees: Mediating effect of job satisfaction in international non-governmental organizations. ESI 2018, 14,
217-239. [CrossRef]

Kumar, A. Cultures of learning in developing education systems: Government and NGO classrooms in India. Int. J. Educ. Res.
2019, 95, 76-89. [CrossRef]

Lopes, A.R.G.; de Azevedo Correia, A.I; da Silva Braga, A.M. Motivations for and barriers to innovation in non-profit organiza-
tions: The case of nursing homes in Northern Portugal. Int. ]. Innov. Stud. 2024, 8, 25-44. [CrossRef]

McKay, A.S.; Mohan, M.; Reina, C.S. Another day, another chance: Daily workplace experiences and their impact on creativity.
J. Prod. Innov. Manag. 2022, 39, 292-311. [CrossRef]

Schulz, K.P,; Mnisri, K.; Shrivastava, P.; Sroufe, R. Facilitating, envisioning and implementing sustainable development with
creative approaches. J. Clean. Prod. 2021, 278, 123762. [CrossRef]

Sulaiman, L.E; Hashim, C.N.; Ibrahim, M.B.; Hasan, S.S.; Oluwatosin, O.S. Impact of creativity to organizational competitiveness.
IJTHSS 2015, 5, 106-113.

Gong, Y.,; Huang, J.C.; Farh, J.L. Employee learning orientation, transformational leadership, and employee creativity: The
mediating role of employee creative self-efficacy. Acad. Manag. J. 2009, 52, 765-778. [CrossRef]

Goncalo, J.A.; Katz, ].H.; Vincent, L.C; Krause, V.; Yang, S. Creativity connects: How the creative process fosters social connection
and combats loneliness at work. In Handbook of Research on Creativity and Innovation; Zhou, J., Rouse, E.D., Eds.; Edward Elgar
Publishing: Cheltenham, UK, 2021; pp. 204-223.

Weaver, B.; McNeill, E. Travelling hopefully: Desistance theory and probation practice. In What Else Works? Creative Work with
Offenders; Brayford, ]., Cowe, E, Deering, J., Eds.; Willan Publishing: Portland, OR, USA, 2010; pp. 36-60.

DiLiello, T.C.; Houghton, ].D. Creative potential and practised creativity: Identifying untapped creativity in organizations. Creat.
Innov. Manag. 2018, 17, 37-46. [CrossRef]

Garcia-Vidal, G.; Sanchez-Rodriguez, A.; Pérez-Campdesuiier, R.; Martinez-Vivar, R. The impact of self-confidence, creativity
and vision on leadership performance: Perceptions at Ecuadorian SMEs owner-managers. Serb. |. Manag. 2019, 14, 315-325.
[CrossRef]

Laguia, A.; Moriano, J.A.; Gorgievski, M.]. A psychosocial study of self-perceived creativity and entrepreneurial intentions in a
sample of university students. Think. Skills Creat. 2019, 31, 44-57. [CrossRef]

Tierney, P.; Farmer, S.M. Creative self-efficacy: Its potential antecedents and relationship to creative performance. Acad. Manag. J.
2002, 45, 1137-1148. [CrossRef]

Hinton, B.L. Personality variables and creative potential. J. Creat. Behav. 1970, 4, 210-217. [CrossRef]

Proyecto de Real Decreto por el que se Establecen los Ambitos de Conocimiento a Efectos de la Adscripcion de los Puestos de
Trabajo del Profesorado Universitario. Available online: https://www.universidades.gob.es/20230410_aip16/ (accessed on 22
January 2024).

Ley 43/2015, de 9 de Octubre, del Tercer Sector de Accién Social. Available online: https://www.boe.es/buscar/act.php?id=
BOE-A-2015-10922 (accessed on 15 January 2024).

Bouras, D.; Sofianopoulou, S. Sustainable development assessment of organizations through quantitative modelling. Sustainability
2023, 15, 8844. [CrossRef]


https://doi.org/10.1080/01426397.2024.2336544
https://doi.org/10.17853/1994-5639-2024-1-82-102
https://doi.org/10.1371/journal.pone.0281720
https://www.ncbi.nlm.nih.gov/pubmed/36961796
https://doi.org/10.3390/bs13010040
https://doi.org/10.1177/1548051818781813
https://doi.org/10.1007/s12144-020-00908-9
https://doi.org/10.3390/su142215097
https://doi.org/10.1002/nml.21359
https://doi.org/10.19044/esj.2018.v14n20p217
https://doi.org/10.1016/j.ijer.2019.02.009
https://doi.org/10.1016/j.ijis.2023.04.002
https://doi.org/10.1111/jpim.12573
https://doi.org/10.1016/j.jclepro.2020.123762
https://doi.org/10.5465/amj.2009.43670890
https://doi.org/10.1111/j.1467-8691.2007.00464.x
https://doi.org/10.5937/sjm14-17569
https://doi.org/10.1016/j.tsc.2018.11.004
https://doi.org/10.2307/3069429
https://doi.org/10.1002/j.2162-6057.1970.tb00860.x
https://www.universidades.gob.es/20230410_aip16/
https://www.boe.es/buscar/act.php?id=BOE-A-2015-10922
https://www.boe.es/buscar/act.php?id=BOE-A-2015-10922
https://doi.org/10.3390/su15118844

Sustainability 2024, 16, 6664 15 of 15

63.

