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Abstract 

 
Objective: This paper examines the influence of empowering leadership on positive worker behavior and work 

productivity in various organizational settings. 

Design/Methods/Approach: This study used a survey-based quantitative design with a causal predictive approach. 

Partial least squares-structural equation modeling (PLS-SEM) analysis was conducted on a research sample of 268 

employees from various profit and non-profit organizations. Respondents were at least 18 years old. 

Findings: The findings reveal that empowering leadership positively relates to creative, collaborative, and innovative 

behavior. Creative and collaborative behavior affects positively to work productivity, whereas worker innovative 

behavior does not affect work productivity. 

Originality/Value: This study is one of the first to apply the S-O-R theory in the context of empowering leadership 

and its influence on positive worker behavior and work productivity. By using this framework, the research explores 

new dimensions of leadership impact in organizational behavior, offering valuable insights for human resource 

management in diverse settings. This research captures how empowering leadership (stimulus) influences employee 

behavior (organism) and subsequent work productivity (response).  
Practical/Policy implication: The result of this study is useful for HR managers seeking to enhance employee work 

productivity and innovation through leadership strategies. By adopting an empowering leadership style, HR managers 

can foster positive behaviors such as creativity and collaboration, which ultimately lead to higher organizational 

performance. 
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1. Introduction  
Human resources (HR) in a company context are employees who work for the company to get compensation. 

Increased HR Work Productivity can be achieved if the company can practice human resource management (HRM) to 

the fullest so that employees can provide their best performance, which is reflected in high work productivity 

(Darmawan, 2020). Work productivity growth plays a crucial role in addressing challenges such as inflation, aging 

populations, and the need to fund the transition to net-zero emissions. It also drives the sustainability of living standards 

and fosters inclusive growth. Without work productivity growth, the world faces the risk of economic stagnation or 

inflation. Meanwhile in reality, work productivity decreased in developed countries from an average of 2.2% annually 

before the 2008 financial crisis to less than 1% from 2012 to 2022. In emerging economies, work productivity growth 

also slowed, from 5.9% before the crisis to 3.4% over the last decade (McKinsey, 2024). The report shows that global 

work productivity growth has significantly slowed in recent years.  Gallup’s reports found one of the effective HRM 

practices that enhances work productivity is leadership. Team managers influence 70% of team engagement and 

companies with engaged managers got 27% higher revenue per employee and a 59% higher engagement rate among 

employees. Leadership is a key element to improving work productivity and  effective HRM practices (Gallup, 2018; 

Zhao et al., 2020). 

Over the past few decades, many studies have discussed the ideal leadership style to improve individual 

performance, organizational commitment and team performance (Luedi, 2022; Northouse, 2022; Zhao & Ali, 2024). 
One   leadership style currently widely discussed is empowering leadership (Kundu et al., 2019), which experts define   

as the process of sharing power and allocating autonomy and responsibility to followers, teams, or collectives through 

a series of behaviors modeled by the leader to increase internal motivation and achieve organizational goals (Cheong et 

al., 2019). Empowering leadership is particularly important in the context of work productivity because increased work 

unit core task proficiency and employee proactive behaviors contribute to organizational success (Martin et al., 2013).  

Empowering leadership has been extensively studied for its impact on individual and team performance, with various 

studies highlighting its positive effects on motivation, job satisfaction, and productivity.  

Empowering leadership is characterized by the delegation of authority, sharing power, and providing autonomy, 

which leads to increased self-confidence and a greater sense of control over work (Chen et al., 2024). It has been found 

that creative and collaborative behaviors are promoted when employees are empowered by their leaders, as they feel 

trusted to make decisions and contribute innovative ideas (Ahmed et al., 2022; Kim & Beehr, 2021). As a result, team 

work productivity is often enhanced, since these behaviors encourage higher engagement and problem-solving among 

team members (G. Tang et al., 2020). Moreover, it has been shown that innovative work behavior is positively correlated 

with work productivity improvements, which are driven by empowered teams (Lisak et al., 2022). Most research results 

believe that empowering leadership can have a positive impact on the behavior of individuals and teams in an 

organization, but, based on the results of the meta-analysis, several research results contradict this result (Lee et al., 

2018;  Li et al., 2017): empowering leadership does not always result in good team performance (Cheong et al., 2019). 

A further research shows a negative impact of empowering leadership is task uncertainty and employee resistance, 

which worsen their work productivity (Humborstad et al., 2014). Previous research shows contradicting results on the 

effect of empowering leadership on productivity and performance of organizational members, and thus requires further 

research involving intervening variables in the relationship between empowering leadership and work productivity. Based 

on that research gap, this research added collaborative behavior, creative behavior, and innovative behavior   as 

intervening variables. With the distinct research findings and observed phenomena, this study introduces a novel 

approach to enhancing HR productivity.  

 This study makes significant contributions to the literature on work productivity within the context of human 

resource management. First, it expands understanding of the effects of empowering leadership on work productivity by 

highlighting the role of collaborative, creative, and innovative behaviors as intervening variables. This focus aligns with 

the efforts to achieve Sustainable Development Goal (SDG) 8, which emphasizes the importance of inclusive and 

sustainable economic growth, decent work for all, and enhanced labor productivity. Second, the study introduces a 

novel perspective by exploring the relationship between empowering leadership toward  positive worker behavior and 

work productivity through the Stimulus-Organism-Response (S-O-R) framework. Third, this study contributes to the 

human resource literature by elucidating the mediating factors in the relationship between empowering leadership and 

work productivity.  

This research offers practical insights by providing evidence-based guidelines for organizations aiming to 

enhance work productivity. These guidelines include strategies to mitigate negative outcomes, such as ambiguity and 

resistance, and to maximize the potential for collaboration, creativity, and innovation. The literature review discusses 

the theoretical frameworks, previous research findings, and hypotheses relevant to this study. The methodology section 

outlines the quantitative approach employed, detailing the use of structural equation ,modeling (SEM) with partial least 

squares (PLS) and presenting the data analysis results. The subsequent sections report the research findings, discuss 

their theoretical and practical implications, and conclude with the limitations of the study and suggestions for future 

research directions. 
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2. Literature Review and Hypotheses Development 

2.1 S-O-R Theory 
Stimulus-Organism-Response (S-O-R) theory is a well-established framework from the field of environmental 

psychology, initially proposed by Woodworth in 1929. This theory builds upon the classic Stimulus-Response (S-R) 

model developed by Pavlov in 1927, extending its application to include psychological and emotional responses. The S-
O-R framework was further refined by Mehrabian and Russell in 1974, who used it to examine how external 

environmental stimuli affect human behavior through emotional and cognitive responses (Sun et al., 2021). According 

to this model, the stimulus (S) refers to external factors, often environmental or situational influences, that trigger 

responses in an organism. The organism (O) represents the individual’s internal states—such as emotions, perceptions, 

or psychological processes—that mediate the response. The response (R) represents the actions or behaviors that the 

organism exhibits in reaction to the stimulus. This model is widely used in fields like consumer behavior and 

environmental psychology to understand human responses to various external stimuli (Alagarsamy et al., 2021; Ming et 

al., 2021; Zhang et al., 2021).  

The S-O-R theory has begun to be adopted in several studies in the fields of learning and human resources to 

understand how external stimuli influence behavior through internal psychological processes.   Cheng applied the S-O-

R model to investigate how media richness, human-system interaction, and human-human interaction in Massive Open 

Online Courses (MOOCs) influenced medical professionals' learning engagement (LE) and learning persistence (LP), 

showing that these stimuli impacted emotional, cognitive, and social LE, which subsequently enhanced LP (Cheng, 2024a). 

In another study, Cheng examined how network externality, personalization, and sociability in MOOCs shaped learners’ 

engagement and persistence, with LE dimensions mediating these effects (Cheng, 2024b). Cheng also applied S-O-R to 

examine how media richness and social interaction influenced nurses' learning engagement in MOOCs, affecting their 

intention to continue using the platform and their task performance (Cheng, 2024c). In other study, the S-O-R model 

was used to analyze the impact of generative AI adoption on employee engagement and performance with the result 

showing  that trust in and attitudes toward GenAI influenced employees' psychological states and enhanced their work 

performance (Manresa et al., 2024). Another study focused applied S-O-R to conceptualize HR outsourcing effectiveness 

and developed a scale to measure service performance, demonstrating how external stimuli impact internal psychological 

states (Sim et al., 2021). Similarly, research  by Kim et al. (2022) used S-O-R to examine how organizational citizenship 

behaviors (OCBs) perceived by customers influenced service performance, with customer satisfaction mediating the 

relationship. Furthermore, S-O-R has been used to explore how internal communication affects frontline employees' 

organizational identification and job satisfaction, leading to improved customer-oriented behavior (Ferdous et al., 2021). 

These studies collectively illustrate the growing relevance of the S-O-R model in understanding the complex 

relationships between external stimuli, internal psychological states, and employee outcomes in human resource 

management. 

In this study, the S-O-R theory offers a robust framework for understanding the relationship between 

empowering leadership, collaborative, creative, and innovative behaviors toward  work productivity. Empowering 

leadership serves as the external stimulus, as it creates an environment that influences employees' internal psychological 

states (e.g., motivation, confidence, autonomy). The organism in this framework is represented by employees' 

behaviors—specifically, collaborative, creative, and innovative behaviors—which are influenced by the empowering 

leadership style. These behaviors then lead to the response, which is work productivity. The response (R) in this 

framework is the work productivity, with work productivity being a direct outcome of the positive behaviors stimulated 

by empowering leadership (Cui & Yu, 2021; Kim & Beehr, 2021; Mutonyi et al., 2020; Wang, 2022). Thus, the S-O-R 

theory helps explain how leadership practices influence employees’ internal states and, ultimately, their performance. 

 
2.2 The Effects of Empowering Leadership 

Empowering leadership is a leadership style that emphasizes delegating authority and responsibility, enabling 

subordinates to have greater autonomy in deciding how they approach their work. This form of leadership is designed 

to foster self-motivation by giving employees more control over their tasks (Wang, 2022). The concept is grounded in 

the theory of structural empowerment, which focuses on leaders who share power and delegate tasks to employees, 

thereby enhancing their sense of competence and ownership (Richardson et al., 2021). Empowering leadership involves 

increasing the meaningfulness of work, promoting employee participation in decision-making, demonstrating confidence 

in high performance, and reducing bureaucratic barriers that hinder autonomy  (Pitambaran & Nyma, 2023; Wu, 2020). 

Empirical studies have shown that empowering leadership can improve employee performance by enhancing their work 

and career self-efficacy (Hao et al., 2018). From the perspective of empowerment motivation, it is suggested that 

empowering leadership fosters autonomous motivation in employees, which is a key driver of organizational success 

(O’Donoghue & Van Der Werff, 2022). Building on the foundational understanding of empowering leadership, this study 

hypothesizes that empowering leadership positively affects employee positive behavior. 

