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ANTECEDENTS OF LECTURERS
INNOVATIVE WORK BEHAVIOR
IN A PRIVATE UNIVERSITY:

CREATIVE PROCESS ENGAGEMENT
AS A MEDIATOR

Abstract

Innovative work behavior among lecturers is essential for promoting creativity and
academic excellence in higher education, especially during rapid technological and
pedagogical changes. This study examines the influence of growth mindset, organi-
zational climate, and digital leadership on innovative work behavior, with creative
process engagement as a mediating variable. A quantitative approach was employed,
involving 200 lecturers from social sciences and humanities faculties at six major pri-
vate universities in Surabaya, Indonesia. The sample was selected due to its diverse
academic backgrounds and active involvement in institutional innovation.

Data analysis using Partial Least Squares Structural Equation Modeling (PLS-SEM)
confirmed both direct and mediated effects of the independent variables on innovative
work behavior. The results indicate that growth mindset (T = 3.21, p < 0.05) and digital
leadership (T = 4.02, p < 0.01) have significant direct effects. Most importantly, cre-
ative process engagement significantly mediates these relationships. Sobel test results
confirm strong mediation effects (T = 4.910 for digital leadership, 4.683 for growth
mindset, and 2.951 for organizational climate; all p < 0.01).

Creative process engagement accounts for 47.94% of the effect of digital leadership,
43.53% of organizational climate, and 31.84% of growth mindset on innovative work
behavior, explaining 76.1% of its variance. These findings highlight the transforma-
tive role of creative process engagement in enhancing innovative work behavior. They
suggest that fostering a growth mindset, supportive organizational climate, and strong
digital leadership - alongside active creative engagement - can significantly boost in-
novation among lecturers in higher education institutions.

Keywords growth mindset, innovative work behavior, private
universities, supportive organizational climate, creative
process engagement

JEL Classification 031,123, M12

INTRODUCTION

Innovative work behavior is not just a buzzword in higher education—
itis a transformative force that shapes how lecturers teach, conduct re-
search, and contribute to institutional progress. As universities strive
to remain competitive and relevant in an era of rapid technological
disruption, the ability of lecturers to think creatively, embrace new
teaching strategies, and develop novel research approaches has be-
come more critical than ever. In Indonesia, this urgency is heightened
by national education policies that actively promote digital transfor-
mation, interdisciplinary collaboration, and global competitiveness
within higher education institutions. As a result, lecturers are now
expected to be not only subject matter experts but also innovators in
their classrooms and research environments.
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Despite this growing demand, there remains a significant gap in our understanding of the underlying
mechanisms that support innovative behavior. While factors such as a growth mindset, organizational
climate, and digital leadership have been widely acknowledged as key drivers of innovation, the me-
diating role of creative process engagement — how lecturers actively immerse themselves in ideation,
problem-solving, and experimentation — has received limited scholarly attention. This engagement may
be the missing link that transforms intention into innovation. Exploring this relationship is crucial, as
it can reveal actionable insights for higher education leaders and policymakers seeking to cultivate en-
vironments where creativity thrives. By focusing on creative process engagement, this study opens new
pathways for enhancing innovation capabilities across academic institutions in Indonesia and beyond.

Work behavior plays a vital role in improving teaching methods and research outcomes in higher edu-
cation. The demand for innovation among lecturers has significantly increased due to rapid techno-
logical advancements and Indonesia’s higher education policy emphasizing digital transformation and
interdisciplinary learning. However, existing research has not extensively explored the role of creative
process engagement in mediating the relationship between individual and organizational factors that

drive innovation.

1. LITERATURE REVIEW
AND HYPOTHESES

Innovative work behavior is increasingly recog-
nized as a key factor in enhancing educational
quality in universities. While previous studies have
focused on corporate employees, there remains a
gap in understanding how this behavior develops
among university lecturers, especially in the con-
text of digital transformation and evolving peda-
gogical demands (De Jong & Den Hartog, 2010). In
the world of education, innovative work behavior is
quite a concern today, especially after the COVID
period, which requires changes in teaching patterns,
where teaching patterns, technology-based work
patterns, become part of the job. Unfortunately, the
lack of research that focuses on the pattern of form-
ing innovative work behavior of a lecturer, makes
there still a gap that needs attention in the research
world. Some innovative work behavior research
tends to focus on the role of individuals, support
from superiors, and organizational support (Leong
& Rasli, 2013; Tastan, 2013).