64.

65.

66.

67.
68.

69.
70.

71.
72.
73.
74.
75.

76.

77.

Van der Waal, ].W.; Thijssens, T. Corporate involvement in sustainable development goals: Exploring the territory. J. Clean. Prod.
2020, 252, 119625. [CrossRef]

Lua, E,; Liu, D.; Shalley, C.E. Multilevel outcomes of creativity in organizations: An integrative review and agenda for future
research. J. Organ. Behav. 2024, 45, 209-233. [CrossRef]

Jaskyte, K.; Byerly, C.Z.; Bryant, A.; Koksarova, ]. Transforming a nonprofit work environment for creativity: An application of
concept mapping. Nonprofit Manag. Leadersh. 2010, 21, 77-92. [CrossRef]

Bousinakis, D.; Halkos, G. Creativity as the hidden development factor for organizations and employees. Econ. Anal. Policy 2021,
71, 645-659. [CrossRef]

Glavi¢, P. Updated principles of sustainable engineering. Processes 2022, 10, 870. [CrossRef]

Hirudayaraj, M.; Mati¢, J. Leveraging human resource development practice to enhance organizational creativity: A multilevel
conceptual model. Hum. Resour. Dev. Rev. 2021, 20, 172-206. [CrossRef]

Amabile, TM. A model of creativity and innovation in organizations. Res. Organ. Beh. 1988, 10, 123-167.

De Alencar, E.M.S.; Bruno-Faria, M.F. Characteristics of on organizational environment which stimulate and inhibit creativity.
J. Creat. Behav. 1997, 31, 271-281. [CrossRef]

Strugar-Jelaca, M.; Bjeki¢, R.; Aleksi¢, M.; Berber, N. An examination of the relationship between experimental climate and
dimensions of the creative organization. Strateg. Manag. 2020, 25, 54-63. [CrossRef]

Walter, C. Work environment barriers prohibiting creativity. Procedia Soc. 2012, 40, 642-648. [CrossRef]

Martens, Y. Creative workplace: Instrumental and symbolic support for creativity. Facilities 2011, 29, 63-79. [CrossRef]

Chen, C.A.; Bozeman, B. Am I a public servant or am I a pathogen? Public managers’ sector comparison of worker abilities.
Public Adm. 2014, 92, 549-564. [CrossRef]

Jacob, J.; Antony, J.; Kumaran, V. Future of critical thinking and creativity in social work education. J. Soc. Work Educ. Pract. 2022,
7,19-32.

Almazroa, H.; Alotaibi, W. Teaching 21st century skills: Understanding the depth and width of the challenges to shape proactive
teacher education programmes. Sustainability 2023, 15, 7365. [CrossRef]

Jones, K.R.; Mucha, L. Sustainability assessment and reporting for nonprofit organizations: Accountability “for the public good”.
Voluntas 2014, 25, 1465-1482. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.


https://doi.org/10.1016/j.jclepro.2019.119625
https://doi.org/10.1002/job.2690
https://doi.org/10.1002/nml.20013
https://doi.org/10.1016/j.eap.2021.07.003
https://doi.org/10.3390/pr10050870
https://doi.org/10.1177/1534484321992476
https://doi.org/10.1002/j.2162-6057.1997.tb00799.x
https://doi.org/10.5937/StraMan2004054S
https://doi.org/10.1016/j.sbspro.2012.03.243
https://doi.org/10.1108/02632771111101331
https://doi.org/10.1111/padm.12034
https://doi.org/10.3390/su15097365
https://doi.org/10.1007/s11266-013-9399-9

	Introduction 
	Materials and Methods 
	Design and Participants 
	Instrument, Procedure, and Data Collection 
	Data Analysis 

	Results 
	Professionals’ Creative Potential (SO 1) 
	Factors Favoring or Hindering Creativity in Organizations (SO 2) 
	Professionals’ Profiles as a Function of the Creative Climate (SO 3) 

	Discussion 
	Conclusions 
	Limitations and Prospects 
	References

