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Abstract - The research aimed to explore the
role of digital leadership in promoting innovative
work behaviors through the mediation of intrinsic
motivation and problem-solving creativity and to
analyze differences in influence based on gender. A
total of 117 lecturers and education staff at private
universities were analyzed through AMOS SEM to
test the direct, indirect, and moderation influences of
gender. The results show that digital leadership does
not have a direct effect on innovative work behavior
through intrinsic motivation and problem-solving
creativity. Digital leadership has a positive effect on
intrinsic motivation, thereby strengthening internal
motivation for optimal contribution. Gender analysis
reveals that digital leadership has a significant impact
on intrinsic motivation and problem-solving creativity,
with a stronger effect on women, particularly in
increasing their intrinsic motivation. However, the
relationship between problem-solving creativity and
innovative work behavior remained insignificant.
The implications emphasize the importance of
strengthening strategic digital leadership to enhance
intrinsic motivation and creativity, considering gender-
based responses to drive innovative work behaviors.
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I. INTRODUCTION

The phenomenon of digital transformation has
become a key element in determining the success
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of organizations as the business world becomes
increasingly dynamic and competitive (Verhoef et
al., 2021). Many organizations are adopting digital
technologies with the aim of improving operational
efficiency, expanding their market reach, and creating
added value for customers (Singh & Hess, 2020).
(Singh & Hess, 2020).

Aspects of digital leadership, such as visionary
leadership, digital citizenship, and systematic
improvement, have a significant positive effect on
the sharing of technical knowledge and emotional
intelligence among private university lecturers (Anwar
& Saraih, 2024). Additionaly, research conducted by
AlAjmi (2022) shows that digital leadership by school
principals significantly improves the integration of
technology by teachers in elementary schools during
the COVID-19 pandemic. The research highlights
the importance of visionary leadership in maximizing
the utilization of digital resources and integrating
technology into the classroom.

According to Erhan et al. (2022), digital
leadership can play a crucial role in influencing
employees' intrinsic motivation and creativity, both
of which are essential drivers of innovative work
behavior. However, educational institutions still need
to strengthen a deep understanding of digital mastery
in promoting intrinsic motivation and problem-solving
creativity as essential elements for innovative work
behaviors. These limitations create a gap in which
universities struggle to harness the full potential of
digital technologies in the work environment. The
implementation of digital leadership in universities
has become more complex, especially in light of
gender differences.

From this phenomenon, previous research
remains limited in exploring the effects of digital
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leadership on innovative work behaviors, particularly
from a gender perspective. Gender factors do not
receive adequate attention in research related to
digital leadership and innovation in the education
sector. These variations lead to different dynamics of
responses to digital leadership. For example, some
research suggests that men and women have different
methods of expressing creativity and motivation in
the workplace (Almadana et al., 2022; Lubis et al.,
2022; Shubina & Kulakli, 2019). In explaining the
mechanism, the research draws on the Grand Theory
of Social Role, which posits that behavioral differences
between men and women are strongly influenced by
social roles constructed by gender (Minh-Duc & Huu-
Lam, 2019).

Social role theory explains that social role
expectations can affect the individuals' reactions
to leadership styles, including digital leadership
(Koburtay et al., 2019). In a university environment,
the application is relevant due to the large number
of lecturers and staff with different backgrounds and
work experiences, which has the potential to bring
different values and expectations of roles. Therefore,
the research aims to understand the effects of digital
leadership on innovative work behaviors, as well as
the influence of gender in the university environment.

Moreover, the research proposes an analytical
model that explores the influence of digital leadership
on innovative work behaviors, with intrinsic
motivation and problem-solving creativity as
mediators. A more inclusive digital leadership model
is reported by considering gender factors to promote
innovative behavior among lecturers and staff without
being constrained by differences.

The research answers the need for a more
comprehensive analysis of the influence of digital
leadership by considering gender aspects and
mediating factors. Previous research conducted by
Benitez et al. (2022), Mihardjo et al. (2019), Mo et al.
(2023),Senadjki et al. (2024), and Tian et al. (2025)
shows that effective leadership can inspire innovation
through increased autonomous motivation. Particular
attention is not given to gender differences in the
context of digital leadership. Therefore, the research
aims to offer a new contribution in comprehensively
examining the interaction between digital leadership,
intrinsic motivation, problem-solving creativity,
innovative work behaviors, and gender differences.

Digital leadership plays a crucial role in
driving innovative work behaviors in an era of rapid
technological transformation (Erhan et al., 2022;
Malewska et al., 2024). Leaders are required to
posses managerial skills and expertise in leveraging
technology to support collaboration, communication,
and data-driven decision-making. In the context of
innovative work, digital leaders play a role in creating
a strategic vision that focuses on leveraging technology
to generate new ideas (Contreras et al., 2024).