Factors influencing innovative work behavior in-
clude a growth mindset, organizational climate,
and digital leadership. A growth mindset reflects
an individual’s belief in the ability to develop skills
and competencies through effort and learning,
which fosters resilience and adaptability — key traits
for innovative behavior (Dweck, 2009; Zeng et al.,
2019). Organizational climate refers to the collective
perceptions of employees regarding their work envi-
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ronment, including support for creativity, collabora-
tion, and risk-taking, which significantly impacts the
willingness to engage in innovative activities (Gawke
et al,, 2019; Logacheva & Plakhotnik, 2021; Prentice
etal., 2019; Zhong, 2017). Meanwhile, digital leader-
ship plays a vital role in navigating the complexities
of digital transformation by promoting the effective
use of technology, encouraging digital competence,
and fostering an environment conducive to innova-
tion (Cahyarini, 2021; Danish etal., 2019; Petry, 2018).

Creative process engagement is an interaction in-
volving active participation in cognitive and col-
laborative activities, such as identifying problems,
seeking information, and generating ideas (Al-
Omarietal.,2019; DiLiello etal.,2011; Woods etal.,
2018). Saeed et al. (2019) argue that creative process
engagement is most effective when individuals
work in a supportive team environment that en-
courages creativity and risk-taking. Furthermore,
Glinska-Newe$ et al. (2017) underscored that an
organizational climate that fosters inclusiveness
and shared learning substantially enhances cre-
ative process engagement. In the context of higher
education, the cultivation of creative process en-
gagement among lecturers is anticipated to bridge
the gap between abstract concepts and practi-
cal innovations, thereby enabling more effective
teaching and research outcomes. Nevertheless,
there is a lack of consistent research results that
clarify the nature of engagement capable of foster-
ing innovative work behavior. Consequently, in
the future, it may be advisable for universities to

http://dx.doi.org/10.21511/kpm.09(1).2025.10



consider strategic initiatives to encourage innova-
tive work behavior (Bamel et al., 2013).

In educational environments undergoing digital
transformation, the role of leaders in fostering a
growth mindset among individuals becomes para-
mount (Cahyarini, 2021; Chan et al., 2021; Muniroh
et al., 2021). According to Dweck (2009), the mind-
set of each individual is characterized by a vast and
multifaceted complexity, which is influenced by their
openness to growth. This concept posits that an in-
dividual’s mindset entails the belief that abilities
and intelligence can be enhanced through commit-
ment and learning. This perspective fosters resilience,
adaptability, and a propensity to embrace challenges,
which are pivotal for innovation (Fraser, 2018).

In the modern educational landscape, characterized
by digital transformation, the need for effective lead-
ership has become paramount (Antonopoulou et al.,
2020; Syekh et al., 2020). Specifically, the need for
leaders who can effectively integrate digital tools to
enhance communication, streamline administrative
processes, and drive innovation has become increas-
ingly evident (Petry, 2018). The establishment of stra-
tegic steps to promote digitalization in the modern
educational environment necessitates the presence
of leaders who can inspire and empower their teams
(Bin Saeed et al., 2019; Hagerer et al., 2020; Kim &
Shin, 2017). Conventional leadership styles, such as
transactional or transformational, have been the
prevailing approach in leadership studies. However,
with the emergence of a new generation of lecturers,
the relevance of these leadership styles is being re-
evaluated in terms of their effectiveness in the digi-
tal age (Antonopoulou et al., 2020; Cortellazzo et al.,
2019; Ehlers, 2020).

A significant challenge hindering the development of
innovative work behavior in Indonesian higher edu-
cation institutions is the lack of faculty involvement
in the creative process and the application of digital
technology.

The objective of this study is to explore the factors
influencing engagement in the creative process, in-
cluding growth mindset, organizational climate, and
digital leadership.

The subsequent hypotheses are predicated on the
following assertions.

http://dx.doi.org/10.21511/kpm.09(1).2025.10
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H:  Growth mindset significantly influences in-
novative work behavior.

H,  Organizational climate significantly influ-
ences innovative work behavior.

H;:  Digital leadership significantly influences in-
novative work behavior.

H;  Creative process engagement mediates the
relationship between growth mindset and
innovative work behavior.

H_:  Creative process engagement mediates the
relationship between organizational climate
and innovative work behavior.

H: Creative process engagement mediates the

relationship between digital leadership and
innovative work behavior.

2. METHOD

This study involved lecturers from six private
universities in Surabaya, Indonesia. The sample
was selected based on institutional size, faculty
diversity, and involvement in educational inno-
vation. Data were collected through structured
questionnaires, with 200 valid responses analyzed.
Respondents were predominantly in the 31-40 age
range (47%), with 52% holding master’s degrees
and 48% doctoral degrees (see Table 1 for details).