Creative behavior in the workplace involves the generation of new ideas and solutions that are relevant and 

useful to the organization (Alif & Nastiti, 2022). Empowering leadership encourages creativity by giving employees the 

freedom to explore innovative approaches and take ownership of their tasks, which enhances their ability to think 
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outside the box (Dani & Mohamed, 2020; Kim & Beehr, 2021). Studies have shown that autonomy, a core dimension of 

empowering leadership, is positively correlated with increased creativity and innovative thinking among employees (Hassi 

et al., 2022).. A meta-analysis of 25 empirical studies found that empowering leadership encourages creativity (Hoang et 

al., 2021). Similarly, research from 266 studies reveals that empowering leadership has the most significant influence on 

employee creativity and innovation compared to other leadership styles (Lee et al., 2020). 

 Empowering leadership plays a crucial role in enhancing employee creative behavior. By offering employees 

autonomy and the freedom to make decisions about how to approach their work, empowering leaders provide an 

environment conducive to creativity (Abualoush et al., 2022; Zhou et al., 2024). Research has shown that autonomy 

significantly influences employees' creative behavior by allowing them to explore new ideas and innovative solutions 

without being constrained by rigid procedures or micromanagement (Dani & Mohamed, 2020; Kim & Beehr, 2021). 

Empowering leaders demonstrate confidence in their employees' abilities, which increases employees' self-efficacy and 

encourages them to take creative risks (Anwar & Humayun, 2023). Thus, this study hypothesize that higher levels of 

empowering leadership will lead to increased creative behavior among employees: 

H1: Empowering leadership positively affects worker creative behavior. 

 

Collaborative behavior refers to employees' willingness to work together, share knowledge, and contribute to 

team-oriented goals within an organization (Nezami et al., 2024). It is a critical component of organizational success, 

particularly in environments that require teamwork, communication, and mutual support (Khatib et al., 2022). 

Empowering leadership, by providing autonomy and fostering trust, can significantly enhance collaborative behavior 

(Waseel et al., 2023). Empowering leadership creates an environment in which employees feel trusted and valued, which 

increases their willingness to collaborate with others ( Zhang & Bartol, 2010). By providing employees with autonomy, 

resources, and involvement in decision-making, empowering leaders foster a culture of collaboration (Ahearne et al., 

2005; Cheong et al., 2019). This encourages employees to share ideas, engage in problem-solving, and work together 

toward  common goals, ultimately enhancing overall team effectiveness (Waseel et al., 2023). Furthermore, the 

autonomy provided by empowering leadership reduces the hierarchical barriers that typically hinder teamwork, enabling 

more open communication and stronger interpersonal relationships among team members (Chen et al., 2011). Thus, 

this study offers the following hypothesis: 

H2: Empowering leadership positively affects worker collaborative behavior. 

 

Worker innovative behavior refers to the deliberate and creative engagement in activities that facilitate the 
generation, development, and implementation of novel ideas (Wang, 2023). This behavior is instrumental in refining 

existing operational procedures, optimizing work processes, and advancing the quality of services or products to address 

emerging challenges and improve organizational outcomes (Oh & Lee, 2022). Empowering leadership is posited to foster 

employees' innovative behavior, which encompasses the implementation of novel ideas and the facilitation of 

organizational change and improved organizational performance ( Li et al., 2016; Spreitzer et al., 1999). Leaders who 

empower employees by granting them autonomy in decision-making and providing support for taking calculated risks 

cultivate an environment that encourages innovation (Hassi et al., 2022). Empowering leadership reduces bureaucratic 

barriers and provides employees with the necessary resources and confidence to innovate (Cui & Yu, 2021; Embree et 

al., 2018). Studies have shown that empowering leadership is directly linked to increased innovation because it allows 

employees to experiment with new ideas and solutions, which are essential for organizational growth and competitive 

advantage (Hoang et al., 2021). Therefore, we propose the following hypothesis: 

H3: Empowering leadership positively affects worker innovative behavior. 

 

2.2. Work Productivity 
Work productivity is commonly defined as the ratio of output to input (Laitinen et al., 2024), serving as a critical 

indicator of how efficiently resources are utilized to achieve organizational goals. In a business context, it refers to the 

ability to produce goods and services with optimal use of resources such as personnel, materials, capital, and time. As 

such, work productivity is a key measure of an organization’s success in utilizing its available resources to generate 

valuable output (Aliahmadi, 2024). Work productivity is crucial for organizations as it reflects the efficiency and 

effectiveness of their operations, directly influencing profitability and competitiveness in the market (Bakhtiar et al., 

2018).There are two common methods for measuring work productivity: labor work productivity, which is calculated 

by dividing the output produced by the hours worked, and multifactor work productivity, which involves assessing 

output per unit of a weighted combination of various factors, such as fuel, equipment, and materials (Shin, 2024). In 

business management, employee work productivity is often evaluated based on employee performance, which includes 

competencies, effectiveness, and efficiency in job execution (Srimulyani et al., 2023). Increased work productivity is vital 

for organizations, as it leads to reduced costs, higher quality of products or services, and enhanced customer satisfaction, 

all of which contribute to organizational success (Jameel & Ahmad, 2020). 
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2.3 The Effect of Creative Behavior on Work Productivity 
Creative behavior, defined as the cognitive process involving activities like problem-solving, idea generation, and 

evaluating ideas (Slåtten et al., 2020), is a significant driver of employee work productivity. Employees who engage in 

creative behaviors can develop novel solutions to challenges, streamline processes, and improve work outcomes. As a 

result, creativity is directly linked to higher work productivity, as it enables employees to approach tasks in innovative 

ways that lead to more efficient and effective work (Semedo et al., 2016; Żywiołek et al., 2022). Empowering leadership 

plays a crucial role in fostering creative behavior, as it grants employees the autonomy to make decisions and encourages 

them to take risks in exploring new ideas (Naz et al., 2020; Ucar et al., 2021). This type of leadership creates an 

environment where employees feel supported in generating creative ideas, ultimately enhancing their performance and 

the organization's work productivity (Gajdzik & Wolniak, 2022). Creative behavior not only contributes to solving 

organizational problems but also helps employees find new, more efficient methods for performing their tasks (Ardito 

et al., 2018; Luqman et al., 2021). 

Higher levels of creative behavior among employees lead to better problem-solving abilities, which in turn 

improve individual and team performance. By implementing creative solutions, employees can streamline operations, 

enhance the quality of outputs, and increase overall work productivity (Probst et al., 2007). Thus, fostering creative 

behavior is essential for driving work productivity in the workplace, as employees who regularly engage in creative 

thinking are more likely to find innovative ways to achieve high-performance levels (De Clercq & Pereira, 2020). 
H4a: Creative behavior positively affects work productivity. 

H4b: Creative behavior mediates the relationship between empowering leadership and work productivity. 

 

2.4 The Effect of Collaborative Behavior on Work Productivity 
Collaboration refers to the process of working together with others to define, develop, or solve problems by 

pooling knowledge, expertise, and perspectives (Nezami et al., 2024). It is a critical behavior in today's organizational 

environments, where teamwork and shared decision-making are essential for success. Collaboration often involves the 

exchange of ideas, discussing varying viewpoints, and developing shared understandings that guide collective actions 

(Lister & Allman, 2024). In the context of work productivity, collaboration enhances organizational efficiency by 

encouraging a coordinated approach to tasks, sharing resources, and aligning goals across individuals and teams (Embree 

et al., 2018). Research has shown that collaborative behavior leads to improved teamwork competencies and a more 

cohesive work environment (Liu et al., 2021). The ability of people in the teams to collaborate effectively has been linked 

to enhanced problem-solving capabilities and greater flexibility in managing organizational challenges (Gray & Wood, 

1991). Additionally, the use of collaborative technologies can further enhance work productivity by enabling seamless 

communication and faster decision-making  (Schuh et al., 2014). 

Inter-organizational collaboration, particularly, allows for the pooling of resources and expertise across 

organizations, which can help tackle complex challenges and improve the overall Work Productivity of both individuals 

and organizations (Jameel & Ahmad, 2020; Khatib et al., 2022). Collaborative behavior among employees leads to higher 

work productivity through the exchange of knowledge, ideas, and resources that drive innovation and problem-solving  

(van den Hout & Davis, 2022). When employees engage in collaborative behavior, they combine their individual strengths 

and capabilities, which results in more efficient work processes and improved decision-making. A collaborative work 

environment fosters better communication, enabling employees to address issues more effectively and swiftly (Larsson 

& Larsson, 2020). This collective effort enhances individual and organizational work productivity by improving task 

execution, reducing redundancy, and streamlining workflows. Additionally,  It has been found that collaborative 

behaviors are promoted when employees are empowered by their leaders, as they feel trusted to make decisions and 

contribute new ideas  (Ahmed et al., 2022; Kim & Beehr, 2021).  As a result, team work productivity is often enhanced, 

since these behaviors encourage higher engagement and problem-solving among team members (T. Tang et al., 2020). 

Furthermore, the use of technology in collaborative efforts has been shown to significantly improve work 

productivity outcomes (Schuh et al., 2014). Teams that collaborate effectively, both within and across organizational 

boundaries, create synergies that enhance work productivity, thereby improving the overall efficiency of the organization 

(Khatib et al., 2022). The stronger the collaborative relationships between employees, the more likely they are to 

perform their tasks efficiently and creatively, contributing to higher work productivity. 

H5a: Collaborative behavior positively influences work productivity. 

H5b: Collaborative behavior mediates the relationship between empowering leadership and work productivity. 

 

2.5 The Effect of Innovative Behavior on Work Productivity 
Innovative behavior is characterized by the creation, development, and implementation of new ideas and 

approaches that improve organizational processes, products, or services (Luo et al., 2024). Employees who exhibit 

innovative behavior proactively in problem-solving, develop plans to implement new ideas, and put these plans into 

action (Mutonyi et al., 2020). This behavior is essential for organizations seeking to remain competitive in dynamic 

markets. Innovative employees bring fresh perspectives, which not only foster creativity but also lead to more efficient 

and effective work practices (Giudice et al., 2023). Innovative behavior is closely linked to organizational success, as it 



Taufik et al., Journal of Theoretical and Applied Management, Vol. 18 No. 1, 2025, pp. 115-135 
 

120 

 

helps organizations adapt to changing environments, improve internal processes, and deliver products or services that 

meet customer demands (Akram et al., 2020; Surya et al., 2021). Innovative behavior stimulates continuous 

improvement, which enhances both employee performance and organizational work productivity (van Zyl et al., 2021). 

In sectors such as tourism, for example, innovations in customer service have been shown to improve satisfaction and 

work productivity (Novitasari et al., 2022). 

