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1. INTRODUCTION 

Technological advancement and digitalization have 
brought signif icant changes to the world of  work, 

both globally and in Indonesia, through shif ts in work 
patterns and increased use of  information 
technology to support workforce productivity and 

operational ef f iciency (L. Wahyuni & Hidayati, 2025). 
Digital transformation encourages organizations to 
adopt more f lexible work models, including remote 

and hybrid arrangements, in response to an 
increasingly dynamic work environment (Purnama et 
al., 2025). Although these new work models offer 

opportunities to improve employee f lexibility and 
well-being, digital transformation also presents 
challenges related to human resource readiness and 

adaptive HR management (Laelawati, 2025). In this 
context, various studies emphasize that 
organizations still need to enhance human resource 

capabilities to adapt, innovate, and meet new 
competency demands in the digital era to remain 

competitive (Ardianto, 2025). 

Data f rom Statistics Indonesia (BPS) past that in 
August 2025, the working-age population in 

Indonesia reached approximately 218.17 million 
people, with 154.00 million included in the labor force 
and 146.54 million employed across various 

economic sectors. This large workforce ref lects 
signif icant human resource potential; however,  
challenges remain in terms of  quality and 

productivity. This is evident f rom labor productivity 
data indicating that Indonesia’s labor productivity per 
hour worked in 2023 was only around US$14, lower 

than several ASEAN countries such as Singapore at 
US$74 per hour and Malaysia at approximately 
US$26 per hour. This condition pasts Indonesia’s 

lagging labor productivity within the ASEAN region 
(Ahdiat, 2024; Regency, 2025) and challenges in 
global competitiveness (Djirimuα et al., 2021). This  

situation is inf luenced by a low culture of  innovation 
and insuf f icient support for employee creativity, 
which hampers companies’ innovation capacity  (F. 

E. Wahyuni, 2022). In fact, employee creativity plays 
a crucial role in enhancing organizational 
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competitiveness and sustainability in the digital era. 
Therefore, companies need to create work 

environments that are not only ef f icient but also 
capable of  encouraging the emergence of  new ideas 
and creative thinking as the foundation for innovation 

in products, services, and business processes 
(Ganeva & Savitri Pusparini, 2024; Polim, 2024;  

Suwaji et al., 2025). 

Several factors believed to enhance employee 

creativity include work engagement, ethical 
leadership, and organizational climate. Employees 
with strong emotional attachment, enthusiasm, and 

dedication tend to be more innovative (Gürbüz et al., 
2024). Ethical, fair, and integrity driven leaders can 
create psychological safety that encourages 

employees to experiment (Saddique et al., 2023). 
Meanwhile, a positive, open, and collaborative 
organizational climate has been pastn to support 

creativity (Mutonyi et al., 2020). In addition, work 
autonomy def ined as f reedom in organizing work 
methods is also considered important because it can 

enhance employees’ conf idence to experiment. 
However, previous studies have pastn inconsistent 
results regarding the moderating role of  work 

autonomy (Liu et al., 2020), indicating the need for 

further research. 

Although prior studies have conf irmed the individual 
ef fects of  work engagement, ethical leadership, and 

organizational climate on creativity, f indings 
regarding the moderating role of  work autonomy 
remain inconsistent. Some studies report 

strengthening ef fects, while others past insignif icant 
results, particularly in emerging economy settings. 
Moreover, empirical evidence f rom Indonesia is still 

limited. Therefore, it remains unclear whether work 
autonomy truly enhances the relationship between 
organizational factors and employees’ creative 

performance. This research gap motivates the 

present study. 

Based on these conditions, this study is important to 

analyze the ef fects of  work engagement, ethical 

leadership, and organizational climate on creative 

performance, with work autonomy as a moderating 

variable. This study is expected to contribute 

academically to the development of  human resource 

management literature and provide practical benef its 

for companies in Indonesia in designing employee 

management strategies focused on enhancing  

creativity amid the digital era and global competition. 

