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Today, motivating and encouraging employees to be creative in an uncertain work environment
is essential. Creativity plays a key role in organizational changes and is considered a key and
important organizational resource; therefore, the purpose of the present study is to investigate
the effect of being two-time on employees' willingness to be creative, considering the
mediating role of resilience in the banking industry of Rasht. The statistical population of this
study is all employees of Sepah Bank branches in Rasht. The sample size was obtained using
the Morgan table, which was 235 people, who were selected based on the non-probability
sampling method. A standard questionnaire was used to measure the variables. The validity of
the questionnaire was examined in diagnostic, convergent and divergent terms, and the
reliability of the questionnaire was also examined with Cronbach's alpha coefficient. The
research model was tested based on the structural equation modeling (SEM) method based on
partial least squares (PLS) and with the help of Smart PLS3 software. The findings of the study
showed that duality has a significant effect on resilience, and resilience also has an effect on
employees' tendency to be creative, and finally, the mediating role of resilience between
duality and employees' tendency to be creative was confirmed. The thinking and reasoning is
that if employees work on multiple tasks and duties simultaneously, it will create a greater and
broader understanding of the individual in different and possibly related areas, and it will
provide the conditions for the individual to be creative, and for this behavior to occur, based on
the theory of planned behavior, the tendency to be creative must first be formed. Employee
resilience also acts as a bridge between duality and creativity by improving employees'
capacity to manage multiple tasks in an efficient and effective manner.
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1. Introduction

In today's fast-paced world, the ability to
think creatively in various fields is very
valuable (Ren et al., 2021). In this regard,
many organizations have inevitably sought
to develop their human resources in order to
succeed and remain in global competition,
and one of the most important strengths for
any organization is the development of its
human resources. Therefore, one of the
components that is of great importance in
relation to human resources in organizations
is the discussion of employee creativity (Irji
Rad and Lotfi Khatunabad, 2018). Creativity
and innovation are important activities that
create added value for the organization
(Akradlou et al, 2021). In fact, creativity
plays a key role in organizational change,
and stimulating and encouraging employees
to be creative in today's uncertain and
changing work environment is essential and
serves as a key and important organizational
resource (Brimani and Alizadeh, 2018r).
The desire for creativity and innovation is
not just a recommendation, but a vital
necessity. The desire for creativity of
employees in the organization helps the
organization survive in such a way that
when employees are creative in their work,
they will be able to present and apply new
and useful ideas about the organization's
products,  performance,  services  or
procedures (Abbasi Seruk et al, 2017). In
this case, the creativity of each individual in
teamwork is valuable for the organization;
because by sharing ideas, they achieve the
creation of a new solution (Chen et al.,
2021). The importance of creativity for the
industry of any country is immeasurable;
because its value is incalculable. That is why
developed countries promote factors that can
develop a desire for creativity and a creative
mindset (Demetriou & Nicholl, 2021). And
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despite various researches working in the
field of creativity, there is a research gap in
this field, including the lack of attention to
the duality of research. For example, Lopez-
Ames et al. (2020) conducted an article
entitled Resilience and the tendency to
creativity in  adolescents with  high
intellectual abilities, and Richtner and
Lofsten (2014) in their study entitled
Management in Turbulence: How Resilience
Capacity Affects the Tendency to Creativity,
examined the perspectives of employees of
technology-based companies and concluded
that the tendency to creativity is related to
the dimensions of resilience (Richtnér &
Lofsten, 2014). Hosseini et al. (2014) in
their article entitled The Relationship
between the Influence of Crisis Managers on
Planning Components, the Tendency to
Creativity and Resilience. Also, most of the
research that has been done in this field has
been in other industries and has not paid
attention to the banking industry. For
example, Akbari (2015) conducted a study
titled The Role of Thinking Styles, Learning
Strategies, and Resilience in the Propensity
for Creativity among Female High School
Students in District 4 of Isfahan. Hosseini et
al. (2014) conducted a study titled The
Relationship between the Influence of Crisis
Managers on  Planning Components,
Propensity for Creativity, and Resilience
among Managers of Military and Law
Enforcement  Organizations in  Tehran
Province. Considering the above-mentioned,
conducting a study that, in addition to
assessing the level of employees’ propensity
for creativity, examines the relationship
between other variables and employees’
propensity for creativity is of great
importance. Accordingly, the main research
question is: What effect does dual-shift work
have on employees’ propensity for
creativity, considering the mediating role of
resilience?
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2. Research Methods

The  statistical ~ population  includes
employees of Sepah Bank branches in
Rasht, which, based on statistics received
from the Sepah Bank management in Gilan
province, number 457. According to
Morgan's table, for a statistical population of
460 people, at least 210 people should be
evaluated. Given the possibility of receiving
ineffective or incomplete questionnaires, the
researcher decided to distribute 250
questionnaires, which were distributed based
on the number of employees in each branch,
and in the end, 235 people were surveyed.

3. Results

The findings of the study showed that duality
has a significant effect on resilience, and
resilience also has an effect on employees'
tendency to be creative, and finally, the
mediating role of resilience between duality and
employees' tendency to be creative was
confirmed. The thinking and reasoning is that if
employees work on multiple tasks and duties
simultaneously, it will create a greater and
broader understanding of the individual in
different and possibly related areas, and it will
provide the conditions for the individual to be
creative, and for this behavior to occur, based on
the theory of planned behavior, the tendency to
be creative must first be formed. Employee
resilience also acts as a bridge between duality
and creativity by improving employees' capacity
to manage multiple tasks in an efficient and
effective manner..

4. Conclusion

The results of the research hypothesis test
showed that the absence of a relationship
between multi-temporality and creativity in
this hypothesis indicates that multi-
temporality does not have a direct effect on
employee creativity, but indirectly, through
the mediating role of resilience, has an effect
on employees' tendency to be creative. This
could be due to the important role of
resilience as a mediator. The second
hypothesis of the research showed that dual-
temporality has a positive and significant
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effect on employee resilience. The path
coefficient of this relationship is 0.556.
Multi-temporality allows employees to
perform multiple and complex tasks at the
same time, which increases their endurance,
patience, and tolerance. The finding is
consistent with the results of Ansar et al.
(2022) research.
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