
P-ISSN: 2087-1228
E-ISSN: 2476-9053

295*Corresponding Author

Binus Business Review, 17(3), November 2026, 295−313.
DOI: 10.21512/bbr.v17i3.16070

Empowering Leadership and Employee Creativity: 
The Mediating Role of Mindfulness and the Moderating 

Role of Perceived Organizational Support

Irma Suryani1*; Irin Riamanda2; Nurhalis3; Khatijatusshalihah4

1,3Department of Management, Faculty of Economics and Business, Universitas Syiah Kuala 
Banda Aceh, Indonesia 23111

2Study Program of Psychology, Faculty of Medicine, Universitas Syiah Kuala
Banda Aceh, Indonesia 23111

4School of Medicine and Psychology, College of Science and Medicine, 
Australian National University

ACT, Australia 0200 
1irmasuryani@usk.ac.id; 2irin.riamanda@usk.ac.id;

3nurhalis@usk.ac.id; 4u7408584@anu.edu.aud

 Received: 22nd June 2026/ Revised: 16th August 2026/ Accepted: 18th August 2026 

How to Cite: Suryani, I., Riamanda, I., Nurhalis, & Khatijatusshalihah. (2026). Empowering leadership and employee 
creativity: The mediating role of mindfulness and the moderating role of perceived organizational support. Binus Business 

Review, 17(3), 295−313. https://doi.org/10.21512/bbr.v17i3.16070

ABSTRACT

The research examines how empowering leadership fosters employee creativity by investigating the mediating 
role of mindfulness and the moderating role of perceived organizational support. Although empowering 
leadership is widely recognized as an important antecedent of employee creativity, the psychological processes 
and organizational conditions through which it promotes employee creative behavior remain insufficiently 
understood. This research proposes a model in which mindfulness mediates the relationship between empowering 
leadership and employee creativity, while perceived organizational support moderates this relationship. A survey 
is conducted among 215 lecturers at a public university in Aceh, Indonesia, and the data are analyzed using Partial 
Least Squares-Structural Equation Modeling (PLS-SEM) with SmartPLS. The results indicate that empowering 
leadership positively influences employee creativity. Moreover, mindfulness mediates the relationship between 
empowering leadership and employee creativity, suggesting that empowering leadership fosters employees’ 
mindful response to workplace experience. Perceived organizational support also strengthens the effect of 
empowering leadership on employee creativity, indicating that organizational support enables employees to 
transform leadership support into employee creative outcomes more effectively. These findings empirically 
support the proposed research framework. The research contributes to the leadership and creativity literature 
by demonstrating the complementary roles of employees’ mindfulness and organizational support in explaining 
how empowering leadership facilitates employee creativity.

Keywords: empowering leadership, employee creativity, mindfulness, perceived organizational support

INTRODUCTION

In a progressively globalized and swiftly 
evolving economic environment, innovation and 
creativity are essential determinants of organizational 
success (Chow, 2018), survival, and competitive 
advantage (Ren & Song, 2024). Creativity and 
innovation are essential factors that enable 

organizations to improve their adaptability, foster 
innovation, and sustain long-term viability (Lua et 
al., 2024). Employee creativity, defined as generating 
novel and useful ideas about products, services, and 
work methods, is essential to organizations’ continued 
improvement and success (AlEssa & Durugbo, 2022; 
Hora et al., 2021). Leadership is a key contextual factor 
that influences creativity at work (Tierney, 2024).
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Past studies have argued that empowering 
leadership affects employees’ creativity (Ahmad 
et al., 2023; Peng et al., 2024; Riaz et al., 2021; 
Zhang & Bartol, 2010; Zhang & Zhou, 2014). 
Empowering leadership enables organizations to 
recognize employees’ potential to seize opportunities 
and overcome challenges in a complex, uncertain 
world (Singh, 2023). Creative performance refers to 
employees’ ability to generate novel and useful ideas 
that contribute to organizational improvement. This 
process often requires employees to proactively seek 
information, acquire knowledge, explore alternatives, 
and take initiative in developing new solutions (Liu 
et al., 2024; Sumanth et al., 2023; Tolkamp et al., 
2022). Empowering leadership positively influences 
proactive employee behavior (Hoang et al., 2021; 
Rescalvo-Martin et al., 2022).

Engaging in creative behaviors requires 
employees to go beyond established ways of working 
and accept potential risks, as generating novel ideas 
often involves ambiguity and disrupts existing 
practices (Park et al., 2024). Employees often rely 
on leadership support as an important source of 
confidence when facing uncertain or challenging tasks. 
Therefore, empowering leadership may function as a 
compensatory mechanism by reducing employees’ 
perceptions of risk associated with engaging in such 
behaviors (Yin & Jeon, 2026). Leadership behaviors 
foster psychological safety, enabling employees to 
be creative even in high-risk situations (Mehmood 
et al., 2022). Empowering leadership provides both 
psychological empowerment and psychological 
safety, allowing employees to reach their full potential 
at work and mitigate the risk of being creative 
(Zhou et al., 2024). Empowered employees can feel 
comfortable sharing their thoughts and opinions freely 
with their empowering leaders (Tian & Chae, 2023). 
Empowering leaders promote employees’ idea sharing 
and creative behaviors by granting autonomy, offering 
support, and strengthening employees’ confidence 
in their abilities, thereby enhancing psychological 
empowerment and creative performance (Wei et al., 
2024; Zhou et al., 2024). The researchers use social 
exchange theory (Blau, 1964) and leader-member 
exchange theory (Graen & Uhl-Bien, 1995), explaining 
social relations as the outcome of reciprocal exchange 
between individuals. 

Although empowering leadership has been 
acknowledged to have the greatest impact on employee 
creativity, the exact significance of this influence has 
not been fully established (Chow, 2018). Previous 
research has yet to clarify when and how empowering 
leadership is most likely to stimulate creative 
outcomes (Audenaert & Decramer, 2018). Although 
previous studies have examined the relationship 
between empowering leadership and employee 
creativity through various mediating and moderating 
factors, few have explored it from an organizational 
standpoint (Yin & Liu, 2022). Previous research has 
found inconsistent results regarding the direct effect 
of empowering leadership on creativity, but Joo et 

al. (2023) have found that empowering leadership 
does not affect creativity. Meanwhile, Abuzaid et al. 
(2024) have found that empowering leadership affects 
innovative work behavior. 

Empowering leadership is also defined as a 
process of creating conditions that enable leaders to 
share power with employees through emphasizing the 
importance of employees’ work roles, providing greater 
autonomy in decision-making, affirming confidence 
in employees’ abilities, and removing obstacles 
that can interfere with performance (Ahearne et al., 
2005). These qualities nourish creativity, and there is 
a logical connection between empowering leadership 
and creative performance (Audenaert & Decramer, 
2018). Autonomy and participation in decision-
making can foster employee creativity by providing 
greater discretion in how employees approach their 
work and supporting the intrinsic motivation and work 
engagement that facilitate creative performance (Nili 
& Tasavori, 2022; Gürbüz et al., 2024). Empowering 
leadership is linked to creativity (Peng et al., 2024).

By exercising authority and removing obstacles, 
empowering leaders give employees opportunities 
to explore diverse creative alternatives, eventually 
leading to the selection of the most viable ideas 
(Zhou et al., 2024). In addition, autonomy enhances 
employees’ job control, and with appropriate levels of 
job control, employees are more likely to engage in 
creative behavior (Yin & Liu, 2022).

Employees may feel uncertain or lack confidence 
in their creative ideas because engaging in creative 
work often entails considerable risks and uncertainty 
(Ross & Groves, 2023). Empowering leaders, however, 
demonstrate trust in employees’ abilities, set high-
performance standards, and encourage them to see 
their work as more meaningful and impactful (Ahearne 
et al., 2005). In other words, empowering leaders 
enhance employees’ psychological empowerment by 
expressing confidence in their abilities and reinforcing 
their perceptions of competence, meaningfulness, 
and influence (Liu & Ren, 2022). As a result, 
empowered employees develop greater confidence 
and exhibit creative self-efficacy, which enhances 
their psychological resources to cope with potential 
risks (Yin & Liu, 2022). Hence, the first hypothesis is 
proposed as follows:

H1: 	 Empowering leadership influences creativity

To develop a more comprehensive model, the 
researchers propose perceived organizational support 
as a moderating variable, which has also been linked 
to creative performance (Aldabbas et al., 2021). 
Creativity involves risks because introducing novel 
ideas and challenging established organizational 
practices may disrupt the status quo and expose 
employees to potential resistance from others (Ng 
& De Clercq, 2021; Park et al., 2024). Therefore, 
organizational support for creative behavior becomes 
essential (Dulla et al., 2023). With empowering leaders, 
employees feel safe being creative when they perceive 
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that the organization is willing to recognize and reward 
their creativity. The strength of this relationship may 
differ across various contextual conditions (Zhou 
et al., 2024). Perceived organizational support not 
only serves as a psychological mechanism that links 
leader behavior to employee outcomes but can also 
function as a contextual condition that strengthens 
this relationship. Perceived organizational support 
serves as a psychological mechanism that explains 
how empowering leadership influences employees’ 
innovative and creative behaviors (Wang & Tang, 
2023).

Empirical evidence also suggests that perceived 
organizational support plays an important role in 
strengthening various organizational employee 
relationships. Employees who perceive greater support 
from their organization tend to develop more positive 
attitudes and engage in behaviors that contribute 
to organizational goals (Eisenberger et al., 2025). 
Perceived organizational support is known to increase 
intrinsic motivation, positive affect, and self-efficacy, 
foster a sense of obligation to reciprocate with positive 
performance (Kao et al., 2023), as well as strengthen 
employees’ motivation by fostering a supportive work 
environment in which employees feel valued and 
encouraged to dedicate greater effort to their tasks 
(Mori et al., 2024).