Table 1. Demographic information

Characteristics : Details

: Counts : Percent
i Male H H 49
R S
T
T
e
e
S
T
P
T
g
e
e
R
B Rr ot

Gender

Age

Master Degree
Doctoral Degree

Working Period
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The Likert scale is employed to ascertain the val-
ue of each response. The descriptors are Strongly
Agree (5), Agree (4), Neutral (3), Disagree (2), and
Strongly Disagree (1) (Likert, 2010). The analytical
approach applies the Partial Least Squares meth-
od for the variance-based structural equation
model using a statistical test tool (Hair et al., 2018).
The Smart Partial Least Squares (PLS) method was
employed to analyze the research data. The analy-
sis comprised three distinct phases of verification:
the evaluation of the outer model, the assessment
of the structural (inner) model, and the testing of
the research hypothesis.

This study adhered to ethical research principles,
ensuring respondent anonymity and voluntary
participation. All participants provided informed
consent before taking part in the survey. Data col-
lection was conducted over two months at six pri-
vate universities in Surabaya, Indonesia. The selec-
tion of these institutions was based on their fac-
ulty diversity and engagement in innovative edu-
cational practices. The dataset generated from this
study has not been previously published or used in
other studies.

The data collection process involved administering
structured questionnaires that included items to
measure growth mindset, organizational climate,
digital leadership, creative process engagement,
and innovative work behavior. All constructs were
assessed using validated scales adapted from pre-
vious studies and refined to suit the educational
context of all respondents.

The collected data were analyzed using Structural
Equation Modeling (SEM) with SmartPLS soft-
ware, selected for its capacity to handle complex
models with relatively small sample sizes. The
bootstrapping technique was employed to test me-
diation effects and assess the significance of path
coefficients. Reliability and validity were con-
firmed through composite reliability (CR > 0.7)
and average variance extracted (AVE > 0.5).

3. RESULTS AND DISCUSSION

The data shown in Table 2 indicate that all indi-
vidual measures demonstrate reliability, since all
item loadings surpass the threshold of 0.7. The
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minimum value of composite reliability is 0.835.
For discriminant validity, the average variance
extracted (AVE) from manifest variables by con-
structs must be a minimum of 0.5. Data in Table 2
indicate that the minimum value of AVE is 0.595,
which exceeds the threshold of 0.5.

There are two parts to an investigation of a PLS
model: the structural model and the appropriate-
ness of the measures. For the first one, the dis-
criminant validity of the categories and the reli-
ability of the individual measures are looked at.
Item reliability is determined by looking at the
measurements ‘loadings on their related construct.
Each item loading equals or exceeds 0.7 (Hair et
al,, 2021; Henseler & Schuberth, 2020).

The results of hypotheses testing indicate that all
independent variables exhibit a direct relationship
with the dependent variable. This can be seen from
the path coeflicient value, t-statistic, and probabil-
ity value (see Table 3).

Growth mindset affects how people work and think
creatively. The path coeflicient value is 0.172, and
the p-value is 0.001. Lecturers with a high Growth
Mindset are more likely to engage in innovative
work behavior. Similarly, Growth Mindset has the
greatest influence on creative process engagement,
meaning it plays an important role in creative pro-
cess engagement. Lecturers with a good Growth
Mindset are more open to challenges and see them
as opportunities for growth.

Organizational climate also affects innovative
work behavior and creative process engagement.
Path coefficient of 0.251 and a p-value of 0.000.
This means that a positive and supportive orga-
nizational climate can encourage lecturers to be
more innovative in their work. A positive and sup-
portive organizational climate encourages lectur-
ers to be more innovative. It also encourages in-
volvement in the creative process, supporting in-
novation and collaboration.

Digital Leadership affects innovative work behavior
and creative process engagement. Path coefficient
of 0.300 and a p-value of 0.000. Leaders who use
technology in management and encourage lectur-
ers to use it will encourage them to be more innova-
tive. Digital leadership also significantly affects cre-