Based on the description, digital leadership
enables collaboration across teams and departments
through technology, increasing the process of

44

developing ideas and improving the quality of
innovative solutions (Memon & Ooi, 2023). Leaders
are also responsible for managing the accumulation of
knowledge from previous innovations (Malik et al.,
2024). In this context, an ecosystem is created to drive
innovation through faster and more efficient access to
relevant information.

Digital leadership plays a crucial role in
building an organizational culture that supports
continuous exploration and learning (Alakas, 2024).
Innovation can be conducted without fear of failure
by creating space to experiment and take measurable
risks. Additionally, digital technologies are used
to provide real-time feedback and recognition of
creative contributions, which increases intrinsic
motivation to engage in innovative work (Stofberg
et al., 2021). This support influences innovation
outcomes and strengthens commitment to long-term
goals despite various challenges. However, digital
leadership is also affected by different challenges,
such as maintaining a balance between technology
and the humanitarian aspects of leadership. Excessive
reliance on technology without considering human
needs, such as empathy and emotional support, can
reduce leadership effectiveness and stifle innovation
(Lynn Pulley & Sessa, 2001). Therefore, successful
digital leaders must integrate technology skills with
interpersonal abilities to create a harmonious and
innovative work environment (Li & Xiao, 2023).
Digital leadership has a significant influence on
innovative work behaviors (Abbas et al., 2024). By
leveraging technology strategically and fostering a
collaborative and supportive culture, leaders can guide
organizations to innovate and thrive in a competitive
business landscape (Schiuma et al., 2022). However,
the challenge of maintaining a balance between
technology and interpersonal relationships shows
the importance of leadership, focusing on efficiency
and empowering individuals to reach full innovation
potential (Bauwens & Cortellazzo, 2024).

H1: Digital Leadership has a significant positive
impact on Innovative Work Behavior.

Digital leadership has a very important role in
promoting creativity in problem-solving, especially in
an era where technology continues to evolve rapidly
(Kane et al., 2019). Leaders can create an environment
that empowers employees to think creatively in the
face of existing challenges (Liao et al., 2024). Digital
technology allows for faster access to information
and tools supporting innovative thinking, such as
collaboration software, artificial intelligence, and
data analytics. Therefore, digital leadership helps
to remove traditional barriers to collaboration and
communication, allowing teams to work more
efficiently and generate creative ideas.

Creativity is supported in problem-solving
through an organizational culture (Maisyaroh et
al., 2024). Leaders who understand the potential of
technology tend to promote the exploration of new
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ideas and provide space for employees to experiment
with different technological methods to solve complex
problems. Employees' skills are also improved by
providing access to relevant technology tools and
learning opportunities enabling them to obtain
innovative solutions (Gao et al., 2024).

Digital leadership plays a role in facilitating
cross-functional and cross-disciplinary collaboration
(Lusiani et al., 2020). Technology allows teams from
different departments to collaborate more -easily,
enriching the perspectives used in problem-solving.
These intensive and purposeful interactions often
promote the development of creative ideas due to the
combination of different backgrounds, expertise, and
perspectives.

The accumulated knowledge in the organization
is managed effectively using technology to store and
distribute information. Easier access to knowledge
allows teams to learn from previous solutions, avoid
repeating mistakes, and develop innovative new ones.
Therefore, digital leaders ensure that innovation is
temporary and an integral part of the organization's
problem-solving process (Bansal et al., 2023).
Digital leadership also faces challenges, especially in
maintaining a balance between applying technology
and promoting human creativity. Excessive reliance
on technology can limit the flexibility of thinking,
allowing digital leaders to create an atmosphere
where technology is used as a support tool (Wang et
al., 2024). However, successful leaders can leverage
technology to promote creativity without neglecting
the humanitarian aspect of problem-solving, leading
to innovative, effective, and sustainable solutions
(Dwivedi et al., 2022).

H2: Digital leadership has a significant positive
effect on Problem-Solving Creativity.

Digital leadership supports intrinsic motivation
by giving employees more autonomy (Havidz &
Gupron, 2019). Technology allows individuals to work
flexibly in terms of time and place as well as provides
tools for effective collaboration. Technology enables
individuals to work flexibly in terms of time and place
while also providing tools for effective collaboration
(Park, 2023). Additionally, digital leaders can
use technology, enabling them to understand the
progress and impact of their work more effectively
(Sandra, 2021). This feedback plays a crucial role in
reinforcing intrinsic motivation, as employees can
recognize the positive impact of their contributions
to the organization. The use of digital analytics and
communication tools to provide real-time recognition
and appreciation can increase employees' sense. In this
context, work is valued, which increases commitment
and passion to continue innovating and excelling
(Lechermeier et al., 2020).

Continuous learning is supported through
technology, which is crucial to keeping intrinsic
motivation high (Gulzar et al., 2024). The provision
of access to online training, technology-based
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learning tools, and relevant knowledge resources
helps employees to continually develop skills and
broaden horizons. This opportunity to learn and grow
independently provides deep intrinsic satisfaction,
as employees feel empowered to explore their full
potential without having to rely entirely on formal
structures (Marcel et al., 2024).