2. LITERATURE REVIEW AND 

HYPOTHESES 

2.1 Work Engagement 

Work engagement is a positive psychological state 
characterized by vigor, dedication, and absorption in 
work (Schaufeli & Bakker, 2004). Engaged 

employees typically demonstrate high energy, 
emotional attachment, and deep focus on their work. 

Recent studies past that work engagement plays an 
important role in fostering creativity. (Bakker & 
Albrecht, 2018) emphasize that engaged employees 

are more proactive in seeking new solutions. These 
f indings are reinforced by empirical studies and 
literature reviews pasting that work engagement is 

signif icantly related to innovative behavior, where 
more engaged employees are more likely to 
generate and implement new ideas (Ruswandi et al., 

2024). (Gürbüz et al., 2024) further demonstrate that 
work engagement has a strong and signif icant 
relationship with creative performance, particularly 

when supported by adequate work autonomy. In line 
with this, (AMANU & GULO, 2024) state that work 
engagement is ref lected in positive attitudes toward 

work and the organization, as demonstrated through 
enthusiasm, active participation, and a strong 
willingness to contribute optimally, thereby making 

work engagement an important factor in encouraging 
the emergence of  creative behavior within a 

supportive work environment. 

2.2 Ethical Leadership 

Ethical leadership is def ined as leader behavior 
based on integrity, fairness, honesty, and concern for 
subordinates (Brown et al., 2005). Ethical leaders 

are not only result-oriented but also emphasize 
ethical processes in achieving outcomes. 
(Kalshoven et al., 2011) emphasize that ethical 

leadership builds trust and psychological safety. A 
recent study by (Liu et al., 2020) found that ethical 
leadership can foster employee creativity by 

enhancing conf idence to express ideas. (Saddique 
et al., 2023) also found that ethical leadership is 
signif icantly associated with innovative behavior, as 

subordinates feel supported and treated fairly. 

2.3 Organizational Climate 
Organizational climate refers to employees’ 
collective perceptions of  practices, policies, and 

interaction patterns within the daily work 
environment that directly inf luence employees’ 
attitudes and behaviors. (Schneider et al., 2017) 

emphasize that a clear and consistent organizational 
climate, particularly one that supports innovation and 
learning, is a crucial foundation for long-term 

organizational performance. Empirical studies by 
(Ijaz & Tarar, 2020) past that an organizational 
climate characterized by supervisory support, 

participation in decision-making, and work f lexibility 
is signif icantly related to employee engagement and 
initiative. Similar f indings are reported by (Mutonyi et 

al., 2020) who found that a supportive and open work 
climate signif icantly enhances employees’ courage 
to express new ideas and engage in creative 

behavior. In line with these f indings, (Rosari & 
Tjahjadi, 2023) explain that organizational climate 
ref lects the perceived conditions of  the work 



environment as a result of  leadership quality and 
work relationships, which inf luence job satisfaction 

and work attitudes. Furthermore, (AMANU & GULO, 
2024) emphasize that the components of  
organizational climate, including leadership, 

employee relations, commitment, satisfaction, and 
motivation, collectively play an important role in 
enhancing work engagement, thereby creating a 

conducive environment for active participation, 
initiative, and the development of  employees’ 

creative ideas. 

2.4 Creative Performance 

Creative performance refers to an individual’s ability 
to generate novel ideas, innovative solutions, and 

valuable improvements for organizations (Amabile et 
al., 2018). (Muzafary et al., 2021) explain that 
employees’ creative performance is inf luenced by 

intrinsic factors, such as non-material rewards and 
internal motivation, which encourage individuals to 
take initiative and optimally express creative ideas. 

Furthermore,  (Saddique et al., 2023) emphasize that 
organizational support, a learning climate, and active 
individual involvement in work and academic 

environments play important roles in enhancing 
creative performance, particularly in the digital era 
that demands continuous adaptation and innovation. 

