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Abstract

This study aimed to investigate the relationship between work pressure and employee creativity with
emphasis on the mediating role of motivation among health department staff at Razavi Hospital in
Mashhad. This applied study employed a descriptive-survey and correlational design. The statistical
population consisted of 1,400 health department employees at Razavi Hospital in Mashhad in 2024, from
whom 301 participants were selected through convenience sampling based on Cochran’s formula. Data
were collected using the Work Pressure Questionnaire developed by Yesuf et al., the Employee Creativity
Questionnaire developed by Yesuf et al., and the Employee Motivation Questionnaire developed by Liu et
al. The validity of the instruments was examined through content validity and confirmatory factor analysis,
and their reliability was confirmed using Cronbach’s alpha and composite reliability coefficients. Data
analysis was conducted using SPSS version 24 and SmartPLS through structural equation modeling. The
inferential results indicated that work pressure had a positive and significant effect on employee creativity
(B=0.650, t=13.182). Work pressure also had a positive and significant effect on employee motivation
(B=0.835, t=54.067). In addition, employee motivation had a positive and significant effect on employee
creativity (8=0.274, t=5.302). The bootstrap results further confirmed the significant mediating role of
motivation in the relationship between work pressure and employee creativity (3=0.229, t=5.282).
Accordingly, all research hypotheses were supported at the 95% confidence level. The findings
demonstrated that work pressure, when properly managed and accompanied by motivational resources,
can enhance employee creativity through increased motivation. Therefore, managers of healthcare
organizations can promote creativity, improve employee performance, and enhance the quality of health
services by ensuring fair workload distribution, reducing exhausting job pressures, strengthening intrinsic
motivation, providing organizational support, involving employees in decision-making, and improving
reward systems.

Keywords: Work pressure; employee motivation; employee creativity; health department staff; Razavi
Hospital.
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Extended Abstract
Introduction
In contemporary healthcare organizations, human resources are increasingly recognized as the
central foundation of service quality, organizational adaptability, and sustainable performance.
Hospitals and health service institutions operate in environments characterized by high uncertainty,
increasing patient expectations, resource constraints, technological change, and the need for
continuous improvement. Under such conditions, employees are expected not only to perform
routine professional duties accurately but also to generate new ideas, solve complex problems, and
contribute to innovation in care delivery. Employee creativity has therefore become a critical
organizational capability, particularly in healthcare settings where creative thinking can improve
service processes, patient experience, teamwork, and responsiveness to unexpected challenges.
Creativity is commonly understood as the generation of novel and useful ideas, and organizational
creativity is shaped by the interaction of individual capacities, motivational mechanisms, leadership
practices, job design, and workplace climate (Acar et al., 2019; Amabile & Pratt, 2016; Yoo et al., 2019).
In service organizations, creativity is also associated with organizational resilience, agility, and
competitive advantage, because creative employees help organizations adapt to disruptive
environments and use existing resources more effectively (Musa & Enggarsyah, 2025; Paulikiene et
al., 2026).
In healthcare environments, the importance of employee creativity is intensified by the complexity
and sensitivity of work tasks. Healthcare employees often face high workload, emotional demands,
limited time, urgent decision-making, and direct responsibility for patient outcomes. The World Health
Organization has emphasized that the effectiveness of health systems depends strongly on the
availability, motivation, and performance of health workers (World Health, 2006). Recent studies
have also shown that work motivation and work environment influence the productivity of healthcare
workers, and that psychological empowerment can strengthen managerial creativity in hospital
settings (Al Bakr & Alasiry, 2026; Irfan et al., 2026). However, creativity in healthcare cannot be
separated from workplace pressures. Work pressure, occupational stress, and workload are among
the most important factors shaping employees’ psychological states and behavioral outcomes.
Excessive or poorly managed pressure may reduce mental health, job performance, job satisfaction,
and quality of work life (Al-Nuaimi et al., 2021; Ari, 2025; Chen et al., 2024; Koca et al., 2024; Pandey,
2020). Iranian studies have also highlighted the relevance of occupational stress, workload, and
workplace conditions in health-related organizational settings (Azadi & Beheshtifar, 2019; Feyzabadi
et al., 2025; Shams Ghahfarokhi et al., 2021).
Despite the negative consequences of excessive work pressure, the relationship between pressure
and creativity is not always simple or linear. The literature distinguishes between hindrance
stressors, which exhaust employees and restrict performance, and challenge stressors, which may
stimulate effort, concentration, and innovative behavior when sufficient resources are available.
Some studies suggest that pressure and constraints may encourage employees to search for
alternative solutions and use their abilities more creatively, especially when employees perceive the
pressure as meaningful and manageable (Dou et al., 2022; Haldorai et al., 2022; Tong et al., 2021).
Workplace events, organizational support, work environment, leadership, and culture can also
determine whether work pressure becomes a barrier to creativity or a stimulus for creative problem-
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solving (Chen et al., 2021; Inam et al., 2021; Mekonnen et al., 2024; Paletz, 2022). Therefore, the
relationship between work pressure and creativity should be examined through psychological
mechanisms that explain how employees respond to demanding work conditions.