Innovative behavior directly influences work productivity by providing employees with the ability to introduce 

new, more efficient methods of performing tasks. This behavior can result in product innovations or operational 

improvements that streamline work processes, reduce inefficiencies, and create added value (Mutonyi et al., 2020). One  

leadership style that gives employees the freedom to explore innovative approaches and take ownership of their tasks, 

which enhances their ability to think outside the box is empowering leadership  (Dani & Mohamed, 2020; Kim & Beehr, 

2021). Moreover, an innovative workforce is a key driver of work productivity, as it enables organizations to remain 

competitive and agile in an ever-changing market (Rehman et al., 2019). Innovative behavior also has a positive impact 

on employee motivation and work satisfaction, which in turn can lead to increased work productivity. Employees who 

are encouraged to innovate are more likely to feel valued and engaged in their work, which boosts their overall 

performance (Khan et al., 2020). Thus, fostering a culture of innovation within an organization helps to sustain high 

levels of work productivity and continuous improvement, as innovative employees are not only able to generate novel 

ideas but also successfully implement them in ways that improve organizational outcomes (Akram et al., 2020). 

H6a: Innovative behavior positively influences work productivity. 

H6b: Innovative behavior mediates the relationship between empowering leadership and work productivity. 

 

 

3. Method 
This research is designed as a survey study with a quantitative approach, aiming to explore the impact of 

empowering leadership on various workplace behaviors, including collaborative, creative, and innovative behaviors, and 

their subsequent influence on work productivity among Indonesian workers. The research data were collected through 

questionnaires distributed to a sample of the population using Google Forms. The respondents of this study are 

Indonesian citizens aged 18 and above, working as permanent employees across various industries. The sampling 

technique used is non-probability purposive sampling, selected to match specific criteria, including having worked for at 

least one year in their current job and being at least 18 years old. A total of 268 respondents were involved in the study. 

The data analysis method employed is structural equation modeling partial least squares (SEM-PLS) with SmartPLS 4 

software, which is suitable for testing causality and predicting relationships between dependent and independent 

variables using multivariate analysis. SEM-PLS is particularly effective in evaluating the predictive power of empowering 

leadership on fostering creative, collaborative, and innovative behaviors, which can contribute to increased work 

productivity (Hair et al., 2019). Table 1 presents the detail of the variable measurements. 

Indonesia is selected as the context for this research due to several critical factors that position it as an ideal 

setting for studying the effects of empowering leadership toward  positive worker behavior and work productivity. First, 

Indonesia's labor work productivity remains relatively low compared to other ASEAN countries, making it a compelling 

case for investigating leadership practices aimed at improving workforce output. According to the ASEAN Summit data, 

Indonesian labor work productivity is at 74.4%, which is notably below the regional average of 78.2% (Juni Armanto, 

2023). Second, according to statistical data, more than 50% of the Indonesian workforce is under the age of 40, with a 

significant portion of workers being in the 18-34 age range (BPS-Statistics, 2023); this workforce is characterized by a 

youthful and dynamic demographic, which is more receptive to contemporary leadership styles such as empowering 

leadership (Taufik et al., 2024). This demographic is often more adaptable and responsive to leadership approaches that 

promote autonomy and participation, making them a key target for empowerment-oriented strategies. Given these 

factors, Indonesia offers a unique opportunity to explore how empowering leadership can influence employee creativity, 

collaboration, and overall work productivity in a rapidly developing economy. 

This study gathers data from a diverse range of sectors to ensure the findings are broadly applicable to Indonesian 

workers across various fields. Data collection was conducted throughout Indonesia, rather than being restricted to a 

particular city or region, allowing for a more comprehensive understanding of the national context and providing insights 

that reflect the broader workforce dynamics across the country. 
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Table1. Variable Measurements 

N

o

. 

Variable Operational 

definition of 

variable 

Measurement 

Indicators 

Questionnaire Items Source 

1 Empowering 

Leadership 

The ability of leaders 

to empower 

employees by 

encouraging 

meaningful 

involvement, 

participation, and 

autonomy while 

building confidence in 

their abilities. 

1. Enhancing 

Meaningfulness of 

Work (EMW) 

My boss shows the 

meaningfulness of work 

(Humborstad et 

al., 2014; Kundu 

et al., 2019) 

2. Fostering 

Participation in 

Decision Making 

(FPDM) 

My boss involves me in 

decision making 

3. Expressing 

Confidence in 

High 

Performance 

(ECHP) 

My boss believes that I can 

get the job done well 

4. Providing 

Autonomy from 

Bureaucratic 

Constraints 

(PABC) 

My boss allows me to work 

the way I want to 

2 Creative 

Behavior 

The proactive 

employee behaviors 

exhibited in thinking 

and generating novel 

ideas, exploring 

unique approaches, 

and applying creative 

solutions in their 

work activities. 

1. Generating New 

Ideas 

I can generate new ideas at 

work 

(De Clercq & 

Belausteguigoitia, 

2019) 2. Finding New 

Methods or 

Techniques in 

Work 

I can produce new 

methods/techniques/instrum

ents/ways of working  

3. Finding New 

Solutions to 

Problems 

I can find new solutions for 

problem-solving at work 

3 Collaborativ

e Behavior 

The cooperative 

employee behavior is 

designed to work 

effectively with others 

within and across 

teams or 

organizations, aiming 

to achieve shared 

goals and optimize 

collective outcomes. 

1. Target 

Collaboration 

We (my colleagues and I) 

work together to achieve 

organizational targets 

(K. Liu et al., 

2024) 

2. Information 

Collaboration 

We share information on 

work  

3. Inter-

Organizational 

Collaboration 

We share resources needed 

for our work 

4. Resource 

Collaboration 

We coordinate with each 

other in completing tasks  

5. Task Process 

Coordination 

To complete my work, I try 

new ideas, methods, 

techniques, instruments, or 

processes 

4 Innovative 

Behavior 

The behavioral of 

employees to actively 

transform creative 

ideas into actionable 

and practical 

solutions, leading to 

improvements in 

work processes, 

products, or service.  

1. Looking for 

Ways to 

Implement New 

Ideas 

I promote my ideas to 

coworkers/superiors/teams 

(Mutonyi et al., 

2020) 

2. Developing Plans 

to Implement 

New Ideas 

I look for ways to implement 

the new idea in my work 

3. Implementing 

New Ideas 

I develop a plan to 

implement the new idea at 

work  

5 Work 

Productivity 

The ability of 

employees to deliver 

high-quality work 

outcomes efficiently 

and competently. 

1. Effectivity I work effectively (Shin, 2024) 

2. Efficiency I work efficiently 

3. Competency I am competent at work 
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4. Result and Discussion 

4.1. Result 
4.1.1 Measurement Model Assessment 

Table 2 shows the list of items, outer loadings and Cronbach's alpha values, composite reliability ρc, and exact 

reliability coefficient ρA. The output results show all outer loadings >0.70, thus confirming the reliability of the indicators. 

Regarding internal consistency reliability, the values of Cronbach's alpha (considered the lower limit) and composite 

reliability ρc (upper limit), as well as the exact reliability coefficient ρA, are in the range of 0.70-0.95, indicating the 

reliability of internal consistency is assessed (Hair et al., 2019).  The average variance (AVE) is > 0.50 for each construct, 

indicating that convergent validity is met (Hair et al., 2019).  

 

      Table 2. Measurement Validity and Reliability Test 

Construct Item 
Outer 

Loadings 

Cronbach's 

alpha 
rho_c 

Composite 

reliability  

(rho_c) 

Average 

variance 

extracted 

(AVE) 

Work 

Productivity 

WP1 0.884 
0.889 

 

0.891 

 

0.931 

 

0.819 

 WP2 0.931 

WP3 0.899 

Empowering 

Leadership 

EL1 0.791 

0.796 0.809 0.865 0.616 
EL2 0.810 

EL3 0.802 

EL4 0.904 

Creative 

Behavior 

Cre1 0.917 

0.897 0.898 0.935 0.829 Cre2 0.910 

Cre3 0.860 

Collaborative 

Behavior 

Coll1  0.860 

0.900 0.904 0.930 0.769 
Coll2  0.899 

Coll3 0.832 

Coll4  0.914 

Innovative 

Behavior 

Inno1 0.829 

0.924 0.925 0.943 0.769 

Inno2 0.821 

Inno3 0.902 

Inno4  0.922 

Inno5 0.905 

       Source: Smart-PLS results, 2024 

 
Discriminant validity, which measures how well a construct can be distinguished from other constructs, was 

assessed using multiple methods, including the heterotrait-monotrait ratio (HTMT) and the Fornell-Larcker criterion. 

The HTMT values, all of which were below 0.90, indicate acceptable discriminant validity, confirming that the constructs 

in the study can be adequately differentiated from one another. The Fornell-Larcker criterion analysis showed that the 

average variance extracted (AVE) values were greater than the correlations between constructs, further supporting the 

robustness of discriminant validity. These findings, validated through both HTMT and AVE comparisons, demonstrate 

that the constructs possess strong discriminating power, ensuring their reliability in explaining the phenomenon under 

investigation. 

 

        Table 3. Results of discriminant validity using Fornell-Larker and HTMT ratios.  
Collaborative 

Behavior 

Creative 

Behavior 

Empowering 

Leadership 

Innovative 

Behavior 

Work 

Productivity 

Collaborative Behavior 0.877 0.627 0.519 0.589 0.474 

Creative Behavior 0.428 0.910 0.420 0.842 0.652 

Empowering Leadership 0.573 0.508 0.785 0.653 0.650 

Innovative Behavior 0.594 0.768 0.459 0.877 0.507 

Work Productivity 0.454 0.584 0.378 0.571 0.905 

Source: Smart-PLS results, 2024 
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H1 = 0,508; 0,000 

H2 = 0,573; 0,000 H5a = 0,193; 0,008 

4.1.2. Inner Model Evaluation 
A commonly used method is the bootstrapping resampling process, which was chosen due to its non-parametric 

nature, resulting in more reliable estimates of the path coefficients. 

 

4.1.2.1 Multicollinearity 
 The results of SEM PLS analysis show no multicollinearity problem between exogenous variables (independent 

variables) that affect endogenous variables (dependent variables). The variance inflation factor (VIF) value for each 

relationship between variables is 1.000, which indicates the absence of multicollinearity. An inner VIF value of less than 

5 is a commonly used criterion to determine whether multicollinearity occurs. Therefore, the results shown in Table 4 

confirm that there is no multicollinearity problem between the observed variables in the model, and the relationships 

between the variables can be interpreted more accurately. 