http://dx.doi.org/10.21511/kpm.09(1).2025.10



Table 2. Validity and reliability
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. . . © Composite
Variable Indicator Outer Loading : Cronbach’s Alpha : _p . AVE
‘ Reliability
0.749
L0760
Growth Mindset (X1) e 0778 R 0.864 0.898 0.595
0.739
Organizational Climate (X2) 0.799 0.869 0.624
Digital Leadership (X3) X3.3 0.834 0.883 0.601
0.870 0.920 0.794
Innovative Work Behavior (Y2) Y23 0.843 0.895 0.680
‘‘‘‘‘‘‘‘‘‘‘‘‘‘‘ Y24 i 0830
Y2.5
Table 3. Results of direct effects
Hvpothesis Path alues Path Coefficient interval f
i . . -valu T
vP Coefficient : ° high square
Growth Mindset = Innovative Work Behavior 0172 0.277 0155

o 9206 0394 0304 .
o 93082 0434
0.377 0.297

0.455

Creative Process Engagement - Innovative Work Behavior 0.332
Table 4. Results of indirect effects
Paths c a B ab ab/(ab + ¢’) %
DL - CPE - IWB 0.479 47.94
GM - CPE - IWB 0.318 31.84
OC - CPE - IWB 0.099 0.297 0.257 0.076 0.435 43.53

ative process engagement, suggesting that effective
digital leadership can create an environment con-
ducive to engagement in the creative process.

The study by Sobel reveals that creative process

engagement significantly impacts the influence of
growth mindset on innovation work behavior (see

http://dx.doi.org/10.21511/kpm.09(1).2025.10

Table 4). The growth mindset indirectly influences
innovative work behavior through creative pro-
cess engagement, with 31.84% of growth mindset
mediation occurring through engagement in the
creative process. Creative process engagement fos-
ters a growth mindset, allowing individuals with a
growth mindset to be receptive to challenges, ex-
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perimentation, and innovation. Engaging in the
creative process leads to the generation of novel
ideas that contribute to innovative work behavior.
The mediating effect of creative process engage-
ment on the relationship between organizational
culture and innovative work behavior is signifi-
cant, accounting for 43.53% of the total effect. A
positive organizational climate provides a sup-
portive environment for lecturers to engage in
the creative process, enhancing innovative work
behavior. Creative process engagement acts as the
primary mediator, facilitating the effective imple-
mentation of independent variables in daily work
practices through experimentation, data collec-
tion, and innovative problem-solving.

The study demonstrated that a growth mindset
positively impacts innovative work behavior (
= 0.172, p = 0.001), which is consistent with the
findings of Zeng et al. (2019). These researchers
observed that individuals with a growth mindset
tend to engage in creative problem-solving and
continuous learning, both essential for innovation.
Similarly, Dweck (2009) underscored that a growth
mindset fosters adaptability and resilience in the
face of challenges, which are essential traits for in-
novative behavior. In the context, lecturers who
possess a growth mindset are better equipped to
adapt to digital transformations and develop nov-
el teaching methodologies. Influences Innovative
Work Behavior.

This study found that organizational climate was a
significant predictor of innovative work behavior
(B = 0.251, p = 0.000). In line with the findings of
prior research (Bogilovi¢ et al., 2020; Diamantidis
& Chatzoglou, 2019; Logacheva & Plakhotnik,
2021), a supportive organizational climate fosters
psychological safety and collaboration, which are
critical for innovation. In educational institutions,
Diamantidis and Chatzoglou (2019) argue that a
positive climate encourages experimentation with
new teaching methods and interdisciplinary ini-
tiatives. This study underscores the significance of
fostering a supportive climate that enables lecturers
to innovate in their roles, particularly in addressing
disparities between urban and rural universities
(Hendrarso, 2020; Riani et al., 2017; Yuanita, 2017).

Digital leadership exhibited the most signifi-
cant direct impact on innovative work behavior
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(B = 0.300, p = 0.000). Ehlers (2020), Erhan et
al. (2022), Petry (2018), and Santoso et al. (2019)
elucidate that digital leadership fosters innova-
tion by integrating technology effectively and
promoting a culture of adaptability. Moreover,
Hagerer et al. (2020) found that digital leadership
bridges technological gaps, empowering team
members to innovate. In Indonesia, where digi-
tal infrastructure varies widely, the presence of
strong digital leadership can facilitate the navi-
gation and utilization of technological resources
by educators to implement innovative education-
al practices (Mihardjo et al., 2019; Zhong, 2017).

The findings of this study demonstrate that cre-
ative process engagement was a partial mediator
in the relationship between growth mindset and
innovative work behavior. The present study’s
results align with the conclusions of DiLiello
et al. (2011), who argue that individuals with a
growth mindset are more likely to engage ac-
tively in creative processes, such as brainstorm-
ing and problem-solving, which is supported
by the present study’s findings. This assertion
is further substantiated by Zhang et al. (2019),
who underscore the pivotal role of a conducive
team environment in amplifying the creative
potential of individuals endowed with a growth
mindset.