According to organizational support theory, 
perceived organizational support fosters a sense 
of obligation among employees to reciprocate the 
organization’s care and support by demonstrating 
positive work behaviors, including improved 
performance and a greater willingness to go beyond 
formal job responsibilities (Eisenberger et al., 2025; 
Kao et al., 2023). Based on social exchange theory 
(Blau, 1964), employees respond to organizational 
actions based on their perceptions of benefits received, 
trust, and a sense of obligation (Ahmad et al., 2023). 
Employees whose organization cares about their well-
being, values their contributions, and supports their 
work believe the organization will appreciate their 
effort and may reciprocate by responding positively to 
empowering leaders and becoming more creative (Yan 
et al., 2024). For example, employees are motivated to 
engage in creative behavior by suggesting new ideas, 
taking risks, and conducting more experiments (Park 
et al., 2024). In other words, empowering leadership 
is more effective at encouraging creativity when 
employees feel that the organization values their 
contributions and cares about their welfare (Kulachai 
et al., 2024). 

Being creative involves risk, uncertainty, 
and often leads to anxiety and stress (Daker et al., 
2023; Zhang & Zhou, 2014). Not only the presence 
of empowering leaders can reduce it, but perceived 
organizational support can also reduce employees’ 
anxiety and foster their willingness to take risks 
(Okręglicka et al., 2023), address concerns about 
potential negative outcomes, and encourage them 
to engage in innovative behaviors by fostering a 
supportive work environment (Al-Taie & Khattak, 

2024). Moreover, creativity requires substantial 
resources, including energy, time, emotions, and 
the risk of failure (Choi et al., 2021). When creative 
efforts fail, employees waste these resources and 
may experience increased strain. However, perceived 
organizational support provides employees with 
valuable organizational resources that compensate 
for resource depletion and help them to cope with 
workplace demands (Bai et al., 2023). It can replenish 
and enhance employees’ psychological capacities, 
creating a value-added resource cycle that encourages 
employees to experiment and engage more actively in 
creative endeavors (Yang & Zhou, 2022).

Psychologically, perceived organizational 
support strengthens the effects of empowering 
leadership by creating the perception of additional 
resources needed for creative endeavors. Creativity 
requires substantial energy, time, and cognitive 
capacity (Amabile & Pratt, 2016). Empowering 
leadership gives employees autonomy, meaning, 
and self-confidence (Ahearne et al., 2005), while 
perceived organizational support provides a sense 
of security and confidence that the organization will 
support them if they fail (Aldabbas et al., 2023). When 
both factors are present simultaneously, employees not 
only have intrinsic motivation but also feel protected 
from risk, making them more willing to take initiative 
and generate creative ideas. This shows that perceived 
organizational support acts as a catalyst, strengthening 
the effectiveness of empowering leadership in fostering 
creative behavior.

In other conditions, when perceived 
organizational support is low, empowering 
leadership’s effect on creativity can be weakened. 
Despite empowering leaders’ efforts to provide 
autonomy, consultation, and training, employees 
may still be reluctant to engage in creative behaviors 
when they perceive that their organization does not 
appreciate their contributions, as creativity requires 
personal investment and involves uncertainty and 
the possibility of failure (Aldabbas et al., 2023). This 
condition makes employees more cautious and more 
likely to avoid the risks inherent in creative activities 
(Elsayed et al., 2023). Thus, the existence of perceived 
organizational support determines the extent to which 
empowering leadership can be transformed into 
creative behavior. The second hypothesis is proposed 
as follows:

H2: 		 Perceived organizational support moderates the 
relationship between empowering leadership 
and creativity

Empowering leadership describes leader 
behavior that seeks to increase autonomy, participation 
in decision-making, and self-confidence in the work 
process (Ahearne et al., 2005; Zhang & Bartol, 2010). 
Through these dimensions, leaders create a work 
environment that supports autonomy and participation 
in decision-making, encouraging employees to 
be more deeply involved and to focus cognitively 
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and emotionally in their work (Burhan & Khan, 
2024). Empowering leadership has been linked to 
mindfulness (Albacete-Saez et al., 2025). In addition, 
empowering leaders help employees to be aware of 
their internal experiences, self-regulation abilities, and 
full presence, such as present-moment awareness and 
attentional engagement at work (Khan et al., 2023). 
When employees are fully present at work, they are 
more open to information, explore new approaches, and 
integrate feedback from leaders effectively (Hughes, 
Ball, et al., 2023). Hence, it increases their ability 
to be more creative (Gip et al., 2022). When leaders 
show confidence in employees’ abilities and create a 
psychologically safe work environment, employees’ 
self-confidence increases and anxiety decreases, 
encouraging present awareness and attention, which 
in turn leads to creativity. 

In this framework, mindfulness represents 
a complementary psychological mechanism that 
explains how empowering leadership may contribute 
to employee creativity. Mindfulness refers to a 
psychological state characterized by heightened 
awareness of present-moment experiences without 
judgment or automatic reactions (Hülsheger et al., 
2013). The research applies the mediating personal 
factor of mindfulness, which has been lacking in both 
the empowering leadership and creativity literature. 
Mindfulness is a state of present-moment awareness 
characterized by consciously attending to ongoing 
experiences with openness, acceptance, and non-
judgment. This state enables individuals to remain 
attentive to what is occurring in the present rather 
than becoming absorbed in thoughts about the past or 
future (Chems-Maarif et al., 2025).

Empowering leaders to create safe work 
conditions that reduce stress and increase intrinsic 
motivation and self-awareness, leading employees to 
be more mindful (Cougot et al., 2024). As a result, 
mindful employees can think flexibly, generate new 
ideas, and respond to challenges more adaptively, 
thereby increasing creativity (Li et al., 2023). 
Therefore, empowering leaders not only encourages 
performance above expectations but also fosters 
reflective awareness, enabling employees to think 
creatively and innovatively. 

Mindfulness practices are increasingly attracting 
attention from psychology researchers (M. Rusdi & 
Wibowo, 2022). Recently, in organizational behavior 
and psychology, Kim and Park (2023) and Wang et 
al. (2021) have explored how mindfulness enhances 
task performance and improves workplace outcomes. 
Past studies have demonstrated that mindfulness 
is positively associated with creative behavior (Op 
den Kamp et al., 2023). Moreover, mindfulness has 
frequently been examined as a moderating factor 
that serves as a protective mechanism in reducing 
negative workplace effects such as job insecurity, 
high job demands, and role conflict (Montani et al., 
2021). However, to date, there is a lack of research 
investigating mindfulness as a mediating mechanism 
in the relationship between empowering leadership 

and employee creativity. Previous studies have 
found that other leadership types affect mindfulness, 
such as servant leadership (Miralles et al., 2024). 
Given its role in fostering self-regulation, openness, 
and adaptive cognitive processing, mindfulness 
represents a promising construct that may facilitate 
the beneficial impact of empowering leadership 
on employees’ creative outcomes (Aggarwal et al., 
2024). Therefore, this model illustrates a mechanism 
in which organizational support and individual self-
awareness jointly contribute to increased employee 
creativity under empowering leadership. Existing 
literature has positioned mindfulness as a moderator 
(Xu et al., 2021) or examined leader mindfulness as 
an antecedent to leadership behavior. Conversely, 
research on employee mindfulness as a mediator 
between leadership styles and outcomes, particularly 
regarding empowering leadership, remains relatively 
limited. This aligns with an integrative review of 
workplace mindfulness, which concludes that research 
into the organizational antecedents of mindfulness, 
including the role of leadership, remains an emerging 
area requiring further empirical evidence (Shahbaz & 
Parker, 2022).

Furthermore, this state of mindfulness supports 
the emergence of creativity because it requires the 
ability to observe, divergent thinking, and persistent 
focus in the face of challenges (Hughes, Shelton, et 
al., 2023). Empirical research shows that mindfulness 
is indeed positively related to creativity. For example, 
mindfulness improves attentional control and 
concentration by enabling individuals to sustain their 
focus on present-moment experiences and reduce 
distractions (Zhong et al., 2024). In addition, it increases 
open-mindedness (Khemraj et al., 2023) and facilitates 
creative thinking by reducing rigid attentional patterns 
and less fear of being judged (Gilbert et al., 2023). 
Therefore, empowering leadership creates conditions 
that increase employee mindfulness, which in turn 
facilitates employee creativity. Mindfulness serves as 
a psychological bridge that explains how empowering 
leadership can increase creativity. Empowering 
leadership fosters a supportive work environment by 
increasing employees’ autonomy and psychological 
resources, thereby facilitating their ability to recognize 
and regulate their thoughts and emotions (Khan et al., 
2023). Based on the explanation, the third hypothesis 
is as follows:

H3: 		 Mindfulness mediates the relationship between 
empowering leadership and creativity

The research aims to make several contributions 
to research on empowering leadership and employee 
creativity. First, perceived organizational support is 
introduced as a moderating factor to examine how 
organizational support conditions the relationship 
between empowering leadership and creativity. Second, 
mindfulness serves as a mediator, explaining the 
psychological mechanism through which empowering 
leadership influences employee creativity. Third, the 
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research focuses on university lecturers, whose work 
characteristics differ from those of employees in 
conventional corporate settings. Lecturers perform 
multiple and interconnected roles, including teaching, 
research, community service, student supervision, 
and academic administration. Their work also 
involves substantial cognitive demands, professional 
autonomy, and discretion in designing teaching 
activities, conducting research, and developing 
academic solutions. These characteristics make the 
university context particularly relevant for examining 
how empowering leadership may foster creativity, 
how mindfulness may facilitate this process, and how 
perceived organizational support may strengthen the 
positive effects of empowering leadership on lecturers’ 
creativity. Figure 1 shows the research model.

