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EXPLORING THE IMPACT OF EMPOWERING LEADERSHIP ON
EMPLOYEE PERFORMANCE: THE MEDIATING EFFECT OF
EMPLOYEE CREATIVITY

ABSTRACT

This study aimed to investigate the impact of empowering leadership on
employee performance and to determine how employee creativity mediates this
relationship. A quantitative research design was employed to accomplish this. Data
were gathered from 282 personnel in the construction materials sector in Saudi
Arabia using a structured survey administered from October 17, 2024, to December
1, 2024. Linear regression and mediation analysis were utilized to examine the data.
Research indicates that empowering leadership has a positive impact on employee
performance and employee creativity. Furthermore, employee creativity was
identified as a factor that improves employee performance and partially mediates the
connection between empowering leadership and employee performance. This
research is one of the initial inquiries into these dynamics inside the Saudi
construction materials sector. The results enhance the current research by illustrating
the relationship between leadership styles, creativity, and employee performance in
competitive organizations. These findings underscore the need of embracing
empowered leadership practices and fostering creativity to attain organizational

SUCCESS.

Keywords: Empowering Leadership, Employee Creativity, Employee Performance,

Mediation, Construction Materials Sector, Saudi Arabia.



GUCLENDIRICIi LIDERLIGIN CALISAN PERFORMANSI UZERINDEKI
ETKIiSININ iNCELENMESi: CALISAN YARATICILIGININ ARACILIK
ETKIiSi

OZET

Bu calisma, giiclendirici liderligin calisan performansi iizerindeki etkisini
arastirmay1 ve calisan yaraticilifinin bu iliskiye nasil aracilik ettigini belirlemeyi
amaglamaktadir. Bu amaci gerceklestirmek i¢in nicel bir arastirma tasarimi
uygulanmistir. Veriler, 17 Ekim 2024 ile 1 Aralik 2024 tarihleri arasinda Suudi
Arabistan'daki  ingaat malzemeleri sektoriinde ¢alisan 282  personelden
yapilandirilmis bir anket kullanilarak toplanmistir. Verilerin analizi i¢in dogrusal
regresyon ve aracilik analizi kullamilmistir. Arastirma, giiclendirici liderligin ¢alisan
performanst ve calisan yaraticiliglt ilizerinde olumlu bir etkiye sahip oldugunu
gostermektedir. Ayrica, calisan yaraticiligi, calisan performansini artiran ve
gliclendirici liderlik ile performans arasindaki iligkiye iliskiye kismi aracilik eden bir
faktor olarak belirlenmistir. Bu arastirma, Suudi Arabistan'daki insaat malzemeleri
sektoriindeki bu dinamikleri arastiran ilk calismalardan biridir. Sonuglar, liderlik
stilleri, yaraticilik ve g¢alisan performansi arasindaki iliskiyi  rekabetgi
organizasyonlar baglaminda agiklayarak mevcut arastirmalar1 gelistirmektedir. Bu
bulgular, orgiitsel basartya ulagsmak i¢in gli¢lendirici liderlik uygulamalarinin

benimsenmesinin ve yaraticiligin tesvik edilmesinin 6nemini vurgulamaktadir.

Anahtar Kelimeler: Giglendirici Liderlik, Calisan Yaraticilig, Calisan

Performansi, Insaat Malzemeleri Sektorii, Suudi Arabistan.



TABLE OF CONTENTS

DECLARATION ...ttt sttt sn ettt s eneenesnens [
FOREWORD ...ttt e et e e nna e e e s e e enreeaneeeanes I
A B S T R A T e e nre e nrra e i
OZET ... oo \Y
TABLE OF CONTENTS ..ottt Vv
LIST OF FIGURES ..ottt vii
LIST OF TABLES ...t e viil
LIST OF ABBREVIATIONS ...t IX
I, INTRODUCTION ..ottt sttt anens 1
II. THEORETICAL FRAMEWORK ......cccooiitiiieiie et 5
A, EMpPowering Leadership .......cccoviieiieiiiie e 5