H3: Digital leadership has a significant positive
effect on intrinsic motivation.

Creativity in problem-solving plays a central
role in promoting Innovative Work Behaviors,
especially in the context of organizations (Bertdo et
al., 2023). Problem-solving creativity refers to the
ability to generate new ideas and original methods in
tackling complex challenges (Layyinah & Subiyanto,
2022). In innovative work behavior, this variable is the
process of developing ideas, implementing solutions,
and creating new value. Organizations can come up
with inefficient solutions with long-term consequences
by combining creativity with the structure and goals of
innovation (Alt et al., 2023). Creativity in problem-
solving creates space for individuals and teams to
think outside traditional boundaries and explore
new methods. This is important in innovative work
behaviors, which require open-mindedness and
resilience in the face of uncertainty. In the process,
employees are encouraged to question existing
assumptions and seek new, more effective methods to
achieve their goals (Desmet & Sternberg, 2024). This
mindset foster an environment where innovation can
thrive, as employees have the freedom to experiment
and test ideas without fear of failure. Furthermore,
creativity in problem-solving helps increase the
innovation process (Mittone et al., 2022). Creative
ideas from diverse thinking often lead to effective and
quick-to-implement solutions. This allows individuals
or teams to find new connections between information
or missed data (El-Kassar et al., 2022).

The decision-making process is increased since
creative solutions are often more flexible and adaptive
to changing business environments or customer
needs. Creativity in problem-solving contributes to
cross-disciplinary collaboration, which is crucial
in innovative work behaviors (Saif et al., 2024).
Individuals from diverse backgrounds work together
to solve problems through different perspectives,
which can spark new ideas and innovative solutions.
This creative process enhances in-depth discussions,
exploration of diverse perspectives, and a joint search
for unique and implementable solutions. Therefore,
creativity promotes productive collaboration, leading
to richer innovations that are relevant to the challenges
at hand (Yalgin & Erden, 2021).

H4: Creativity in Problem-Solving has a significant
positive effect on Innovative Work Behavior.

Intrinsic motivation arises from an internal drive
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to act out of interest, satisfaction, or desire to achieve
a personal goal (Saif et al., 2024). An intrinsically
motivated individual tends to be more committed,
creative, and passionate in the face of challenges,
which are key qualities in creating innovation
(Ridwan et al., 2024). In innovative work behaviors,
where creativity and the courage to take risks are
needed, intrinsic motivation becomes a factor driving
individuals to stay engaged despite facing difficulties
or uncertainties.

Individuals with intrinsic motivation are often
more proactive in exploring new ideas to earn external
rewards such as bonuses or promotions (Bos-Nehles
et al., 2017). The satisfaction from finding a new
solution or creating value makes these individuals
more persistent and resistant to external pressure
(Ankli & Palliam, 2012). In the context of innovative
work behavior, intrinsic motivation is the main driving
force behind improvement and innovation, even in the
face of obstacles (Sode & Chenji, 2024). Support for
a conducive work environment also plays a role in
strengthening the variable (Maj, 2023). Employees will
feel more valued and empowered when organizations
create a culture that supports autonomy, learning, and
positive feedback. The freedom and opportunity to
learn strengthen the intrinsic drive to innovate. By
rewarding creative efforts, intrinsically motivated
individuals will feel more confident in trying new
adventures, leading to diverse and innovative
outcomes.

Intrinsic motivation decreases when the work
environment is not supportive, such as when there
is excessive pressure or a lack of appreciation for
creative endeavors (Maj, 2023). Therefore, leaders
need to actively enhance an atmosphere that values
innovation and recognizes individual contributions,

H2
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allowing intrinsic motivation to remain strong and
sustainable.

HS5: Intrinsic Motivation has a significant positive
effect on Innovative Work Behavior.

Gender acts as a variable to control the
potential influence on key variables, including Digital
Leadership, Problem-Solving Creativity, Intrinsic
Motivation, and Innovative Work Behavior. The
relationship is unaffected by factors that are not the
primary focus of the research. In this context, gender
can affect an individual’s response to leadership,
engagement in creative problem-solving, the level of
intrinsic motivation, and innovative work behaviors.

Previous research shows that men and women
had different thinking styles, approaches to creativity,
or motivational preferences (Bogilovi¢ etal.,2021). By
making gender a control variable, the research obtains
more objective results. The relationship between the
main variables is influenced by factors relevant to the
research.

Hé6a: Gender distinguishes the influence of Digital
Leadership on Innovative Work Behavior.

H6b:  Gender distinguishes the influence of Digital
Leadership on Problem-Solving Creativity.

Hé6c:  Gender distinguishes the influence of Digital
Leadership on Intrinsic Motivation.