METHODS

The online questionnaires are distributed via 
WhatsApp to 300 active lecturers at a public university 
in Aceh Province, with 215 completing them, yielding 
a 71.7% response rate. The research employs a 
stratified random sampling technique. The population 
is divided into 12 strata by faculty, and respondents are 
randomly selected from each faculty to ensure adequate 
representation across academic disciplines. Inclusion 
criteria require participants to be active lecturers at 
the university and to have experience interacting with 
their direct leaders. Data were collected from August 
to September 2024 using a structured questionnaire. 
Before the analysis, the collected data are screened for 
incomplete responses and missing values. Responses 
containing incomplete information are excluded, and 
the final dataset is coded and analyzed using Partial 
Least Squares-Structural Equation Modeling (PLS-
SEM) with SmartPLS.

All constructs, including empowering 
leadership, perceived organizational support, 

mindfulness, and employee creativity, are modeled as 
reflective constructs because their indicators represent 
manifestations of the underlying latent variables. 
All indicators are measured using a five-point Likert 
scale. No manual standardization is performed prior to 
analysis because SmartPLS estimates the model using 
the original indicator values.

Questions for all variables are adopted from 
English-language measures and need to be translated 
into Indonesian. Using a common back-translation 
process (Brislin & Freimanis, 2001), the researchers 
translate all questions to ensure the best possible 
translation and avoid language bias and translation 
errors. Mindfulness is measured using four items 
adapted from Liang et al. (2018), focusing on the 
acceptance dimension of mindfulness. Unlike 
measures that emphasize attentional awareness, this 
measure captures individuals’ tendency to accept 
internal experiences rather than suppress or avoid 
unpleasant thoughts and emotions. Because the original 
items are negatively worded, all items are reverse-
coded before analysis. Higher scores represent greater 
mindful acceptance and lower experiential avoidance. 
Empowering leadership has 12 items adapted from 
Ahearne et al. (2005). Meanwhile, the perceived 
organizational support with 9 items is adapted from 
Eisenberger et al. (1986). Furthermore, 13 items of 
creativity are adopted from Zhou and George (2001). 
Table 1 shows the research instrument we used in this 
study. 

The moderating effect of perceived 
organizational support is examined using a two-
stage approach in SmartPLS 3. In the first stage, 
the latent variable scores of empowering leadership 
and perceived organizational support are estimated. 
In the second stage, the interaction term between 
empowering leadership and perceived organizational 
support is generated and tested to examine its effect on 
employee creativity.

Figure 1 Research Model
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Table 1 Research Instruments

Variable Indicator Item
Empowering Leadership 
(Ahearne et al., 2005)

1.     My leader helps me to connect my work goals with the institution’s vision and 
mission.

12

2.    My leader helps me to realize the importance of my work for the institution’s 
performance effectiveness.

3.     My leader helps me to understand how my work contributes to the 
institution’s vision and mission.

4.     My leader makes many decisions with me.
5.     My leader often consults me regarding strategic decisions.
6.     My leader asks for my opinion regarding a decision that will affect me.
7.     My leader believes that I can handle demanding tasks.
8.     My leader believes that my abilities can grow even when I make mistakes.
9.     My leader demonstrates confidence in my ability to work at a high level.
10.   My leader allows me to do the work in my own way.
11.   My leader enables me to work more efficiently by simplifying rules and 

regulations.
12.   My leader allows me to make important decisions quickly to meet the needs 

of students (our institution’s customers).
Perceived Organizational 
Support (Rhoades & 
Eisenberger, 2002)

1.     The institution where I work shows that it cares about me. 9
2.     The institution where I work cares about my job satisfaction at work.
3.     The institution where I work cares deeply about my well-being.
4.    The institution where I work places great importance on my work goals and 

values.
5.     The institution where I work values ​​the opinions I offer.
6.     When I do a good job, the institution where I work will notice it.
7.     The institution where I work is proud of my achievements at work.
8.     The institution where I work continues to evolve to enhance employee 

performance to the highest level.
9.     The institution where I work will help me when I have problems.

Creativity (Zhou & George, 
2001)

1.     I suggest new ways to achieve goals or objectives. 13
2.     I come up with new and practical ideas to improve performance.
3.     I am looking for new technologies, processes, techniques, and/or ideas.
4.     I suggest new ways to improve quality.
5.     I am a good source of creative ideas.
6.     I am not afraid to take risks
7.     I promote and champion my new ideas to others.
8.     I demonstrate creativity in my work when given the opportunity.
9.     I develop an adequate plan and schedule for the implementation of new ideas.
10.   I often have new and innovative ideas.
11.   I provide creative solutions to problems.
12.   I often take a new approach to problems.
13.   I suggest new ways of doing work tasks

Mindfulness Acceptance 
(Liang et al., 2018)

1.     I try to distract myself when I feel unpleasant emotions. 4
2.     I try to stay busy to keep thoughts or feelings from coming to mind.
3.     I tell myself that I must not have certain thoughts.
4.     I try not to think about my problems.
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RESULTS AND DISCUSSION

The results provide empirical evidence on the 
proposed relationships among the variables in the 
model. Using PLS-SEM, the research evaluates the 
constructs’ measurement properties and tests the direct, 
mediating, and moderating effects of the proposed 
model. Table 2 shows that most participants are female 
(61%), while male respondents account for 39% of the 
sample. In terms of age distribution, most respondents 
are between 36–45 years old (40%), followed by those 
aged 25–35 years (36%), 46–55 years (18%), and above 
55 years (6%). Regarding educational background, 
most respondents hold a master’s degree (76%), while 
24% have doctoral qualifications. Furthermore, most 
respondents are married (79%), whereas 16% are 
single, and 5% are widowed. Overall, the demographic 
characteristics indicate that the respondents represent 
experienced lecturers with postgraduate qualifications. 
These demographic variables describe the sample 
composition and provide contextual information 
about the respondents. They are not specified as 
control variables in the structural model because their 
inclusion is not supported by a strong theoretical 
rationale in the proposed relationships. Accordingly, 

the structural model is restricted to the theoretically 
specified variables and hypotheses examined in the 
research.

After collecting all data, the researchers conduct 
data quality testing and continue the analysis using 
Smart PLS. The analysis evaluates the measurement 
model (outer model) and the structural model (inner 
model). The measurement model is assessed through 
indicator reliability, internal consistency reliability, 
convergent validity, and discriminant validity. 
Meanwhile, the structural model is evaluated by 
examining path coefficients, t-values, p-values, R², 
effect sizes, and predictive relevance. To assess 
potential Common Method Bias (CMB), a full 
collinearity assessment is conducted following (Kock 
& Lynn, 2012; Podsakoff et al., 2003). This approach 
evaluates whether collinearity among constructs 
indicates common method variance. Table 3 shows that 
all Variance Inflation Factor (VIF) values range from 
1.000 to 2.453, below the recommended threshold 
of 3.3. Therefore, CMB is not considered a critical 
concern in the research.

The convergent validity test examines the 
values reported by (Hair et al., 2021). The results show 
that some indicators have a loading factor below 0.70: 

Table 2 Description of Demographic Profile

Variables Frequency Percentage
Gender Male 84 39%

Female 131 61%
Age 25−35 years old 77 36%

36−45 years old 86 40%
46−55 years old 38 18%
> 55 years old 14 6%

Education Level Master’s Degree 164 76%
PhD 51 24%

Marriage Status Married 169 79%
Single 36 16%
Widow 10 5%

Source: Processed Data (2026)

Table 3 Results of Variance Inflation Factor (VIF)

CR EL*POS EL Mind POS
CR        
EL*POS 1.227      
EL 2.453     1.000  
Mind 1.105      
POS 2.075      

Note: EL = Empowering Leadership; POS = Perceived Organizational Support; 
CR = Creativity; and Mind = Mindfulness.

Source: Processed Data (2026)
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items 7, 10, and 12 of empowering leadership; item 
6 of creativity; and item 4 of mindfulness. Therefore, 
those items are excluded in Table 4. The remaining 
items are above 0.70, indicating a strong contribution 
to reflecting the construct.

The measurement model was assessed for 
internal consistency reliability using Cronbach’s alpha 
and composite reliability (CR), with values of 0.70 
or higher considered acceptable. Convergent validity 
was assessed using the average variance extracted 
(AVE), with a threshold of 0.50 or higher (Hair et 

al., 2021). As shown in Table 5, construct reliability 
testing is conducted to ensure that the indicators yield 
consistent measurement results. The results show that 
all constructs have Cronbach’s alpha and CR values 
above 0.70, indicating high internal consistency and 
stable measurement of their respective constructs. 
Discriminant validity is also conducted to assess the 
extent to which a construct is truly distinct from other 
constructs in the model. The AVE root values for each 
construct should be higher than the correlations among 
the other constructs (Cheung et al., 2024). The results 

Table 4 Results of Outer Loading

CR EL*POS EL Mind POS
CR1 0.765
CR10 0.834
CR11 0.775
CR12 0.767
CR13 0.799
CR2 0.815
CR3 0.786
CR4 0.815
CR5 0.743
CR7 0.754
CR8 0.755
CR9 0.825
EL1 0.848
EL11 0.777
EL2 0.848
EL3 0.866
EL4 0.860
EL5 0.800
EL6 0.839
EL8 0.736
EL9 0.826
EL * POS 0.334

MIND1 0.857

MIND2 0.834
MIND3 0.748
POS1 0.851
POS2 0.900
POS3 0.855
POS4 0.883
POS5 0.864
POS6 0.850
POS7 0.853
POS8 0.857
POS9 0.823

Note: EL = Empowering Leadership; POS = Perceived Organizational Support; 
CR = Creativity; and Mind = Mindfulness.