1. DEFINITION coeiiiiiiie bbb 5

2. ConCeptualiZatioNn...........cccviieiieii e 6

3. Antecedents and CONSEQUENCES ........ecveireeireerieieeiteeresteesreeeesseesseenesreeseeens 7

4, Studies inthe FIeld.........coviieiiiee s 10

B.  Employee PerformancCe ...........cooiiiiieiiieie e 11

1. DEFINITION oottt eneennees 11

2. CONCEPLUANZATION.......iiviiiieieiicieee s 11

3. Antecedents and CONSEQUENCES ........ccveeeeireerieeieesreesteeieesseesseeseessaesreeeeans 12

4, Studies iNthe FIeld.........cccooiiiiiii e 14

5. Relations between EL and EP .........cccocviiiiiiiiiieceeece e 16

C. EMPIOYEE CreatiVIty.....cccviiiieiie ettt 17

Lo DEFINITION oot 17

2. CONCEPLUANIZALION.......iieiiiiiieiieieee s 18

3. Antecedents and CONSEQUENCES ......cccveeiveerreeireesieesieesteeereesreesreesseeesee s 19

4. Studies iNthe FIeld........ccoviiiii e 21

5. Relations between EL and EC ........cccccooiiiiiiiieieece e 22

6. Relations between Employee Creativity and Performance............c..c........ 24



D.  HYPONESES ...ttt e e raene e 25

L METHOD .o 26
Population and SAmMPIE..........cooiiiiiii e 26

B. Data Collection INStrUMENTS.........couiiieriiriesie s 28

1.  Empowering Leadership Scale..........cccooveiiiiiiiieiicie e, 28

2. Employee Performance SCale ..........ccooeiiiiiiiiiiicieee e 28

3. Employee Creativity SCale..........ccooeiiiiiiiiic e 28

C. Validity and Reliability ..........cccooviiiiiiiie e 28
Data Collection PrOCEAUIE .........cccviiiiiiiieie s 33

E. Data ANalySiS Strategy .......cccoeiiriiiiiiieieie ettt 34
V. FINDINGS ...t e et eennee e 35
SKeWNESS aNd KUIOSIS. ...c.veviiiiiiieiieieieie ettt e 35

B.  Data ANAIYSIS .....ccveiiiiiiiiiecie et 36

1. Analyses Regarding Testing of Hypotheses-1 ...........ccccovvviiinininicnienen, 36

2. Analyses Regarding Testing of Hypotheses-2 ..........cccoceeervninineniiciiennn, 38

3. Analyses Regarding Testing of Hypotheses-3 .........cccoovevievieivcieeveeiee 40

4. Analyses Regarding Testing of Hypotheses-4...........cccocvenininiennninennenn 43

C. Hypotheses EVAlUGLIONS .........ccccoiuiiieiicie e 46
V. DISCUSSION ...ttt e e e e ne e e e nee e 47
VI. CONCLUSION.....c et tre e e e e e anes 51
VII. REFERENCES ...t 53
APPENDIIX ..ottt ettt 67

RESUME . ... 71



LIST OF FIGURES

Figure 1 ReSearch MOl ........c.ocviiieieiie e 25
Figure 2 SCatterplot HL .........ooiiiie e 38
Figure 3 SCAterplot H2 ... s 40
Figure 4 Scatterplot H3 ... ..o o 42
Figure 5 Scatterplot HA .........ooeieceee e 45

vii



LIST OF TABLES

Table 1 Demographic INfOrmation...........cccceiveieiie i 27
Table 2 Cronbach's Alpha Values for the Study Variables............cccoccoiiniiinnnnn, 29
Table 3 KMO Values fOr SCAIES ........civeiiiiiiieiieee e 29
Table 4 Factor Analysis for EL Scale. ........c.coviviiiiiecice e 30
Table 5 Factor Loadings for EL SCale.........c.coveiiiieiiiiiccceece e 30
Table 6 Factor Analysis for EP SCale .........c.ccooeiviieiiicececeee e 31
Table 7 Factor Loadings for EP SCale..........cccooviiiiiiiiiicce e, 31
Table 8 Factor Analysis for EC SCale..........cccooeiiiiiiiiiiiieccee e, 32
Table 9 Factor Loadings for EC SCale ........cccccveiuiiieiiciec e 32
Table 10 Descriptive Statistics of the Scales ..., 35
Table 11 COMTRIALION ....ocveeiieie ettt sre e eneenrees 36
Table 12 Model SUMMANY ......ccooiiiiiiiii e 36
TADIE 13 ANOVA....iiiiiiiciieiee ettt bbb r et 37
Table 14 COTFICIENTS ....c.vouieieiee e 37
Table 15 COrTEIALION .....cveeiieie ettt e e nrees 38
Table 16 Model SUMMANY ..o 39
TADIE 17 ANOVA...c.iiiiiiiiiiicieie ettt bbb r e e 39
Table 18 COBTFICIENTS ....c.vcvieieiee e 40
Table 19 COrTRIALION .....c.eevieie ettt ee e nrees 41
Table 20 Model SUMMANY ..o 41
TADIE 21 ANOVA...c.iiiiiiiciieee ettt bbb r e 41
Table 22 COBTTICIENTS ......eeeiiie e e 42
Table 23 COMTEIALION .....veeiieie ettt ae e nrees 43
Table 24 Model SUMMANY.........ooiiiiii s 43
TADIE 25 ANOVA ...ttt nre s 44
Table 26 COBTIICIENTS ......eoeiiie e 44
Table 27 Summary of Hypotheses Testing ReSUILS .........cccoovveveiieiieieeie e 46

viii



EC

EL

EP

HRD

HRM

SEM

HPWS

LIST OF ABBREVIATIONS

: Employee Creativity

: Empowering Leadership

: Employee Performance

: Human Resource Development
: Human Resources Management
. Structural Equation Modeling

: High-Performance Work Systems



l. INTRODUCTION

Recently, leadership has become a new and useful approach to managing
employees and the company overall. Over time, Human Resources Management
(HRM) largely replaced the more conventional idea of managing staff. For this, it is
critical to strategically integrate new ideas about leadership into effective methods of

handling employees to augment performance (Igbal, Anwar, & Haider, 2015).

