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Abstract

While most literature focuses on the negative consequences of ADHD symptoms at work,
the present study examined a potential benefit, increased divergent thinking. Based on laboratory
studies, a positive relation between ADHD symptoms and workplace divergent thinking was
hypothesized. Furthermore, based on motivational theories, it was predicted that creative
extrinsic motivation and creative self-efficacy would moderate this relationship, where the
highest degree of workplace divergent thinking would emerge when ADHD symptoms, creative
extrinsic motivation and creative self-efficacy are all high. With a survey among a diverse
sample of 253 employees, our findings support the predicted positive relationship between
ADHD symptoms and workplace divergent thinking. Although creative extrinsic motivation and
creative self-efficacy independently associated with greater workplace divergent thinking, no
interaction effects were found. In short, this study contributes to the literature by being the first
to show a positive relation between ADHD symptoms and workplace divergent thinking, while
highlighting that the conditions that strengthen or weaken this relationship, still need to be
explored. Practical implications and avenues for future research are discussed.
[Keywords] ADHD, workplace divergent thinking, creative extrinsic motivation, creative

self-efficacy, expectancy theory



How ADHD employees can be an asset to organizations:
The role of creative extrinsic motivation and self-efficacy in the relationship between

ADHD symptoms and workplace divergent thinking

Do you ever find yourself staring out the window at work? Do you ever accidentally
speak over people in meetings? Or perhaps you’ve even had to reread an e-mail ten times
because your mind kept wandering? These examples of distractibility and impulsivity at work
are characteristics of attention-deficit/hyperactivity disorder (ADHD). Over the last few decades
we have seen a wave of increased ADHD diagnoses, particularly within Western cultures (Olfson
et al., 2013), marking it as one of the most prevalent neurodevelopmental disorders across the
globe (Wolraich et al., 2011). Characteristics of ADHD include distractibility, hyperactivity and
impulsivity (Garfield et al., 2012), and include a variety of cognitions and behaviors that are also
seen within the healthy adult population (Rafi et al., 2023). For example, even if it is the case
that you very often let your mind wander during meetings, this doesn’t necessarily mean you
have a clinical presentation of ADHD. It is normal to experience some ADHD characteristics
and behaviors even when you’re neurotypical. Indeed, ADHD symptoms can be seen on a
spectrum, on which only the highest points warrant a diagnosis (National Institutes of Health
Consensus Development Conference Report, 2000).

However, both clinical and subclinical ADHD symptoms can bring about various
struggles at work, such as reduced income, decreased employee wellbeing, and decreased work
performance (Biederman et al., 2006; Bolden & Fillauer, 2019; Shifrin et al., 2010; Voros &
Lukovszki, 2021). Despite the increased awareness of ADHD and the impact it has on people’s

lives, the stigma around ADHD persists (Godfrey et al., 2020; Thompson & Lefler, 2015). The



predominant focus on the negative aspects of ADHD is also mirrored in research, which largely
examines the relationship between ADHD and undesirable work behaviors, such as passive
leadership, procrastination and lower job performance (Bozionelos & Bozionelos, 2013; Carleton
& Barling, 2018; Halbesleben et al., 2013; Nakai et al., 202). However, there may also be
strengths to ADHD. Divergent thinking appears to hold particular promise, with several
laboratory studies reporting that participants with ADHD symptoms score higher on divergent
thinking tasks (Boot et al., 2017b; Brandau et al., 2007; Hoogman et al., 2020; White & Shah,
20006).

Divergent thinking can be defined as the ability to come up with a variety of new ideas
based on a singular stimulus, where ideas generated are diverse and original (Guildford, 1967).
This ability is increasingly crucial for organizations to thrive and prosper. To adapt to
technological developments and ever-changing markets, organizations need employees that can
think of new, out-of-the box products, services, and working procedures (KPMG, 2023;
McKinsey & Company, 2023; Samsung SDS, 2023). In order to bolster their divergent thinking
capacity, organizations could hire and retain individuals with stronger divergent thinking
potential, including those scoring high on ADHD. However, there is currently no research on the
relationship between ADHD and divergent thinking in the workplace. Moreover, the workplace
is a complex setting, where the relationship between ADHD and divergent thinking may not be
as straightforward as in laboratory studies. One factor that may be crucial to consider is the role
of motivation. People with high ADHD symptoms typically have motivational deficits (Dekkers
et al., 2017), by extension, workplace procrastination poses a formidable obstacle for employees
with ADHD symptoms (Nakai et al., 2022). Procrastination does not fare well within working

conditions, which tend to be fast-paced and complex, which can prove detrimental to creative



performance (Zhou et al., 2011). Accordingly, identifying how the positive relation between
ADHD symptoms and divergent thinking at work can be facilitated is key.

Notably, motivational deficits can be reversed when employees are extrinsically
motivated to engage in divergent thinking (cf. Boot et al., 2017a; Morsink et al., 2017). These
creative extrinsic motivators not only enhance motivation, but also signal that creativity is
desired, and therefore direct people’s effort towards divergent thinking (Byron & Khazanchi,
2012). However, an increased motivation to engage in divergent thinking may not be sufficient to
perform well. For this to happen, it is also needed that people believe that their efforts will result
in adequate divergent thinking (e.g., Vroom, 1964). Given that people with ADHD generally
have lower self-efficacy beliefs (Newark et al., 2012), this poses a formidable challenge for them
in the workplace. In truth, studies have shown that the relation between creative potential and
workplace creativity is weakened when people believe they are incapable of divergent thinking
(de Acedo Lizarraga, 2014; Khalid & Zubair, 2014). Indeed, this so-called creative self-efticacy
not only directly predicts someone’s creativity, but also strengthens the link between creative
extrinsic motivation and divergent thinking (Malik et al., 2014).

Therefore, the present research aims to answer the following question: To what extent
and under which circumstances are ADHD symptoms linked to increased workplace divergent
thinking? Based on research on ADHD, creativity and motivation, the main prediction is that the
positive relation between ADHD symptoms and workplace divergent thinking emerges
particularly when the workplace extrinsically motivates its employees to be creative and when
someone scores high on creative self-efficacy. This prediction was tested in a cross-sectional
study with self-report questionnaires. Because many adults with strong ADHD symptoms are

undiagnosed, and there is evidence that subclinical ADHD also has a relationship with divergent



thinking (Ginsberg et al., 2014), we examined ADHD symptoms in the normal working
population. The relevance of this research is two-fold. First and foremost, by being the first to
investigate the positive outcomes of ADHD symptoms in the workplace, this study aligns with
recent calls for increasing neurodiversity at the workplace (Bruyére & Colella, 2022;
Krzeminska et al., 2019) and highlights the potential strengths rather than limitations of a
stigmatized group. Secondly, this research allows for a deeper understanding of two factors,
creative extrinsic motivation and creative self-efficacy, that may moderate the relationship
between ADHD symptoms and divergent thinking. This has important implications for
managerial practices such as providing creativity focused performance reviews, in order for
organizations to reap the benefits from their ADHD employees’ creative abilities.
Theoretical Development

(Neuro)divergent Thinking: ADHD and Divergent Thinking

ADHD is a neurodevelopmental disorder that, though often diagnosed within childhood,
tends to continue into adulthood (Biederman et al., 2010). ADHD can be seen in three clinical
presentations: (1) the primarily inattentive presentation, where patients mainly struggle with
tasks that require a sustained focus; (2) the primarily hyperactive and impulsive presentation,
where patients mainly struggle with tasks related to inhibition; and (3) the combined
presentation, where both inattentive and hyperactive/impulsive symptoms are present (5th ed.;
DSM-5; American Psychiatric Association, 2022). These presentations present themselves in
daily activities. For example, with inattention, people with ADHD may struggle with active
listening during presentations or may often come late to work. Hyperactive or impulsive
manifestations in daily life include fidgeting, excessive talking, and prematurely finishing

people’s sentences (5th ed.; DSM-5; American Psychiatric Association, 2022). Importantly,



ADHD symptoms can be viewed on a spectrum (Rafi et al., 2023). Although a clinical diagnosis
of ADHD requires severe ADHD symptoms that hinder normal functioning, there is much
variability in ADHD symptoms in the normal population. In fact, the prevalence of ADHD
symptoms within the healthy population has brought up various complications towards the
diagnosis of ADHD (National Institutes of Health Consensus Development Conference Report,
2000), and many people who may have ADHD within the population remain undiagnosed
(Ginsberg et al., 2014).

Although much of the literature on ADHD focuses on its deficits, including
procrastination and lower job performance (e.g., Bozionelos & Bozionelos, 2013; Carleton &
Barling, 2018), strengths have been identified as well. One fascinating finding within the
literature is the positive link between ADHD symptoms and creativity, the creation of ideas and
concepts that are both original and practical (Amabile et al., 1996). Creativity is now often being
praised within organizations (e.g., McKinsey & Company, 2023), and can be measured in the
workplace as creative performance. Creative performance is the ability to act creatively within
an organizational context, by creating original ideas that can have practical benefits to the
organization, such as by pitching a new product idea (Malik et al., 2014; Montag et al., 2012).

One key skill often needed to be able to reach high creative performance is divergent
thinking. Divergent thinking is defined as the ability to come up with a variety of new ideas
based on a singular stimulus, where ideas generated are diverse and original (Guildford, 1967).
Having a higher divergent thinking ability manifests itself in having a more flexible mindset,
viewing a problem from different angles, and therefore proposing new solutions to the
organization (Zhang et al., 2020). Until now, divergent thinking is predominantly studied within

laboratory settings using simplified idea generation tasks. A classic measure of divergent



thinking is the Alternate Uses Task (Guilford, 1967), in which participants are required to
generate as many alternative ideas on how to use a brick as they can. Participant’s divergent
thinking ability is subsequently determined with three divergent thinking indicators, namely (1)
fluency, the quantity of ideas generated; (2) flexibility, the ability to produce ideas from different
categories and/or view a problem from different perspectives; and (3) originality, generating
ideas that are new, different, and unique.

ADHD symptoms have been associated with a variety of creativity indicators, including
creative performance and public creative achievements across different domains, such as dance,
architecture, and science (Brandau et al., 2007; White & Shah, 2006; Zabelina et al., 2014).
These findings may be explained by ADHDers' potential to excel at divergent thinking (Taylor et
al., 2020). Several studies have highlighted that ADHD symptoms are positively associated with
fluency, flexibility, and originality (e.g., Shaw & Brown, 1990; Shaw & Brown, 1991; White &
Shah, 2006). This raises the question: why do ADHD symptoms provoke this increased
divergent thinking ability?