Source: Processed Data (2026)
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show that each construct’s AVE root value is greater 
than its correlations with other constructs, so it meets 
these criteria.

Discriminant validity is tested using two 
approaches: Fornell-Larcker and Heterotrait-
Monotrait Ratio (HTMT) criteria. The Fornell-Larcker 
results in Table 6 show that the square root of the 
AVE for each construct exceeds its correlations with 
all other constructs. Creativity (0.787), empowering 
leadership (0.824), mindfulness (0.814), and perceived 
organizational support (0.860) exhibit higher diagonal 
values than their corresponding inter-construct 
correlations. These findings indicate that each 
construct is empirically distinct and captures a unique 
aspect of the conceptual model, thereby confirming 
adequate discriminant validity (Cheung et al., 2024).

Based on the test results in Table 7, the HTMT 

value is below 0.85, indicating that the constructs in 
the model have adequate discrimination from one 
another (Kline, 2023). There are no discriminant 
problems between the constructs. In other words, the 
results indicate an acceptable discriminant validity 
despite their relatively strong theoretical association. 
The relatively high correlation between empowering 
leadership and perceived organizational support is 
theoretically expected because empowering leaders 
often act as organizational agents. Consequently, 
employees may perceive supportive leadership 
behaviors as signals of organizational support.

The next stage is evaluating the structural 
model. The R2 value in Table 8 shows the proportion 
of variance in the dependent variable explained by the 
independent variables. The analysis results show that 
employee creativity has an R² value of 0.436 (adjusted 

Table 5 Results of Construct Reliability and Validity

Cronbach’s Alpha rho_A Composite Reliability 
(CR)

Average Variance 
Extracted (AVE)

CR 0.944 0.945 0.951 0.619
EL*POS 1.000 1.000 1.000 1.000
EL 0.940 0.942 0.950 0.679
Mind 0.751 0.790 0.855 0.663
POS 0.956 0.958 0.962 0.739

Note: EL = Empowering Leadership; POS = Perceived Organizational Support; 
CR = Creativity; and Mind = Mindfulness.

Source: Processed Data (2026)

Table 6 Results of the Fornell-Larcker Criterion

  CR EL Mind POS
CR 0.787
EL 0.491 0.824
Mind 0.422 0.277 0.814
POS 0.406 0.725 0.200 0.860

Note: EL = Empowering Leadership; POS = Perceived Organizational Support; 
CR = Creativity; and Mind = Mindfulness.

Source: Processed Data (2026)

Table 7 Results of Heterotrait-Monotrait Ratio (HTMT)

  CR EL*POS EL Mind POS
CR
EL*POS 0.122
EL 0.520 0.428
Mindful 0.482 0.040 0.320
POS 0.424 0.274 0.760 0.233

Note: EL = Empowering Leadership; POS = Perceived Organizational Support;
CR = Creativity; and Mind = Mindfulness. 

Source: Processed Data (2026)IN
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R² = 0.426), indicating that empowering leadership, 
perceived organizational support, and mindfulness 
explain 43.6% of the variance in employee creativity. 
This result indicates that the model has moderate 
explanatory power in explaining employee creativity. 
The remaining 56.4% of the variance is attributable 
to other factors not included in the model and 
unexplained variation. The adjusted R² value of 0.426 
further indicates that the model explains 42.6% of the 
variance after accounting for the number of predictors 
included in the analysis.

An effect size (f²) analysis assesses the strength 
of each exogenous construct’s influence on the 
endogenous construct in the structural model (Hair et 
al., 2021). The results in Table 9 show that empowering 
leadership has a moderate influence on creativity 
(f² = 0.187), indicating that this variable contributes 
substantially to explaining variation between these two 
constructs. The influence of empowering leadership 
on mindfulness falls in the small-to-medium range (f² 
= 0.085). Then, mindfulness (f² = 0.110) and perceived 
organizational support (f² = 0.005) have a very small 
effect on creativity. 

For interaction variables, the results show that 
the interaction between empowering leadership and 
perceived organizational support (EL*POS) has an f² 

value of 0.171, which falls in the medium range. The 
results indicate that perceived organizational support 
plays a quite strong role as a moderating variable, 
strengthening the relationship between empowering 
leadership and creativity. Overall, these findings 
strengthen the path coefficient analysis, indicating that 
empowering leadership plays an important direct role 
in creativity and perceived organizational support. 
Meanwhile, the influence of perceived organizational 
support is more limited to certain contexts.

To further measure the significant interaction 
between empowering leadership and perceived 
organizational support, a simple slopes analysis is 
conducted at one standard deviation below and above 
the mean of perceived organizational support. The 
results in Table 10 show that the positive relationship 
between empowering leadership and creativity is 
significant at low levels of perceived organizational 
support (-1 Standard Deviation (SD); β = 0.250, 95% 
C onfidence Interval (CI) [0.052, 0.421]) and becomes 
substantially stronger at high levels of perceived 
organizational support (+1 SD; β = 0.768, 95% CI 
[0.548, 1.019]). Thus, perceived organizational 
support strengthens the positive relationship 
between empowering leadership and employee 
creativity. Employees who perceive greater perceived 

Table 8 Results of R-Squared Test

  R-Squared R-Squared Adjusted
CR 0.436 0.426
Mind 0.079 0.074

Note: CR = Creativity and Mind = Mindfulness.
Source: Processed Data (2026)

Table 9 Results of F-Squared Test

  CR EL*POS EL Mind POS
CR
EL*POS 0.171
EL 0.187 0.085
Mind 0.110
POS 0.005

Note: EL = Empowering Leadership; POS = Perceived Organizational Support; 
CR = Creativity; and Mind = Mindfulness.

Source: Processed Data (2026)

Table 10 Conditional Effects of Empowering Leadership on Creativity 
at Different Levels of Perceived Organizational Support level

Perceived Organizational Support level Conditional effect (β) 95% CI
Low (−1 SD) 0.250 [0.052, 0.421]
High (+1 SD) 0.768 [0.548, 1.019]

Note: SD = Standard Deviation and CI = Confidence Interval
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organizational support are more likely to translate 
empowering leadership into creative outcomes. 
As shown in Figure 2, the slope for high perceived 
organizational support is considerably steeper than the 
slope for low perceived organizational support.

The bootstrapping test results in Table 11 show 
that the relationship between empowering leadership 
and employee creativity is significant (β = 0.509; t = 
6.334; p = 0.000). Therefore, the first hypothesis is 
accepted. For mindfulness, the relationship between 
empowering leadership and mindfulness is also 
significant (β = 0.280; t = 3.345; p < 0.005). Similarly, 
mindfulness positively and significantly affects 
employee creativity (β = 0.262; t = 4.088; p < 0.001). 
The path coefficient for the interaction between 
empowering leadership and perceived organizational 
support (EL*POS) on creativity (β = 0.258; t = 3.549; p 
< 0.001) indicates a statistically significant relationship 

and supports the second hypothesis. Although 
perceived organizational support does not exert a 
significant direct effect on employee creativity, its 
interaction with empowering leadership is significant. 
This finding suggests that organizational support 
functions primarily as a boundary condition rather 
than an independent predictor of creativity. In other 
words, perceived organizational support strengthens 
employees’ ability to translate empowering leadership 
into creative behaviors rather than directly enhancing 
creativity itself. When employees feel a high level of 
perceived organizational support, the positive impact 
of empowering leadership on their creativity becomes 
stronger. 

To test the mediation, the analysis examines 
bootstrapped estimates of indirect effects and 
interaction terms. The mediation test examines the 
significance of the indirect effect. The mediating 

Figure 2 Interaction Plot

Table 11 Results of Path Coefficients

  Original Sample 
(O)

Sample Mean 
(M)

Standard Deviation 
(STDEV)

T-Statistics 
(|O/STDEV|)

P-Values

EL*POS → CR 0.258 0.248 0.073 3.549 0.000
EL → CR 0.509 0.507 0.080 6.334 0.000
EL → Mind 0.280 0.286 0.084 3.345 0.001
Mind → CR 0.262 0.271 0.064 4.088 0.000
POS → CR 0.080 0.082 0.090 0.879 0.380
EL → Mind → CR 0.074 0.076 0.028 2.640 0.009

Note: EL = Empowering Leadership; POS = Perceived Organizational Support; 
CR = Creativity; and Mind = Mindfulness.

Source: Processed Data (2026)IN
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effect of empowering leadership and mindfulness on 
creativity is significant (β = 0.074; t = 2.640; p < 0.05), 
supporting the third hypothesis. Although mindfulness 
has a statistically significant mediating effect, its 
effect size suggests it is one of several psychological 
pathways explaining how empowering leadership 
relates to employee creativity. The final measurement 
model result is shown in Figure 3.