H6d: Gender differentiates the influence of
Problem-Solving Creativity on Innovative
Work Behavior.

Hé6e: Gender distinguishes the influence of

Intrinsic Motivation on Innovative Work
Behavior.

Innovative Waork

H1

Intrinsic
Motivation

Behawvior

Figure 1 Empirical Research Model
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Figure 1 presents a framework of the causal
relationships among the variables: Digital Leadership,
Intrinsic Motivation, Problem-Solving Creativity,
and Innovative Work Behavior. Moreover, Figure
1 illustrates the research framework, where digital
leadership serves as the primary independent variable
influencing creativity, problem-solving, and intrinsic
motivation. Problem-solving creativity is predicted to
contribute to Innovative Work Behaviors. Meanwhile,
intrinsic motivation is predicted to influence
Innovative Work Behaviors, with gender set as the
control variable. The variable is consistent with the
formulated hypotheses and frameworks, allowing the
result to enrich theoretical contributions in examining
the role of gender differences.

II. METHODS

The research applies a quantitative design
to analyze the influence of digital leadership on
innovative work behavior. Creativity in problem-
solving and intrinsic motivation are used as mediating
variables, while gender differences are analyzed from
a moderation perspective. The population includes
all employees and lecturers at universities in Central
Java. The sample is obtained using a purposive
sampling method, with respondents selected based on
their inclusion in creative or innovative work activities
and possessing at least one year of work experience.
Based on SEM guidelines, the data collected from 117
respondents meet the requirements (Gozali & Latan,
2015).

The research instrument consists of a structured
questionnaire with a Likert scale ranging from 1 to
5, where 1 indicates ‘strongly agree’ and 5 indicates
strongly agree. The variables measured include Digital
Leadership (ability to use technology, motivation for the

adoption of innovative technologies, and digital data-
driven decision-making), Problem-Solving Creativity
(new ideas and innovative approaches to solving
problems), Intrinsic Motivation (job satisfaction
without external incentives and motivation to achieve),
Innovative Work Behavior (initiation of change and
implementation of new ideas), and gender differences
as moderation perspective. The questionnaire is tested
for validity and reliability before being used for data
collection.

The data collected is analyzed using Structural
Equation Modeling (SEM) with AMOS software. The
analysis stages include testing validity and reliability
through Confirmatory Factor Analysis (CFA), testing
structural models to analyze the relationships between
variables, and the mediating roles of creativity
problem-solving and intrinsic motivation. The
bootstrap method is to test the influence of mediation,
while the moderation analysis is to determine whether
gender differences moderates the relationship.

III. RESULTS AND DISCUSSIONS

A rigorous data quality testing process is
required before proceeding to an in-depth descriptive
analysis of the demographic data and research
variables. Therefore, the data meets scientifically
recognized standards of reliability and wvalidity. In
this context, validity aims to assess the extent to
which a research instrument can accurately measure
a concept or variable. Meanwhile, reliability measures
the consistency of research instruments in producing
stable and reproducible data under similar conditions.
This process is critical to ensure that the results of
subsequent descriptive analyses truly reflect the actual
conditions of the population. Table 1 shows the quality
and integrity of the instruments used.

Table 1 Validity and Reliability of Research Variables

Variables Indicators  Total items Correlation Cronbach’s Alpha Information
Digital Leadership DLI1 0.808 0.901 Valid and Reliable
DL2 0.798
DL3 0.794
DL4 0.737
DLS 0.643
Creative Problem CPS1 0.687 0.868 Valid and Reliable
Solving CPS2 0.757
CPS3 0.674
CPS4 0.692
CPS5 0.621
CPS6 0.568
Intrinsic Motivation M1 0.583 0.838 Valid and Reliable
M2 0.721
M3 0.797

Digital Leadership in Driving.... (Anisa Permata Hastiti, et al.)
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Table 1 Validity and Reliability of Research Variables (Continued)

Variables Indicators  Total items Correlation Cronbach’s Alpha Information
M4 0.638
IM5 0.512
Innovative Work IWB1 0.683 0.852 Valid and Reliable
Behavior IWB2 0.791
IWB3 0.709
IWB4 0.568
IWBS 0.519
IWB6 0.568
Table 2 Respondent Demographics
Category Demographics Frequency Percent

Gender Man 66 56.4

Woman 51 43.6

117 100.0

Age <26 (2) 25 21.4

27-42(Y) 30 25.6

43 - 58 (X) 48 41.0

>59 14 12.0

117 100.0

Education High School / Equivalent 28 23.9

S1 75 64.1

S2 14 12.0

Futhermore, Table 1 shows the results of
validity and reliability tests for Digital Leadership,
Creative Problem Solving, Intrinsic Motivation, and
Innovative Work Behavior. Each variable has several
indicators measured through item-total correlation and
Cronbach's Alpha value. Digital Leadership consists
of five indicators (DL1 to DL5) with an item-total
correlation between 0.643 to 0.808. The Cronbach's
Alpha value of 0.901 shows excellent internal
consistency since the variable is declared valid and
reliable. Creative Problem Solving has six indicators
(CPS1 to CPS6) with item-total correlation values
ranging from 0.568 to 0.757. This variable shows high
reliability with a Cronbach's Alpha value of 0.868,
hence the indicators are considered valid and reliable.