As an essential component of any business, employee performance demands
analysis from those in charge, as do the elements that set the stage for exceptional
performance. It takes the combined effort of all organization members to advance a
company, as no organization can be built by one or two individuals working alone. A
key multifaceted component, performance is all about achieving results and is

intimately tied to the long-term goals of a company (Mwita, 2000).

All managers must put forth effort and utilize their full potential, which may
sometimes be achieved with or without supervision. On the other hand, managers
employed by an organization are held to a number of expectations (Abbas &
Yaqoob, 2009).

As a result, managers need to be trained to think independently, operate
creatively. They complete the tasks by keeping an eye on understanding the state of
the economy and the business in general. This leads us to the next point: how can a
person improve their work habits to help their company develop and be more
effective (Abbas & Yaqoob, 2009).

Zhong, Lam, and Chen, Z (2011) stated that leaders who practice
empowerment engage in behaviors such as guidance, information sharing, and
granting employees the autonomy to make choices independently. Similarly,
Kirkman and Rosen (1999) and Konczak, Stelly, and Trusty (2000) emphasized the

importance of promoting autonomy and self-direction in teamwork.

Managing responsibilities in circumstances marked by globalization, new

technologies, limited resources, and growing prices is proving to be an increasingly



difficult task for leaders (Chase, 2000; Jaffe, 1995).

The concept of empowerment, a key shift in management theory, emerged in
the 1980s in response to the evolving demands of the commercial and government
sectors. This need for a new organizational paradigm arose from rapid advancements
in technology and significant changes in business practices, which required
innovative ways to enhance employee productivity and adaptability (Fernandez &
Moldogaziev, 2011; Hill & Hug, 2004).

In light of major changes in public and private sector technological and
business practices in the 1980s, the idea of employee empowerment emerged in
management theory. This shift appears to have been driven by a need for a new way
of organizing that would boost productivity (Bartunek & Spreitzer, 2006; Fernandez
& Moldogaziev, 2011; Hill & Hug, 2004).

An innovative method of leadership known as Empowering Leadership (EL)
has appeared, which is separate from more traditional methods like transactional,
transformational, and directive leadership (Pearce et al., 2003). Delegating duty and
power to the weakest degree of an organization, where appropriate choices are made
can occur, is fundamental to employee empowerment (Thomas & Velthouse, 1990;
Conger & Kanungo, 1988). This helps to boost employee inspiration.

The idea of empowering leadership has historically received limited interest
in developmental studies, as noted by Arnold, Arad, Rhodes, and Drasgow (2000).
However, recent years have witnessed growing interest in exploring the various
effects of this leadership style, particularly its influence on organizational outcomes
(e.g., Randolph & Kemery, 2011; Raub & Robert, 2010). Empowering leadership
fosters creating a setting where workers are inspired to act independently, work
autonomously, and exceed their formal responsibilities to address challenges
effectively. Griffin, Neal, and Parker (2007), as well as Martin, Liao, and Campbell
(2013), emphasize that employees that feel independent are able to come up with

new ideas and help meaningfully to organizational success.

Knowledge and highly qualified individuals are essential for all modern
businesses to maintain their high levels of performance. Even more so, dedicated
staff members are required due to the high level of competition in many markets.

Here, employee empowerment is a key component to a company's success. Trust,



dedication, and output are all improved when workers are given more agency
(Nwachukwu, 2016).

A key component of employee empowerment is the distribution of
responsibility and control within an organization, as well as the encouragement of
loyalty from workers. As well as being more productive, having greater
responsibility, and being satisfied in their jobs, devoted and committed employees
help organizations reach their goals (Locke & Latham, 1990; Karim & Rehman,
2012).

EP will be completed if staff members can finish jobs according to the
corporation's provided system, allowing the company's vision and goal to be well
realized. Employee compliance with rules set out by management is one way the

organization can accomplish its objectives (Ibrahim & Daniel, 2019).

The dedication exerted by employees in the execution of their duties yields
performance outcomes. Every business needs its workers to give their utmost effort
in order for the business to function smoothly. For a corporation to effectively
accomplish its objectives, each one of its workers' work products needs to be
evaluated (Iskamto, D. 2020).