The research model examines the effect of 
empowering leadership on creativity by considering 
perceived organizational support as a moderating 
variable and mindfulness as a mediating variable. 
The research finds that empowering leadership has a 
positive and significant relationship with employee 
creativity. This finding indicates that empowering 
leaders can foster creativity by providing employees 
with autonomy, trust, and support that encourage 
generating and expressing new ideas. Consistent 
with the social exchange theory, employees tend 
to reciprocate the valuable resources provided by 
empowering leaders through positive work behaviors, 
including creativity (Blau, 1964). Empowering leaders 
provide autonomy, trust, and developmental support, 
encouraging employees to engage more in creative 
activities.

Furthermore, the leader-member exchange 
theory complements this perspective by explaining 
that high-quality leader-member relationships 
characterized by trust and mutual support facilitate 
employees’ willingness to express novel ideas and 
facilitate managerial support for ideas that challenge 
existing practices (Graen & Uhl-Bien, 1995; 
Marwan et al., 2023; Urbach & Fay, 2021). This 

finding also helps clarify the inconsistent results 
reported in previous studies. While some studies 
have demonstrated a positive relationship between 
empowering leadership and creativity (e.g., Alif & 
Nastiti, 2022; Abuzaid et al., 2024), other research 
has found an insignificant relationship (e.g., Joo et al., 
2023). One possible explanation for these divergent 
findings is that the effect of empowering leadership 
may depend on the psychological and contextual 
conditions surrounding employees. In this research, 
the inclusion of mindfulness as an underlying 
psychological pathway and perceived organizational 
support as a contextual condition provides a more 
comprehensive explanation of how empowering 
leadership is translated into creative outcomes. Thus, 
the findings suggest that empowering leadership may 
not automatically enhance creativity but is more 
effective when employees possess psychological 
readiness and perceive supportive organizational 
conditions. 

Meanwhile, the results show that perceived 
organizational support moderates the relationship 
between empowering leadership and creativity. 
Perceived organizational support strengthens the 
relationship between empowering leadership and 
creativity because it reflects the extent to which 
employees feel the organization values their 
contributions and cares about their well-being 
(Eisenberger et al., 1986, 2020). In addition, perceived 
organizational support strengthens the psychological 
mechanisms of autonomy, intrinsic motivation, and 
self-confidence that are generated by empowering 
leadership, thereby increasing the likelihood of 

Figure 3 Measurement Model Result
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creative behavior (Zhang & Bartol, 2010) . When 
levels of perceived organizational support are high, 
employees will interpret empowering leader behaviors, 
such as providing autonomy, supporting decision-
making, and encouraging innovation, as tangible 
forms of trust and support from the organization. In 
this context, empowering leadership becomes more 
effective because employees feel psychologically 
safe taking creative risks and expressing new ideas. 
In contrast, when perceived organizational support 
is low, employees may view leaders’ empowering 
behaviors with skepticism because they may be 
uncertain whether the organization will support them 
if their creative efforts fail. This interpretation is 
consistent with the view that employees’ perceptions 
of organizational support influence their expectations 
regarding how the organization values and responds 
to their contributions (Eisenberger et al., 2020). 
Consequently, employees may be less willing 
to translate the autonomy and decision-making 
opportunities provided by empowering leaders into 
creative actions. Thus, perceived organizational 
support may function as a boundary condition that 
strengthens or weakens the relationship between 
empowering leadership and employee creativity. 
This relationship can be explained through social 
exchange theory, which suggests that employees 
tend to reciprocate favorable treatment with positive 
work-related attitudes and behaviors (Blau, 1964; 
Cropanzano & Mitchell, 2005). Accordingly, when 
employees perceive strong organizational support, 
they may be more inclined to respond to empowering 
leadership by engaging in creative activities, consistent 
with the role of psychological empowerment and 
intrinsic motivation in fostering employee creativity 
(Zhang & Bartol, 2010). This finding is consistent 
with (Alipour & Hejazi, 2025) that perceived 
organizational support moderates the relationship 
between empowering leadership dimensions and 
innovative work behavior. It also aligns with Harris et 
al. (2014) that the relationship between empowering 
leadership and newcomer creativity depends on 
contextual factors, including organizational support 
for creativity. Taken together, these findings suggest 
that empowering leadership may be more effective in 
fostering creative outcomes when employees perceive 
a supportive organizational environment.

The results suggest that mindfulness functions 
as an important mediating pathway through 
which empowering leadership fosters employee 
creativity. As expected, mindfulness mediates the 
relationship between empowering leadership and 
creativity. Empowering leadership likely fosters 
employee mindfulness by increasing autonomy, 
decision latitude, and perceived support. These job 
resources create cognitive space, reduce unnecessary 
distractions, and facilitate emotional regulation, 
all of which support mindful attention (Pan et al., 
2024). Therefore, mindfulness enhances cognitive 
abilities and motivation, which encourages creativity 
(Hughes, Ball, et al., 2023). Empowering leaders may 

establish work environments that alleviate stress and 
enhance intrinsic drive, which potentially facilitates 
self-awareness. Employees with higher levels of 
mindfulness are more likely to engage in creativity-
relevant processes, including problem identification, 
information search, and idea generation. Such 
engagement facilitates the development of both 
individual creativity and innovative work behaviors, 
thereby enhancing overall creative performance (Khan 
& Abbas, 2022). Therefore, mindfulness serves as a 
psychological bridge that explains how empowering 
leadership can increase creativity. This finding 
is consistent with Li et al. (2023) that employee 
mindfulness contributes to creativity directly and 
indirectly through creative process engagement and 
a sequential mechanism, involving psychological 
capital. Furthermore, previous research has shown that 
empowering leadership can foster employee creativity 
through other psychological and motivational 
mechanisms, including work engagement and 
knowledge sharing (Joo et al., 2023). Taken together, 
these findings suggest that empowering leadership 
may facilitate employee creativity by fostering 
psychological states and work processes that enable 
employees to engage more effectively in creative 
activities.

CONCLUSION
The research aims to investigate the relationship 

between empowering leadership and employee 
creativity, with perceived organizational support as 
a moderator and mindfulness as a mediator. Findings 
indicate that mindfulness can serve as a mediator, 
whereas perceived organizational support acts as 
an interactive mechanism in this relationship. The 
findings extend existing explanations based on social 
exchange theory and leader-member exchange theory 
by highlighting the importance of employees’ internal 
psychological processes in translating empowering 
leadership into creative outcomes. While empowering 
leadership represents a valuable relational resource 
provided by leaders, mindfulness explains how 
employees internalize and utilize this resource to 
engage in creative activities. Furthermore, perceived 
organizational support represents an important 
contextual condition that strengthens the extent to 
which empowering leadership is associated with 
employee creativity.

The research provides several practical 
implications for academic institutions seeking to 
enhance employee creativity. First, the findings 
highlight the importance of empowering leadership 
as an effective managerial approach for fostering 
creativity among lecturers. Institutional leaders 
and department heads should develop empowering 
leadership practices by providing autonomy, involving 
employees in decision-making, expressing confidence 
in employees’ abilities, and linking individual 
contributions to institutional goals. Such practices 
can create a work environment where employees feel 
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trusted and motivated to generate and implement new 
ideas.

Second, the mediating role of mindfulness 
suggests that organizations should pay closer attention 
to employees’ psychological resources that help them 
to turn leadership support into creative outcomes. 
Institutions may consider implementing initiatives 
that encourage mindfulness-related practices, such 
as reflective activities, self-awareness development, 
and opportunities for employees to manage cognitive 
demands effectively. These practices may help 
employees to maintain attention, regulate their 
responses to workplace challenges, and become more 
engaged in creative problem-solving.

Third, the moderating role of perceived 
organizational support indicates that empowering 
leadership may be more effective when employees 
perceive that their organization values their 
contributions and cares about their well-being. 
Therefore, university management should strengthen 
organizational support through recognizing employees’ 
achievements, providing adequate resources, 
responding to employees’ concerns, and creating 
policies that appreciate employees’ contributions. By 
integrating empowering leadership practices with a 
supportive organizational climate, institutions can 
create conditions that encourage sustained employee 
creativity.

This research has several limitations that may 
affect the interpretation of the results and the scope of 
generalization. First, this research is conducted at only 
one institution. This means that the organizational 
context, including work culture, leadership structure, 
and employee characteristics, may be unique 
and different from other organizations. Thus, the 
findings may not be widely generalizable across 
industrial sectors or organization types with different 
characteristics. The research context may limit external 
validity, as the results reflect more specific phenomena 
within the organization under study. Future research 
can examine whether the proposed relationships 
hold across different occupational and organizational 
contexts.

Second, the research uses a cross-sectional 
design, in which data are collected at only one point 
in time, which does not allow researchers to draw 
causal conclusions. Therefore, although relationships 
between variables can be identified, the direction of 
the relationship or the causal mechanism cannot be 
ascertained. Findings on the relationship between 
empowering leadership and employee creativity show 
only an association. They cannot confirm whether 
leadership actually causes increased creativity or 
whether employee creativity drives perceptions of 
leadership. Cross-sectional designs have limitations 
in capturing the temporal dynamics of relationships 
between variables, so longitudinal research or multiple 
data collection points are recommended to understand 
causal relationships better.

Third, this research uses a self-rated 
questionnaire, which leads to subjective bias among 

respondents. Respondents may give answers that are 
considered more socially appropriate, such as social 
desirability bias or CMB, which occurs when all 
variables are measured from the same data source and 
at the same time. This condition can inflate correlations 
between variables, increasing the likelihood that the 
observed relationship reflects the measurement method 
rather than the true relationship between constructs. 
Self-report may also reflect individual perceptions 
that differ from reality. These limitations suggest that 
the research results should be interpreted in a specific 
context. Therefore, future research can combine self-
report data with other data sources, such as ratings 
from superiors, colleagues, or objective performance 
data, to minimize single-method bias.