Intrinsic Motivation consists of five indicators,
IM1 to IM5, with item-total correlations ranging from
0.512t00.797. The Cronbach's Alpha of 0.838 indicates
the stability of the instrument in the measurement.
The indicators of the Intrinsic Motivation variable
are declared valid and reliable. Finally, Innovative
Work Behavior consists of six indicators, IWBI1 to
IWB6, with item-total correlations ranging from
0.519 to 0.791. A Cronbach's Alpha value of 0.852
shows that the instrument for the variable has strong
reliability. The demographics, including gender,
age, and education, are provided in detail because
this information provides an important context for
analyzing and interpreting the research data.
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Table 2 contains demographic information of
respondents providing an overview of the research
sample based on gender, age, and education. The
sample consists of 66 male (56.4%) and 51 female
respondents (43.6%), which show a fairly balanced
gender representation.

Respondents are categorized into four age
groups: under 26 (Generation Z), 27-42 (Generation
Y), 43-58 (Generation X), and 59 and above. The
distribution is as follows: 25 respondents (21.4%) in
Generation Z, 30 (25.6%) in Generation Y, 48 (41.0%)
in Generation X, and 14 (12.0%) in the 59 and above
group. This distribution shows the dominance of the
middle age group, especially Generation X, who
are more likely to bring different experiences and
perspectives than others.

The majority of respondents have bachelor's
degrees (S1), totaling 75 or 64.1%. Those with
secondary and postgraduate education accounted
for 28 (23.9%) and 14 (12.0%), respectively. The
respondents have a higher education background,
which may influence the wunderstanding and
participation in the research topic. This demographic
distribution provides important information about the
characteristics of the sample, reflecting diversity in
terms of age, gender, and educational background.

After testing the validity and reliability, as well
as describing the demographic data, the descriptions for
each of the variables need to be analyzed concerning
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the average. The results of the average score of each
indicator and the category are presented in Table 3.

Based on the variables and indicators in Table
3, Digital Leadership (DL) has five indicators with a
total of 117 respondents. The minimum and maximum
scores for each indicator are between 3 and 5. The
average score for the DL 1 indicator is 4.27, categorized
as "Very Good." Meanwhile, DL2 to DL5 indicators
have an average score between 4.18 and 4.26 and are
included in the "Good" category.

CPS variable consists of six indicators with
117 respondents. The minimum and maximum values
on the CPS indicator range from 2 to 5. The CPS1 to
CPS3 and CPS6 indicators have an average between
4.20 to 4.26 in the "Good" category. The CPS4 and
CPS5 indicators have averages of 4.38 and 4.31
classified as " Very Good".

The Intrinsic Motivation (IM) variable has five
indicators with the same respondents. The minimum
and maximum values for this indicator are 2 and 5,
respectively. The average for IM1, IM2, and IMS5
ranged from 4.21 to 4.29, which was categorized as

"Good," while IM3 had an average of 4.32 in the "Very
Good" category. The IM4 indicator has an average
of 4.05 in the "Good" category. The last variable is
Innovative Work Behavior (IWB), which has six
indicators with minimum and maximum values of 3
and 5, respectively. All IWB indicators from IWB1 to
IWB6 have the same average value between 4.18 and
4.26 in the "Good" category.

After conducting a descriptive analysis that
includes demographic characteristics and an overview
of the variables, the subsequent stage is to apply
inferential statistical analysis. This step aims to test and
confirm the formulated hypothesis, leading to more
in-depth conclusions and allowing the generalization
of results in a wider population. Figure 2 shows data
analysis with AMOS SEM based on the conceptual
framework of the research.

The model in Figure 2 shows a fairly good
fit after model improvement, considering various
match indices. The influence of Digital Leadership on
innovative work behavior occurs indirectly through
Intrinsic Motivation.