This study found that organizational climate signif-
icantly mediated the relationship between it and
innovative work behavior, with a mediation effect
0f43.53%. Harun et al. (2022) noted that organiza-
tional climates promoting inclusivity and shared
learning foster active participation in creative
processes. In educational settings, this means that
lecturers in supportive climates are more likely to
engage in creative problem-solving, leading to in-
novative teaching and research outcomes.

The strongest mediating effect of creative pro-
cess engagement was observed between digital
leadership and innovative work behavior (me-
diation effect = 47.94%). Hagerer et al. (2020)
demonstrated that digital leaders who encour-
age creative uses of technology enhance the cre-
ative engagement of their team members. This is
particularly relevant in higher education, where
leaders play a pivotal role in guiding the adop-
tion and innovative application of technology in

http://dx.doi.org/10.21511/kpm.09(1).2025.10
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teaching and research. In the development of in- on lecturers” innovative work behavior. The path
novative work behavior of lecturers, creative pro- coefficient value of 0.321 and the p-value of 0.000
cess engagement plays an important mediating < 0.05 confirm that the higher the involvement of
role. This study shows that creative process en- lecturers in the creative process, the higher the
gagement has a positive and significant influence level of innovative work behavior produced.

CONCLUSION

This study aimed to examine the direct and mediating effects of growth mindset, organizational climate,
and digital leadership on innovative work behavior among lecturers at private universities in Indonesia.
By analyzing data from 200 lecturers, the findings provide empirical evidence that these factors sig-
nificantly influence innovative work behavior, both directly and through the mediating role of creative
process engagement. The results confirm that a growth mindset, a supportive organizational climate,
and strong digital leadership are crucial in fostering innovation among lecturers. Digital leadership
exhibited the most substantial direct effect, highlighting the importance of technology-driven leader-
ship in academic environments. Moreover, creative process engagement was found to be a significant
mediator, indicating that lecturers who actively engage in creative cognitive processes are more likely to
exhibit innovative behavior. These findings offer practical implications for higher education institutions,
suggesting that fostering an environment that supports creativity, digital adaptability, and continuous
learning can enhance lecturers’ innovative work behavior. University leaders should focus on develop-
ing policies that encourage collaboration, digital competence, and knowledge-sharing among lecturers.

Future research should look more closely at how creative process engagement enhances innovative work
behavior in different areas, such as complex teams or projects. It is important to study what affects en-
gagement in creative processes and innovative behavior. An organization’s climate has a major impact
on creativity. Research could examine how technology and flexible policies might affect the relationship
between these factors. Digital leadership is linked to innovation through technology. Research could
look at how digital leadership helps people and teams be more creative.

AUTHOR CONTRIBUTIONS

Conceptualization: Moses Soediro, Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra Huruta.
Data curation: Moses Soediro, Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra Huruta.
Formal analysis: Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra Huruta.

Methodology: Moses Soediro, Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra Huruta.
Supervision: Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra Huruta.

Validation: Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra Huruta.

Writing - original draft: Moses Soediro.

Writing - review & editing: Moses Soediro, Lieli Suharti, Komala Inggarwati, Andrian Dolfriandra
Huruta.

1. Al-Omari, M. A., Choo, L. S., & 2. Antonopoulou, H., Halkiopoulos, Research, 19(4), 110-129. https://
Ali, M. A. M. (2019). Innova- C., Barlou, O., & Beligiannis, G. N. doi.org/10.26803/ijlter.19.4.8
t.lve work behav1or.: A review of (2020). Leac.iefshll? types and d.1g1— 3. Bamel, U. K., Rangnekar, S.,
literature. International Journal of tal leadership in higher education: .

. e . . Stokes, P., & Rastogi, R. (2013).

Psychosocial Rehabilitation, 23(2), Behavioural data analysis from 0 rational climate and
39-47. https://doi.org/10.37200/ University of Patras in Greece. rgaln 1? I?.Ha ¢ m'n;xe }m d.mana—
ijpr/v23i2/pr190268 International Journal of Learn- gerial ciectiveness: Al ndian

ing, Teaching and Educational perspective. International Journal

http://dx.doi.org/10.21511/kpm.09(1).2025.10 /l 45



Knowledge and Performance Management, Volume 9, Issue 1, 2025

10.

of Organizational Analysis, 21(2),
198-218. https://doi.org/10.1108/
IJOA-09-2011-0514