ACKNOWLEDGEMENT

The authors would like to express their sincere 
gratitude to Universitas Syiah Kuala for providing 
research funding through the 2024 Research Grant 
(Lektor Scheme) managed by the Institute for Research 
and Community Service (LPPM) of Universitas Syiah 
Kuala. This research was funded under Contract 
Number 320/UN11.2.1/PG.01.03/SPK/PTNBH/2024. 
The authors greatly appreciate this support, which 
contributed significantly to the implementation and 
completion of this research.

AUTHOR CONTRIBUTIONS

Contributed to conceptualization, methodology, 
formal analysis, writing original draft, and project 
administration, I. S.; Finalized questionnaires 
statements and scale of google form before sending 
to respondents, I. S.; Checked data from respondents 
and run SmartPLS, I. S.; Interpreted research results, 
I. S.; Wrote the paper, I. S.; Wrote the data analysis 
process and provided statistical analysis, N.; Run the 
SmartPLS and performed the analysis, N.; Wrote the 
data analysis section, N.; Set up the measurement 
and scale, population and sampling technique and 
contacted respondents, I. R.; Provide the questionnaire 
in Google Form and sent it to respondents, I. R.; Set up 
questionnaire data from respondents before analysis, I. 
R.; Wrote measurement and demography parts, I. R.; 
Contributed to research model and previous research, 
K; Finalize the paper writing, manuscript revision, 
checked grammar and writing style, K; and Handled 
proofreading, K. 

DATA AVAILABILITY

The data that support the findings of the research 
are available from the corresponding author, Irma 
Suryani, upon reasonable request.  Access to the data 
is restricted to protect respondents’ confidentiality and 
privacy, as the dataset contains information collected 
from individual participants. Data may be shared in 
an anonymized form, subject to applicable ethical 

IN
 PRESS



309Empowering Leadership..... (Irma Suryani et al.)

requirements and the protection of participants’ 
identities.

REFERENCES

Abuzaid, A. N., Ghadi, M. Y., Madadha, S. A. M., & Alateeq, 
M. M. (2024). The effect of ethical leadership on 
innovative work behaviors: A mediating–moderating 
model of psychological empowerment, job crafting, 
proactive personality, and person–organization fit. 
Administrative Sciences, 14(9), 1–20. https://doi.
org/10.3390/admsci14090191

Aggarwal, A., Chen, S. T., Lee, J., Tracy, A., Qiao, S., Li, 
X., & Yang, C. H. (2024). Time‐lagged associations 
of mindfulness and self‐regulation with affect and 
cognition: An ecological momentary assessment 
study. Mental Health Science, 2(2), 1–15. https://doi.
org/10.1002/mhs2.55

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

Ahmad, T., Hamid, A. R., Abbas, A., Anwar, A., Ekowati, D., 
Fenitra, R. M., & Suhariadi, F. (2023). Empowering 
leadership: Role of organizational culture of self-
esteem and emotional intelligence on creativity. 
Journal of Management Development, 42(3), 201–
214. https://doi.org/10.1108/JMD-10-2021-0288 

Albacete-Saez, C. A., Moreno-Marcial, A. P., Roldan Bravo, 
M. I., Rescalvo-Martin, E., & Llorens Montes, F. 
J. (2025). Promoting proactive extra-role service 
behaviors through empowering leadership: The role 
of mindfulness. International Journal of Manpower, 
46(2), 291–309. https://doi.org/10.1108/IJM-02-
2024-0108 

Aldabbas, H., Pinnington, A., & Lahrech, A. (2021). The 
mediating role of psychological empowerment in 
the relationship between knowledge sharing and 
innovative work behaviour. International Journal 
of Innovation Management, 25(2). https://doi.
org/10.1142/S1363919621500146 

Aldabbas, H., Pinnington, A., & Lahrech, A. (2023). The 
influence of perceived organizational support on 
employee creativity: The mediating role of work 
engagement. Current Psychology, 42, 6501–6515. 
https://doi.org/10.1007/s12144-021-01992-1 

AlEssa, H. S., & Durugbo, C. M. (2022). Systematic 
review of innovative work behavior concepts and 
contributions. Management Review Quarterly, 72, 
1171–1208. https://doi.org/10.1007/s11301-021-
00224-x 

Alif, M. I., & 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(3), 269–288.
Alipour, F., & Hejazi, A. (2025). Empowering leadership 

dimensions and innovative work behaviors: the 
moderating role of perceived organizational support. 
International Journal of Management, Accounting 
and Economics, 12(5), 741–760. 

Al-Taie, M., & Khattak, M. N. (2024). The impact of 
perceived organizational support and human 
resources practices on innovative work behavior: 
Does gender matter? Frontiers in Psychology, 15, 
1–12. https://doi.org/10.3389/fpsyg.2024.1401916

Amabile, T. M., & Pratt, M. G. (2016). The dynamic 
componential model of creativity and innovation in 
organizations: Making progress, making meaning. 
Research in Organizational Behavior, 36, 157–183. 
https://doi.org/10.1016/j.riob.2016.10.001 

Audenaert, M., & Decramer, A. (2018). When empowering 
leadership fosters creative performance: The role of 
problem-solving demands and creative personality. 
Journal of Management & Organization, 24(1), 
4–18. https://doi.org/10.1017/jmo.2016.20 

Bai, N., Yan, Z., & Othman, R. (2023). The moderating 
effect of perceived organizational support: The 
impact of psychological capital and bidirectional 
work-family nexuses on psychological wellbeing in 
tourism. Frontiers in Psychology, 14, 1–14. https://
doi.org/10.3389/fpsyg.2023.1064632

Blau, P. M. (1964). Justice in social exchange. Sociological 
Inquiry, 34(2), 193–206. https://doi.org/10.1111/
j.1475-682X.1964.tb00583.x

Brislin, R. W., & Freimanis, C. (2001). Back-translation. In 
An encyclopaedia of translation: Chinese-English, 
English-Chinese (pp. 22–40). Chinese University 
Press.

Burhan, Q. U. A., & Khan, M. A. (2024). Empowering 
leadership ripple effect: Improving employee 
engagement, performance and knowledge sharing 
through relational energy and autonomy. European 
Business Review, 36(3), 392–409. https://doi.
org/10.1108/EBR-08-2023-0239 

Chems-Maarif, R., Cavanagh, K., Baer, R., Gu, J., & 
Strauss, C. (2025). Defining mindfulness: A review 
of existing definitions and suggested refinements. 
Mindfulness, 16, 1–20. https://doi.org/10.1007/
s12671-024-02507-2 

Cheung, G. W., Cooper-Thomas, H. D., Lau, R. S., 
& Wang, L. C. (2024). Reporting reliability, 
convergent and discriminant validity with 
structural equation modeling: A review and best-
practice recommendations. Asia Pacific Journal of 
Management, 41, 745–783. https://doi.org/10.1007/
s10490-023-09871-y 

Choi, W. S., Kang, S. W., & Choi, S. B. (2021). Innovative 
behavior in the workplace: An empirical study 
of moderated mediation model of self-efficacy, 
perceived organizational support, and leader–
member exchange. Behavioral Sciences, 11(12), 
1–17. https://doi.org/10.3390/bs11120182

IN
 PRESS



310 Binus Business Review, Vol. 17 No. 3, November 2026, 295−313

Chow, I. H. S. (2018). The mechanism underlying the 
empowering leadership-creativity relationship. 
Leadership & Organization Development Journal, 
39(2), 202–217. https://doi.org/10.1108/LODJ-03-
2016-0060 

Cougot, B., Gillet, N., Moret, L., Gauvin, J., Caillet, P., 
Fleury-Bahi, G., Lesot, J., Ollierou, F., Armant, A., 
Peltier, A., Fouquereau, E., Getz, I., Bach-Ngohou, 
K., & Tripodi, D. (2024). Relationship between 
empowering leadership and stress in a French 
university hospital: A cross-sectional study combining 
the measurement of perceived stress and salivary 
cortisol. Journal of Nursing Management, 2024(1), 
1–13. https://doi.org/10.1155/2024/8839893

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange 
theory: An interdisciplinary review. Journal 
of Management, 31(6), 874–900. https://doi.
org/10.1177/014920630527960

Daker, R. J., Viskontas, I. V., Porter, G. F., Colaizzi, G. A., 
Lyons, I. M., & Green, A. E. (2023). Investigating 
links between creativity anxiety, creative 
performance, and state-level anxiety and effort 
during creative thinking. Scientific Reports, 13, 
1–14. https://doi.org/10.1038/s41598-023-39188-1 

Dulla, N., Mishra, S., & Sahoo, M. (2023). Perceived support 
and employee creativity: A moderated mediation 
model of intrinsic motivation and gender stereotype. 
Management and Labour Studies, 48(4), 497–513. 
https://doi.org/10.1177/0258042X231160971

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. 
(1986). Perceived organizational support. Journal 
of Applied Psychology, 71(3), 500–507. https://doi.
org/10.1037/0021-9010.71.3.500

Eisenberger, R., Rhoades Shanock, L., & Wen, X. 
(2020). Perceived organizational support: Why 
caring about employees counts. Annual Review 
of Organizational Psychology and Organizational 
Behavior, 7(1), 101–124. https://doi.org/10.1146/
annurev-orgpsych-012119-044917

Eisenberger, R., Wen, X., Zheng, D., Yu, J., Liu, Z., Zhang, 
J., Wang, L., Kim, T. Y., Krivacek, S., Zagenczyk, 
T. J., Joo, M. K., Mesdaghinia, S., Lee, D. R., & 
Kim, T. H. (2025). Does felt obligation or gratitude 
better explain the relationship between perceived 
organizational support and outcomes? Group & 
Organization Management, 50(1), 243–288. https://
doi.org/10.1177/10596011231180388

Elsayed, A. M., Zhao, B., Goda, A. E., & Elsetouhi, A. M. 
(2023). The role of error risk taking and perceived 
organizational innovation climate in the relationship 
between perceived psychological safety and 
innovative work behavior: A moderated mediation 
model. Frontiers in Psychology, 14, 1–12. https://
doi.org/10.3389/fpsyg.2023.1042911

Gilbert, P., Basran, J., & Plowright, P. (2023). The 
fears, blocks, and resistances to compassion: 
Conceptualization, overview, and measurement. In 
Handbook of assessment in mindfulness research 
(pp. 1–44). Springer. 