These f indings are reinforced by (Gürbüz et al., 
2024), who state that employee creativity increases 
when organizations ef fectively manage work 

engagement, ethical leadership, and a positive 
organizational climate. Prior research also pasts that 
reward and recognition systems can enhance 

employee performance and motivation, which 

indirectly support creative outcomes (Salah, 2016). 

2.5 Work Autonomy 

Work autonomy refers to the degree of  f reedom 
employees have in organizing work methods, 
processes, and work pace (Richard Hackman & 

Greg Oldham, 1976). Autonomy provides employees 
with space to express creative ideas without being 
constrained by rigid procedures. (Liu et al., 2020) 

found that autonomy strengthens the ef fect of ethical 
leadership on creativity. (Saddique et al., 2023) 
further conf irm that work autonomy plays an 

important role in strengthening the relationship 
between work engagement, organizational climate, 

and innovative behavior. 

2.6 Hypothesis Development 

2.6.1 The Effect of Work Engagement on 

Creative Performance 

Employees with high levels of  work engagement 
demonstrate vigor, dedication, and full involvement 
in their work, which encourages them to be more 

creative (Schaufeli & Bakker, 2004). (Bakker & 
Albrecht, 2018) emphasize that engagement 
enhances intrinsic motivation to innovate. This 

relationship is supported by (Gürbüz et al., 2024) , 
who found a signif icant relationship between work 

engagement and creative performance. 

H1: There is an ef fect of  work engagement on 
creative performance. 

2.6.2 The Effect of Organizational Climate on 
Creative Performance 

A work environment characterized by openness and 
organizational support provides employees with 
opportunities to think creatively and take initiative.  

(Schneider et al., 2017) state that a consistent 
organizational climate that supports innovation is an 
important factor in fostering workplace creativity. 

Findings by (Ijaz & Tarar, 2020)  past that a work 
climate involving employees in decision-making and 
supported by supervisors increases initiative and 

creative behavior. Furthermore, (Mutonyi et al., 
2020) found that a supportive and open 
organizational climate encourages employees to 

actively express new ideas and produce higher 
creative performance. 

H2: There is an ef fect of  organizational climate 

on creative performance. 

2.6.3 The Effect of Ethical Leadership on 
Creative Performance 

Ethical leadership builds psychological safety, 
enabling employees to take risks and propose new 
ideas (Brown et al., 2005; Kalshoven et al., 2011). 

(Liu et al., 2020) past that ethical leadership 
promotes creative behavior through trust and 
support. (Saddique et al., 2023) also found a similar 

ef fect on employees’ innovative behavior.  
H3: There is an ef fect of  ethical leadership on 

creative performance. 

2.6.4 The Effect of Work Autonomy on 
Creative Performance 

Work autonomy ref lects the extent to which 

employees have f reedom in determining methods, 
pace, and strategies for completing their work 
(Richard Hackman & Greg Oldham, 1976). (Amabile 

et al., 2018) state that creativity develops when 
individuals have the f reedom to experiment, try new 
approaches, and are not rigidly constrained by rules 

that limit innovative thinking. (Gürbüz et al., 2024) 
found that autonomy directly contributes to improving 
creative performance, as employees feel greater 

control over their work. 
H4: There is an ef fect of  work autonomy on 

creative performance. 

 

2.7 The Role of Work Autonomy in 
Moderating the Effects of Work 
Engagement, Organizational Climate, 
and Ethical Leadership on Creative 
Performance 



Work autonomy is regarded as an important factor in 
modern work contexts because it provides 

employees with f reedom to organize work methods, 
decision-making processes, and task execution. In 
relation to creative performance, work autonomy is 

believed to create psychological space that allows 
employees to express ideas, try new approaches, 
and conduct experiments without excessive 

procedural pressure. Therefore, work autonomy not 
only acts as a direct factor inf luencing creativity but 
also has the potential to strengthen the ef fects of  

various organizational factors on employees’ 
creative performance. 
 