 

Table 4. Result Multicollinearity (Inner Model Value / VIF) 

Relationship between variables BRIGHT Criteria 

Collaborative Behavior -> Work Productivity 1.550 < 5.000 

Creative Behavior -> Work Productivity 2.445 < 5.000 

Empowering Leadership -> Collaborative Behavior 1.000 < 5.000 

Empowering Leadership -> Creative Behavior 1.000 < 5.000 

Empowering Leadership -> Innovative Behavior 1.000 < 5.000 

Innovative Behavior -> Work Productivity 3.086 < 5.000 

Source: Smart-PLS results, 2024 

 

4.1.3 Hypothesis Testing 
The direct effect assesses the relationship between the independent and dependent variables without accounting 

for any intermediary variables, focusing exclusively on the direct connection between the two. In contrast, the indirect 

effect examines the mediating influence of variables such as Creative Behavior, Collaborative Behavior, and Innovative 

Behavior in the relationship between Empowering Leadership and Productivity. 

 

 

 

 

 

 
 

 

 

   
 

 

 

 

 
 

 

Figure 1. Model Framework 

 
The results of the analysis indicate that Empowering Leadership significantly influences both Creative Behavior 

(H1: Path Coefficient = 0.508, p-value = 0.000) and Collaborative Behavior (H2: Path Coefficient = 0.573, p-value = 

0.000), thereby supporting the acceptance of hypotheses 1 and 2. Furthermore, both Creative Behavior and 

Collaborative Behavior demonstrate significant positive effects on Work Productivity, as evidenced by the acceptance 

of H4a (Path Coefficient = 0.368, p-value = 0.002) and H5a (Path Coefficient = 0.193, p-value = 0.008). Additionally, the 

findings reveal that Empowering Leadership positively influences Innovative Behavior (H3: Path Coefficient = 0.459, p-

value = 0.000), confirming the validity of this hypothesis. However, the direct effect of Innovative Behavior on Work 

Productivity is found to be non-significant (H6a: Path Coefficient = 0.174, p-value = 0.056), leading to its rejection. The 

mediation analysis further substantiates that both Creative Behavior (H4b: Path Coefficient = 0.186, p-value = 0.002) 

and Collaborative Behavior (H5b: Path Coefficient = 0.110, p-value = 0.005) significantly mediate the relationship 

Work 

Productivity 

H4a = 0,368; 0,002 

Empowering 

Leadership 

H6a = 0,174; 0,056 

Innovative 

Behavior 

H3 = 0,459; 0,000 

Collaborative 

Behavior 

Creative 

Behavior 
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between Empowering Leadership and Work Productivity, thereby supporting the acceptance of these hypotheses. 

Conversely, the mediating role of Innovative Behavior in this relationship is found to be non-significant (H6b: Path 

Coefficient = 0.080, p-value = 0.085), resulting in the rejection of this hypothesis. In conclusion, the findings highlight 

that empowering leadership enhances work productivity primarily through its influence on creative behavior and 

collaborative behavior, while the mediating role of innovative behavior is not substantiated. 

 
 

Table 4. Hypothesis Testing 

Hypothesis Path Coefficient P values 
Hypothesis 

acceptance 

H1: Empowering Leadership -> Creative Behavior 0.508 0.000 Accepted 

H2: Empowering Leadership -> Collaborative Behavior 0.573 0.000 Accepted 

H3: Empowering Leadership -> Innovative Behavior 0.459 0.000 Accepted 

H4a: Creative Behavior -> Work Productivity 0.368 0.002 Accepted 

H4b: Empowering Leadership -> Creative Behavior -> Work Productivity 0.186 0.002 Accepted 

H5a: Collaborative Behavior -> Work Productivity 0.193 0.008 Accepted 

H5b: Empowering Leadership -> Collaborative Behavior -> Work Productivity 0.110 0.005 Accepted 

H6a: Innovative Behavior -> Work Productivity 0.174 0.056 Rejected 

H6b: Empowering Leadership -> Innovative Behavior -> Work Productivity 0.080 0.085 Rejected 

Source: Smart-PLS results, 2024 

 

4.1.4. Effect Size F Square, R Square, and Q Square 
F-Square in SMART PLS is an effect size measure that indicates how much influence variables have at the structural 

level in the model. The F-Square value ranges between 0 and 1, where the higher the value, the more significant the 
proportion of variability of the endogenous variables that the related exogenous variables can explain. F-Square analysis 

helps researchers understand the strength of the relationship between variables in the structural model. The results of 

the F-Square analysis show that the effect of the Collaborative Behavior variable on the Work Productivity variable has 

an F-Square of 0.040, indicating that about 4% of the variability in the Work Productivity variable can be explained by 

the Collaborative Behavior variable. The effect of the Creative Behavior variable on the Work Productivity variable has 

an F-Square of 0.093, indicating that about 9.3% of the variability in the Work Productivity variable can be explained by 

the Creative Behavior variable. The results also found that Empowering Leadership affects 49% on Collaborative 

Behavior, 34.7% on Creative Behavior, and 26.7% on Innovative Behavior. Based on the F-Square criteria, the influence 

of Collaborative and Creative Behavior variables on Work Productivity variables can be considered a low influence. In 

contrast, the influence of Empowering Leadership variables on Creative, Collaborative, and Innovative Behavior variables 

can be considered moderate. 

 

 

                  Table 5. F-square Result 

Relationship between influences f-square 

Collaborative Behavior -> Work Productivity 0.040 

Creative Behavior -> Work Productivity 0.093 

Empowering_Leadership -> Collaborative Behavior 0.490 

Empowering_Leadership -> Creative Behavior 0.347 

Empowering_Leadership -> Innovative Behavior 0.267 

     Source: Smart-PLS results, 2024 

 

The R-square and Q-square analyses in the SEM-PLS model demonstrate both the explanatory and predictive 

performance of the model. The R-square values show moderate explanatory power for collaborative behavior (0.329), 

creative behavior (0.258), and innovative behavior (0.211), with work productivity exhibiting the highest explanatory 

power at 0.402. These values indicate that the model explains a moderate level of variation in the dependent variables, 

though some variation remains unexplained, suggesting that additional factors may contribute to the variability. The Q-

square values further reflect the model's predictive capabilities. Collaborative behavior shows the strongest predictive 

ability with a Q²predict value of 0.310, indicating that the model can explain approximately 31% of its variation. Creative 

behavior and innovative behavior follow with predictive abilities of 23.1% and 19.1%, respectively, while work 

productivity shows the lowest predictive power at 12.9%. These results confirm the model's ability to predict the 

endogenous variables, though the predictive performance varies across the constructs. 
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                Table 6. R Square and Q Square 

 

Source: Smart-PLS results, 2024 

 

4.1.5 Model Fit 
The standardized root mean square residual (SRMR) measures the goodness-of-fit between the theoretical model 

and observed data, with values below 0.08 indicating a good fit. In this study, the SRMR value of 0.070 for the saturated 

model demonstrates alignment with empirical data. Other fit indices, including d_ULS, d_G, Chi-square, and NFI, also 

favor the saturated model over the estimated model. These results collectively confirm the robustness of the proposed 

theoretical framework, indicating a superior fit of the saturated model to the data. 

 

                                       Table 7. Model Fit Test 

Criteria Saturated model Estimated model 

SRMR 0.070 0.175 

d_ULS 0.931 5.813 

d_G 0.394 0.616 

Chi-square 635.072 812.160 

NFI 0.842 0.798 

             Source: Smart-PLS results, 2024 

 
4.2 Result 

4.2.1 Empowering Leadership Toward Positive Worker Behavior  
The results showed that empowering leadership positively affects creative, collaborative, and innovative behavior. 

This research proves empowering leadership can produce positive employee behavior (Fraboni et al., 2023). 

Empowering leadership provides a sense of trust, collaboration, and a focus on improving the skills of organizational 

members (Joo et al., 2023; Kim & Beehr, 2021). This kind of leadership can also strengthen employee innovation and 

creation because employees are encouraged to explore outside the conventional paradigm and take calculated risks 

(Alam et al., 2023; Cooper, 2021). Based on its characteristics, empowering leadership can facilitate collaboration among 

followers, which also affects how they work by encouraging supportive behaviors toward colleagues, which helps 

workers stay more focused and reduce distractions and errors at work (Edelmann et al., 2020; Han, 2022). Empowering 

leadership often encourages subordinates to collaborate with coworkers and seek opportunities to learn and grow 

(Mutonyi et al., 2020; Slåtten et al., 2020). Employees are encouraged to support each other by giving them authority 

and overcoming difficulties cooperatively. Employees are more likely to help and cooperate with their coworkers when 

they believe leaders collectively empower them (Arshad et al., 2021; Slåtten et al., 2020). Empowering leadership can 

foster a climate of cooperation and encourage them to solve existing problems by collaborating with others, which 

increases employees' feelings that they are supported (Hayat Bhatti et al., 2021; Roberge & Boudrias, 2021; Salas-Vallina 

et al., 2021). 

Giving autonomy to employees allows them to explore new ideas without fear of failure (Manuoglu, 2023). This 

can encourage them to take risks and think critically (Guo & Zhang, 2024). The trust provided by empowering leaders 

can increase employees' confidence in their ability to generate creative ideas and encourage employees to continue 

learning and developing themselves (Anwar & Humayun, 2023; Zhang et al., 2018). Empowering leadership creates an 

inclusive environment where all employees feel valued and listened to (Appelbaum et al., 1999; Randel et al., 2018). This 

can encourage them to actively contribute to the collaboration process and encourage open and transparent 

communication between employees, which can help them understand each other's ideas and work together more 

effectively (Beck et al., 2022).  

 
4.2.2. Positive Worker Behavior Toward Work Productivity 

This study shows that creative behavior has a positive effect on work productivity. Previous studies indicate that 

creative behavior can significantly improve performance. Work done with a high level of creativity positively impacts 

work productivity (Baum et al., 1995). In addition, creative work behaviors improve the performance of knowledge 

workers, thereby increasing the organization's overall work productivity (Davenport, 2005; Muñoz-Pascual & Galende, 

2020). This indicates that employee creativity has become essential for organizational survival. The research results also 

Research Variables R-Square Adj. R-Square Q²predict RMSE AAE 

Collaborative Behavior 0.329 0.326 0.310 0.849 0.591 

Creative Behavior 0.258 0.255 0.231 0.892 0.673 

Innovative Behavior 0.211 0.208 0.191 0.914 0.669 

Work Productivity 0.402 0.395 0.129 0.943 0.724 
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found that collaborative behavior positively affects work productivity. A collaborative organizational culture is a crucial 

element that increases work productivity and job satisfaction (Sulastri, 2023). To improve a culture of collaboration, 

organizations must set clear goals, ensure open communication, provide honest feedback, and recognize individual and 

team contributions. Training in collaboration skills such as listening, negotiating, and resolving conflicts is also essential 

to encourage positive collaborative behaviors and improve work productivity (Boryshkevych & Yakubiv, 2023). 