Gip, H., The Khoa, D., Guchait, P., Fernando Garcia, R. L., & 
Pasamehmetoglu, A. (2022). Employee mindfulness 
and creativity: When emotions and national culture 
matter. The Service Industries Journal, 42(5–6), 
383–411. https://doi.org/10.1080/02642069.2022.2
037570

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based 
approach to leadership: Development of leader-
member exchange (LMX) theory of leadership 
over 25 years: Applying a multi-level multi-domain 
perspective. The Leadership Quarterly, 6(2), 219–
247. https://doi.org/10.1016/1048-9843(95)90036-5 

Gürbüz, S., Schaufeli, W. B., Freese, C., & Brouwers, 
E. P. (2024). Fueling creativity: HR practices, 
work engagement, personality, and autonomy. 
The International Journal of Human Resource 
Management, 35(22), 3770–3799. https://doi.org/1
0.1080/09585192.2024.2429125

Hair, J. F., Astrachan, C. B., Moisescu, O. I., Radomir, 
L., Sarstedt, M., Vaithilingam, S., & Ringle, C. M. 
(2021). Executing and interpreting applications of 
PLS-SEM: Updates for family business researchers. 
Journal of Family Business Strategy, 12(3). https://
doi.org/10.1016/j.jfbs.2020.100392 

Harris, T. B., Li, N., Boswell, W. R., Zhang, X. A., & Xie, 
Z. (2014). Getting what’s new from newcomers: 
Empowering leadership, creativity, and adjustment 
in the socialization context. Personnel Psychology, 
67(3), 567–604. https://doi.org/10.1111/peps.12053

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 

Hora, S., Lemoine, G. J., Xu, N., & Shalley, C. E. (2021). 
Unlocking and closing the gender gap in creative 
performance: A multilevel model. Journal of 
Organizational Behavior, 42(3), 297–312. https://
doi.org/10.1002/job.2500

Hughes, O., Shelton, K. H., Penny, H., & Thompson, A. 
R. (2023). Living with physical health conditions: 
A systematic review of mindfulness-based 
interventions for children, adolescents, and their 
parents. Journal of Pediatric Psychology, 48(4), 
396–413. https://doi.org/10.1093/jpepsy/jsad003 

Hughes, Z., Ball, L. J., Richardson, C., & Judge, J. (2023). A 
meta-analytical review of the impact of mindfulness 
on creativity: Framing current lines of research 
and defining moderator variables. Psychonomic 
Bulletin & Review, 30(6), 2155–2186. https://doi.
org/10.3758/s13423-023-02327-w 

Hülsheger, U. R., Alberts, H. J. E. M., Feinholdt, A., & 
Lang, J. W. B. (2013). Benefits of mindfulness at 
work: The role of mindfulness in emotion regulation, 
emotional exhaustion, and job satisfaction. Journal 
of Applied Psychology, 98(2), 310–325. https://doi.
org/10.1037/a0031313

IN
 PRESS



311Empowering Leadership..... (Irma Suryani et al.)

Joo, B. K., Yim, J. H., Jin, Y. S., & Han, S. J. (2023). 
Empowering leadership and employee creativity: 
The mediating roles of work engagement and 
knowledge sharing. European Journal of Training 
and Development, 47(9), 881–899. https://doi.
org/10.1108/EJTD-02-2022-0016 

Kao, J. C., Cho, C. C., & Kao, R. H. (2023). Perceived 
organizational support and organizational 
citizenship behavior–A study of the moderating 
effect of volunteer participation motivation, and 
cross-level effect of transformational leadership and 
organizational climate. Frontiers in Psychology, 14, 
1–15. https://doi.org/10.3389/fpsyg.2023.1082130

Khan, N. A., Bahadur, W., Maialeh, R., Pravdina, N., & 
Akhtar, M. (2023). Turning the tide on turnover: 
the impact of empowering leadership on the work-
family spillover of managers. PLoS One, 18(8), 
1–17. https://doi.org/10.1371/journal.pone.0287674

Khan, S. M., & Abbas, J. (2022). Mindfulness and happiness 
and their impact on employee creative performance: 
Mediating role of creative process engagement. 
Thinking Skills and Creativity, 44. https://doi.
org/10.1016/j.tsc.2022.101027 

Khemraj, S., Pettongma, P. W. C., Thepa, P. C. A., Patnaik, 
S., Wu, W. Y., & Chi, H. (2023). Implementing 
mindfulness in the workplace: A new strategy 
for enhancing both individual and organizational 
effectiveness. Journal for ReAttach Therapy and 
Developmental Diversities, 6(2s), 408–416.

Kim, J. S., & Park, H. J. (2023). How service employees’ 
mindfulness links to task performance through 
psychological resilience, deep acting, and customer-
oriented behavior. Behavioral Sciences, 13(8), 1–14. 
https://doi.org/10.3390/bs13080657

Kline, R. B. (2023). Structural equation modeling in 
neuropsychology research. In G. G. Brown, 
B. Crosson, K. Y. Haaland, & T. Z. King 
(Eds.), APA handbook of neuropsychology: 
Neuroscience and neuromethods (pp. 681–698). 
American Psychological Association. https://doi.
org/10.1037/0000308-034

Kock, N., & Lynn, G. S. (2012). Lateral collinearity and 
misleading results in variance-based SEM: An 
illustration and recommendations. Journal of the 
Association for Information Systems, 13(7), 546–
580. https://doi.org/10.17705/1jais.00302c 

Kulachai, W., Tedjakusuma, A. P., Phoraksa, T., 
Homyamyen, P., Benchakhan, K., & Pongnairat, 
K. (2024). the Impacts of perceived organizational 
support on trust in supervisor and employees’ 
creativity. International Journal for Quality 
Research, 18(2), 405–416.

Li, X., Zhang, C., Li, C., Shi, W., Wang, F., Wang, Q., & 
Zhang, Y. (2023). Mindfulness makes employees 
more creative? The mediating role of psychological 
capital and creative process engagement. The 
Journal of Creative Behavior, 57(4), 730–741. 
https://doi.org/10.1002/jocb.613

Liang, L. H., Brown, D. J., Ferris, D. L., Hanig, S., Lian, 
H., & Keeping, L. M. (2018). The dimensions and 
mechanisms of mindfulness in regulating aggressive 
behaviors. Journal of Applied Psychology, 103(3), 
281–299. https://psycnet.apa.org/doi/10.1037/
apl0000283 

Liu, X., & Ren, X. (2022). Analysis of the mediating role 
of psychological empowerment between perceived 
leader trust and employee work performance. 
International Journal of Environmental Research 
and Public Health, 19(11), 1–26. https://doi.
org/10.3390/ijerph19116712

Liu, Y., Zhang, X., Xi, M., Liu, S., & Meng, X. (2024). 
Organizational environments, work characteristics 
and employee innovative behavior in the digital age: 
An fsQCA approach. Chinese Management Studies, 
18(5), 1324–1351. https://doi.org/10.1108/CMS-04-
2022-0125 

Lua, E., Liu, D., & Shalley, C. E. (2024). Multilevel 
outcomes of creativity in organizations: An 
integrative review and agenda for future research. 
Journal of Organizational Behavior, 45(2), 209–
233. https://doi.org/10.1002/job.2690

M. Rusdi, Z., & Wibowo, A. (2022). Team mindfulness, 
team commitment and team respectful engagement: 
The lens of the conservation of resources theory 
and the broaden-and-build theory. Organization 
Management Journal, 19(5), 189–199. https://doi.
org/10.1108/OMJ-09-2021-1336 

Marwan, M., Komariah, A., Kurniady, D. A., Mangkuwinata, 
S. M. I., Hia, A. K., & Kadarsah, D. (2023). Leader 
member exchange and creative idea endorsement: 
The role of supportive and challenging voice. 
Journal of Intercultural Communication, 23(4), 57–
68. https://doi.org/10.36923/jicc.v23i4.279

Mehmood, M. S., Jian, Z., Akram, U., Akram, Z., & 
Tanveer, Y. (2022). Entrepreneurial leadership and 
team creativity: The roles of team psychological 
safety and knowledge sharing. Personnel Review, 
51(9), 2404–2425. https://doi.org/10.1108/PR-07-
2020-0517 

Miralles, S., Pessi, A. B., Pozo-Hidalgo, M., & Rodríguez-
Sánchez, A. (2024). Leading matters! Linking 
compassion and mindfulness in organizations through 
servant leadership. Frontiers in Psychology, 15, 
1–10. https://doi.org/10.3389/fpsyg.2024.1346751