One of the most important mechanisms in this regard is motivation. Motivation refers to the internal
and external forces that initiate, direct, and sustain work behavior. From the perspective of
organizational behavior, employee performance depends on the interaction of ability, opportunity,
and motivation (Robbins & Judge, 2020). Self-determination theory emphasizes that intrinsic
motivation is strengthened when employees experience autonomy, competence, and relatedness
(Deci & Ryan, 2013). Motivation has been shown to influence employee performance, productivity,
engagement, and creativity in different organizational settings (Chan & Hooi, 2023; Zaeni et al., 2024).
In healthcare settings, motivation is especially important because employees’ effort, commitment,
and persistence directly affect service delivery and patient care. Studies have shown that motivation
is associated with work engagement among healthcare professionals and can mediate the effects of
leadership, workload, and reward on employee performance (Karaferis et al., 2022; Rahmadhon et
al., 2024). Moreover, internal motivation has been found to mediate the relationship between ethical
leadership and employee performance in hospitals (Al-Bataineh & Hayajneh, 2026).

The theoretical link between motivation and creativity is well established. The componential theory
of creativity identifies motivation, especially intrinsic motivation, as a fundamental determinant of
creative behavior (Amabile & Pratt, 2016). A meta-analytic examination of employee creativity
confirmed that motivational mechanisms play a central role in explaining creative outcomes (Liu et
al., 2016). Empirical studies have also indicated that intrinsic motivation and synergistic extrinsic
motivators enhance creativity and innovation (Fischer et al., 2019), and that intrinsic motivation
mediates the relationship between employee autonomy and creativity (Alhassan et al., 2022).
Similarly, leadership can improve employee creativity through intrinsic motivation (Aristana et al.,
2023), while organizational support, servant leadership, psychological safety, well-being, and human
resource practices can facilitate creative and innovative work behavior (El-Kassar et al., 2022; Suifan
et al., 2018; Wang et al., 2022). In Iran, previous studies have examined creative behavior in relation
to workplace ostracism, coworker incivility, emotional exhaustion, and intrinsic motivation, but fewer
studies have simultaneously examined work pressure, motivation, and employee creativity in
hospital health staff (Dehghanizadeh & Bani Asad, 2024; Maarefi & Rahmani, 2022). Therefore, the
present study aimed to investigate the relationship between work pressure and employee creativity
with emphasis on the mediating role of motivation among health department staff at Razavi Hospital
in Mashhad.

Methods and Materials

This study was applied in terms of purpose and quantitative, descriptive-survey, and correlational in
terms of method. The study was conducted cross-sectionally among health department staff at
Razavi Hospital in Mashhad during 2023-2024. The statistical population included 1,400 employees
working in the health department of the hospital. Based on Cochran’s formula, the sample size was
estimated at 301 participants. The participants were selected through convenience sampling. Before
data collection, the objectives of the study were explained to the participants, and participation was
voluntary. Confidentiality of responses, anonymity of participants, and exclusive use of the data for
scientific purposes were ensured.

Data were collected using a standard questionnaire consisting of two sections. The first section
included demographic information, and the second section measured the main research variables:
work pressure, employee creativity, and employee motivation. All items were scored on a five-point
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Likert scale ranging from “strongly disagree” to “strongly agree.” Work pressure was measured using
a four-item questionnaire, employee creativity using a six-item questionnaire, and employee
motivation using a three-item questionnaire. The content validity of the questionnaire was reviewed
and confirmed by academic experts in management. Construct validity was examined through
confirmatory factor analysis. Reliability was assessed using Cronbach’s alpha and composite
reliability. Data analysis was conducted using SPSS version 24 and SmartPLS. Descriptive statistics
were used to describe demographic characteristics and research variables. Inferential analysis was
performed using partial least squares structural equation modeling. The measurement model was
evaluated through factor loadings, composite reliability, average variance extracted, and
determination coefficients. The structural model was then assessed through standardized path
coefficients, t-statistics, and bootstrapping to test direct and indirect effects.