It is theorized that both inattentive and impulsivity symptoms have their own unique
benefits to divergent thinking (Boot et al., 2017b; Radel et al., 2015; Sio & Ormerod, 2012). For
example, increased distractibility has been shown to enhance flexibility within divergent thinking
(Baird et al., 2012; Carson et al., 2003; Sio & Ormerod, 2012). Boot et al. (2017b) theorize that
an increased flexibility and originality in divergent thinking could be explained by defocused
processing that comes with distractibility. The authors suggest that due to the inability to sustain
attention during the task, those who score high on ADHD unconsciously process task-irrelevant
information during the process of divergent thinking, which leads to the processing of unrelated

stimuli and the expansion of their associative network. This, in turn, could potentially lead to



unlikely stimuli being linked together and therefore increasing the flexibility and originality of
ideas produced. Furthermore, it is theorized that impulsivity could also promote divergent
thinking, as this decreased inhibition more readily allows extraneous information to enter
working memory during divergent thinking processes (Radel et al., 2015). Therefore, it follows
that people with both symptoms of inattention and hyperactivity-impulsivity would have the
greatest divergent thinking abilities, as they are able to engage in both unfocused information
processing and tap into a larger and more unique associative network.

Although the positive link between ADHD symptoms and divergent thinking is robust in
laboratory settings, both the context and simplified measurement may not reflect the complexity
of divergent thinking at work. As the basis for workplace creativity, divergent thinking at work
revolves around perceiving ideas and problems from unique angles and generating out-of-the box
solutions to complex workplace problems (Kalargiros & Manning, 2015; Montag et al., 2012).
Creative work-related problems are undoubtedly more complex to solve than those posed in
laboratory tasks, as the problems are more ambiguous, there are more constraints in the available
time and resources, and the needs of various stakeholders must be met (Montag et al., 2012).
Therefore, whether the relationship between ADHD symptoms and divergent thinking persists
when workplace divergent thinking measures are considered remains unknown. This
notwithstanding, because of the increased creative potential of people who score high on ADHD,

a positive relation between ADHD symptoms and workplace divergent thinking can be expected.

H1: There is a positive relationship between ADHD symptoms and workplace divergent

thinking.
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However, the work environment sets a whole new stage for the struggles of ADHD
employees. There are often multiple projects to be done simultaneously, and ADHD employees
often struggle with feeling unable to keep up with this pace and perform their best at work
(Fuermaier et al., 2021; Nakai et al., 2022). Despite these struggles, support for employees with
ADHD is often discarded, and is instead replaced by the stigmatization of ADHD employees
which may reduce their efficacy to perform tasks in general (Kleim et al., 2009; Schmidt &
DeShon, 2010; Srivastava & Singh, 2016) and may extend to divergent thinking performance
(Mahmoud et al., 2021; Tan et al., 2022; Thompson & Lefler, 2015). Therefore, while placing the
relationship between ADHD and divergent thinking into the bigger scope of the workplace, it is
important to identify conditions that may further support ADHD employees to perform well in
divergent thinking.

A Nudge in The Right Direction: Creative Extrinsic Motivation

Though ADHD employees may have an increased divergent thinking potential (Boot et
al., 2017b), whether they make use of this potential is not guaranteed. Employees with ADHD
struggle with working on tasks, as they tend to either report procrastination (Nakai et al., 2022),
or focusing on a task more intensely than neurotypical employees, to the point they dissociate
from their environment and feel as though they are under a ‘hypnotic spell’ (Hupfeld et al.,
2018). This variability in effort does not fare well within working conditions, which tend to be
fast-paced and complex, therefore hindering employees from reaching their ideal divergent
thinking performance (Fuermaier et al., 2021; Metin et al., 2018). This difficulty in putting in a
consistent effort and attention on tasks, can be explained by the motivational deficits that ADHD

employees suffer from (Volkow et al., 2010).
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In general, it has been shown that people with high ADHD symptoms have motivation
deficits (Volkow et al., 2010), which impacts their willingness to engage in certain tasks
(Modesto-Lowe et al., 2013; Vroom, 1964). For example, it has been shown that children with
ADHD often require more motivation to engage in desirable behaviors in comparison to
neurotypical children (Kollins et al., 2017). These findings can be explained by alterations in the
mesoaccumbens dopamine (DA) pathway in people with ADHD. Though the DA pathway has
been shown to play a crucial role in reward and motivation, positron emission tomography (PET)
scans have shown that people who score high on ADHD have deficits with different dopamine
receptors within this pathway (D2/3 respectably) (Volkow et al., 2010). As a result, this decrease
in dopamine synthesis capacity, and by extension lack of motivation, may hinder ADHD
employees from engaging in divergent thinking tasks at work.

It has been shown, however, that deficits in the reward pathway of ADHD can be
reversed with the right external support. Employees with high ADHD may lack intrinsic
motivation to perform creative tasks, but they are also more prone to get strongly motivated by
rewards to complete tasks (De Zeeuw et al., 2012). Accordingly, extrinsic motivators can
enhance divergent thinking in employees with ADHD symptoms by replenishing motivation
deficits (cf. Boot et al., 2017a; Kollins et al., 2017). Crucially, however, it is important that the
extrinsic rewards specify that creative and divergent thinking will be rewarded and not
performance in general (Byron & Khazanchi, 2012; Vroom, 1964).This creative extrinsic
motivation arises from employees being aware that creativity is valued and rewarded. Since
rewards are contingent on creative performance, employees will increase their relative effort to
reach these rewards through improving their performance (Eisenberger & Shanock, 2003;

Vroom, 1964).
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In line with this, laboratory studies have shown that providing creative extrinsic
motivators, such as rewards for original thinking, strengthens the positive relationship between
ADHD and divergent thinking. For example, Boot et al. (2017a) researched the impact of
competition in the relationship between ADHD and divergent thinking. Using an experimental
design, participants within extrinsic motivation trials were told that if they would generate more
original ideas than another participant, they would receive a monetary reward. The findings
showed that participants with ADHD scored higher in originality than those without ADHD, but
only when presented with creative extrinsic motivation through rewards.

Therefore, considering the positive relationship creative extrinsic motivation has on the
engagement in creative processes and its strengthening effect in the positive relationship between

ADHD and divergent thinking, we propose the following hypotheses:

H2: Creative extrinsic motivation is positively related to workplace divergent thinking
H3: Creative extrinsic motivation strengthens the positive relationship between ADHD

symptoms and workplace divergent thinking.

But Can We Really Do This? The Role of Creative Self-Efficacy

Although creative extrinsic motivators may increase employee’s motivation to engage in
divergent thinking, their efforts may be further determined by another factor that follows from
Vroom’s expectancy theory (1964): self-efficacy. Self-efficacy is defined as an individual's belief
that their efforts will result in a high (divergent thinking) performance level (APA dictionary of
psychology, 2023). Creative self-efficacy has been positively associated with creative

performance (Dar et al., 2022; Gong et al., 2009; Haase et al., 2018) and divergent thinking
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(Kharkhurin, 2017). In addition, as posited by Vroom’s Expectancy Theory (1964), it is shown in
both the correlational and case literatures that there is an interaction effect, where creative
self-efficacy strengthens the relation between creative extrinsic motivation and creative thinking
(Byron & Khazanchi, 2012; Fourie & Dreyer, 2022; Malik et al., 2014; Tierney & Farmer, 2011).
More specifically, it has been shown that creative self-efficacy strengthens the positive
relationship between creative extrinsic motivation and divergent thinking (Byron & Khazanchi,
2012; Malik et al., 2014).

Earlier, we argued that ADHD symptoms bolster someone’s potential for divergent
thinking. Here, we argue that whether this potential is realized may depend on both creative
extrinsic motivation and creative self-efficacy. Accordingly, alongside main and two-way
interactions, we predict a three-way interaction in which the highest divergent thinking emerges
when both creative extrinsic motivation, creative self-efficacy, and ADHD symptoms are high

(also see Figure 1).

H4: There is a positive relationship between creative self-efficacy and workplace
divergent thinking.

H5: Creative self-efficacy strengthens the positive relationship between creative extrinsic
motivation and workplace divergent thinking.

H6: There is a three way interaction between ADHD symptoms, creative extrinsic
motivation and creative self-efficacy on workplace divergent thinking, in which the highest
workplace divergent thinking occurs when creative extrinsic motivation, creative self-efficacy

and ADHD are high.
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Figure 1.
Conceptual Model of the Role of Creative Extrinsic Motivation and Creative Self-Efficacy in the

Relation Between ADHD Symptoms and Workplace Divergent Thinking.
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Methods

Sample Characteristics

This study used a correlational design using online questionnaires. Employees from all
levels within organizations were invited to participate in the research, provided that they worked
at least 19 hours per week. G*Power analyses (Faul et al., 2009) using an estimated effect size of
d=0.21, based on previous research within the field (cf. Byron & Khazanchi, 2012; White &
Shah, 2016), showed that with an alpha level of .05 and seven predictors', to reach the desired
statistical power of .80, the sample size needed would be 295. Participants were recruited via

convenience sampling in which people from our network received a short description about the

' ADHD, Creative extrinsic motivation, Creative self-efficacy, Working Hours, Work Experience, Gender, and
Perceived creative work requirements.
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broad relevance of the study. Snowball sampling techniques (Emerson, 2015) were also
implemented in which we asked people from our network to pass our research forward to their
own network. In total, we received 355 responses to the survey. From those responses, 75
participants failed to complete the survey, and 27 did not meet the inclusion criteria of working
at least 19 hours a week. This resulted in a final sample of 253 participants. Of these participants,
90 identified as male, 145 identified as female and 15 identified as non-binary/third gender and
three preferred not to say. The mean age of the participants was 30.52 (SD = 10.26). Participants
were from 49 different nationalities and from education levels varying from high school diploma
to PhDs (see Table 1). On average, participants worked 36.67 hours a week (SD = 8.43), had
8.70 years of work experience (SD = 9.35), and worked in 24 different industries, with the most
frequent industry being business, consultancy and management (17.10%). Seventy-five
participants were formally diagnosed with ADHD, 173 were undiagnosed and five preferred not

to say.

Table 1.

Frequencies and percentages of different education levels of respondents in our sample.