Montani, F., Courcy, F., Battistelli, A., & De Witte, H. (2021). 
Job insecurity and innovative work behaviour: A 
moderated mediation model of intrinsic motivation 
and trait mindfulness. Stress and Health, 37(4), 742–
754. https://doi.org/10.1002/smi.3034 

Mori, T., Nagata, T., Odagami, K., Nagata, M., Adi, N. P., 
& Mori, K. (2024). A prospective cohort study of 
perceived organizational support and occupational 
accidents and near-miss events among Japanese 
workers. Journal of Safety Research, 89, 19–25. 
https://doi.org/10.1016/j.jsr.2024.01.002 

IN
 PRESS



312 Binus Business Review, Vol. 17 No. 3, November 2026, 295−313

Ng, P. Y., & De Clercq, D. (2021). Explaining the 
entrepreneurial intentions of employees: The 
roles of societal norms, work-related creativity 
and personal resources. International Small 
Business Journal, 39(8), 732–754. https://doi.
org/10.1177/0266242621996614

Nili, F., & Tasavori, M. (2022). Linking an autonomy-
supportive climate and employee creativity: The 
influence of intrinsic motivation and company 
support for creativity. European Business Review, 
34(5), 666–688. https://doi.org/10.1108/EBR-06-
2021-0146 

Okręglicka, M., Mittal, P., & Navickas, V. (2023). Exploring 
the mechanisms linking perceived organizational 
support, autonomy, risk taking, competitive 
aggressiveness and corporate sustainability: The 
mediating role of innovativeness. Sustainability, 
15(7), 1–23. https://doi.org/10.3390/su15075648 

Op den Kamp, E. M., Tims, M., Bakker, A. B., & Demerouti, 
E. (2023). Creating a creative state of mind: 
Promoting creativity through proactive vitality 
management and mindfulness. Applied Psychology, 
72(2), 743–768. https://doi.org/10.1111/apps.12399

Pan, L., Kao, K. Y., Hsu, H. H., Thomas, C. L., & Cobb, H. R. 
(2024). Linking job autonomy to helping behavior: 
A moderated mediation model of transformational 
leadership and mindfulness. Current Psychology, 
43, 19370–19385. https://doi.org/10.1007/s12144-
024-05716-z 

Park, I. J., Choi, J. N., Myeong, H., & Hai, S. (2024). Daily 
idea generation and employee creative performance: 
Effect of day-level congruence between felt 
responsibility for change and willingness to take 
risks. Journal of Business and Psychology, 39, 987–
1004. https://doi.org/10.1007/s10869-023-09926-3 

Peng, M. Y. P., Liang, Z., Fatima, I., Wang, Q., & Rasheed, 
M. I. (2024). The nexus between empowering 
leadership, job engagement and employee creativity: 
role of creative self-efficacy in the hospitality 
industry. Kybernetes, 53(10), 3189–3210. https://
doi.org/10.1108/K-10-2022-1425 

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & 
Podsakoff, N. P. (2003). Common method biases 
in behavioral research: a critical review of the 
literature and recommended remedies. Journal of 
Applied Psychology, 88(5), 879–903. https://doi.
org/10.1037/0021-9010.88.5.879

Ren, F., & Song, Z. (2024). Employee radical and 
incremental creativity: A systematic review. The 
Journal of Creative Behavior, 58(2), 297–308. 
https://doi.org/10.1002/jocb.649 

Rescalvo-Martin, E., Castillo, A., Moreno-Marcial, A. P., 
Albacete-Saez, C. A., & Llorens-Montes, F. J. (2022). 
Effects of empowering leadership under boundary 
conditions in the hospitality industry. International 
Journal of Hospitality Management, 105, 1–12. 
https://doi.org/10.1016/j.ijhm.2022.103269 

Rhoades, L., & Eisenberger, R. (2002). Perceived 
organizational support: A review of the literature. 

Journal of Applied Psychology, 87(4), 698–714. 
https://doi.org/10.1037/0021-9010.87.4.698 

Riaz, A., Shahid, M., & Ali, Q. (2021). A moderated 
mediation model of empowering leadership and 
employees’ innovative work behavior. Journal of 
Management and Research, 8(2), 252–274. https://
doi.org/10.29145/jmr/82/09 

Ross, W., & Groves, M. (2023). Let’s just see what happens: 
a qualitative case study of risk and uncertainty in the 
creative process. The Journal of Creative Behavior, 
57(2), 305–318. https://doi.org/10.1002/jocb.578 

Shahbaz, W., & Parker, J. (2022). Workplace mindfulness: 
An integrative review of antecedents, mediators, and 
moderators. Human Resource Management Review, 
32(3). https://doi.org/10.1016/j.hrmr.2021.100849 

Singh, A. (2023). Linking empowering leadership with 
workplace proactivity: The mediating role of 
psychological safety and knowledge sharing. 
Evidence-based HRM: A Global Forum for 
Empirical Scholarship, 11(2), 177–195. https://doi.
org/10.1108/EBHRM-07-2021-0140 

Sumanth, J. J., Černe, M., Hannah, S. T., & Škerlavaj, M. 
(2023). Fueling the creative spark: How authentic 
leadership and LMX foster employees’ proactive 
orientation and creativity. Journal of Leadership & 
Organizational Studies, 30(3), 356–374. https://doi.
org/10.1177/15480518231180064

Tian, X., & Chae, H. (2023). The double-sided effect 
of empowering leadership on constructive voice 
behavior: Focusing on the mediating effects of task 
significance and task overload. Behavioral Sciences, 
13(2), 1–17. https://doi.org/10.3390/bs13020180

Tierney, P. (2024). Leadership and employee creativity. In 
Handbook of organizational creativity. Psychology 
Press.

Tolkamp, G., Vriend, T., Verwaeren, B., Reiter-Palmon, 
R., & Nijstad, B. (2022). Disentangling the creative 
process: An examination of differential antecedents 
and outcomes for specific process elements. Journal 
of Business and Psychology, 37, 1329–1346. https://
doi.org/10.1007/s10869-022-09808-0 

Urbach, T., & Fay, D. (2021). Leader member exchange 
in leaders’ support for voice: Good relationships 
matter in situations of power threat. Applied 
Psychology, 70(2), 674–708. https://doi.org/10.1111/
apps.12245	

Wang, X., Wen, X., Paşamehmetoğlu, A., & Guchait, P. 
(2021). Hospitality employee’s mindfulness and its 
impact on creativity and customer satisfaction: The 
moderating role of organizational error tolerance. 
International Journal of Hospitality Management, 
94. https://doi.org/10.1016/j.ijhm.2020.102846 

Wang, Y., & Tang, H. (2023). The impact of empowering 
leadership behavior on employee innovation 
behavior--Mediating role of perceived organizational 
support. In Digitalization and Management 
Innovation: Proceedings of DMI 2022 (pp. 416–
424). SAGE Publications. 

IN
 PRESS



313Empowering Leadership..... (Irma Suryani et al.)

Wei, H., Chen, J., Chudhery, M. A. Z., & Fang, W. (2024). 
Empirically investigating the organizational identity 
mechanism of empowering leadership affecting the 
innovation performance of knowledge workers. 
Kybernetes, 53(12), 5155–5174. https://doi.
org/10.1108/K-10-2022-1429 

Xu, X., Jiang, L., Hong, P. Y., & Roche, M. (2021). Will 
mindful employees benefit from positive work 
reflection triggered by transformational leadership? 
A two-study examination. International Journal 
of Stress Management, 28(1), 61–73. https://doi.
org/10.1037/str0000222

Yan, Z., Zhang, Z., & Choo, W. C. (2024). What does 
the past mean for the future? A meta-analysis of 
perceived organizational support in hospitality 
and tourism. Journal of Hospitality and Tourism 
Management, 59, 127–138. https://doi.org/10.1016/j.
jhtm.2024.04.004 

Yang, H., & Zhou, D. (2022). Perceived organizational 
support and creativity of science-technology talents in 
the digital age: The effects of affective commitment, 
innovative self-efficacy and digital thinking. 
Psychology Research and Behavior Management, 
15, 2421–2437. https://doi.org/10.2147/PRBM.
S378141

Yin, M., & Jeon, M. (2026). Empowering leadership and 
employee innovation through knowledge sharing: 
The moderating role of psychological resources 
in South Korea’s high-technology firms. Acta 
Psychologica, 267, 1–10. https://doi.org/10.1016/j.
actpsy.2026.106944 

Yin, W., & Liu, S. (2022). The relationship between 
empowering leadership and radical creativity. 
Frontiers in Psychology, 13, 1–12. https://doi.
org/10.3389/fpsyg.2022.1002356 

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

Zhang, X., & Zhou, J. (2014). Empowering leadership, 
uncertainty avoidance, trust, and employee 
creativity: Interaction effects and a mediating 
mechanism. Organizational Behavior and Human 
Decision Processes, 124(2), 150–164. https://doi.
org/10.1016/j.obhdp.2014.02.002 

Zhong, S. Y., Guo, J. H., Zhou, X. N., Liu, J. L., & Jiang, 
C. L. (2024). Effects of brief mindfulness meditation 
training on attention and dispositional mindfulness 
in young adult males. Acta Psychologica, 246, 1–13. 
https://doi.org/10.1016/j.actpsy.2024.104277 

Zhou, J., & George, J. M. (2001). When job dissatisfaction 
leads to creativity: Encouraging the expression of 
voice. Academy of Management Journal, 44(4), 
682–696. https://doi.org/10.5465/3069410 

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. 
https://doi.org/10.1016/j.jvb.2023.103955

IN
 PRESS