Findings

The demographic findings showed that 52.8% of the respondents were female and 47.2% were
male. The largest age group consisted of employees aged 31 to 40 years. In terms of education,
most respondents held a bachelor’s degree. Regarding work experience, the largest group consisted
of employees with 6 to 10 years of service. Descriptive results showed that the mean and standard
deviation of work pressure were 2.739 and 0.94, respectively. The mean and standard deviation of
employee creativity were 3.158 and 0.99, and the mean and standard deviation of employee
motivation were 2.920 and 1.102.

The Kolmogorov-Smirnov test indicated that the distribution of the research variables was not
normal, as the significance values for work pressure, creativity, and motivation were less than 0.05.
Therefore, partial least squares structural equation modeling was used to test the research model.
The results of confirmatory factor analysis showed that all factor loadings were higher than 0.70,
indicating acceptable item reliability. The Cronbach’s alpha coefficients were 0.898 for work
pressure, 0.872 for creativity, and 0.836 for motivation, confirming the internal consistency of the
measurement instruments. Composite reliability values were also higher than 0.70 for all constructs.
The average variance extracted values were 0.773 for work pressure, 0.834 for motivation, and
0.616 for creativity, confirming convergent validity. The coefficient of determination was 0.697 for
motivation and 0.796 for creativity, indicating that the model had strong explanatory power for the
endogenous variables.

The structural model results showed that work pressure had a positive and significant effect on
employee creativity, with a standardized path coefficient of 0.650 and a t-statistic of 13.182. Work
pressure also had a positive and significant effect on employee motivation, with a standardized path
coefficient of 0.835 and a t-statistic of 54.067. In addition, employee motivation had a positive and
significant effect on employee creativity, with a standardized path coefficient of 0.274 and a t-statistic
of 5.302. The bootstrapping results confirmed the mediating role of motivation in the relationship
between work pressure and employee creativity. The indirect effect coefficient was 0.229, and the t-
statistic was 5.282. Accordingly, all research hypotheses were supported at the 95% confidence
level.

Discussion and Conclusion

The results of this study showed that work pressure had a positive and significant relationship with
employee creativity among health department staff at Razavi Hospital in Mashhad. This finding
indicates that work pressure, when experienced at a manageable level and accompanied by
sufficient organizational and psychological resources, may function as a challenge rather than
merely as a source of exhaustion. In such conditions, employees may perceive work pressure as a
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stimulus for greater effort, problem-solving, and creative action. In healthcare settings, employees
frequently encounter complex and urgent tasks, and such conditions can encourage them to search
for new solutions if they feel capable, supported, and motivated.

The findings also showed that work pressure had a positive and significant effect on employee
motivation. This suggests that employees in the studied hospital may interpret work pressure in
relation to professional responsibility, service importance, and commitment to patient care. When
employees perceive their work as meaningful and socially valuable, demanding job conditions may
increase their sense of responsibility and effort. However, this result should not be interpreted as
support for excessive or unmanaged workload. Work pressure can only have constructive effects
when it remains within a controllable range and when employees have access to adequate support,
fair task distribution, autonomy, and recognition.

Another important finding was the positive and significant effect of motivation on employee creativity.
Motivated employees are more willing to engage in problem-solving, propose new ideas, participate
in improvement processes, and persist in the face of obstacles. Motivation provides the
psychological energy required for creative behavior. In hospital settings, motivated staff are more
likely to transform workplace challenges into opportunities for service improvement and innovation.
Therefore, enhancing employee motivation can be considered a strategic pathway for increasing
creativity in health organizations.

The study further confirmed that motivation mediates the relationship between work pressure and
employee creativity. This means that work pressure influences creativity not only directly but also
indirectly by increasing employee motivation. In other words, motivation explains part of the
mechanism through which work pressure is translated into creative behavior. When employees
experience pressure but remain motivated, they are more likely to respond creatively rather than
passively. Conversely, when pressure reduces motivation, creative capacity may decline. Therefore,
motivation is a key psychological mechanism that determines whether work pressure becomes a
constructive or destructive force.

Overall, the findings suggest that healthcare managers should manage work pressure carefully and
simultaneously strengthen motivational resources. Fair workload distribution, supportive supervision,
employee participation in decision-making, professional development opportunities, recognition of
creative ideas, and reward systems can help employees maintain motivation and express creativity.
The results provide practical evidence that employee creativity in healthcare settings depends not
only on individual ability but also on the interaction between job demands and motivational
conditions. Therefore, improving motivation and managing work pressure should be considered
complementary strategies for enhancing creativity, performance, and service quality in hospitals.
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