Education Level Frequency Percentage
High School Diploma 48 19.00%
College Degree 9 3.60%
Vocational Training 2 0.80%
Bachelor’s Degree 101 39.90%
Master’s Degree 81 32.00%
Professional Degree 3 1.20%
Doctorate Degree 9 3.60%

*Note: N = 253
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Procedure

Employees were informed that participation was voluntary and that they were able to
withdraw from the study at any point. After participants provided their informed consent for
participating in the study that was approved by the institutional review board (FMG-2993), they
answered four self-report questionnaires (see Appendix A-D) and some demographic questions.
The study took around 5 minutes to complete. Respondents participated voluntarily and they
were not financially compensated.
Materials
ADHD

The Adult ADHD Self Report Scale (4SRS; Kessler et al., 2005) measures both
hyperactivity and inattentive symptoms and can be used in the normal adult population. Due to
previous research showing that a shortened, six-item version of the scale provides high
sensitivity, specificity, convergent validity and lower floor and ceiling effects (Kessler et al.,
2005), we used the shortened version of the scale. Example items for inattention include “How
often do you have trouble wrapping up the fine details of a project, once the challenging parts
have been done?” Items for measuring hyperactivity-impulsivity include “How often do you
fidget or squirm your hands or feet when you have to sit down for a long time?” Questions were
answered on a 5-point Likert scale, ranging from 1 (never) to 5 (very often). Scores were then
averaged across items to reflect the strength of ADHD symptoms. The shortened ASRS had a
reliability of Cronbach’s a = .74.
Workplace Divergent Thinking

Workplace divergent thinking was measured by adapting a subsection of the Runco

Ideational Behavior Scale (R/BS; Runco, 2001). With 93 items, the RIBS examines a broad
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spectrum of creative ideation indicators and related behaviors. As our research is specifically
concerned with workplace divergent thinking, items were selected that focused on divergent
thinking ability, while other aspects (e.g., proactivity) were removed from the scale.
Furthermore, items were adapted to the workplace. The adapted and shortened RIBS scale for
this study had eight items that cover the most important aspects of divergent thinking, such as
fluency: "I have always been an active thinker: I have lots of ideas”, flexibility: “I am good at
combining ideas in ways that my coworkers have not tried” and originality: “I have many wild
ideas.” Answers were provided on a 5-point Likert scale ranging from 1 (never) to 5 (very often).
Scores were then averaged across items to reflect the degree of workplace divergent thinking.
Analyses showed the adjusted scale to have high internal consistency; Cronbach’s a. = .90.
Creative Extrinsic Motivation

Creative extrinsic motivation was measured using a subsection of the creative rewards
and recognition questionnaire created by Fischer and colleagues (2019). Questions about idea
implementation were excluded, so that the questionnaire consisted only of items about idea
generation. The shortened questionnaire consisted of five items about rewards surrounding the
generation of creative ideas at work. An example item is: “Please indicate the degree to which
you receive individual praise and recognition for good creative ideas.” Items were answered on a
5-point Likert scale ranging from 1 (never) to 5 (very often). Scores were averaged across items
to reflect the strength of creative extrinsic motivation. Analyses showed the scale to have a
reliability of Cronbach’s a = .76.
Creative Self-Efficacy

Creative self-efficacy was measured using a subset of the Short Scale of Creative Self

(Karwowski, 2011). The questionnaire is a self-report questionnaire consisting of 11 items, five
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of which pertain to the perceived centrality of creativity, and six of which pertain to creative
self-efficacy beliefs. To better fit the scope of our research, we only included the six items
regarding creative self-efficacy beliefs within the study. Example items include “I am sure I can
deal with problems requiring creative thinking” and “I am good at proposing original solutions to
problems.” Answers were provided on a 5-point Likert scale ranging from 1 (definitely not) to 5
(definitely yes). Scores were averaged across items to reflect the strength of creative
self-efficacy. Analyses showed the scale to have a high internal consistency; Cronbach's o = .79.
Demographics and Controls

In line with previous research in the field, gender, age, and work experience were
included as possible control variables within the analyses (Hirst et al., 2009; Oppi et al., 2019).
Furthermore, as creative characteristics and the degree to which they are needed differ between
job types and industries, we also included job industries and perceived creativity work
requirements as potential control variables. Finally, because our divergent thinking measures
consisted of self-report measures comparing divergent thinking to other coworkers, we included

the number of coworkers as a potential control measure as well.

Results
Data Handling
Data was imported to SPSS 28, where all statistical tests were conducted using IBM
Analytics 2016. Outliers were checked through generating box plots, but no outliers were
detected. Prior to hypothesis testing, multicollinearity was examined using the VIF-values
provided by SPSS; all VIF-values were below 10.

Descriptive Statistics and Tests for Potential Covariates
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Table 2 presents descriptive statistics and Pearson correlations between ADHD,
workplace divergent thinking, creative extrinsic motivation, creative self-efficacy, age, creative
work requirement perceptions, working hours, work experience and number of coworkers. A
significant positive relationship was found between ADHD and workplace divergent thinking,
creative extrinsic motivation and workplace divergent thinking, and creative self-efficacy and
workplace divergent thinking.

We then tested for potential extraneous variables to control for during the hypothesis
testing. After adjusting the alpha level according to the number of predictor variables in order to
not overly inflate the chances of a significant correlation (at p = .01; Dunn, 1961), the following
variables had a significantly positive relationship with workplace divergent thinking; working
hours (r = .25, p < .001), creative requirement perceptions (» = .31, p <.001), and work
experience (» = .19, p = .003); no other significant correlations were observed (ps > .014).
Moreover, in separate MANOVAs, we tested the effect of gender, education level, and job
industry on ADHD, creative self-efficacy, creative extrinsic motivation and workplace divergent
thinking. After correcting the alpha level to reduce chance capitalization (at p =.015), only
gender had a significant multivariate effect (F(8, 496) = 5.19, p < .001); Fs < 1.66, ps > .024 for
other factors. Follow-up analyses showed an effect of gender on ADHD symptoms, F(2, 250) =
11.70, p < .001 and workplace divergent thinking, (2, 250) = 5.37, p = .005. However, a
relationship between gender and creative self-efficacy, F(2, 250) = 3.84, p = .023 and creative
extrinsic motivation, F(2, 250) = 0.19, p = .825 was not found. Post-hoc Tukey tests showed that
participants that identified as non-binary/prefer not to say scored higher on ADHD symptoms (M
=4.00, SD = 0.59) than males (M = 3.10, SD = 0.68) and females (M = 3.30, SD = 0.77; both ps

<.001), while males and females did not differ, p = .109. Furthermore, participants that identified
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as male scored higher on workplace divergent thinking (M = 3.71, SD = 0.70) than females (M =
3.42,SD = 0.62, p = .005). Participants that identified as non-binary/prefer not to say did not
differ significantly between females and males (M = 3.69, SD = 0.96, ps > .263). Therefore,
working hours, creative work requirement perceptions, work experience, and gender

(dummy-coded) were included as control variables for the remainder of the analyses.
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Table 2.

Correlations among study variables

Variable M SD 1 2 3 4 5 6 7 8
1. ADHD 3.28 5 -
2. WDT 3.54 .69 30%** -
3.CEM 248 75 .03 30%** -
4. CSE 4.03 .59 .10* 63%* 20%* -
5. Age 30.52 10.26 —-.04 5% -.02 14%* -
6. Work experience 8.70 9.35 .03 19%* -.04 A3 92%* -
7. Working hours 36.66 8.43 .03 25%% .01 22% 34%% 30%* -
8. N coworkers 6.59 1.72 -.07 .03 .02 .07 20%* 27H* 16* -
9. PCWR 5.04 2.39 —-.04 31 27 25%* A 7EE 14* 23%* —-.02

Note. WDT = workplace divergent thinking, CEM = creative extrinsic motivation, CSE = creative self-efficacy; PCWR: Perceived
creative work requirements; * p <.05; ** p <.01.
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ADHD Symptoms and Workplace Divergent Thinking

Our first hypothesis was that there would be a positive relationship between ADHD
symptoms and workplace divergent thinking. To test the main effect between ADHD symptoms
and workplace divergent thinking, a hierarchical multiple regression was performed. The first
step of the regression was to include the control variables in the model, along with creative
extrinsic motivation and creative self-efficacy. In the second step, ADHD was added as a
predictor to the model, which explained a significant additional amount of variance (AR* = .06,
F(8,244) = 32.60, p < .001). The analysis showed that ADHD is a significant positive predictor
of workplace divergent thinking (B = 0.24, SE = .04, #(244) = 5.71, p < .001, 95% CI[0.16,
0.33], r = .34).
Effects involving Creative Extrinsic Motivation

Our second hypothesis was that there would be a positive relationship between creative
extrinsic motivation and workplace divergent thinking. Our second hypothesis was tested using a
hierarchical multiple regression, controlling for our control variables, ADHD and creative
self-efficacy. When examining the results, we see that when creative extrinsic motivation is
added as a predictor to the model, significantly more variance in the model is explained (AR* =
.03, F(8,244) = 15.31, p < .001). Support was found for H2, as there was a positive relationship
found between creative extrinsic motivation and workplace divergent thinking (B = 0.17, SE =
.04, 1(244) = 3.91, p < .001, 95% CI]0.08, 0.25], r = .24).

Our third hypothesis was that creative extrinsic motivation would strengthen the
relationship between ADHD symptoms and workplace divergent thinking. Our third hypothesis
was tested using a multiple regression via the PROCESS macro on SPSS using Model 1 with

5,000 bootstraps (Hayes, 2022). The interaction effect of creative extrinsic motivation and
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ADHD on workplace divergent thinking was not significant (B = 0.02, SE = .05, #244) = 0.46,
p = .645, 95% CI[-0.08, 0.13]), therefore no support was found for H3.
Effects involving Creative Self Efficacy

Our fourth hypothesis was that there would be a positive relationship between creative
self-efficacy and workplace divergent thinking. Hypothesis 4 was tested using a hierarchical
multiple regression, in which the first step accounts for our control variables, ADHD, and
creative extrinsic motivation. In the second step, we added creative self-efficacy to the model,
and observed that creative self-efficacy explains a significant amount of additional variance in
the model (AR* = .22, F(8,244) = 115.19, p < .001). Support was found for Hypothesis 4, as
there was a positive relationship found between creative self-efficacy and workplace divergent
thinking (B = 0.60, SE = 0.06, #244) = 10.73, p < .001, 95% CI[0.49, 0.71], r = .57).

Hypothesis 5 was that creative self-efficacy would strengthen the positive relationship
between creative extrinsic motivation and workplace divergent thinking. Hypothesis 5 was tested
using Model 1 from the PROCESS macro, controlling for ADHD. However, in contrast to our
predictions, the interaction effect of creative self-efficacy and creative extrinsic motivation on
workplace divergent thinking was not significant (B = —0.05, SE = .06, #(243) =—-0.77, p = .442,
95% CI[-0.17, 0.08]). Therefore, H5 was not supported.