Collaboration can help quickly solve problems in an organization because it is resolved from many perspectives (Bennett 

& Gadlin, 2012; Huxham & Vangen, 2004) and increase work productivity (G. Tang et al., 2020). 

This study found different results from previous research on the effect of innovative behavior on work 

productivity. Innovative behavior does not necessarily have a positive impact on employee work productivity. In the 

context of workers in Indonesia, employees who innovate will be given excessive workloads because they are considered 

capable of being the primary foundation for the organization. In addition, generating new ideas and implementing them 

in the world of work requires higher adaptation and effort, which will drain the energy of an employee. Furthermore, 

seniority in the work environment hinders innovation and increased work productivity. Seniority can be interpreted as 

an employee with higher income, age, work experience, and length of work in a company. Employees are reluctant to 

innovate and increase work productivity because of seniority, which will cause social jealousy. Another thing that inhibits 

employees' innovative behavior in increasing their work productivity is the need for more appreciation for the employees 

concerned when they have innovated. This will result in a decrease in enthusiasm and motivation to work. The employee 

is reluctant to improve performance because superiors need to appreciate their new ideas. So, in the end, the employee's 

innovation decreases, and work productivity does not increase. Therefore, it is necessary to reward employees who 

have innovated and found new ideas to solve problems or improve the quality of a company. Rewards given to employees 

will create a supportive work culture that will increase creativity and innovative behavior for employees (Mdhlalose, 

2024). 

 

 

5. Conclusion 

5.1 Theoretical Implications 
This study provides significant theoretical contributions to by offering deeper insights into the relationship 

between Empowering Leadership and Work Productivity through the mediating roles of Creative Behavior, 

Collaborative Behavior, and Innovative Behavior. The findings confirm that Empowering Leadership enhances Creative 

Behavior and Collaborative Behavior, both of which positively influence work productivity, while Innovative Behavior 

does not exhibit a significant direct effect on productivity. These results align with previous studies highlighting the 

importance of leadership styles in fostering behaviors that drive organizational success (Hassi et al., 2022; Hoang et al., 

2021).  

Moreover, this study integrates the Stimulus-Organism-Response (S-O-R) framework, extending its application 

to the domain of leadership and employee productivity. This theoretical perspective enriches the understanding of how 

leadership functions as a stimulus, employee behaviors as organisms, and productivity as the response. These 

contributions provide a robust foundation for future research exploring variables such as organizational identification, 

psychological empowerment, and affective commitment as part of the dynamic interplay between leadership and 

employee outcomes (Al Harbi et al., 2019; Roberge & Boudrias, 2021; Srimulyani et al., 2023). 

To address contributions to the human resource literature, this study also provides valuable insights into the 

mediating factors between Empowering leadership and work productivity. By identifying and examining the roles of 

creative behavior, collaborative behavior, and innovative behavior, this research clarifies the pathways through which 

empowering leadership influences work productivity. The analysis demonstrates that creative and collaborative 

behaviors mediate the relationship, indicating that leadership practices designed to empower employees are most 

effective when they encourage these behaviors. However, the absence of a significant direct effect from innovative 

behavior on productivity suggests that innovation may require additional contextual or organizational factors to be fully 

realized. These findings underscore the importance of understanding not only the direct effects of empowering 

leadership but also the indirect influences that emerge through employee behaviors, offering a more nuanced view of 

how leadership strategies can be designed to enhance productivity in diverse organizational settings. This contribution 

enriches the human resource literature by emphasizing the mediating mechanisms that underpin the empowering 

leadership-productivity link, which has been underexplored in prior studies. 

 
5.2 Managerial Implications 

The findings of this study have important practical implications for organizations aiming to enhance productivity 

through leadership strategies. The results demonstrate that empowering leadership fosters creative behavior, 

collaborative behavior, and innovative behavior, which collectively contribute to work productivity. Based on these 

findings, recommendations are proposed. Firstly, related to the improvement of the Develop Leadership Training 

Programs, we find that empowering leadership enhances employees’ creative, collaborative and innovative behavior, 

which are critical drivers of productivity. Therefore, organizations should implement comprehensive training programs 
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that focus on developing empowering leadership qualities among managers. These programs should emphasize skills 

such as delegating authority, fostering employee autonomy, and building trust within teams. Empowering leadership has 

been shown to enhance employees’ creative and collaborative capacities, which are critical drivers of productivity 

(Ahearne et al., 2005; G. Tang et al., 2020).   

Secondly, related to promoting a culture of collaboration and innovation, we find that empowering leadership 

fosters a climate of collaboration and encourages employees to work together, which in turn enhances work productivity 

Accordingly, to enhance collaborative and innovative behaviors, organizations should establish systems that encourage 

open communication, cross-functional teamwork, and the exchange of ideas (Chen et al., 2011; Kim & Beehr, 2021). 

Examples include creating innovation labs, organizing collaborative workshops, and integrating team-based reward 

systems that recognize collective achievements.  

Thirdly, related to implementing the recognition and incentive mechanisms, our finding reveal that creative and 

collaborative behavior enhance  work productivity Thus, organizations must ensure that creative and collaborative 

efforts are appropriately recognized and rewarded. Formal mechanisms, such as performance-based bonuses or 

innovation awards, and informal methods, like verbal recognition and peer nominations, can sustain employee motivation 

and engagement (Koelewijn et al., 2018; Mdhlalose, 2024; Naz et al., 2020).  

Lastly, related to addressing contextual challenges, we find that innovative behavior is not significantly related to 

work productivity in Indonesian workers. For this reason, leaders should be mindful of contextual factors, such as 

cultural dynamics and organizational hierarchies, which may influence the effectiveness of empowering leadership. For 

example, excessive workloads or a lack of recognition for employee contributions can hinder the positive effects of 

innovative behavior (Khan et al., 2020; Rehman et al., 2019). Organizations should strive to balance workloads and foster 

an inclusive culture that values employee contributions at all levels. By aligning leadership practices with these 

recommendations, organizations can enhance work productivity and contribute to achieving Sustainable Development 

Goal (SDG) 8, which emphasizes inclusive economic growth, decent work, and improved labor productivity. 

 

5.3 Limitations and Future Research 
This study is limited by its focus on Indonesian workers and does not differentiate across industries or work 

institutions. Future research could address this limitation by expanding the scope to include workers from different 

sectors and cultural backgrounds (Muneer et al., 2025), offering more generalized insights into the effects of empowering 

leadership across various contexts. Additionally, the use of purposive sampling means that the results may not fully 

represent the broader population, thus further studies with more representative samples would be beneficial (Andrade, 

2021). Moreover, future research could explore the psychological and social mechanisms through which empowering 

leadership affects employee behavior, particularly examining how variables like self-confidence (Kundu et al., 2019), 

motivation (O’Donoghue & Van Der Werff, 2022), and perceived organizational support (Pazetto et al., 2023) mediate 

the relationship between leadership and productivity. Further investigations could also assess the role of honest feedback 

and reward systems in boosting innovation and morale, which are key to fostering a collaborative work culture (Vemuri, 

2024). Finally, given the potential cultural differences in the effectiveness of empowering leadership, future studies could 

compare the impact of this leadership style in various countries or cultural contexts, with a particular focus on how 

social norms, hierarchy, and individualism versus collectivism shape the application and outcomes of this leadership 

approach. 

  

Acknowledgment 
We would like to thank the Lembaga Penelitian dan Pengabdian Universitas Siliwangi, for their financial support and all 

the contributors who helped in this study. 

 

Author Contribution  
Author 1: concept conceptualization, theory development, methodology, discussion and conclusion in this paper.  

Author 2: research project administration and data analysis. 

Author 3: questionnaire development and data tabulation. 

Author 4: questionnaire development, proofreading, translating draft and editing manuscript. 

 

Financial Disclosure  
This article is unfunded and not associated with any funding agency. 

 

Conflict of Interest  
The authors declare that the research was conducted in the absence of any commercial or financial relationships that 

could be construed as a potential conflict of interest. 

 

 

 



Taufik et al., Journal of Theoretical and Applied Management, Vol. 18 No. 1, 2025, pp. 115-135 
 

128 

 

References 
 

Abualoush, S., Obeidat, A., Aljawarneh, N., Al-Qudah, S., & Bataineh, K. (2022). The effect of knowledge sharing on 

the relationship between empowerment, service innovative behavior and entrepreneurship. International Journal 

of Data and Network Science, 6(2), 419–428. 

Ahearne, M., Mathieu, J., & Rapp, A. (2005). To Empower or Not to Empower Your Sales Force? An Empirical 

Examination of the Influence of Leadership Empowerment Behavior on Customer Satisfaction and Performance. 

Journal of Applied Psychology, 90(5), 945–955. https://doi.org/10.1037/0021-9010.90.5.945 

Ahmed, T., Yang, C., Hongjuan, Y., & Mahmood, S. (2022). The Impact of Empowering Leadership on Job Performance 

of Higher Education Institutions Employees: Mediating Role of Goal Clarity and Self-Efficacy. Psychology Research 

and Behavior Management, 15, 677–694. https://doi.org/10.2147/PRBM.S357083 

Akram, T., Lei, S., Haider, M. J., & Hussain, S. T. (2020). The impact of organizational justice on employee innovative 

work behavior: Mediating role of knowledge sharing. Journal of Innovation & Knowledge, 5(2), 117–129. 

https://doi.org/10.1016/j.jik.2019.10.001 

Al Harbi, J. A., Alarifi, S., & Mosbah, A. (2019). Transformation leadership and creativity: Effects of employees’ 

psychological empowerment and intrinsic motivation. Personnel Review, 48(5), 1082–1099. 

https://doi.org/10.1108/PR-11-2017-0354 

Alagarsamy, S., Mehrolia, S., & Vijay, M. (2021). The importance of servicescapes in Maldivian higher education: 

Application of the stimuli-organism-response (SOR) framework. Journal of Facilities Management, 20(2), 218–

234. https://doi.org/10.1108/JFM-02-2021-0027 

Alam, M. Z., Rafiq, M., Nasir, S., & Abdul Rehman, C. (2023). Light magic at workplace due to empowering leadership: 

Situation strength conceptions for intrapreneurial behaviour. Asia-Pacific Journal of Business Administration, 16(3), 

732–753. https://doi.org/10.1108/APJBA-06-2022-0272 

Aliahmadi, S. (2024). Does CEO power moderate the link between labor productivity and financial performance: 

Agency theory or stewardship theory. Asian Journal of Accounting Research, 9(1), 47–56. 

https://doi.org/10.1108/AJAR-04-2022-0111 

Alif, M., & Nastiti, T. (2022). Empowering Leadership in Creativity and Work-Effort: An Elucidation through the 