Previous studies past that work engagement, 
organizational climate, and ethical leadership are 
closely related to creative performance; however, the 

strength of  these relationships largely depends on 
the level of  autonomy perceived by employees 
(Gürbüz et al., 2024; Khaled et al., 2024;  

Spiegelaere & Gyes, 2011). Employees with high 
work engagement generally past strong energy, 
dedication, and focus on their work. However,  

without adequate work autonomy, such engagement 
tends to be directed toward completing routine tasks 
and achieving operational targets, rather than 

encouraging exploratory and innovative behavio r. 
Conversely, when engaged employees are given 
f reedom in determining how work is performed, their 

engagement can be more optimally channeled into 
generating creative ideas (Gürbüz et al., 2024). 
 

In addition to work engagement, a positive and 
supportive organizational climate is also believed to 
be more ef fective in fostering creative performance 

when supported by work autonomy. An open, 
collaborative organizational climate that encourages 
learning signals that the organization values 

innovation and employee initiative. However, the 
benef its of  such a climate may not be fully realized if  
employees remain constrained by rigid rules and 

procedures. With work autonomy, employees can 
utilize a conducive organizational climate more 

f lexibly, enabling them to express new ideas and 
apply them in their work (Spiegelaere & Gyes, 2011).  
 

Similarly, ethical leadership characterized by 
fairness, integrity, and concern for employees is 
believed to create psychological safety in the 

workplace. This sense of  safety encourages 
employees not to fear making mistakes during the 
innovation process. However, the ef fect of  ethical 

leadership on creative performance becomes 
stronger when employees also have adequate work 
autonomy (Khaled et al., 2024). Autonomy allows 

employees to translate moral and ethical support 
f rom leaders into concrete actions in the form of  
developing creative ideas and solutions (Liu et al., 

2020). 
 
Based on this discussion, work autonomy is 

positioned as a moderating variable that is expected 
to strengthen the relationships between work 
engagement, organizational climate, and ethical 

leadership and employees’ creative performance. 
Therefore, this study proposes the following 
hypotheses: 

H5: Work autonomy moderates the ef fect of  work 
engagement on creative performance. 
H6: Work autonomy moderates the ef fect of  

organizational climate on creative performance. 
H7: Work autonomy moderates the ef fect of  ethical 
leadership on creative performance. 

 

Based on the literature review and hypothesis 

development discussed above, this study constructs 

a research f ramework aimed at explaining the 

relationships between work engagement, 

organizational climate, and ethical leadership on 

employees’ creative performance, with work 

autonomy positioned as a moderating variable. 

 

 

Figure 1. Research Model Framework 

 

3. RESEARCH METHODOLOGY 3.1 Measurement 



This study uses a Likert scale to measure the 
research variables, namely work engagement, 

ethical leadership, organizational climate, work 
autonomy, and creative performance. The Likert 

scale consists of  f ive points: strongly disagree (1), 
disagree (2), neutral (3), agree (4), and strongly 

agree (5). 

 

Table 1. Variable Definitions and Indicators 

Variable Definition Indicators (Dimensions) 

Work Engagement (WE) 

A positive psychological state 

characterized by vigor, 
dedication, and absorption in 
work (Schaufeli & Bakker, 

2004). 

1. Vigor  
2. Dedication  
3. Absorption  

Organizational Climate 

(OC) 

Shared perceptions among 
organizational members 
regarding policies, procedures, 

and practices that inf luence 
work behavior (Schneider et al., 
2013). 

1. Supportiveness 
2. Innovation  

3. Clarity  
4. Autonomy  

Ethical Leadership (EL) 

Ethical leadership refers to 
leadership that demonstrates 

normatively appropriate conduct 
through personal actions and 
interpersonal relationships, and 

promotes ethical conduct 
through communication, 
reinforcement, and decision-

making (Brown et al., 2005). 