To test the full three way interaction (Hypothesis 6), Model 3 from the PROCESS macro
was run. Gender, working hours, work experience, and creativity perception were controlled for.
The analyses conveyed that H6 was not supported, as the three-way interaction was statistically
not significant (B = —-0.01, SE = .08, #(240) = -0.10, p = .920, 95% CI[-0.17, 0.15]).

Exploratory Analyses
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Is there a difference between inattentive and hyperactive symptoms in their relation with
workplace divergent thinking?

After splitting the ADHD symptoms scale into two variables, hyperactive symptoms (o =
.57) and inattentive symptoms (o = .76), a multiple regression was conducted to see if there were
differences between the two ADHD presentations on workplace divergent thinking. In the first
step of the regression model, control variables, creative extrinsic motivation, and creative
self-efficacy were included. In the second step, we added the inattentive and hyperactive
symptoms as separate predictors, which explained additional variance (AR? = .08, F(9,243) =
21.03, p < .001). Both the relationship between inattentive symptoms and workplace divergent
thinking (B = .02, SE = .01, #(243) = 2.01, p = .046, 95% CI[0.00, 0.04], » = .13) as well as
between hyperactive symptoms and workplace divergent thinking was significant and positive (B
=.09, SE = .02, 1(243) = 5.22, p < .001, 95% CI[0.05, 0.12], » = .31), albeit with a stronger
effect size for hyperactive symptoms.

Is there a difference between people with and without ADHD Diagnosis on workplace
divergent thinking?

To compare participants with and without a formal ADHD diagnosis on their workplace
divergent thinking ability an ANCOVA was conducted (omitting the participants who preferred
not to say whether they were diagnosed). Control variables, creative self-efficacy and creative
extrinsic motivation were added as covariates. The ANCOVA concluded that there was a
significant difference between the diagnosed and undiagnosed employees on workplace
divergent thinking scores (mean difference = 0.40, SD = 0.07, p < .001, 95% CI[0.27, 0.54]).
When looking at the means to probe the direction of the effect, we see that people who are

formally diagnosed with ADHD score higher on workplace divergent thinking (M = 3.91, SD =
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0.67) than people who are undiagnosed (M = 3.36, SD = 0.62). As participants with a formal
ADHD diagnosis (M = 3.92, SD = 0.56) also reported having stronger ADHD symptoms than
those without the diagnosis (M = 2.99, SD = 0.66), F(6,241) = 101.33, p < .001, 95% CI[0.60,
0.96], this is in line with the finding that stronger ADHD symptoms are associated with higher
workplace divergent thinking.

Redefining the relationship between ADHD & creative self-efficacy: Do we think we can?

One interesting relationship that we wanted to further explore was the positive correlation
between ADHD and creative self-efficacy (see Table 2), also because people with ADHD
generally report having lower self-efficacy beliefs (Newark et al., 2012). To test the relationship
between ADHD and creative self-efficacy, a multiple regression was run, controlling for our
control variables and creative extrinsic motivation in the first step, and adding ADHD in the
second. When adding ADHD to the model, we see that a significantly larger amount of variance
is explained (AR?> = .02, F(7,245) = 5.42, p < .021). The regression analysis shows that ADHD
has a positive relationship with creative self-efficacy (B = .11, SE = .05, #(245) = 2.33, p = .021,
95% CI1[0.02, 0.21], r = .15).

As we also noticed in our earlier analyses that creative self-efficacy is positively related to
workplace divergent thinking (B = 0.60, SE = .06, #(245) = 10.71, p <.001, 95% CI1[0.49,
0.71]), we proceeded to check whether creative self-efficacy may be a mediator rather than a
moderator in the relationship between ADHD and workplace divergent thinking. Accordingly,
we ran a multiple regression using PROCESS Model 4, controlling for the control variables and
creative extrinsic motivation. Results show that the originally significant relationship between
ADHD and workplace divergent thinking (B = 0.31, SE = .05 #(245) = 5.81, p < .001, 95%

CI1[0.20, 0.41]) dropped but remained significant after adding the mediator creative self-efficacy
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(B =0.24, SE = .04, #(244) = 5.71, p < .001, 95% CI[0.16, 0.33]). Furthermore, the positive
relationship between creative self-efficacy and workplace divergent thinking was significant (B
=0.63, SE = .06 #(244) = 11.16, p < .001, CI[0.52, 0.74]). Finally, the indirect effect of ADHD
symptoms on workplace divergent thinking through creative self-efficacy was significant as the
confidence interval did not include zero (B = 0.07, SE = .03, 95% CI[0.01, 0.13]). Therefore, the
exploratory analyses show that the relationship between ADHD symptoms and workplace

divergent thinking is partially accounted for by creative self-efficacy.

Discussion

While most organizational psychology research focuses on the negative consequences of
ADHD in the workplace (e.g., Bozionelos & Bozionelos, 2013; Carleton & Barling, 2018), our
study examined a possible positive side of ADHD by being the first to test the relationship
between ADHD symptoms and workplace divergent thinking and considering the moderating
roles of creative extrinsic motivation and creative self-efficacy. Based on laboratory findings, we
hypothesized a positive relation between ADHD symptoms and workplace divergent thinking. In
addition, based on motivation theories, we hypothesized main effects and two-way interactions
involving creative extrinsic motivation and creative self-efficacy, along with a three-way
interaction model, where the positive relationship between ADHD symptoms and workplace
divergent thinking would be maximized when both creative extrinsic motivation and creative
self-efficacy are high. After analyzing the data from a varied sample of 253 employees, our
results show that ADHD symptoms are indeed positively related to workplace divergent

thinking. However, while both creative extrinsic motivation and creative self-efficacy positively
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predicted workplace divergent thinking, there were no significant 2-way or 3-way interactions.
Below, theoretical implications, study limitations and avenues for future research are discussed.
ADHD symptoms and workplace divergent thinking

Firstly, in line with our hypothesis, a positive relationship between ADHD symptoms and
workplace divergent thinking was found. Although this finding is in line with previous work
(e.g., Shaw & Brown, 1990; Shaw & Brown, 1991; White & Shah, 2006), this is not self-evident.
Until now, studies between ADHD and divergent thinking have been conducted in the laboratory
using simplified tasks such as the Alternative Uses Task (AUT; Guilford, 1967), with mainly
children as participants (Hoogman et al., 2020). However, divergent thinking at work deals with
more complex challenges than merely listing alternate uses for a brick, limiting the
generalizability of lab findings (Montag et al., 2012). Furthermore, there are various obstacles
that employees scoring high on ADHD symptoms may face at work, such as perceived stigma
and procrastination (Nakia et al., 2022; Thompson & Lefler, 2015). Adding greater ecological
validity to the current literature, our findings convey that the positive relationship between
ADHD symptoms and divergent thinking ability generalizes to the workplace. This increases our
current theoretical understanding by conveying that employees with strong ADHD symptoms
excel at divergent thinking at work despite the obstacles they may face. Moreover, because
divergent thinking is pivotal for creative achievements, our finding may explain why ADHD
symptoms are associated with real-world creative achievements (White & Shah, 2006; Hoogman
et al., 2020).

Furthermore, although deficits in executive function that accompany ADHD, such as
inattention and hyperactivity, have been related to poorer task performance (Liao et al., 2019;

Patros et al., 2019), our study shows that both inattention and hyperactivity symptoms can be
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beneficial to divergent thinking performance. This is in line with Boot and colleagues’ (2017b)
theory that people with ADHD may perform better on divergent thinking tasks due to an
expanded association network that may arise from increased distractibility and decreased
inhibition. Thus, our study provides support for this theory in a new and highly salient context:
the workplace.

Moreover, while previous research shows that the positive relationship between ADHD
symptoms and workplace divergent thinking mainly occurs at subclinical levels of ADHD (Funk
et al., 1993; Healey & Rucklidge; 2006), exploratory analyses illustrate that employees who were
formally diagnosed with ADHD scored higher on workplace divergent thinking than
undiagnosed employees. This broadens our current understanding of the relationship between
ADHD and divergent thinking, as we see that the positive relationship is not limited to strictly
subclinical presentations of ADHD. In addition, this finding suggests that the relation between
ADHD symptoms and divergent thinking may be linear rather than curvilinear in nature (cf.
Hoogman et al., 2020).

The Main Effects of Creative Extrinsic Motivation and Creative Self-Efficacy

In line with our hypotheses, positive main effects were found for the relation between
creative extrinsic motivation and workplace divergent thinking, as well as for the relation
between creative self-efficacy and workplace divergent thinking. Though these findings are in
line with previous research that underlines the positive relationship between creative
self-efficacy and creativity (Kharkhurin, 2017) as well as creative extrinsic motivation and
creative performance (Byron & Khazanchi, 2012), our study is the first to examine the
relationship between creative extrinsic motivation and creative self-efficacy with workplace

divergent thinking, specifically. Therefore, since divergent thinking is an important cognitive
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process that supports creative achievements in the real world (Boot et al., 2017b; Nijstad et al.,
2010), our findings may shed some light on why creative extrinsic motivation and creative
self-efficacy positively predict workplace creativity.
The Moderating Effects of Creative Extrinsic Motivation and Creative Self-Efficacy
Contrary to our hypotheses, we found no 2-way or 3-way interaction effects between
ADHD, creative extrinsic motivation, creative self-efficacy, and workplace divergent thinking.
Though these findings go against previous literature (Byron & Khazanchi, 2012; Kollins et al.,
2017; Malik et al., 2014; Tierney & Farmer, 2011) as well as Vroom’s expectancy theory (1964),
there are possible explanations as to why we did not find these moderation effects in our study.
Though the majority of the literature highlights ADHDer’s sensitivity to reward in order
to motivate them to perform a task (i.e. Kollins et al., 2017), we did not find that creative
extrinsic motivation at work strengthened the relation between ADHD symptoms and workplace
divergent thinking. One possible explanation for this could be the difference in the motivational
implications of workplace divergent thinking as opposed to externally provided divergent
thinking tasks, such as the AUT. In lab experiments, participants are asked to generate ideas on a
task that is not of their own choosing. On these externally provided tasks, receiving a reward for
creative thinking may extrinsically motivate ADHDers to show greater divergent thinking (cf.
Boot et al., 2017a). However, because employees often select their work based on their career
goals and interests, according to goal content theory, employees often do work that they find
intrinsically motivating (Morsink et al., 2021). Accordingly, the intrinsically motivating nature of
workplace divergent thinking may weaken the need of employees with strong ADHD symptoms

for extrinsic motivators to perform a task.
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Additionally, it may be that extrinsic motivators play a different role in the context of
AUT experiments as opposed to daily work life. In experiments involving the AUT, extrinsic
motivation focuses on an immediate (monetary) reward for performing divergent thinking well
(Boot et al., 2017a). However, in the more complex workplace context, it may be more
ambiguous what good divergent thinking performance entails (cf. Montag et al., 2012), it may be
less clear whether good performance is recognized by supervisors, nor is it likely that good
performance is immediately rewarded. People with ADHD often choose whether to do a task or
how much effort to invest based on the rewards they will receive immediately upon execution
(Bolden & Fillauer, 2020; Grandjean et al., 2023; Sader et al., 2013; Volkow et al., 2011). As
such, it may be the case that for employees with high ADHD symptoms, creative extrinsic
motivators are not always beneficial at work due to the lack of immediacy in receiving the
reward. In the creative extrinsic motivation measure in our study, items pertained to rewards that
occur after a delayed or undefined time period, such as ‘[rate how likely it is to] receive a more
positive year-end/mid-year review for good creative ideas.’