Bin Saeed, B., Afsar, B., Shahjehan,
A., & Imad Shah, S. (2019). Does
transformational leadership foster
innovative work behavior? The
roles of psychological empower-
ment, intrinsic motivation, and
creative process engagement.
Economic Research-Ekonomska
Istrazivanja, 32(1), 254-281.
https://doi.org/10.1080/133167
7X.2018.1556108

Bogilovi¢, S., Bortoluzzi, G., Cerne,
M., Ghasemzadeh, K., & Znidar$i¢,
J. (2020). Diversity, climate and in-
novative work behavior. European
Journal of Innovation Management,
24(5), 1502-1524. https://doi.
org/10.1108/EJIM-03-2020-0100

Cahyarini, E D. (2021). Imple-
mentasi Digital Leadership dalam
Pengembangan Kompetensi Digi-
tal pada Pelayanan Publik [Imple-
mentation of Digital Leadership in
Developing Digital Competence in
Public Services]. Jurnal Studi Ko-
munikasi Dan Media - Journal of
Communication and Media Studies,
25(1), 47. (In Indonesian). https://
doi.org/10.31445/jskm.2021.3780

Chan, A. J., Hooi, L. W., & Ngui,
K.S. (2021). Do digital literacies
matter in employee engagement
in digitalised workplace? Journal
of Asia Business Studies, 15(3),
523-540. https://doi.org/10.1108/
JABS-08-2020-0318

Cortellazzo, L., Bruni, E., &
Zampieri, R. (2019). The role of
leadership in a digitalized world:
A review. Frontiers in Psychology,
10, 1-21. https://doi.org/10.3389/
fpsyg.2019.01938

Danish, R. Q., Asghar, J., Ahmad,
Z., & Ali, H. F. (2019). Factors
affecting “entrepreneurial culture”:
the mediating role of creativity.
Journal of Innovation and Entre-
preneurship, 8(1), 14. https://doi.
org/10.1186/s13731-019-0108-9

De Jong, J., & Den Hartog, D.
(2010). Measuring innovative work
behaviour. Creativity and Innova-
tion Management, 19(1), 23-36.
https://doi.org/10.1111/j.1467-
8691.2010.00547.x

146

11.

12.

13.

14.

15.

16.

17.

18.

Diamantidis, A. D., & Chatzo-
glou, P. (2019). Factors affect-
ing employee performance: an
empirical approach. Interna-
tional Journal of Productivity and
Performance Management, 68(1),
171-193. https://doi.org/10.1108/
IJPPM-01-2018-0012

DiLiello, T. C., Houghton, J. D.,

& Dawley, D. (2011). Narrowing
the creativity gap: The moderat-
ing effects of perceived support
for creativity. Journal of Psychol-
ogy: Interdisciplinary and Applied,
145(3), 151-172. https://doi.org/10
.1080/00223980.2010.548412

Dweck, C. S. (2009). Mindsets:
Developing Talent Through a
Growth Mindset. Olympic Coach,
21(1), 4-7. Retrieved from https://
www.growthmindsetinstitute.org/
wp-content/uploads/2018/07/
OlympCoachMag Win-09_Vol-
21_Mindset_Carol-Dweck-6.pdf

Ehlers, U.-D. (2020). Digital
Leadership in Higher Education.
Journal of Higher Education Policy
and Leadership Studies, 1(3), 6-14.
https://doi.org/10.29252/johe-
pal.1.3.6

Erhan, T., Uzunbacak, H. H., &
Aydin, E. (2022). From conven-
tional to digital leadership: explor-
ing digitalization of leadership
and innovative work behavior.
Management Research Review,
45(11), 1524-1543. https://doi.
org/10.1108/MRR-05-2021-0338

Fraser, D. M. (2018). An explo-
ration of the application and
implementation of growth mind-
set principles within a primary
school. British Journal of Educa-
tional Psychology, 88(4), 645-658.
https://doi.org/10.1111/bjep.12208

Gawke, J. C., Gorgievski, M. J., &
Bakker, A. B. (2019). Measuring
intrapreneurship at the individual
level: Development and validation
of the Employee Intrapreneurship
Scale (EIS). European Management
Journal, 37(6), 806-817. https://
doi.org/10.1016/j.em;j.2019.03.001

Glinska-Newes, A., Sudolska, A.,
Karwacki, A., & Gorka, J. (2017).
Innovations among people. How
positive relationships at work can
trigger innovation creation. E a M:
Ekonomie a Management, 20(3),

19.

20.

21.

22.

23.

24.