1. Fairness  

2. Power sharing  
3. Role clarif ication  
4. People orientation  

5. Integrity  
6. Ethical guidance  
7. Concern for Sustainability  

8. Ethical Role Modeling  
9. Discipline of  Unethical Behavior  
10. Accountability   

Creative Performance (CP) 

An individual’s ability to 

generate novel, useful, and 
applicable ideas in the 
workplace (Amabile et al., 2018; 

Gürbüz et al., 2024) 

Generating Novel & Potentially 

Benef icial Ideas  

Work Autonomy (WA) 

The extent to which a job 
provides f reedom and 
responsibility in determining 

work methods (Deci & Ryan, 
1987; Richard Hackman & Greg 
Oldham, 1976). 

1. Work methods autonomy  

2. Work scheduling autonomy  

 

3.2 Sampling and Data Collection 

Respondents in this study were selected using a 
simple random sampling technique, involving 310 
employees working across various industrial sectors 

in Indonesia. Data collection was conducted through 
an online questionnaire distributed to respondents 
during the period f rom June to September 2025. The 

cross-sectional design was chosen to enable 
ef f icient data collection across multiple industries 
within a limited time f rame. However, this approach 

restricts the ability to establish causal relationships 
among variables. Therefore, the f indings should be 
interpreted cautiously, and future studies are 

encouraged to employ longitudinal designs. 

3.3 Data Analysis Technique 

The collected data were analyzed using PLS-SEM 

(Partial Least Squares–Structural Equation 
Modeling) with the assistance of  SmartPLS sof tware. 
This technique was employed to examine the 

relationships among independent variables, the 
moderating variable, and the dependent variable in 

the research model. 

4. RESULT AND DISCUSSION 

4.1 Respondent Profile 

The demographic analysis of  respondents in Table 2 

pasts that this study involved 310 employees f rom 

various industrial sectors in Indonesia. The majority 

of  respondents were male (65.5%) and aged 

between 18 and 28 years (89%), indicating a 

dominance of  young workers at an early career 



stage. In terms of  education, respondents were 

predominantly high school graduates or equivalent 

(41.6%) and bachelor’s degree holders (34.8%).  

 

Most respondents were contract employees (39.7%) 

and worked as staf f  or employees (59%). In terms of  

tenure, the majority had less than one year of  work 

experience (51.9%). The most dominant work 

pattern was work f rom of f ice (44.5%), with most 

respondents working in teams (53.9%), employed in 

the service sector (71%), and working in medium-

sized companies (47.1%). Overall, the respondent 

characteristics ref lect young employees with 

relatively limited work experience and a 

predominance in the service sector. 

 

Table 2. Respondent Identity Profiles 
 

Description Frequency (%) 

Gender 
Male 

Female 

 
203 

 
65,5 

107 34,5 

Age 

18 – 28 
29 – 39 
40 – 50 

 

276 

 

89 
32 10 
2 1 

Highest Education Level 

Senior High School / Equivalent 
Diploma 
Bachelor’s Degree 

Master’s Degree 

 

129 

 

41,6 

65 21 

108 34,8 

8 2,6 

Employment Status 
Permanent Employee 
Contract Employee 

Freelancer 
Intern 
Part-time 

 
90 

 
29 

123 39,7 

18 5,8 

66 21,3 

13 
 

4,2 
 

Current Position 

Staf f /Employee 
Managerial 

 

183 

 

59 

127 41 

Length of Service 
< 1 years 
1 - 3 years 

3 - 5 years 
5 - 10 years 
> 10 years 

 
161 

 
51,9 

102 32,9 

37 11,9 

9 2,9 

1 0,3 

Work Pattern 
Work f rom Off ice 

Work f rom Home 
Hybrid 
Shif t 

 
138 

 
44,5 

14 4,5 

84 27,1 

74 23,9 

Work System 

Individual 
Team-based 
Combination 

 