Although based on previous work, self-efficacy was hypothesized to be a moderator in
the relation between ADHD symptoms and divergent thinking, our exploratory analyses showed
that creative self-efficacy, at least in the context of our study, may act as a mediator instead. Our
exploratory analyses conveyed that there is a positive relationship between ADHD and creative
self-efficacy and that creative self-efficacy accounts for the relationship between ADHD
symptoms and workplace divergent thinking. Though our research provides a positive outlook on
the relationship between ADHD and creative self-efticacy, the literature is divided on the matter
(i.e. Bussing & Metha, 2013; Evangelista et al., 2008). Though some studies accentuate that

people with ADHD generally have lower self-efficacy (Newark et al., 2012), others portray that
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people with ADHD have a positive illusory bias and therefore overestimate their abilities
(Knouse et al., 2005). Our findings show that although employees with high ADHD symptoms
scored higher on creative self-efficacy, their self-perceptions were quite accurate as they did in
fact score higher on workplace divergent thinking as opposed to employees who had lower
ADHD symptoms. However, it is important to recognize that both creative self-efficacy and
workplace divergent thinking were based on self-report and that convenience and snowball
sampling methods were used for this study, potentially tapping networks and interesting
employees that score high on ADHD, function well at their (creative) work, and may advocate
for more neurodiversity at work.

Lastly, when considering our entire proposed theoretical model, we did not find the
anticipated three-way interaction between ADHD, creative extrinsic motivation, creative
self-efficacy, and workplace divergent thinking. While greater divergent thinking is seen for
employees that score high on ADHD, that are confident in their divergent thinking abilities and
that receive rewards contingent on divergent thinking performance, their divergent thinking is
not maximized when all factors score high. Notably, this finding is not in line with Vroom’s
expectancy theory, which would state that a combination of extrinsic rewards and self-efficacy
would maximize work performance. However, one possible explanation that may serve to
explain our absence of support for expectancy theory in our findings, is the importance of
context. Vroom’s expectancy theory model has been largely shown in the context of simple,
repetitive work (i.e. Oladejo, & Oluwaseun, 2014). However, as our study measures complex
cognitive performance (i.e. divergent thinking) within the workplace, it may be that expectancy

theory is better suited for objective, easily quantifiable performance outcomes, such as number
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of items shipped per day, rather than subjective and rather ambiguous outcomes, such as
workplace divergent thinking.
Practical Implications

Though adults with ADHD often face unemployment (Helgesson, 2023), and when hired,
are often confronted with stigmatization from their coworkers (Thompson & Lefler, 2015), our
study showcases a silver lining to having high ADHD symptoms at work; increased workplace
divergent thinking ability. With recent advocation for increasing neurodiversity at the workplace
(Bruyere & Colella, 2022; Krzeminska et al., 2019), one managerial implication that arises from
our study is to recruit more ADHD employees into organizations in order to push forward
innovation practices. This may be done in practice by using a top-down approach to create a
tailored neurodiversity strategy that works for the organization, such as the seven-step
neurodiversity inclusion model (Hurley-Hanson et al., 2019) and thereby implement recruitment
procedures that allow for the increased recruitment of ADHD talent (Rao & Polepeddi, 2019).

Furthermore, our research conveys that both creative extrinsic motivation and creative
self-efficacy have a positive relationship with workplace divergent thinking. As idea generation
is a critically valued trait in organizations in the current market (e.g., McKinsey & Company,
2023), our research highlights the importance of helping facilitate workplace divergent thinking
through creative extrinsic motivation and creative self-efficacy in organizations. Creative
extrinsic motivation was measured in our study through monetary rewards, public recognition,
individual praise, positive performance reviews, and additional training opportunities. Therefore,
we would suggest for organizations to experiment with implementing these motivators for
workplace divergent thinking. Additionally, as research shows that self-efficacy can be trained

(Mata et al., 2019; Smith et al., 2020), we would recommend organizations to implement creative
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self-efficacy training. For instance, previous research has shown that personal assignments that
obtain to goal setting and resource building increases self-efficacy in employees (Ouweneel,
2013). Therefore, tailoring these assignments to creative goals and building resources for
creative thinking, may help increase creative-self efficacy in employees, and in turn their
divergent thinking potential.
Limitations and Avenues for Future Research

One pressing limitation of our study is its methodology. As the study was completed
using a cross-sectional design, causality cannot be inferred from our findings. Providing casual
evidence would not only further illuminate the relationship between ADHD symptoms and
workplace divergent thinking, but also showcase the direct effects that increasing creative
extrinsic motivation and creative self-efficacy can have on workplace divergent thinking.
However, providing causal evidence in an experimental design is far from self-explanatory, as
manipulating ADHD symptoms is not possible and unethical. However, to further gauge
causality, one avenue that could be explored is treatment studies with medication that suppress
ADHD symptoms, in which medicated versus unmedicated ADHD groups could be compared on
their workplace divergent thinking ability (cf. Baas et al., 2020; Boot et al., 2017a; Hoogman et
al., 2020). These findings would then also further shed light on the implications of ADHD
medication on workplace divergent thinking and would provide greater casual evidence as well
as practical implications.

While the present study focuses on the factors that bolster the relationship between
ADHD symptoms and workplace divergent thinking, we found no evidence for moderators
within this relationship. It may be the case that suppressing factors may play a more vital role in

the relationship between ADHD symptoms and workplace divergent thinking. For example,
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perceived stigma in the workplace (Beaton et al., 2022; Coll & Mignonac, 2022; Masuch et al.,
2018) could be a potential suppressing moderator. By focusing on bolstering moderators within
the current research, our study aimed to look at potential factors that could reverse a pre-existing
difficulty. However, identifying which moderators may pose a threat to the relationship between
ADHD symptoms and workplace divergent thinking may be equally if not more important, in
order to recommend preventive measures at work. Especially as within qualitative studies
employees with ADHD report feeling unable to reach their full potential at work (Fuermaier et
al., 2021), future research should dive deeper and investigate which moderators could suppress
or even reverse the positive relationship between ADHD symptoms and workplace divergent
thinking.

Lastly, our research falls short in examining the full scope of creativity at work. Though
creativity at work often begins with workplace divergent thinking, creative achievements in the
real-world also requires generated ideas to be selected, developed, championed, and
implemented (Perry-Smith & Mannucci, 2017). Though employees who score higher on ADHD
may help aid workplace divergent thinking, this study does not portray the implications that
ADHD employees may have in continuing the innovation process in organizations. In fact,
research has shown that people with ADHD do not outperform neurotypicals (Hoogman et al.,
2020), and that people with ADHD often struggle with making decisions (Dekkers et al., 2021),
which in turn may impact their ability to decide on one of the ideas they have generated at work.
Furthermore, employees with high ADHD symptoms may also have difficulties within other
stages of innovation at work, such as idea championing. Idea championing involves gathering
support from other colleagues in favor of your ideas, which may be a challenge given the

perceived stigma of ADHD employees (Thompson & Lefler, 2015). Additionally, idea
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implementation may also be difficult for ADHD employees as they tend to struggle with
planning (Alaghband-rad et al., 2020). Therefore future research should examine the full picture
on how the innovation process progresses with employees scoring high on ADHD.
Conclusion

In conclusion, though what support employees scoring high on ADHD symptoms may
need in the workplace to facilitate their divergent thinking is unclear, their heightened ability to
perform workplace divergent thinking is indisputable. Regardless of ADHD symptom severity,
organizations should consider implementing rewards for creative performance and creative
self-efficacy trainings in order to bolster divergent thinking at work and keep up with a
competitive innovation climate. We hope that this study begins to break the stigma around
employees with ADHD symptoms at work, that managers implement recruitment initiatives that
aim to hire more ADHD employees, and that ADHD employees reading our paper can feel

valued and heard.



36

References

Alaghband-rad, J., Dashti, B., Tehranidoost, M., Zargarinejad, G., & FarhadBeigi, P. (2020). A
preliminary investigation of deficits in executive functions of adults with attention
deficit hyperactivity disorder. Journal of Nervous & Mental Disease, 209(1),
35-39. https://doi.org/10.1097/nmd.0000000000001247

Amabile, T. M. (1996). Creativity in context. Boulder, CO: Westview Press.