Table 3 Descriptive Research Variables

Variables and Indicators = Sample Minimum Maximum Mean Category
Digital Leadership (DL)

DLI1 117 3 5 4.27 Very Good
DL2 117 3 5 4.24 Good
DL3 117 3 5 4.26 Good
DL4 117 3 5 4.26 Good
DLS 117 3 5 4.18 Good
Creative Problem Solving (CPS)

CPS1 117 3 5 4.23 Good
CPS2 117 3 5 4.20 Good
CPS3 117 3 5 4.20 Good
CPS4 117 3 5 4.38 Very Good
CPS5 117 2 5 431 Very Good
CPS6 117 2 5 4.26 Good
Intrinsic Motivation (IM)

M1 117 3 5 4.28 Very Good
M2 117 2 5 4.21 Good
M3 117 2 5 4.32 Very Good
M4 117 2 5 4.05 Good
M5 117 3 5 4.29 Very Good
Innovative Work Behavior

IWBI1 117 3 5 4.24 Good
IWB2 117 3 5 4.26 Good
IWB3 117 3 5 4.26 Good
IWB4 117 3 5 4.18 Good
IWB5 117 3 5 4.26 Good
IWB6 117 3 5 4.26 Good

Digital Leadership in Driving.... (Anisa Permata Hastiti, et al.)
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Path Diagram
Chi-Square=283.862
Probability=.000
CMIN/DF=1.720
TLI=.899
GFl=.848
IFI1=917
CFI=.915
RMSEA=.056
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Figure 2 Path Diagram After Repair

Notes: Chi-square Minimum/Degree of Freedom (CMIN/DF):1.720 , Tucker-Lewis Index (TLI): 0.899, Goodness-of-Fit
Index (GFI) : 0.848; Incremental Fit Index (IFI): 0.917, Comparative Fit Index (CFI): 0.915, Root Mean Square Error of
Approximation (RMSEA): 0.056 )

Table 4 Goodness of Fit
Goodness-of-fit Index Cut-off Value GOF Values Information
Chi-square Expected small 283,862 Good
Significance Probability >0.05 0,000 Marginal
RMSEA <0.08 0,056 Good
GFI >0.90 0,848 Good
CMIN/ DF <2.00 1,720 Good
TLI >0.95 0,899 Good
CFI1 >0.95 0,915 Good

Based on Table 4, the model meets the criteria
of a good fit since the model is reliable for further
interpretation.

Based on Table 5, the loading factor values
for various indicators and variables, some indicators
make a high contribution to the measured variables,
while others contribute at a moderate level. In the
Digital Leadership (DL) variable, DL3, DL4, and DL5
indicators have loading factor values of 0.840, 0.803,
and 0.745, respectively. Therefore, the indicators
make a strong contribution to the variable, as the
values are above the commonly used threshold of
0.70. In the IWB variable, IWB1 and IWB3 indicators
have loading factor values of 0.800 and 0.747, while
IWB6 has a relatively lower value of 0.559. Although
the value is considered adequate, the contribution of
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the IWB6 indicator to the Innovative Work Behavior
variable is not strong.

In the Intrinsic Motivation (IM) variable, IM3
and IM2 indicators have very high loading factor
values of 0.936 and 0.857, which shows a very strong
contribution. Meanwhile, IM4 has a loading factor
of 0.654, which shows a moderate contribution. In
the Creative Problem Solving (CPS) variable, CPS1,
CPS4, and CPS6 indicators have the highest loading
factor values of 0.753, 0.632, and 0.605, respectively.
Although CPS4 and CPS6 have a moderate
contribution, the values are still adequate in the
context of measuring CPS variables. Most indicators
make a strong contribution to the variables measured,
especially those with a loading factor value above
0.70. After several criteria are met, such as sample
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Table 5 Standardized Regression Weights

Indicators  Regression  Variable  Estimate
DL3 Lemm DL 0.840
DL4 <em- DL 0.803
DL5 <e-- DL 0.745
IWB1 <--- IWB 0.800
IWB3 <--- IWB 0.747
IWB6 <--- IWB 0.559
M4 <eem M 0.654
M3 <o M 0.936
M2 <--- M 0.857
CPS4 Lamm CPS 0.632
CPS6 <em- CPS 0.605
CPS1 <--- CPS 0.753
Table 6 Regression Weights
Endogenous Regression Exogenous Variables Estimate S.E. C.R. P Information
Variables
Creative Problem Solving <--- Digital Leadership 0.831 0.064 12901 ***  Confirmed
Intrinsic Motivation <--- Digital Leadership 0.802 0.111  7.231 **%  Confirmed
Innovative Work Behavior <--- Intrinsic Motivation 0.270 0.103 2.616 0.009 Confirmed
Innovative Work Behavior <--- Creative Problem 1.847 3.061 0.603 0.546 Unconfirmed
Solving
Innovative Work Behavior <--- Digital Leadership -1.088  2.508 -434 0.664 Unconfirmed

P***<0.01.

sufficiency, model assumptions, and corresponding
statistical significance values, the output of Regression
Weights is used as a basis for inferring the analysis.

Digital Leadership has a significant influence
on Creative Problem Solving (estimate = 0.831, P <
0.001) and Intrinsic Motivation (estimate = 0.802,
P < 0.001). These results align with research by
Lin (2024), which finds that digital leadership has a
positive influence on employees' digital creativity. The
influence is mediated by two main factors, namely
creative self-efficacy and ambidextrous learning.