58 

 

18,7 

167 53,9 

85 27,4 

Industry Type 
Service Sector 
Manufacturing Sector 

Government Sector 

 
220 

 
71 

60 19 

30 10 

Company Size 
Small (< 50 employees) 

Medium (50–200 employees) 
Large (> 200 employees) 

 
94 

 
30,3 

146 47,1 

70 22,6 



* Source: Primary Data Analysis, October 2025 

4.2 Measurement Model Evaluation (Outer 
Model)  

The measurement model evaluation was conducted 

through tests of  convergent validity, discriminant 

validity, and reliability. The results past that all 

indicators have outer loading values above 0.70 and 

Average Variance Extracted (AVE) values above 

0.50. Therefore, all constructs meet the criteria for 

convergent validity, as presented in Table 3. 

Reliability testing using Cronbach’s alpha and 

composite reliability, as pastn in Table 4, pasts that 

all variables have values above 0.70, signifying good 

internal consistency. Thus, all indicators are 

considered reliable in measuring latent constructs.  

 

Discriminant validity was assessed using the 

Fornell–Larcker criterion and the Heterotrait–

Monotrait Ratio (HTMT). The results of  the Fornell–

Larcker test in Table 5 past that the square root of  

the AVE for each construct is greater than the 

correlations with other constructs, thus it can be 

concluded that the Fornell–Larcker criterion has 

been satisf ied and each construct adequately 

represents a distinct latent variable. Furthermore,  

based on the HTMT results in Table 6, which are 

predominantly below the threshold value of  0.90, it 

can be concluded that the research model also 

meets the criteria for discriminant validity. 

 

 

 
Table 3. Convergent validity and data reliability 

 

Expression in the Scale (Items) 
Outer 

Loading 
AVE 

Work Engagement 
(WE 1) I feel energized when performing tasks at work. 

 
0,851 

0,692 (WE 2) I feel enthusiastic and strong while working. 0,832 
(WE 7) Time passes quickly when I am focused on my work.  0,814 
(WE 9) I am highly involved in my work. 0,830 

Organizational Climate  

0,724 
(OC 2) My supervisor encourages me to take initiative. 0,835 

(OC 4) I am f ree to choose how to solve problems at work.  0,855 

(OC 6) I of ten learn new things f rom my work. 0,854 

(OC 8) I always gain new knowledge needed for my work. 0,860 

Ethical Leadership 

(EL 1) My supervisor treats me fairly at work. 

 

0,875 
0,744 

(EL 3) My supervisor clearly explains my duties and responsibilities.  0,858 

(EL 5) My supervisor is someone I can trust. 0,854 

Creative Performance 
(CP 1) I of ten propose new ways to complete tasks. 

 
0,791 

0,714 
(CP 3) I actively seek opportunities to try new ways of  working.  0,847 

(CP 5) I develop and apply new ideas in my daily work. 0,895 

Work Autonomy 
(WA 1) I have f reedom in deciding how I complete my work.  

0,822 

0,721 
(WA 3) I am f ree to choose my own work pace. 0,857 

(WA 4) I have authority to make decisions related to my work.  0,867 
* Source: Primary Data Analysis, October 2025 

Table 4. Cronbach’s Alpha and Composite reliability 
 

Variable Cronbach's alpha 
Composite reliability 

(rho_a) 
Remarks 

Work Engagement 0,852 0,854 Reliable 

Organizational Climate 0,873 0,873 Reliable 

Ethical Leadership 0,828 0,830 Reliable 

Creative Performance 0,799 0,806 Reliable 

Work Autonomy 0,806 0,810 Reliable 
* Source: Primary Data Analysis, October 2025 