American Psychiatric Association. (2022). Diagnostic and statistical manual of mental disorders
(5™ ed.). https://doi.org/10.1176/appi.books.9780890425787

APA dictionary of psychology (2023). https://dictionary.apa.org/self-efficacy

Baas, M., Boot, N., Van Gaal, S., De Dreu, C. K., & Cools, R. (2020). Methylphenidate does not
affect convergent and divergent creative processes in healthy adults. Neurolmage, 205,
116279. https://doi.org/10.1016/j.neuroimage.2019.116279

Baird, B., Smallwood, J., Mrazek, M. D., Kam, J. W., Franklin, M. S., & Schooler, J. W. (2012).
Inspired by distraction: Mind wandering facilitates creative incubation. Psychological
Science, 23(10), 1117-1122. https://doi.org/10.1177/0956797612446024

Beaton, D. M., Sirois, F., & Milne, E. (2022). Experiences of criticism in adults with ADHD: A
qualitative study. PLOS ONE, 17(2), €0263366.
https://doi.org/10.1371/journal.pone.0263366

Biederman, J., Monuteaux, M. C., Mick, E., Spencer, T., Wilens, T. E., Silva, J. M., Snyder, L.
E., & Faraone, S. V. (2006). Young adult outcome of attention deficit hyperactivity
disorder: A controlled 10-year follow-up study. Psychological Medicine, 36(2), 167-179.

https://doi.org/10.1017/s0033291705006410



37

Biederman, J., Petty, C. R., Evans, M., Small, J., & Faraone, S. V. (2010). How persistent is
ADHD? A controlled 10-year follow-up study of boys with ADHD. Psychiatry Research,
177(3), 299-304. https://doi.org/10.1016/j.psychres.2009.12.010

Bolden, J., & Fillauer, J. P. (2019). “Tomorrow is the busiest day of the week”: Executive
functions mediate the relation between procrastination and attention problems. Journal
of American College Health, 68(8), 854-863.
https://doi.org/10.1080/07448481.2019.1626399

Boot, N., Nevicka, B., & Baas, M. (2017a). Creativity in ADHD: Goal-directed motivation and
domain specificity. Journal of Attention Disorders, 24(13), 1857-1866.
https://doi.org/10.1177/1087054717727352

Boot, N., Nevicka, B., & Baas, M. (2017b). Subclinical symptoms of
attention-deficit/hyperactivity disorder (ADHD) are associated with specific creative
processes. Personality and Individual Differences, 114, 73-81.
https://doi.org/10.1016/j.paid.2017.03.050

Bozionelos, N., & Bozionelos, G. (2013). Attention deficit/Hyperactivity disorder at work: Does
it impact job performance? Academy of Management Perspectives, 27(3).
https://doi.org/10.5465/amp.2013.0107

Brandau, H., Daghofer, F., Hollerer, L., Kaschnitz, W., Kellner, K., Kirchmair, G., Krammer, I.,
& Schlagbauer, A. (2007). The relationship between creativity, teacher ratings on
behavior, age, and gender in pupils from seven to ten years. The Journal of Creative
Behavior, 41(2), 91-113. https://doi.org/10.1002/j.2162-6057.2007.tb01283.x

Bussing, R., & Metha. (2013). Stigmatization and self-perception of youth with attention

deficit/hyperactivity disorder. Patient Intelligence, 15. https://doi.org/10.2147/pi.s18811



38

Byron, K., & Khazanchi, S. (2011). A meta-analytic investigation of the relationship of state and
trait anxiety to performance on figural and verbal creative tasks. Personality and Social
Psychology Bulletin, 37(2), 269-283. https://doi.org/10.1177/0146167210392788

Byron, K., & Khazanchi, S. (2012). Rewards and creative performance: A meta-analytic test of
theoretically derived hypotheses. Psychological Bulletin, 138(4), 809-830.
https://doi.org/10.1037/a0027652

Carson, S. H., Peterson, J. B., & Higgins, D. M. (2003). Decreased latent inhibition is associated
with increased creative achievement in high-functioning individuals. Journal of
Personality and Social Psychology, 85(3), 499-506.
https://doi.org/10.1037/0022-3514.85.3.499

Chen, T., Li, F., & Leung, K. (2015). When does supervisor support encourage innovative
behavior? Opposite moderating effects of general self-efficacy and internal locus of
control. Personnel Psychology, 69(1), 123-158. https://doi.org/10.1111/peps.12104

Coll, C., & Mignonac, K. (2022). Perceived organizational support and task performance of
employees with disabilities: A need satisfaction and social identity perspectives. The
International Journal of Human Resource Management, 34(10),

2039-2073. https://doi.org/10.1080/09585192.2022.2054284

Dar, N., Ahmad, S., & Rahman, W. (2022). How and when overqualification improves
innovative work behaviour: The roles of creative self-confidence and psychological
safety. Personnel Review, 51(9), 2461-2481. https://doi.org/10.1108/pr-06-2020-0429

de Acedo Lizarraga, S., de Acedo Baquedano, S,., M. T., & Closas, A. H. (2014). An explanatory
model regarding the relationships between psychological traits and creativity. Anales de

Psicologia, 30(1), 355-363. https://doi.org/10.6018/analesps.30.1.153781



39

De Zeeuw, P., Weusten, J., Van Dijk, S., Van Belle, J., & Durston, S. (2012). Deficits in
cognitive control, timing and reward sensitivity appear to be dissociable in ADHD.
PLoS ONE, 7(12), e51416. https://doi.org/10.1371/journal.pone.0051416

Dreu, C. K., Nijstad, B. A., & Baas, M. (2011). Behavioral activation links to creativity because
of increased cognitive flexibility. Social Psychological and Personality Science, 2(1),
72-80. https://doi.org/10.1177/1948550610381789

Dekkers, T. J., van Rentergem, J. A., Koole, A., Van den Wildenberg, W. P., Popma, A.,
Bexkens, A., Stoffelsen, R., Diekmann, A., & Huizenga, H. M. (2017). Time-on-task
effects in children with and without ADHD: Depletion of executive resources or
depletion of motivation? European Child & Adolescent Psychiatry, 26(12), 1471-1481.
https://doi.org/10.1007/s00787-017-1006-y

Dekkers, T. J, van Rentergem, J. A., Huizenga, H. ., Popma, A., Raber, H., Shoham, R., &
Pollak, Y. (2021). Decision-Making Deficits in ADHD Are Not Related to Risk Seeking
But to Suboptimal Decision-Making: Meta-Analytical and Novel Experimental
Evidence. Journal of Attention Disorders, 25(4), 486—501.
https://doi.org/10.1177/1087054718815572

Dunn, O. J. (1961). Multiple comparisons among means. Journal of the American Statistical
Association, 56(293), 52-64. https://doi.org/10.1080/01621459.1961.10482090

Eisenberger, R., & Shanock, L. (2003). Rewards, intrinsic motivation, and creativity: A case
study of conceptual and methodological isolation. Creativity Research Journal, 15(2),

121-130. https://doi.org/10.1080/10400419.2003.9651404



40

Emerson, R.W. (2015). Convenience sampling, random sampling, and snowball sampling: How
does sampling affect the validity of research? Journal of Visual Impairment & Blindness,
109(2), 164—168. https://doi.org/10.1177/0145482X1510900215

Evangelista, N. M., Owens, J. S., Golden, C. M., & Pelham, W. E. (2008). The positive illusory
bias: Do inflated self-perceptions in children with ADHD generalize to perceptions of
others? Journal of Abnormal Child Psychology, 36(5), 779-791.
https://doi.org/10.1007/s10802-007-9210-8

Faul, F., Erdfelder, E., Buchner, A., & Lang, A.-G. (2009). Statistical power analyses using
G*Power 3.1: Tests for correlation and regression analyses. Behavior Research Methods,
41, 1149-1160

Fischer, C., Malycha, C. P., & Schafmann, E. (2019). The influence of intrinsic motivation and
synergistic extrinsic motivators on creativity and innovation. Frontiers in Psychology,
10. https://doi.org/10.3389/fpsyg.2019.00137

Fourie, J., & Dreyer, L. (2022). Die gebruik van belonings om grondslagfaseleer-ders in spesiale
skole se akademiese selfdoeltref-fendheid en motivering te verhoog. Tydskrif vir
Geesteswetenskappe, 62(3), 527-542. https://doi.org/10.17159/2224-7912/2022/v62n3a5

Franklin, M. S., Smallwood, J., & Schooler, J. W. (2011). Catching the mind in flight: Using
behavioral indices to detect mindless reading in real time. Psychonomic Bulletin &
Review, 18(5), 992-997. https://doi.org/10.3758/s13423-011-0109-6

Fuermaier, A. B., Tucha, L., Butzbach, M., Weisbrod, M., Aschenbrenner, S., & Tucha, O.
(2021). ADHD at the workplace: ADHD symptoms, diagnostic status, and work-related
functioning. Journal of Neural Transmission.

https://doi.org/10.1007/s00702-021-02309-z



41

Funk, J.B., Chessare, J.B., Weaver, M.T., Exley, A.R., 1993. Attention deficit hyperactivity
disorder, creativity, and the effects of methylphenidate. Pediatrics, 91(4), 816—819.

Garfield, C. F., Dorsey, E. R., Zhu, S., Huskamp, H. A., Conti, R., Dusetzina, S. B., Higashi, A.,
Perrin, J. M., Kornfield, R., & Alexander, G. C. (2012). Trends in attention deficit
hyperactivity disorder ambulatory diagnosis and medical treatment in the United States,
2000-2010. Academic Pediatrics, 12(2), 110-116.
https://doi.org/10.1016/j.acap.2012.01.003

Ginsberg, Y., Quintero, J., Anand, E., Casillas, M., & Upadhyaya, H. P. (2014). Underdiagnosis
of attention-deficit/Hyperactivity disorder in adult patients. The Primary Care
Companion For CNS Disorders. https://doi.org/10.4088/pcc.13r01600

Godfrey, E., Fuermaier, A. B., Tucha, L., Butzbach, M., Weisbrod, M., Aschenbrenner, S., &
Tucha, O. (2020). Public perceptions of adult ADHD: Indications of stigma? Journal of
Neural Transmission. https://doi.org/10.1007/s00702-020-02279-8

Gong, Y., Huang, J., & Farh, J. (2009). Employee learning orientation, transformational
leadership, and employee creativity: The mediating role of employee creative
self-efficacy. Academy of Management Journal, 52(4), 765-778.
https://doi.org/10.5465/amj.2009.43670890

Grandjean, Suarez, 1., Da Fonseca, D., & Casini, L. (2023). Dissociable effects of positive
feedback on the capture and inhibition of impulsive behavior in adolescents with ADHD
versus typically developing adolescents. Child Neuropsychology, 29(4), 543—568.
https://doi.org/10.1080/09297049.2022.2100882

Guilford, J. P. (1967). The nature of human intelligence. McGraw-Hill.



42

Halbesleben, J. R., Wheeler, A. R., & Shanine, K. K. (2013). The moderating role of
attention-deficit/hyperactivity disorder in the work engagement—performance process.
Journal of Occupational Health Psychology, 18(2), 132-143.
https://doi.org/10.1037/a0031978

Hayes, A. F. (2022). Introduction to mediation, moderation, and conditional process analysis: A
regression-based approach (3rd edition). New York: The Guilford Press.