Psychological Empowerment and Self- Leadership of the Millennials Generation. Gadjah Mada International 

Journal of Business, 24, 269. https://doi.org/10.22146/gamaijb.61306 

Andrade, C. (2021). The Inconvenient Truth About Convenience and Purposive Samples. Indian Journal of Psychological 

Medicine, 43(1), 86–88. https://doi.org/10.1177/0253717620977000 

Anwar, F., & Humayun, D. A. A. (2023). How Empowered Leadership in Pakistan’s Public Sectors Enhances Employee 

Creativity a Mediating Role of Creative Self-Efficacy. Journal of Tourism, Hospitality, and Services Industries Research 

(JTHS), 3(01), Article 1. https://doi.org/10.52461/jths.v3i01.2010 

Appelbaum, S. H., Hébert, D., & Leroux, S. (1999). Empowerment: Power, culture and leadership – a strategy or fad 

for the millennium? Journal of Workplace Learning, 11(7), 233–254. https://doi.org/10.1108/13665629910291929 

Ardito, L., Besson, E., Petruzzelli, A. M., & Gregori, G. L. (2018). The influence of production, IT, and logistics process 

innovations on ambidexterity performance. Business Process Management Journal, 24(5), 1271–1284. 

https://doi.org/10.1108/BPMJ-11-2017-0306 

Arshad, M., Qasim, N., Farooq, O., & Rice, J. (2021). Empowering leadership and employees’ work engagement: 

A social identity theory perspective. Management Decision, 60(5), 1218–1236. https://doi.org/10.1108/MD-11-

2020-1485 

Bakhtiar, Irwansyah, D., & Zulmiardi. (2018). Measurement of Study Productivity and Evaluation Analysis by using the 

American Productivity Center (APC) Model at a Palm Oil Factory (Pks PT. Syaukath Sejahtera). In Emerald 



Taufik et al.,  Jurnal Manajemen Teori dan Terapan, Vol. 18 No. 1, 2025, pp. 115-135 
 

129 

 

Reach Proceedings Series (Vol. 1, pp. 81–86). Emerald Publishing Limited. https://doi.org/10.1108/978-1-78756-

793-1-00084 

Baum, S. M., Renzulli, J. S., & Hebert, T. P. (1995). Reversing Underachievement: Creative Productivity as a Systematic 

Intervention. Gifted Child Quarterly, 39(4), 224–235. https://doi.org/10.1177/001698629503900406 

Beck, S., Bergenholtz, C., Bogers, M., Brasseur, T.-M., Conradsen, M. L., Di Marco, D., Distel, A. P., Dobusch, L., 

Dörler, D., Effert, A., Fecher, B., Filiou, D., Frederiksen, L., Gillier, T., Grimpe, C., Gruber, M., Haeussler, C., 

Heigl, F., Hoisl, K., … Xu, S. M. (2022). The Open Innovation in Science research field: A collaborative 

conceptualisation approach. Industry and Innovation, 29(2), 136–185. 

https://doi.org/10.1080/13662716.2020.1792274 

Bennett, L. M., & Gadlin, H. (2012). Collaboration and Team Science: From Theory to Practice. Journal of Investigative 

Medicine, 60(5), 768–775. https://doi.org/10.2310/JIM.0b013e318250871d 

Boryshkevych, I., & Yakubiv, V. (2023). Theoretical Principles of Motivation Management in the Territorial Community. 

Journal of Vasyl Stefanyk Precarpathian National University, 10(2), 24–32. https://doi.org/10.15330/jpnu.10.2.24-32 

BPS-Statistics, I. (2023). Statistics of Indonesian Youth 2023. 

https://www.bps.go.id/en/publication/2023/12/29/18781f394974f2cae5241318/statistics-of-indonesian-youth-

2023.html 

Chen, G., Sharma, P. N., Edinger, S. K., Shapiro, D. L., & Farh, J.-L. (2011). Motivating and demotivating forces in teams: 

Cross-level influences of empowering leadership and relationship conflict. Journal of Applied Psychology, 96(3), 

541–557. https://doi.org/10.1037/a0021886 

Cheng, Y.-M. (2024a). Can media richness and interaction act as stimulants to medical professionals’ learning 

persistence in MOOCs via fostering learning engagement? Interactive Technology and Smart Education, 21(2), 

214–244. https://doi.org/10.1108/ITSE-09-2022-0116 

Cheng, Y.-M. (2024b). How to animate learners to persist in learning massive open online courses? An application of 

the stimulus-organism-response paradigm. Information Discovery and Delivery, 53(1). https://doi.org/10.1108/IDD-

11-2023-0130 

Cheng, Y.-M. (2024c). Nurses’ MOOCs continuance intention and task performance: Antecedents and mediators. 

Information Discovery and Delivery, 52(3), 324–339. https://doi.org/10.1108/IDD-02-2023-0015 

Cheong, M., Yammarino, F. J., Dionne, S. D., Spain, S. M., & Tsai, C.-Y. (2019). A review of the effectiveness of 

empowering leadership. The Leadership Quarterly, 30(1), 34–58. https://doi.org/10.1016/j.leaqua.2018.08.005 

Cooper, B. (2021). Disruption Proof: Empower People, Create Value, Drive Change. Hachette UK.  

Dani, S., & Mohamed, F. (2020). The personal and organizational factors who influence the creativity of the personnel. 

Revue Internationale Du Chercheur, 1(2). https://doi.org/10.5281/ZENODO.3877598 

Darmawan, D. (2020). The Quality of Human Resources, Job Performance and Employee Loyalty. International Journal 

of Psychosocial Rehabilitation, 24(3), 2580–2592. https://doi.org/10.37200/IJPR/V24I3/PR201903 

Davenport, T. H. (2005). Thinking for a Living: How to Get Better Performances and Results from Knowledge Workers. 

Harvard Business Press. 

De Clercq, D., & Belausteguigoitia, I. (2019). Reducing the harmful effect of work overload on creative behaviour: 

Buffering roles of energy‐enhancing resources. Creativity and Innovation Management, 28(1), 5–18. 

https://doi.org/10.1111/caim.12278 

De Clercq, D., & Pereira, R. (2020). Knowledge-sharing efforts and employee creative behavior: The invigorating roles 

of passion for work, time sufficiency and procedural justice. Journal of Knowledge Management, 24(5), 1131–

1155. https://doi.org/10.1108/JKM-06-2019-0274 



Taufik et al., Journal of Theoretical and Applied Management, Vol. 18 No. 1, 2025, pp. 115-135 
 

130 

 

Edelmann, C. M., Boen, F., & Fransen, K. (2020). The Power of Empowerment: Predictors and Benefits of Shared 

Leadership in Organizations. Frontiers in Psychology, 11. https://doi.org/10.3389/fpsyg.2020.582894 

Embree, J. L., Wagnes, L., Hendricks, S., LaMothe, J., Halstead, J., & Wright, L. (2018). Empowering Nurses to Lead 

Interprofessional Collaborative Practice Environments Through a Nurse Leadership Institute. The Journal of 

Continuing Education in Nursing, 49(2), 61–71. https://doi.org/10.3928/00220124-20180116-05 

Ferdous, A. S., Polonsky, M., & Bednall, D. H. B. (2021). Internal communication and the development of customer-

oriented behavior among frontline employees. European Journal of Marketing, 55(8), 2344–2366. 

https://doi.org/10.1108/EJM-10-2019-0750 

Fraboni, F., Paganin, G., Mazzetti, G., Guglielmi, D., & Pietrantoni, L. (2023). The Intricate Pathways from Empowering 

Leadership to Burnout: A Deep Dive into Interpersonal Conflicts, Work-Home Interactions, and Supportive 

Colleagues. Informing Science: The International Journal of an Emerging Transdiscipline, 26, 149–172. 

https://doi.org/10.28945/5178 

Gajdzik, B., & Wolniak, R. (2022). Smart Production Workers in Terms of Creativity and Innovation: The Implication 

for Open Innovation. Journal of Open Innovation: Technology, Market, and Complexity, 8(2), 68. 

https://doi.org/10.3390/joitmc8020068 

Gallup, Inc. (2018, August 3). Want to Improve Productivity? Hire Better Managers. Gallup.Com. 

https://www.gallup.com/workplace/238103/improve-productivity-hire-better-managers.aspx 

Giudice, M. D., Scuotto, V., Ballestra, L. V., & Pironti, M. (2023). Humanoid robot adoption and labour productivity: A 

perspective on ambidextrous product innovation routines. In A. Malik &  P. Budhwar (Eds.), Artificial Intelligence 

and International HRM. Routledge. 

Gray, B., & Wood, D. J. (1991). Collaborative Alliances: Moving from Practice to Theory. The Journal of Applied 

Behavioral Science, 27(1), 3–22. https://doi.org/10.1177/0021886391271001 

Guo, Q., & Zhang, Z. (2024). Employees’ taking charge behavior and empowering leadership: The role of leader trust 

in employees and risk propensity. Leadership & Organization Development Journal, 45(3), 526–543. 

https://doi.org/10.1108/LODJ-04-2023-0172 

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the results of PLS-SEM. 

European Business Review, 31(1), 2–24. https://doi.org/10.1108/EBR-11-2018-0203 

Han, Y. (2022). Understanding the mechanisms underlying the relationship between empowering leadership and team creativity 

in customer contact services. [Phd, University of Essex]. https://repository.essex.ac.uk/34371/ 

Hao, P., He, W., & Long, L.-R. (2018). Why and When Empowering Leadership Has Different Effects on Employee 
Work Performance: The Pivotal Roles of Passion for Work and Role Breadth Self-Efficacy. Journal of Leadership 

& Organizational Studies, 25(1), 85–100. https://doi.org/10.1177/1548051817707517 

Hassi, A., Rohlfer, S., & Jebsen, S. (2022). Empowering leadership and innovative work behavior: The mediating effects 

of climate for initiative and job autonomy in Moroccan SMEs. EuroMed Journal of Business, 17(4), 503–518. 

https://doi.org/10.1108/EMJB-01-2021-0010 

Hayat Bhatti, M., Akram, U., Hasnat Bhatti, M., Riaz, T., & Syed, N. (2021). Knowledge has no value until it is shared: 

An empowering leadership perceptive. International Journal of Quality and Service Sciences, 14(1), 133–153. 

https://doi.org/10.1108/IJQSS-04-2021-0064 

Hoang, G., Wilson-Evered, E., Lockstone-Binney, L., & Luu, T. T. (2021). Empowering leadership in hospitality and 

tourism management: A systematic literature review. International Journal of Contemporary Hospitality 

Management, 33(12), 4182–4214. https://doi.org/10.1108/IJCHM-03-2021-0323 

Humborstad, S. I. W., G.L. Nerstad, C., & Dysvik, A. (2014). Empowering leadership, employee goal orientations and 

work performance: A competing hypothesis approach. Personnel Review, 43(2), 246–271. 

https://doi.org/10.1108/PR-01-2012-0008 



Taufik et al.,  Jurnal Manajemen Teori dan Terapan, Vol. 18 No. 1, 2025, pp. 115-135 
 

131 

 

Huxham, C., & Vangen, S. (2004). Managing to Collaborate: The Theory and Practice of Collaborative Advantage. Routledge. 

https://doi.org/10.4324/9780203010167 

Jameel, A. S., & Ahmad, A. R. (2020). Factors Impacting Research Productivity of Academic Staff at the Iraqi Higher Education 

System. International Business Education Journal, 13(1), 108-126. 