84-100. https://doi.org/10.15240/
tul/001/2017-3-006

Hagerer, L, Treffers, T., Hoffmann,
A, Richly, C,, Baier, S., & Welpe, L.
M. (2020). PlayMINT - Still play-
ing or already leading? Design of a
digital learning game to promote
female STEM Students’ innova-
tive work behavior and digital
leadership. Proceedings of the 14th
International Conference on Game
Based Learning, ECGBL 2020 (pp.
808-811). Retrieved from https://
www.proquest.com/openview/
b453592a345e0d33c1155fe81c691-
bae/1

Hair, J. E, Hult, G. T. M., Sarstedt,
M., Ringle, C. M, Ray, S., &
Danks, N. P. (2021). Partial Least
Squares Structural Equation Mod-
eling (PLS-SEM) Using R. Cham,
Switzerland: Springer.

Hair, J. E, Risher, J. J., Sarstedt, M.,
& Ringle, C. M. (2018). When to
use and how to report the results
of PLS-SEM. European Business
Review, 31(1), 2-24. https://doi.
org/10.1108/EBR-11-2018-0203

Harun, M. F. B,, Yunhendri,

R. B., Shaharudin, M. H. B,,

& Kanapathipillai, K. (2022).
The Impact of Self-Efficacy and
Creative Process Engagement on
Innovative Work Behaviour in
the Telecommunication Industry
in Malaysia. European Jour-

nal of Economic and Financial
Research, 6(2), 1-24. https://doi.
0rg/10.46827/ejefr.v6i2.1273

Hendrarso, P. (2020). Meningkat-
kan Kualitas Sumber Daya Manu-
sia di Perguruan Tinggi menuju
Era VUCA: Studi Fenomenologi
Pada Perguruan Tinggi Swasta
[Improving the Quality of Human
Resources in Higher Education to-
wards the VUCA Era: A Phenom-
enological Study of Private Higher
Education]. Prosiding Seminar
Stiami, 7(2), 1-11. (In Indone-
sian). Retrieved from https://0js.
stiami.ac.id/index.php/PS/article/
view/949/526

Henseler, J., & Schuberth, F.
(2020). Using confirmatory com-
posite analysis to assess emergent
variables in business research.
Journal of Business Research, 120,
147156. https://doi.org/10.1016/].
jbusres.2020.07.026

http://dx.doi.org/10.21511/kpm.09(1).2025.10



25. Kim, S., & Shin, M. (2017). The
effectiveness of transformational
leadership on empowerment: the
roles of gender and gender dyads.
Cross Cultural & Strategic Manage-
ment, 24(2), 2721-287. https://doi.
org/10.1108/CCSM-11-2016-0197

26. Leong, C. T, & Rasli, A. (2013).
Differences in Innovative Work
Behaviour and Everyday Work
Role Performance of Employees:
An Empirical Investigation. Amer-
ican Journal of Economics, 3(C),
94-99. https://doi.org/10.5923/c.
economics.201301.16

27. Likert, R. (2010). “Technique for
the Measurement of Attitudes, A”
In Encyclopedia of Research Design.
SAGE Publications, Inc. https://
doi.org/10.4135/9781412961288.
n454

28. Logacheva, E. Y., & Plakhotnik,
M. S. (2021). The impact of humor
climate on innovative work be-
havior: evidence from the banking
industry in Russia. Industrial and
Commercial Training, 53(3), 237-
249. https://doi.org/10.1108/ICT-
10-2020-0107

29. Mihardjo, L. W. W,, Sasmokao, S.,
Alamsjah, F, & Elidjen, E. (2019).
Digital leadership role in develop-
ing business model innovation
and customer experience orienta-
tion in Industry 4.0. Management
Science Letters, 9(11), 1749-

1762. https://doi.org/10.5267/j.
msl.2019.6.015

30. Muniroh, Hamidah, & Abdullah,
T. (2021). Indicator Analysis of
Employee Performance Based on
the Effect of Digital Leadership,
Digital Culture, Organizational
Learning, and Innovation (Case
Study of Pt. Telkom Digital and
Next Business Department).
STTAL Postgraduate - Interna-
tional Conference, 5(1), 324-334.
Retrieved from https://seminar-
pasca-sttal.ac.id/seminar/index.
php/seminarpasca-sttal/article/
view/94

31. Petry, T. (2018). Digital Leader-
ship. In North, K., Maier, R., &
Haas, O. (Eds.), Knowledge Man-
agement in Digital Change (pp.
209-218). Cham: Springer. https://
doi.org/10.1007/978-3-319-73546-
7_12

http://dx.doi.org/10.21511/kpm.09(1).2025.10

32.