Healey, D., Rucklidge, J.J., 2006a. An investigation into the relationship among ADHD
symptomatology, creativity, and neuropsychological functioning in children. Child
Neuropsychology. 12(6), 421-438. https://doi.org/10.1080/09297040600806086

Helgesson, M., Bjorkenstam, E., Rahman, S., Gustafsson, K., Taipale, H., Tanskanen, A.,
Ekselius, L., & Mittendorfer-Rutz, E. (2021). Labour market marginalisation in young
adults diagnosed with attention-deficit hyperactivity disorder (ADHD): A
population-based longitudinal cohort study in Sweden. Psychological Medicine, 1-9.
https://doi.org/10.1017/s0033291721002701

Hoogman, M., Stolte, M., Baas, M., & Kroesbergen, E. (2020). Creativity and ADHD: A review
of behavioral studies, the effect of psychostimulants and neural underpinnings.
Neuroscience & Biobehavioral Reviews, 119, 66-85.
https://doi.org/10.1016/j.neubiorev.2020.09.029

Hupfeld, K. E., Abagis, T. R., & Shah, P. (2018). Living “in the zone’: Hyperfocus in adult
ADHD. ADHD Attention Deficit and Hyperactivity Disorders, 11(2), 191-208.

https://doi.org/10.1007/s12402-018-0272-y



43

Hurley-Hanson, A. E., Giannantonio, C. M., & Griffiths, A. J. (2019). A model for hiring
individuals with autism. Autism in the Workplace,
237-255. https://doi.org/10.1007/978-3-030-29049-8 11

Kalargiros, E. M., & Manning, M. R. (2015). Divergent Thinking and Brainstorming in
Perspective: Implications for Organization Change and Innovation. In Research in
Organizational Change and Development, 23, 293-327. Emerald Group Publishing
Limited. https://doi.org/10.1108/S0897-301620150000023007

Karwowski, M. (2016). The dynamics of creative self-concept: Changes and reciprocal relations
between creative self-efficacy and creative personal identity. Creativity Research Journal,
28(1), 99-104. https://doi.org/10.1080/10400419.2016.1125254

Kessler, R. C., Adler, L., Ames, M., Demler, O., Faraone, S., Hiripi, E., Howes, M.J., Jin, R.,
Secnik, K., Spencer, T., Ustun, T.B., Walters, E.E. (2005). The World Health
Organization Adult ADHD Self-Report Scale (ASRS). Psychological Medicine, 35(2),
245-256

Khalid, & Zubair, A. (2014). Emotional Intelligence, Self-Efficacy, and Creativity Among
Employees of Advertising Agencies. Pakistan Journal of Psychological Research , 29(2),
203-.

Kharkhurin, A. V. (2017). Does the eye of the beholder construct beauty? Contributions of
self-efficacy factors to divergent thinking traits. Creativity Research Journal, 29(4),
370-376. https://doi.org/10.1080/10400419.2017.1376493

Knouse, L. E., Bagwell, C. L., Barkley, R. A., & Murphy, K. R. (2005). Accuracy of
self-evaluation in adults with ADHD. Journal of Attention Disorders, 8(4), 221-234.

https://doi.org/10.1177/1087054705280159



44

Kollins, S. H., Lane, S. D., & Shapiro, S. K. (1997). Experimental analysis of childhood
psychopathology: A laboratory matching analysis of the behavior of children diagnosed
with attention-deficit hyperactivity disorder (ADHD). The Psychological Record, 47(1),
25-44. https://doi.org/10.1007/bf03395211

KPMG. (2023). Our Values.
https://kpmg.com/xx/en/home/about/what-we-stand-for/our-values.html

Lauder, K., McDowall, A., & Tenenbaum, H. R. (2022). A systematic review of interventions to
support adults with ADHD at work—Implications from the paucity of context-specific
research for theory and practice. Frontiers in Psychology, 13.
https://doi.org/10.3389/fpsyg.2022.893469

Liao, Y., Chen, I., Lin, Y., Chen, Y., & Hsu, W. (2019). Effects of virtual reality-based physical
and cognitive training on executive function and dual-task gait performance in older
adults with mild cognitive impairment: A randomized control trial. Frontiers in Aging
Neuroscience, 11. https://doi.org/10.3389/fhagi.2019.00162

Lin, C., & Chen, C. (2013). Decentralization, proactive innovation, and mediators: A
comparative analysis of cross-level perceptional differences. Asian Journal of
Technology Innovation, 21(1), 52-71. https://doi.org/10.1080/19761597.2013.810951

Lin, C., Shipton, H., Teng, W., Kitt, A., Do, H., & Chadwick, C. (2022). Sparking creativity
using extrinsic rewards: A self-determination theory perspective. Human Resource
Management, 61(6), 723-735. https://doi.org/10.1002/hrm.22128

Mahmoud, M. A., Ahmad, S., & Poespowidjojo, D. A. (2021). Psychological safety and

individual performance: The mediating effect of intrapreneurial behavior. International



45

Journal of Productivity and Performance Management, 71(7), 2913-2931.
https://doi.org/10.1108/ijppm-10-2020-0538

Malik, M. A., Butt, A. N., & Choi, J. N. (2014). Rewards and employee creative performance:
Moderating effects of creative self-efficacy, reward importance, and locus of control.
Journal of Organizational Behavior, 36(1), 59-74. https://doi.org/10.1002/j0b.1943

Mata, Azevedo, K. P. M. de, Braga, L. P., Medeiros, G. C. B. S. de, Oliveira Segundo, V. H. de,
Bezerra, I. N. M., Pimenta, 1. D. S. F., Nicolas, I. M., & Piuvezam, G. (2019). Training
programs in communication skills to improve self-efficacy for health personnel: Protocol
for a systematic review and meta-analysis. Medicine (Baltimore), 98(33),
e16697—-e16697. https://doi.org/10.1097/MD.0000000000016697

McKinsey & Company. (2023). Our purpose, mission, and values.
https://www.mckinsey.com/about-us/overview/our-purpose-mission-and-values

Metin, U. B., Peeters, M. C., & Taris, T. W. (2018). Correlates of procrastination and
performance at work: The role of having “good fit”. Journal of Prevention &
Intervention in the Community, 46(3), 228-244.
https://doi.org/10.1080/10852352.2018.1470187

Modesto-Lowe, V., Chaplin, M., Soovajian, V., & Meyer, A. (2013). Are motivation deficits
underestimated in patients with ADHD? A review of the literature. Postgraduate
Medicine, 125(4), 47-52. https://doi.org/10.3810/pgm.2013.07.2677

Montag, T., Maertz, C. P., & Baer, M. (2012). A critical analysis of the workplace creativity
criterion space. Journal of Management, 38(4), 1362-1386.

https://doi.org/10.1177/0149206312441835



46

Morsink, S., Sonuga-Barke, E., Mies, G., Glorie, N., Lemiere, J., Van der Oord, S., &
Danckaerts, M. (2017). What motivates individuals with ADHD? A qualitative analysis
from the adolescent’s point of view. European Child & Adolescent Psychiatry, 26(8),
923-932. https://doi.org/10.1007/s00787-017-0961-7

Murphy, K., & Latham, P. (2022). Disclosure of ADHD in the workplace: Practical and legal
issues to consider. The ADHD Report, 30(4), 12-14.
https://doi.org/10.1521/adhd.2022.30.4.12

Nakai, T., Tsuji, T., Tsuda, H., Sotodate, T., Namba, Y., Uenishi, T., Iwasaki, K., Kokubo, K., &
Tomita, H. (2022). Working conditions, work productivity, quality of life, and depressive
symptoms in undiagnosed adults with and without attention-deficit/Hyperactivity
disorder (ADHD) symptoms during the COVID-19 pandemic. Neuropsychiatric Disease
and Treatment, 18, 1561-1572. https://doi.org/10.2147/ndt.s358085

National Institutes of Health Consensus Development Conference Report. (2000). Diagnosis
and treatment of attention deficit hyperactivity disorder (ADHD). Journal of
Pharmaceutical Care in Pain & Symptom Control, 8(3), 75-89.
https://doi.org/10.4324/9781315054315-1

Newark, P. E., Elsédsser, M., & Stieglitz, R. (2012). Self-esteem, self-efficacy, and resources in
adults with ADHD. Journal of Attention Disorders, 20(3), 279-290.
https://doi.org/10.1177/1087054712459561

Oladejo, M. O., & Oluwaseun, Y. (2014). An assessment of the impact of compensation plan on
workers performance of selected quoted food and beverages manufacturing companies
in Nigeria. IOSR Journal of Business and Management, 16(7), 05-12.

https://doi.org/10.9790/487x-16710512



47

Olfson, M., Blanco, C., Wang, S., & Greenhill, L. L. (2013). Trends in office-based treatment of
adults with stimulants in the United States. The Journal of Clinical Psychiatry, 74(01),
43-50. https://doi.org/10.4088/jcp.12m07975

Oppi, C., Bagheri, A., & Vagnoni, E. (2019). Antecedents of innovative work behaviour in
healthcare: Does efficacy play a role? International Journal of Public Sector
Management, 33(1), 45-61. https://doi.org/10.1108/ijpsm-12-2018-0267

Ouweneel, E., Le Blanc, P. M., & Schaufeli, W. B. (2013). Do-it-yourself: an online positive
psychology intervention to promote positive emotions, self-efficacy, and engagement at
work. Career Development International, 18(2),
173-195. https://doi.org/10.1108/cdi-10-2012-0102

Patros, Tarle, S. J., Alderson, R. M., Lea, S. E., & Arrington, E. F. (2019). Planning deficits in
children with Attention-Deficit/Hyperactivity Disorder (ADHD): A meta-analytic review
of Tower Task performance. Neuropsychology, 33(3), 425-444.
https://doi.org/10.1037/neu0000531

Perry-Smith, J.E., & Mannucci, P.V. (2017). From creativity to innovation: The social network
drivers of the four phases of the idea journey. Academy of Management Review, 42,
53-79.