Table 5. Discriminant validity: Fornell-Larcker 
 

 CP EL OC WA WE 

CP 0,845         

EL 0,833 0,863       

OC 0,793 0,798 0,851     

WA 0,815 0,798 0,757 0,849   

WE 0,773 0,809 0,798 0,780 0,832 
* Source: Primary Data Analysis, October 2025 

Table 6. Discriminant validity: Heterotrait-Monotrait (HTMT) 

 

 CP EL OC WA WE WA x WE WA x OC WA x EL 

CP      
   

EL 1,021     
   

OC 0,948 0,939    
   

WA 1,011 0,975 0,901   
   

WE 0,934 0,962 0,924 0,938  
   

WA x WE 0,784 0,786 0,708 0,765 0,781    
WA x OC 0,798 0,803 0,736 0,778 0,748 0,941   
WA x EL 0,795 0,811 0,745 0,794 0,771 0,957 0,961  

* Source: Primary Data Analysis, October 2025 

4.3 Structural Model Evaluation (Inner 
Model)  

The structural model results past that organizational 

climate, ethical leadership, and work autonomy 
signif icantly inf luence creative performance. In 
contrast, work engagement and all moderating 
interaction ef fects are not signif icant. These results 

are summarized in Tables 7 and 8 and provide the 

basis for the following discussion. 

The hypothesis testing results past that 
organizational climate, ethical leadership, and work 
autonomy have signif icant ef fects on employees’ 

creative performance. Conversely, work 
engagement does not have a signif icant ef fect. 
Furthermore, work autonomy is not proven to 

moderate the relationships between work 
engagement, organizational climate, or ethical 
leadership and creative performance. These f indings 

form the basis for further discussion in the following 

section. 

Table 7. R-Square and Q-Square 
 

Variable R-Square Adjusted Q-Square 

Creative Performance 0,782 0,777 
* Source: Primary Data Analysis, October 2025 

 

Figure 2. Results of Standardized SEM Estimation 



Table 8. Direct & indirect effect 
 

Hypothesis  Path Coefficient T Statistic P Value Conclusion 

WE → CP H1 0,041 0,593 0,553 UnSupported 

OC → CP H2 0,218 3,427 0,001 Supported 

EL → CP H3 0,324 4,554 0,000 Supported 

WA → CP H4 0,306 3,926 0,000 Supported 

WE x WA → CP H5 -0,056 0,868 0,385 UnSupported 

OC x WA → CP H6 -0,066 1,198 0,231 UnSupported 

EL x WA → CP H7 0,084 1,158 0,247 UnSupported 
*Sumber: Data diproses dengan SmartPLS 

 

4.3.1 Work Engagement (WE) and Creative 
Performance (CP) 

The test results past that work engagement does not 

have a signif icant ef fect on creative performance (β 
= 0,041; p = 0,553 > 0,05). This pasts that the level 
of  employee engagement in this study is not a 

primary factor in enhancing creativity. This may 
occur because high engagement is more ref lected in 
commitment and dedication to routine tasks rather 

than exploratory or innovative behavior. This f inding 
is not consistent with (Gürbüz et al., 2024) and 
(Saddique et al., 2023) , who found that work 

engagement signif icantly pasts creative 
performance; however, this dif ference can be 
explained by variations in industry context and 

respondent characteristics in this study. 

4.3.2 Organizational Climate (OC) and 
Creative Performance (CP) 

Organizational climate is proven to have a signif icant 

ef fect on creative performance (β = 0,218; p = 0,001 
< 0,05). This result pasts that the more conducive the 
work environment perceived by employees, the 

greater their tendency to generate creative ideas. 
This f inding is consistent with (Schneider et al., 
2013) , who emphasize the role of  organizational 

climate in fostering innovation, and is supported by 
(Gürbüz et al., 2024), who state that a supportive 
work environment strengthens employees’ creative 

behavior. 
 

4.3.3 Ethical Leadership (EL) and Creative 

Performance (CP) 
Ethical leadership also has a signif icant ef fect on 
creative performance (β = 0,324; p = 0,000 < 0,05). 