Intrinsic Motivation has significant influence
on Innovative Work Behavior (estimate = 0.270,
p = 0.009). These results support the research by
Alghaiwi et al. (2023), which suggests that intrinsic
motivation plays an important role in driving
employees' innovative work behaviors. However,
the effect of Creative Problem-Solving on Innovative
Work Behavior (estimate = 1.847, p = 0.546) and the
direct influence of Digital Leadership on Innovative
Work Behavior (estimated = -1.088, p = 0.664) are
insignificant. In the organizational context, factors
such as culture, work structure, and managerial
support can influence the relationship between Digital
Leadership and Innovative Work Behavior (Alghaiwi
etal., 2023).

The results are presented based on data from 117
respondents, without considering or differentiating by
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gender. The analysis is carried out thoroughly on all
samples to obtain an overview and a comprehensive
understanding of the relationships. This method
determines patterns and trends in the data, eliminating
the influence of gender differentiation. Therefore,
the results reflect the general conditions of the
population within the research. Based on the analysis,
the following provides an in-depth discussion of the
influence of each variable, in the order presented in the
hypothesis formulation of the problem.

Digital Leadership has no significant influence
on Innovative Work Behavior, as indicates by the
estimate of -1,088 and p-value of 0.664, which is
greater than the significance threshold (p < 0.05). The
resultaligns with previous research, which suggests that
digital leadership often requires additional supporting
factors to promote innovative work behaviors (Abbas
et al., 2024; Erhan et al., 2022). The negative and
insignificant influences can be attributed to several
factors, such as the presence of mediating variables
that are stronger in influencing the relationships
or the characteristics of the sample. In this model,
Digital Leadership may be more effective through
other variables such as motivation or problem-solving
creativity to improve employee innovative behavior.

The results support the hypothesis that Digital
Leadership has a positive effect on Problem-Solving
Creativity, with an estimate of 0.831 and a p-value of
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p < 0.001, indicating the influence is very significant.
The variable plays an important role in encouraging
employees to be more creative (Sagbas & Erdogan,
2022; Wulandari & Subiyanto, 2024) and creates an
environment for generating new solutions (Espina-
Romero et al., 2023). This leadership style creates a
climate that promotes experimentation and flexibility
while also enhancing creativity in addressing day-to-
day work challenges (Garzon-Lasso et al., 2024).
The hypothesis that Digital Leadership has a
positive effect on Intrinsic Motivation is also confirmed,
with an estimate of 0.802 and a p-value of p < 0.001,
indicating the influence is very significant. This
positive influence shows that the variable can increase
intrinsic motivation. Therefore, employees feel more
motivated to contribute and achieve better results
from within. This may be due to the characteristics of
Digital Leadership that support active participation,
autonomy, and employee development. Previous
research shows that supportive digital leadership can
increase employee autonomy and a sense of belonging
(Braojos et al., 2024; Gao & Gao, 2024). Effective
digital leadership provides clear strategic direction
and recognizes individual contributions, thereby
increasing intrinsic motivation (Malik et al., 2024).
Problem-solving creativity has no significant
influence on Innovative Work Behavior, with an
estimate of 1,847 and a p-value of 0.546, which is
greater than the significance threshold. Previous
research shows that problem-solving creativity do not
necessarily encourage employees to report innovative
work behaviors (Liu et al., 2023; Papachristopoulos
et al., 2023). Even though creativity leads to new
ideas, other barriers prevent the implementation, such
as resource limitations, organizational resistance, or
lack of support. The results suggest that creativity in
problem-solving is insufficient in promoting innovative
work behaviors without the support of other factors.
Intrinsic Motivation has a positive and
significant influence on Innovative Work Behavior,
with an estimate of 0.270 and a p-value of 0.009, which
indicates a significant relationship. Employees who
have intrinsic motivation show more innovative work
behaviors (Saether, 2019; Saif et al., 2024). Intrinsic
motivation drives individuals to determine new and
creative methods of conducting tasks. Intrinsically
motivated employees are more proactive and willing

to experiment in work, which further encourages
innovative work behaviors (Alshahrani et al., 2025).

The role of gender in distinguishing the results
of SEM analysis provides a deeper understanding of
the causal relationships on outcomes. Table 7 presents
the results of SEM analysis using the data of male
respondents. The result presents parameter estimates,
relationship coefficientsbetween variables,andrelevant
significance values to understand the interaction level
of the variables in the model interacted, among male
respondents. The analysis explores the unique patterns
or tendencies in causality relationships that may differ
from the results with female respondents.