Polner, B., Nagy, H., Takats, A., & Kéri, S. (2015). Kiss of the muse for the chosen ones: De
Novo schizotypal traits and lifetime creative achievement are related to changes in
divergent thinking during dopaminergic therapy in Parkinson’s disease. Psychology of

Aesthetics, Creativity, and the Arts, 9(3), 328-339. https://doi.org/10.1037/a0039303



48

Prabhu, V., Sutton, C., & Sauser, W. (2008). Creativity and certain personality traits:
Understanding the mediating effect of intrinsic motivation. Creativity Research Journal,
20(1), 53-66. https://doi.org/10.1080/10400410701841955

Puente-Diaz, R., & Cavazos-Arroyo, J. (2017). Creative self-efficacy: The influence of affective
states and social persuasion as antecedents and imagination and divergent thinking as
consequences. Creativity Research Journal, 29(3), 304-312.
https://doi.org/10.1080/10400419.2017.1360067

Radel, R., Davranche, K., Fournier, M., & Dietrich, A. (2015). The role of (dis)inhibition in
creativity: Decreased inhibition improves idea generation. Cognition, 134, 110-120.
https://doi.org/10.1016/j.cognition.2014.09.001

Rafi, H., Delavari, F., Perroud, N., Derome, M., & Debbané, M. (2023). The continuum of
attention dysfunction: Evidence from dynamic functional network connectivity analysis
in neurotypical adolescents. PLOS ONE, 18(1), €0279260.
https://doi.org/10.1371/journal.pone.0279260

Rao, B., & Polepeddi, J. (2019). Neurodiverse workforce: Inclusive employment as an HR
strategy. Strategic HR Review, 18(5), 204-209. https://doi.org/10.1108/shr-02-2019-0007

Reid, S. E., & De Brentani, U. (2014). Building a measurement model for market visioning
competence and its proposed antecedents: Organizational encouragement of divergent
thinking, divergent thinking attitudes, and ideational behavior. Journal of Product
Innovation Management, 32(2), 243-262. https://doi.org/10.1111/jpim.12232

Runco, M. A., & Acar, S. (2012). Divergent thinking as an indicator of creative potential.
Creativity Research Journal, 24(1), 66-75.

https://doi.org/10.1080/10400419.2012.652929



Runco, M. A., Plucker, J. A., & Lim, W. (2001). Development and psychometric integrity of a
measure of ideational behavior. Commemorating Guilford's 1950 Presidential Address,
393-400. https://doi.org/10.4324/9781410608604-16

Ryan, R. M., & Deci, E. L. (2000). Intrinsic and extrinsic motivations: Classic definitions and
new directions. Contemporary Educational Psychology, 25(1), 54-67.
https://doi.org/10.1006/ceps.1999.1020

Sader, Walg, M., & Ferdinand, N. K. (2023). Rewards Can Foster Response Execution and
Response Inhibition in Young Children Diagnosed with ADHD. Journal of Cognition
and Development, 24(1), 37-54. https://doi.org/10.1080/15248372.2022.2110875

Samsung SDS. (2023). Our approach.
https://www.samsungsds.com/en/sustainability/values.html

Sen, S. (2021). A reliability generalization meta-analysis of Runco ideational behavior scale.
Creativity Research Journal, 34(2), 178-194.

https://doi.org/10.1080/10400419.2021.1960719

49

Shaw, G. A., & Brown, G. (1990). Laterality and creativity concomitants of attention problems.

Developmental Neuropsychology, 6(1), 39-56.
https://doi.org/10.1080/87565649009540448

Shaw, G. A., & Brown, G. (1991). Laterality, implicit memory and attention disorder.
Educational Studies, 17(1), 15-23. https://doi.org/10.1080/0305569910170102

Shi, B., Wang, L., Yang, J., Zhang, M., & Xu, L. (2017). Relationship between divergent
thinking and intelligence: An empirical study of the threshold hypothesis with Chinese

children. Frontiers in Psychology, 8. https://doi.org/10.3389/fpsyg.2017.00254



50

Shifrin, J. G., Proctor, B. E., & Prevatt, F. F. (2010). Work performance differences between
college students with and without ADHD. Journal of Attention Disorders, 13(5),
489-496. https://doi.org/10.1177/1087054709332376

Sio, U. N., & Ormerod, T. C. (2009). Does incubation enhance problem solving? A meta-analytic
review. Psychological Bulletin, 135(1), 94-120. https://doi.org/10.1037/a0014212

Smith, E. M., Best, K. L., & Miller, W. C. (2020). A condensed wheelchair skills training
“bootcamp” improves students’ self-efficacy for assessing, training, spotting, and
documenting manual and power wheelchair skills. Disability and Rehabilitation:
Assistive Technology, 15(4), 418—420. https://doi.org/10.1080/17483107.2019.1572231

Stolte, M., Trindade-Pons, V., Vlaming, P., Jakobi, B., Franke, B., Kroesbergen, E. H., Baas, M.,
& Hoogman, M. (2022). Characterizing creative thinking and creative achievements in
relation to symptoms of attention-deficit/Hyperactivity disorder and autism spectrum
disorder. Frontiers in Psychiatry, 13. https://doi.org/10.3389/fpsyt.2022.909202

Subcommittee on Attention-Deficit/Hyperactivity Disorder, & Steering Committee on Quality
Improvement and Management. (2011). ADHD: Clinical practice guideline for the
diagnosis, evaluation, and treatment of attention-deficit/Hyperactivity disorder in children
and adolescents. Pediatrics, 128(5), 1007-1022. https://doi.org/10.1542/peds.2011-2654

Tan, C., Chin, X., Chng, S. T., Lee, J., & Ooi, C. (2022). Perceived social support increases
creativity: Experimental evidence. International Journal of Environmental Research and
Public Health, 19(18), 11841. https://doi.org/10.3390/ijerph191811841

Taylor, C. L., Esmaili Zaghi, A., Kaufman, J. C., Reis, S. M., & Renzullj, J. S. (2020).

Divergent thinking and academic performance of students with attention deficit



51

hyperactivity disorder characteristics in engineering. Journal of Engineering Education,
109(2), 213-229. https://doi.org/10.1002/jee.20310

Teng, C., Hu, C., & Chang, J. (2019). Triggering creative self-efficacy to increase employee
innovation behavior in the hospitality workplace. The Journal of Creative Behavior,
54(4), 912-925. https://doi.org/10.1002/jocb.419

Thompson, A. C., & Lefler, E. K. (2015). ADHD stigma among college students. ADHD
Attention Deficit and Hyperactivity Disorders, 8(1), 45-52.
https://doi.org/10.1007/s12402-015-0179-9

Tierney, P., & Farmer, S. M. (2011). Creative self-efficacy development and creative
performance over time. Journal of Applied Psychology, 96(2), 277-293.
https://doi.org/10.1037/a0020952

Volkow, N. D., Wang, G., Newcorn, J. H., Kollins, S. H., Wigal, T. L., Telang, F., Fowler, J. S.,
Goldstein, R. Z., Klein, N., Logan, J., Wong, C., & Swanson, J. M. (2010). Motivation
deficit in ADHD is associated with dysfunction of the dopamine reward pathway.
Molecular Psychiatry, 16(11), 1147-1154. https://doi.org/10.1038/mp.2010.97

Voros, Z., & Lukovszki, L. (2021). The effects of subclinical ADHD symptomatology on the
subjective financial, physical, and mental well-being of entrepreneurs and employees.
Journal of Business Venturing Insights, 15. https://doi.org/10.1016/5.jbvi.2021.€00240

Vroom, V.H. (1964). Work and motivation. Wiley.

Waite, R., Buchanan, T., & Leahy, M. (2020). Assessing ADHD symptoms among young adults
in the University with the ASRS v1.1: Examining associations with social anxiety and
self-efficacy. International Journal of Disability, Development and Education, 69(5),

1631-1644. https://doi.org/10.1080/1034912x.2020.1825643



52

White, H. A., & Shah, P. (2006). Uninhibited imaginations: Creativity in adults with
attention-deficit/Hyperactivity disorder. Personality and Individual Differences, 40(6),
1121-1131. https://doi.org/10.1016/j.paid.2005.11.007

Zabelina, D. L., Condon, D., & Beeman, M. (2014). Do dimensional psychopathology measures
relate to creative achievement or divergent thinking? Frontiers in Psychology, 5.
https://doi.org/10.3389/fpsyg.2014.01029

Zhang, W., Sjoerds, Z., & Hommel, B. (2020). Metacontrol of human creativity: The
neurocognitive mechanisms of convergent and divergent thinking. Neurolmage, 210,
116572. https://doi.org/10.1016/j.neuroimage.2020.116572

Zhou, W., Vredenburgh, D., & Rogoft, E. G. (2013). Informational diversity and entrepreneurial
team performance: Moderating effect of shared leadership. International
Entrepreneurship and Management Journal, 11(1), 39-55.
https://doi.org/10.1007/s11365-013-0274-3

Zhou, Y., Zhang, Y., & Montoro-Sanchez, A. (2011). Utilitarianism or Romanticism: The effect
of rewards on employees' innovative behaviour. International Journal of Manpower,

32(1), 81-98. https://doi.org/10.1108/01437721111121242



Appendix A

ADHD Questionnaire

ADHD ok
The following questions are about how you behave and think in a variety of situations. Please decide to what extent each of these statements describes you.
There are no right or wrong answers.

Newer Rarely Sometimes Often Very Often

How often do you have trouble wrapping up the
fine details of a project, once the challenging parts O O O O O
have been done?

How often do you have difficulty getting things in
order when you have to do a task that requires O @] O O O
organization?

When you have a task that requires a lot of

thought, how often do you avoid or delay getting @] O @] @] O
started?
How often do you have problems remembering o 0O o o o

appointments or obligations?

How often do you fidget or squirm with your hands

or your feet when you have to sit down for a long O @] O O O
time?
How often do you feel overly active and compelled o o o o o

to do things, like you were driven by a motor?
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Appendix B

Workplace Divergent Thinking Questionnaire

WDT . Q *

The following questions are about having ideas at work. Please indicate to what extent the following statements apply to you. The answer options run from
not at all' to 'very much".

1- Notat all 2 3 4 5 - Very Much

I have many wild ideas at work. @) O O @] O
| come up with a lot of ideas or solutions to
problems at work. O O o o o
| come up with an idea or solution other coworkers
have never thought of. O O o o o
| would rate myself highly in being able to come up
with ideas at work. O O o o o
| have always been an active thinker - | have lots of
, ’ O O O 0 0
ideas at work.
| am able to think up answers to problems that
haven't already been figured out at work. O © © © O
| am good at combining ideas in ways that other

é ' ” ® ® 0 ¢ ¢}
coworkers have not tried.
| have ideas about new inventions or about how to

O O @] @] @]

improve things at work.



Creative Extrinsic Motivation Questionnaire

CEM

Appendix C
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The following questions are about how creativity is valued in your organization. The answer options run from ‘never' to 'very often’. Please indicate the

degree to which you...

Receive monetary rewards for good creative ideas

Receive symbolic public recognition for good
creative ideas

Receive individual praise and recognition from your
manager for good creative ideas

Receive a more positive year-end/mid-year review
for good creative ideas

Receive more training and personal development
opportunities for good creative ideas

Newver

Rarely

Sometimes

O

O

Often

Very often
O

O
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Appendix D

Creative Self-Efficacy Questionnaire

CSE "Q.‘ *

Below you will find several sentences people use to describe themselves. Please decide to what extent each of these statements describes you. There are
no right or wrong answers.

Definitely not Somewhat not Neither yes or no Somewhat yes Definitely yes
| know | can efficiently solve even complicated
y ? O O O O 0

problems
| trust my creative abilities O O @] O O
My imagination and ingenuity distinguishes me
from my friends
Many times | have proved that | can cope with
difficult situations O O o o o
| am sure | can deal with problems requirin

e e . aarine o O o) o) o)
creative thinking
| am good at proposing original solutions to

problems