Joo, B.-K., Yoon, S. K., & Galbraith, D. (2023). The effects of organizational trust and empowering leadership on group 

conflict: Psychological safety as a mediator. Organization Management Journal, 20(1), 4–16. 

https://doi.org/10.1108/OMJ-07-2021-1308 

Juni Armanto. (2023, October 9). Di Bawah Rata-rata ASEAN, Produktivitas Pekerja Indonesia Rendah.  

https://www.indopos.co.id/nasional/2023/09/10/di-bawah-rata-rata-asean-produktivitas-pekerja-indonesia-

rendah/ 

Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The Interplay of Leadership Styles, Innovative Work 

Behavior, Organizational Culture, and Organizational Citizenship Behavior. Sage Open, 10(1), 

2158244019898264. https://doi.org/10.1177/2158244019898264 

Khatib, M. E., Kherbash, A., Qassimi, A. A., & Mheiri, K. A. (2022). How Can Collaborative Work and Collaborative 

Systems Drive Operational Excellence in Project Management? Journal of Service Science and Management, 

15(03), 297–307. https://doi.org/10.4236/jssm.2022.153017 

Kim, M., & Beehr, T. A. (2021). The power of empowering leadership: Allowing and encouraging followers to take 

charge of their own jobs. The International Journal of Human Resource Management, 32(9), 1865–1898. 

https://doi.org/10.1080/09585192.2019.1657166 

Kim, W., Hantula, D. A., & Di Benedetto, A. (2022). Organizational citizenship behaviors perceived by collectivistic 50-

and-older customers and medical-care service performance: An application of stimulus-organism-response 

theory. Asia Pacific Journal of Marketing and Logistics, 34(10), 2237–2268. https://doi.org/10.1108/APJML-01-2021-

0027 

Koelewijn, T., Zekveld, A., Lunner, T., & Kramer, S. (2018). The effect of reward on listening effort as reflected by the 

pupil dilation response. Hearing Research, 367, 106–112. https://doi.org/10.1016/j.heares.2018.07.011 

Kundu, S. C., Kumar, S., & Gahlawat, N. (2019). Empowering leadership and job performance: Mediating role of 

psychological empowerment. Management Research Review, 42(5), 605–624. https://doi.org/10.1108/MRR-04-

2018-0183 

Laitinen, K., Luhtala, M., Örmä, M., & Vaismaa, K. (2024). Productivity development enablers in the infrastructure 

sector: Capability maturity model integration approach. Built Environment Project and Asset Management, 14(2). 

https://doi.org/10.1108/BEPAM-07-2022-0095 

Larsson, J., & Larsson, L. (2020). Integration, Application and Importance of Collaboration in Sustainable Project 

Management. Sustainability, 12(2), 585. https://doi.org/10.3390/su12020585 

Lee, A., Legood, A., Hughes, D., Tian, A. W., Newman, A., & Knight, C. (2020). Leadership, creativity and innovation: 

A meta-analytic review. European Journal of Work and Organizational Psychology, 29(1), 1–35. 

https://doi.org/10.1080/1359432X.2019.1661837 

Lee, A., Willis, S., & Tian, A. W. (2018). Empowering leadership: A meta‐analytic examination of incremental 

contribution, mediation, and moderation. Journal of Organizational Behavior, 39(3), 306–325. 

https://doi.org/10.1002/job.2220 

Li, M., Liu, W., Han, Y., & Zhang, P. (2016). Linking empowering leadership and change-oriented organizational 

citizenship behavior: The role of thriving at work and autonomy orientation. Journal of Organizational Change 

Management, 29(5), 732–750. https://doi.org/10.1108/JOCM-02-2015-0032 



Taufik et al., Journal of Theoretical and Applied Management, Vol. 18 No. 1, 2025, pp. 115-135 
 

132 

 

Li, S.-L., Huo, Y., & Long, L.-R. (2017). Chinese Traditionality Matters: Effects of Differentiated Empowering Leadership 

on Followers’ Trust in Leaders and Work Outcomes. Journal of Business Ethics, 145(1), 81–93. 

https://doi.org/10.1007/s10551-015-2900-1 

Lister, K., & Allman, Z. (2024). Embedding mental wellbeing in the curriculum: A collaborative definition and suite of 

examples in practice. Frontiers in Education, 8, 1157614. https://doi.org/10.3389/feduc.2023.1157614 

Liu, H., Skibniewski, M. J., Ju, Q., Li, J., & Jiang, H. (2021). BIM-enabled construction innovation through collaboration: 

A mixed-methods systematic review. Engineering, Construction and Architectural Management, 28(6), 1541–1560. 

https://doi.org/10.1108/ECAM-03-2020-0181 

Liu, K., Liu, Y., & Kou, Y. (2024). External drivers of inter-organizational collaboration in megaproject: A perspective 

based on project governance. Engineering, Construction and Architectural Management, ahead of print. 

https://doi.org/10.1108/ECAM-07-2023-0688 

Luedi, M. M. (2022). Leadership in 2022: A perspective. Best Practice & Research Clinical Anaesthesiology, 36(2), 229–235. 

https://doi.org/10.1016/j.bpa.2022.04.002 

Luo, M., Cai, Y., & Zhang, M. (2024). A Review of Research on the Influence of Organizational Culture on Employee 

Innovation Behavior. SHS Web of Conferences, 181, 01034. https://doi.org/10.1051/shsconf/202418101034 

Luqman, A., Talwar, S., Masood, A., & Dhir, A. (2021). Does enterprise social media use promote employee creativity 

and well-being? Journal of Business Research, 131, 40–54. https://doi.org/10.1016/j.jbusres.2021.03.051 

Manresa, A., Sammour, A., Mas-Machuca, M., Chen, W., & Botchie, D. (2024). Humanizing GenAI at work: Bridging 

the gap between technological innovation and employee engagement. Journal of Managerial Psychology, ahead of 

print https://doi.org/10.1108/JMP-05-2024-0356 

Manuoglu, E. (2023). The role of perceived autonomy support and fear of failure: A weekly diary study on work-

related rumination. PLoS ONE, 18(10), e0291312. https://doi.org/10.1371/journal.pone.0291312 

Martin, S. L., Liao, H., & Campbell, E. M. (2013). Directive versus Empowering Leadership: A Field Experiment 

Comparing Impacts on Task Proficiency and Proactivity. Academy of Management Journal, 56(5), 1372–1395. 

https://doi.org/10.5465/amj.2011.0113 

McKinsey. (2024). Investing in productivity growth. McKinsey Global Institute. https://www.mckinsey.com/mgi/our-

research/investing-in-productivity-growth 

Mdhlalose, D. (2024). An Examination of Employee Rewards and Work Environment on Employee Creativity and 

Innovation. SEISENSE Journal of Management, 7(1), 21–34. https://doi.org/10.33215/rewfe541 

Ming, J., Jianqiu, Z., Bilal, M., Akram, U., & Fan, M. (2021). How social presence influences impulse buying behavior in 
live streaming commerce? The role of S-O-R theory. International Journal of Web Information Systems, 17(4), 

300–320. https://doi.org/10.1108/IJWIS-02-2021-0012 

Muneer, S., Singh, A., Choudhary, M. H., & Alshammari, A. S. (2025). The Mediating Role of Psychological 

Empowerment on the Relationship Between Digital Transformation, Innovative Work Behavior, and 

Organizational Financial Performance. Behavioral Sciences, 15(1), Article 1. https://doi.org/10.3390/bs15010005 

Muñoz-Pascual, L., & Galende, J. (2020). Ambidextrous Knowledge and Learning Capability: The Magic Potion for 

Employee Creativity and Sustainable Innovation Performance. Sustainability, 12(10), Article 10. 

https://doi.org/10.3390/su12103966 

Mutonyi, B. R., Slåtten, T., & Lien, G. (2020). Empowering leadership, work group cohesiveness, individual learning 

orientation and individual innovative behaviour in the public sector: Empirical evidence from Norway. 

International Journal of Public Leadership, 16(2), 175–197. https://doi.org/10.1108/IJPL-07-2019-0045 

Naz, S., Li, C., Nisar, Q. A., Khan, M. A. S., Ahmad, N., & Anwar, F. (2020). A Study in the Relationship Between 

Supportive Work Environment and Employee Retention: Role of Organizational Commitment and Person–



Taufik et al.,  Jurnal Manajemen Teori dan Terapan, Vol. 18 No. 1, 2025, pp. 115-135 
 

133 

 

Organization Fit as Mediators. SAGE Open, 10(2), 215824402092469. 

https://doi.org/10.1177/2158244020924694 

Nezami, M. R., De Bruijne, M. L. C., Hertogh, M. J. C. M., & Bakker, H. L. M. (2024). Assessment criteria for inter-

organizational collaboration in interconnected infrastructure projects. Engineering, Construction and Architectural 

Management, 31(9). https://doi.org/10.1108/ECAM-11-2022-1109 

Northouse, P. G. (2022). Leadership: Theory and practice (9th edn). SAGE Publishing. 

Novitasari, D., Asbari, M., & Purwanto, A. (2022). Tourist Satisfaction and Performance of Tourism Industries: How The Role 

of Innovative Work Behaviour, Organizational Citizenship Behaviour? Journal of Industrial Engineering & Management 

Research, 3(1), 1 - 12. https://doi.org/10.7777/jiemar.v3i1.246O’Donoghue, D., & Van Der Werff, L. (2022). 