Male respondents show that Digital Leadership
has a positive and significant influence on CPS and
Intrinsic Motivation, with an estimate of 0.890 and
0.770, respectively. Furthermore, Intrinsic Motivation
has a positive influence on Innovative Work Behavior,
with an estimated of 0.293 (p = 0.052). The results
show that the variable slightly encouraged innovative
work behaviors (Alghaiwi et al., 2023; Alshahrani et
al., 2025). CPS reports a positive and insignificant
influence on Innovative Work Behaviors (p = 0.539).
An increase in the variable does not necessarily
improve innovative work behaviors (Chen & Chang,
2024; Babu et al., 2024). Digital Leadership has a
negative and insignificant influence on Innovative
Work Behavior, with an estimated of -2,590 (p =
0.595). Therefore, the variable is not directly related to
Innovative Work Behavior. The importance of Digital
Leadership in improving CPS and Intrinsic Motivation
is reported, even though the impact on innovative
work behaviors is insignificant.

Table 8 presents SEM analysis which is carried
out specifically using data from female respondents.
These results show parameter estimates, relationship
coefficients between variables, and relevant
significance values to understand the interaction of the
variables among female respondents.

SEM analysis with female respondents shows
that Digital Leadership has a significant influence on
Creative Problem Solving, with an estimated 0.761.
Therefore, the variable can effectively encourage
creative problem-solving skills in respondents. Digital
Leadership also has a significant influence on Intrinsic
Motivation, with an estimated 0.902 and a very
significant p-value.

Table 7 Regression Weights of Male

Endogenous Regression Exogenous Estimate S.E. C.R. P Information
Creative Problem Solving <--- Digital Leadership 0.890 0.087 10.271  *** Confirmed
Intrinsic Motivation <--- Digital Leadership 0.770 0.146 5257  *** Confirmed
Innovative Work Behavior <--- Intrinsic Motivation 0.293 0.150 1945 0.052 Confirmed

(Weak)
Innovative Work Behavior <--- Creative Problem Solving  3.430 5.576  0.615 0.539 Unconfirmed
Innovative Work Behavior <--- Digital Leadership -2.590  4.872 -0.532 0.595 Unconfirmed
P=**%%*<(0.01

52

Journal The Winners, Vol. 26 No. 1 June 2025, 43-57



Table 8 Regression Weights of Female

Endogenous Regression Exogenous Estimate S.E. C.R. P Information
Creative Problem <--- Digital Leadership 0.761 0.090 8.447  ¥** Confirmed
Solving
Intrinsic Motivation <--- Digital Leadership 0.902  0.167 5.401  *** Confirmed
Innovative Work Behavior <--- Intrinsic Motivation 0.287  0.130 2.213 0.027 Confirmed
Innovative Work Behavior <--- Creative Problem Solving -0.661  2.135 -0.310 0.757 Unconfirmed
Innovative Work Behavior <--- Digital Leadership 0.834 1.584 0.527 0.598 Unconfirmed

P=**%<0.001

Intrinsic Motivation has a significant influence
on Innovative Work Behaviors, with an estimated
0.287 and a p-value of 0.027. This variable has a real
contribution to promoting innovative work behaviors.
However, the effect shows negative and insignificant
results, with an estimated -0.661 and a p-value of
0.757. This suggests that creative problem-solving
skills may be important but do not exert a significant
direct influence on innovative work behaviors. Digital
leadership has been shown to improve creative
problem-solving and intrinsic motivation in female
respondents. These results are in line with research by
Chen and Chang (2024) that digital innovation among
women is strongly influenced by psychological capital
factors and gender equality policies.

IV. CONCLUSIONS

In conclusion, Digital Leadership plays
an important role in promoting Innovative Work
Behavior indirectly through strengthening intrinsic.
The research do not report any direct influence of
Digital Leadership or Problem-Solving Creativity on
innovative behavior. In the context of the modern world
of work, innovation requires a strategy that focuses on
increasing creativity and developing internal employee
motivation. The gender-based analysis reveals that
the influence of Digital Leadership on Intrinsic
Motivation is stronger among female respondents than
among male respondents. This report highlights the
importance of leadership methods that are responsive
to the demographic characteristics of the workforce.

The research implications broaden the
theoretical foundation of mediation mechanisms in
the relationship between technology-based leadership
and innovative behaviors, as well as offer practical
policy directions for human resource development in
the education sector and other industries. In practical
terms, institutions adopt a digital leadership style,
integrating technology and building a work culture
that strengthens intrinsic motivation. Future research
recommends examining additional mediators and
moderators, such as organizational innovation
culture, utilizing longitudinal research designs to gain
deeper insights into cause-and-effect relationships,

Digital Leadership in Driving.... (Anisa Permata Hastiti, et al.)

and extending investigations across diverse sectors
to enhance the generalizability and relevance of the
results.

In the context of education, the results show that
strengthening Digital Leadership can be a strategic
priority to promote the intrinsic motivation of lecturers
and education staff. Therefore, institutions create a
technology-based work environment to support the
psychological needs of employees. A gender-based
approach is also considered in designing leadership
development programs to maximize motivational
impact. Moreover, universities can improve sustainable
innovative work behaviors by reinforcing intrinsic
motivation through adaptive digital leadership.
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