33.

34.

35.

36.

37.

Knowledge and Performance Management, Volume 9, Issue 1, 2025

Prentice, C. R., Imperial, M. T,,

& Brudney, J. L. (2019). Con-
ceptualizing the Collaborative
Toolbox: A Dimensional Ap-
proach to Collaboration. American
Review of Public Administra-

tion, 49(7), 792-809. https://doi.
org/10.1177/0275074019849123

Riani, C., Astuti, E. S., & Utami,
H. N. (2017). Pengaruh Ability
dan Iklim Organisasi terhadap
Perilaku Inovatif dan Organi-
zational Citizenship Behavior
[The Influence of Ability and
Organizational Climate on In-
novative Behavior and Organi-
zational Citizenship Behavior].
Profit Jurnal Imliah Administrasi
Dan Binis — Profit Scientific Journal
of Administration and Busi-

ness, 11(2), 24-33. (In Indone-
sian). https://doi.org/10.21776/
ub.profit.2017.011.02.3

Saeed, B. Bin, Afsar, B., Cheema,
S., & Javed, F. (2019). Leader-
member exchange and innova-
tive work behavior: The role of
creative process engagement,
core self-evaluation, and domain
knowledge. European Journal of
Innovation Management, 22(1),
105-124. https://doi.org/10.1108/
EJIM-11-2017-0158

Santoso, H., Elidjen, Abdinagoro,
S. B., & Arief, M. (2019). The role
of creative self-efficacy, transfor-
mational leadership, and digital
literacy in supporting perfor-
mance through innovative work
behavior: Evidence from telecom-
munications industry. Manage-
ment Science Letters, 9(13), 2305-
2314. https://doi.org/10.5267/j.
msl.2019.7.024

Syekh, S., Akbar, A., & Syukri,

M. (2020). Iklim Organisasi dan
Motivasi Kerja Pada Universitas
Batanghari Jambi [Organizational
Climate and Work Motivation at
Batanghari University, Jambi.].
Eksis: Jurnal Ilmiah Ekonomi Dan
Bisnis — Eksis: Scientific Journal
of Economics and Business, 11(2),
125. (In Indonesian). https://doi.
org/10.33087/eksis.v11i2.204

Tastan, S. B. (2013). The Influences
of Participative Organizational
Climate and Self-Leadership on
Innovative Behavior and the Roles
of Job Involvement and Proactive

38.

40.

41.

42.

Personality: A Survey in the Con-
text of SMEs in Izmir. Procedia -
Social and Behavioral Sciences, 75,
407-419. https://doi.org/10.1016/j.
sbspro.2013.04.045

Woods, S. A., Mustafa, M. J.,
Anderson, N., & Sayer, B. (2018).
Innovative work behavior and
personality traits: Examining the
moderating effects of organiza-
tional tenure. Journal of Mana-
gerial Psychology, 33(1), 29-42.
https://doi.org/10.1108/TMP-01-
2017-0016

Yuanita, N. (2017). Penga-

ruh Iklim Organisasi Kampus
terhadap Motivasi Berorganisasi
Mahasiswa dalam Mewujudkan
Partisipasi Mahasiswa pada
Organisasi Kemahasiswaan [The
Influence of Campus Organiza-
tional Climate on Student Orga-
nizational Motivation in Realizing
Student Participation in Student
Organizations.]. Jurnal Publik -
Public Journal, 11(01), 44-53.

(In Indonesian). Retrieved from
https://journal.uniga.ac.id/index.
php/JPB/article/view/86

Zeng, G., Chen, X., Cheung, H.
Y., & Peng, K. (2019). Teach-

ers’ growth mindset and work
engagement in the Chinese
educational context: Well-being
and perseverance of effort as
mediators. Frontiers in Psychology,
10, 1-10. https://doi.org/10.3389/
fpsyg.2019.00839

Zhang, W, Sun, S. L., Jiang, Y., &
Zhang, W. (2019). Openness to
Experience and Team Creativity:
Effects of Knowledge Sharing and
Transformational Leadership.
Creativity Research Journal, 31(1),
62-73. https://doi.org/10.1080/104
00419.2019.1577649

Zhong, L. (2017). Indicators of
Digital Leadership in the Context
of K-12 Education. Journal of
Educational Technology Devel-
opment and Exchange, 10(1),
27-40. https://doi.org/10.18785/
jetde.1001.03

147



	“Antecedents of lecturers’ innovative work behavior in a private university: Creative process engagement as a mediator”