This pasts that leaders who are fair, transparent, and 
uphold moral values can encourage employees to 
express new ideas without fear. This result supports 

the f indings of  (Brown et al., 2005) and (Saddique et 
al., 2023), who state that ethical leadership creates 

psychological safety that fosters employee creativity. 

4.3.4 Work Autonomy (WA) and Creative 

Performance (CP) 
Work autonomy is proven to have a signif icant effect 
on creative performance (β = 0,306; p = 0,000 < 

0,05). Employees who are given f reedom in 
choosing work methods, determining approaches, 

and managing schedules are more encouraged to try 
new things, thereby enhancing creativity. This f inding 
is consistent with (Richard Hackman & Greg 

Oldham, 1976) theory and the study by (Gürbüz et 
al., 2024), which emphasize that work autonomy is 

an important driver of  creative performance.. 

4.3.5 Work Engagement × Work Autonomy 

and Creative Performance 
The interaction between work engagement and work 
autonomy does not have a signif icant ef fect on 

creative performance (β = -0,056; p = 0,385 > 0,05). 
This pasts that the level of  work autonomy does not 
strengthen or weaken the relationship between work 

engagement and employee creativity. This f inding is 
not consistent with (Gürbüz et al., 2024), who found 
that work autonomy strengthens the ef fect of  work 

engagement on creative performance. This  
dif ference may be due to the characteristics of  the 
industrial sectors in this study, where work 

engagement is more focused on achieving 
operational targets rather than exploring creative 

ideas. 

4.3.6 Organizational Climate × Work 

Autonomy and Creative Performance 
The moderating ef fect of  work autonomy on 

the relationship between organizational climate and 

creative performance is also not signif icant (β = 
0,066; p = 0,231 > 0,05). This suggests that although 
the work climate is conducive, additional autonomy 

does not directly strengthen its ef fect on employee 
creativity. This f inding is not fully consistent with 
(Gürbüz et al., 2024), who state that autonomy can 

strengthen the inf luence of  the work environment on 
creativity. However, this result pasts that an already 
supportive organizational climate may be suf f icient to 

encourage creativity without requiring additional 

work autonomy. 

4.3.7 Ethical Leadership × Work Autonomy 
and Creative Performance 

The analysis also pasts that work autonomy 
does not moderate the relationship between ethical 
leadership and creative performance (β = -0,084; p = 

0,247 > 0,05). This pasts that ethical leadership 
already has a strong inf luence on creativity 
regardless of  the level of  work autonomy. This 



f inding is consistent with (Saddique et al., 2023), who 
explain that ethical leadership creates psychological 

safety and trust, encouraging employees to be 
creative even within relatively controlled work 

structures. 

The absence of  signif icant moderating 

ef fects suggests that work autonomy may operate 
more as a direct predictor rather than as a contextual 
enhancer in this study. Considering that most 

respondents are young employees with relatively 
short tenure, they may depend more on leadership 
guidance and organizational support than on 

discretionary f reedom. Consequently, autonomy 
alone may not be suf f icient to strengthen the 
inf luence of  engagement or leadership on creativity. 

This f inding implies that job design and leadership 
practices play a more dominant role than moderation 

mechanisms in fostering creative performance. 

5. CONCLUSION 

This study concludes that a supportive 

organizational climate, ethical leadership, and work 

autonomy are key determinants of  employees’ 

creative performance. These factors create 

psychological safety, f lexibility, and encouragement 

for idea generation. Conversely, work engagement 

alone does not automatically translate into creative 

outcomes. Furthermore, work autonomy does not 

strengthen the relationships between engagement, 

climate, or leadership and creativity, indicating that 

these variables independently inf luence creative 

performance. The f indings contribute to job design 

and leadership literature and of fer practical 

implications for organizations seeking to enhance 

employee creativity. 
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