Empowering leadership: Balancing self-determination and accountability for motivation. Personnel Review, 51(4), 

1205–1220. https://doi.org/10.1108/PR-11-2019-0619 

Oh, S.-Y., & Lee, J. (2022). Knowledge acquisitions and group reflexivity for innovative behaviours of SME workers: 

The moderating role of learning climates. Knowledge Management Research & Practice, 22(1), 73–87. 

https://doi.org/10.1080/14778238.2022.2113346 

Pazetto, C. F., Luiz, T. T., & Beuren, I. M. (2023). Empowering leadership for contextual performance: Serial mediation 

of organizational support and commitment. International Journal of Productivity and Performance Management, 

73(4), 1005–1026. https://doi.org/10.1108/IJPPM-04-2022-0195 

Peethambaran, M., & Naim, M. F. (2023). Connecting the dots: Linking empowering leadership, employee work 

passion, and flourishing-at-work. Industrial and Commercial Training, 55(4), 544–557. https://doi.org/10.1108/ICT-

10-2022-0079 

Probst, T. M., Stewart, S. M., Gruys, M. L., & Tierney, B. W. (2007). Productivity, counterproductivity and creativity: 

The ups and downs of job insecurity. Journal of Occupational and Organizational Psychology, 80(3), 479–497. 

https://doi.org/10.1348/096317906X159103 

Randel, A. E., Galvin, B. M., Shore, L. M., Ehrhart, K. H., Chung, B. G., Dean, M. A., & Kedharnath, U. (2018). Inclusive 

leadership: Realizing positive outcomes through belongingness and being valued for uniqueness. Human Resource 

Management Review, 28(2), 190–203. https://doi.org/10.1016/j.hrmr.2017.07.002 

Rehman, W. U., Ahmad, M., Allen, M. M. C., Raziq, M. M., & Riaz, A. (2019). High involvement HR systems and 

innovative work behaviour: The mediating role of psychological empowerment, and the moderating roles of 

manager and co-worker support. European Journal of Work and Organizational Psychology, 28(4), 525–535. 

https://doi.org/10.1080/1359432X.2019.1614563 

Richardson, H. A., Kluemper, D. H., & Taylor, S. G. (2021). Too little and too much authority sharing: Differential 

relationships with psychological empowerment and in‐role and extra‐role performance. Journal of Organizational 

Behavior, 42(8), 1099–1119. https://doi.org/10.1002/job.2548 

Roberge, V., & Boudrias, J.-S. (2021). The moderating role of employees’ psychological strain in the empowering 

leadership—Proactive performance relationship. International Journal of Stress Management, 28(3), 186–196. 

https://doi.org/10.1037/str0000221 

Salas-Vallina, A., Alegre, J., & López-Cabrales, Á. (2021). The challenge of increasing employees’ well-being and 

performance: How human resource management practices and engaging leadership work together toward 

reaching this goal. Human Resource Management, 60(3), 333–347. https://doi.org/10.1002/hrm.22021 

Schuh, G., Potente, T., Varandani, R., Hausberg, C., & Fränken, B. (2014). Collaboration Moves Productivity to the 

Next Level. Procedia CIRP, 17, 3–8. https://doi.org/10.1016/j.procir.2014.02.037 

Semedo, A. S. D., Coelho, A. F. M., & Ribeiro, N. M. P. (2016). Effects of authentic leadership, affective commitment 

and job resourcefulness on employees’ creativity and individual performance. Leadership & Organization 

Development Journal, 37(8), 1038–1055. https://doi.org/10.1108/LODJ-02-2015-0029 



Taufik et al., Journal of Theoretical and Applied Management, Vol. 18 No. 1, 2025, pp. 115-135 
 

134 

 

Shin, S. (2024). A re-examination of four decades’ deregulation effect on competition and productivity of the US 

freight rail transportation industry. Journal of International Logistics and Trade, 22(1),  22-38. 

https://doi.org/10.1108/JILT-07-2023-0046 

Sim, S. C., Kaliannan, M., & Avvari, M. (2021). Conceptualising HR outsourcing effectiveness and scale development of 

HROSERVPERF using PLS-SEM. Benchmarking: An International Journal, 28(9), 2682–2710. 

https://doi.org/10.1108/BIJ-05-2020-0248 

Slåtten, T., Mutonyi, B. R., & Lien, G. (2020). The impact of individual creativity, psychological capital, and leadership 

autonomy support on hospital employees’ innovative behaviour. BMC Health Services Research, 20(1), 1096. 

https://doi.org/10.1186/s12913-020-05954-4 

Spreitzer, G. M., De Janasz, S. C., & Quinn, R. E. (1999). Empowered to lead: The role of psychological empowerment 

in leadership. Journal of Organizational Behavior, 20(4), 511–526. https://doi.org/10.1002/(SICI)1099-

1379(199907)20:4<511: AID-JOB900>3.0.CO;2-L 

Srimulyani, V. A., Rustiyaningsih, S., Farida, F. A., & Hermanto, Y. B. (2023). Mediation of “AKHLAK” corporate 

culture and affective commitment on the effect of inclusive leadership on employee performance. Sustainable 

Futures, 6, 100138. https://doi.org/10.1016/j.sftr.2023.100138 

Sulastri, R. (2023). Unveiling the Nuances of Human Interaction within Organizational Settings. Advances in Human 

Resource Management Research, 1(3), 150–163. https://doi.org/10.60079/ahrmr.v1i3.197 

Sun, J., Chen, P.-J., Ren, L., Shih, E. H.-W., Ma, C., Wang, H., & Ha, N.-H. (2021). Place attachment to pseudo 

establishments: An application of the stimulus-organism-response paradigm to themed hotels. Journal of Business 

Research, 129, 484–494. https://doi.org/10.1016/j.jbusres.2020.10.005 

Surya, B., Menne, F., Sabhan, H., Suriani, S., Abubakar, H., & Idris, M. (2021). Economic Growth, Increasing Productivity 

of SMEs, and Open Innovation. Journal of Open Innovation: Technology, Market, and Complexity, 7(1), Article 1. 

https://doi.org/10.3390/joitmc7010020 

Tang, G., Chen, Y., Van Knippenberg, D., & Yu, B. (2020). Antecedents and consequences of empowering leadership: 

Leader power distance, leader perception of team capability, and team innovation. Journal of Organizational 

Behavior, 41(6), 551–566. https://doi.org/10.1002/job.2449 

Tang, T., Vezzani, V., & Eriksson, V. (2020). Developing critical thinking, collective creativity skills and problem solving 

through playful design jams. Thinking Skills and Creativity, 37, 100696. https://doi.org/10.1016/j.tsc.2020.100696 

Taufik, N., Rosyadi, A., & Aliyuddin, M. (2024). Why millennials and gen Z are silently leaving their jobs? Unraveling the 

‘quiet quitting’ trend. Asian Management and Business Review, 4(2), 276–292. 

https://doi.org/10.20885/AMBR.vol4.iss2.art7  

Ucar, A. C., Alpkan, L., & Elci, M. (2021). The Effects of Person–Organization Fit and Turnover Intention on 

Employees’ Creative Behavior: The Mediating Role of Psychological Ownership. SAGE Open, 11(4), 

215824402110669. https://doi.org/10.1177/21582440211066924 

van den Hout, J. J. J., & Davis, O. C. (2022). Promoting the Emergence of Team Flow in Organizations. International 

Journal of Applied Positive Psychology, 7(2), 143–189. https://doi.org/10.1007/s41042-021-00059-7 

van Zyl, L. E., van Oort, A., Rispens, S., & Olckers, C. (2021). Work engagement and task performance within a global 

Dutch ICT-consulting firm: The mediating role of innovative work behaviors. Current Psychology, 40(8), 4012–

4023. https://doi.org/10.1007/s12144-019-00339-1 

Vemuri, D. V. P. (2024). Building Trust and Collaboration in the Workplace: Key Strategies for Boosting Employee 

Productivity and Morale—A Case Study on The IT Sector in Hyderabad City. IOSR Journal of Business and 

Management, 26(8), 41–47. https://doi.org/10.9790/487X-2608104147 

Vu, H. M. (2020). Employee empowerment and empowering leadership: A literature review. Technium: Romanian 

Journal of Applied Sciences and Technology, 2(7), 20–28. https://doi.org/10.47577/technium.v2i7.1653 



Taufik et al.,  Jurnal Manajemen Teori dan Terapan, Vol. 18 No. 1, 2025, pp. 115-135 
 

135 

 

Wang, Y. (2022). Cross-Level Influence of Empowering Leadership on Constructive Deviance: The Different Roles of 

Organization-Based Self-Esteem and Traditionality. Frontiers in Psychology, 12, 810107. 

https://doi.org/10.3389/fpsyg.2021.810107 

Wang, Z. (2023). Linking innovative knowledge sharing and employees’ innovative behaviour: The mediating role of 

thriving at work. Knowledge Management Research & Practice, 23(1),1–11. 

https://doi.org/10.1080/14778238.2023.2261411 

Waseel, A. H., Zhang, J., Shehzad, M. U., Saddiqa, A., Liu, J., & Hussain, S. (2023). Does empowering leadership help 

firms to establish collaborative culture and organizational commitment to stimulate frugal innovation? 

Kybernetes, 54(2). https://doi.org/10.1108/K-05-2023-0786 

Zhang, G., Yue, X., Ye, Y., & Peng, M. Y.-P. (2021). Understanding the Impact of the Psychological Cognitive Process 

on Student Learning Satisfaction: Combination of the Social Cognitive Career Theory and SOR Model. Frontiers 

in Psychology, 12, 712323. https://doi.org/10.3389/fpsyg.2021.712323 

Zhang, S., Ke, X., Frank Wang, X.-H., & Liu, J. (2018). Empowering leadership and employee creativity: A dual-

mechanism perspective. Journal of Occupational and Organizational Psychology, 91(4), 896–917. 

https://doi.org/10.1111/joop.12219 

Zhang, X., & Bartol, K. M. (2010). Linking Empowering Leadership and Employee Creativity: The Influence of 

Psychological Empowerment, Intrinsic Motivation, and Creative Process Engagement. Academy of Management 

Journal, 53(1), 107–128. https://doi.org/10.5465/amj.2010.48037118 

Zhao, H., & Ali, M. H. (2024). The Power of Words: How Does Leader’s Motivating Language Affect Employees’ 

Organizational Commitment. International Journal of Business Communication, 62(2), 347-378. 

https://doi.org/10.1177/23294884241299379 

Zhao, S., Liu, M., Zhu, C. J., & Liu, H. (2020). The role of leadership in human resource management: Perspectives and 

evidence from Asia Pacific. Asia Pacific Business Review, 29(1), 1–5. 

https://doi.org/10.1080/13602381.2020.1779496 

Zhou, Y., Cheng, Y., Liu, G., Zhang, Z., & Zhu, H. (2024). How does empowering leadership promote employee 

creativity? The sequential mediating mechanism of felt obligation for constructive change and job crafting. 

Journal of Vocational Behavior, 148, 103955. https://doi.org/10.1016/j.jvb.2023.103955 

Żywiołek, J., Tucmeanu, E. R., Tucmeanu, A. I., Isac, N., & Yousaf, Z. (2022). Nexus of Transformational Leadership, 

Employee Adaptiveness, Knowledge Sharing, and Employee Creativity. Sustainability, 14(18), 11607. 

https://doi.org/10.3390/su141811607 

 

 