Eventually, employee performance results will be impacted by leadership
conduct that inspires and guides subordinates. The company's greatest asset is its
workforce, which consists of social creatures with ideas, sentiments, and desires that
can affect how they behave at work. They are the organizers, implementers, and
controllers that work for the organization (Iskamto, Asri & Darma, 2020).

Creativity in the workplace refers to employees coming up with fresh and
practical ideas for things like new goods, services, procedures, structures, ways of
working, etc., as well as for resolving current challenges (e.g. Amabile, 1988).
According to Madjar et al. (2002) and Shalley et al. (2004), it is an essential tool for
creativity in any organization, and workers at all levels can help achieve this

objective.

For a long time, methods for improving employee creativity have centered on
finding and hiring creative people, as well as providing them with instruction
regarding creativity (Scott et al., 2004). This is because employees' creative

performance is highly dependent on personal qualities like flexibility to experience,



mindset, and creativity-relevant skills.
This research seeks to figure out two objectives:
1) Exploring the Impact of EL on EP.

2) Examining the mediating effect of employee creativity on the empowering

leadership and employee performance.

To address the previously mentioned gaps in the literature, | proposed the

following study questions:
1. How does empowering leadership style affect employee performance?
2. What is the impact of empowering leadership on EC?
3. How employee creativity influences their performance?

4. Does EC play a mediating role in the effect of empowering leadership on

employee performance?

Building upon the concepts introduced in the introduction, the second section
focuses on the theoretical framework. This section delves into the core concepts of
empowering leadership, employee performance, and employee creativity. It
examines how employee creativity impacts employee performance, as well as the

role of EL in enhancing performance.

In Section 3, the method is described, detailing how the study was conducted.
The fourth section outlines the study’s findings, including the results of hypothesis
testing. The fifth section provides a discussion of these findings, and the final section

offers a summary along with key recommendations.



Il. THEORETICAL FRAMEWORK

A. Empowering Leadership

1. Definition

Since empowered leadership has been shown to enhance employee proactive
behavior, it may have a favorable correlation with task restructuring (Demerouti, &
Le Blanc, 2017).

In an empowering leadership style, the boss steps aside and lets his
subordinates make all the important choices. This is achieved by entrusting people
with more responsibility, empowering them to make decisions on the job, and
equipping them with the tools they need (Ahearne et al., 2005).

According to Liao, Campbell & Martin (2013), a leader who demonstrates
empowering behaviors helps their people feel more capable and independent. More
proactive behavior, like role customization, can emerge from an increased feeling of

competence and independence, which in turn stimulates intrinsic motivation.

A leader’s influence on an employee’s work design as a type of empowering
leadership may be good for businesses and workers alike since it motivates workers
to delve deeper into the details of their essential jobs (Demerouti, & Le Blanc, 2017).

Lyons (2008) said, the perceived chance to do impacts the decision to design
the task. It is a rare opportunity for leaders to teach their followers ways to utilize
work redesign, which may improve their professional life (Bakker & Demerouti,
2014).

There are two common ways that "empowering leadership” has been
described. As previously stated, empowering leadership entails actions taken by
official managers (i.e., leaders with position and command in their businesses), such
as fostering open communication and the passing ideas among followers, as well as
fostering an environment that encourages and facilitates collaboration and knowledge
sharing (Arnold et al., 2000).



Research highlights that empowering managers involves sharing authority, a
technique employed by formal executives to enhance employee freedom and
dedication to their roles. This approach fosters motivation and engagement within the
workforce (Kanfer, Allen, & Rosen, 2007). Empowering Leadership (EL) is defined
in various ways, but scholars agree that it can be quantified through observable
leader actions, such as promoting independence and encouraging employees to take
responsibility for their decisions (Kirkman & Rosen, 1999). By delegating tasks and
responsibilities, leaders enable employees to make autonomous decisions, hereby
fostering a sense of purpose and ownership over their work (Offermann &
Hellmann,1997).

In contrast to delegation, which focuses solely on making decisions,
empowering leadership encourages people to take charge of their own learning and
development, as well as their trust and feeling of agency in the workplace (Kirkman
& Rosen, 1999).

EL is defined by Amundsen and Martinsen (2014) as inspiring employees to
take initiative and grow in their roles through the distribution of authority and the
provision of resources. Although chosen leaders often employ a variety of methods
to exert impact on their subordinates, empowering leadership stands apart from the
crowd as, at its heart, it encourages subordinates to take charge of their own

development.

Empowering leaders give their employees greater autonomy to make
decisions and grow professionally, which, in theory, may increase their emotional
investment in the company (Johnson, Chang, & Yang, 2010).

2. Conceptualization

An approach of empowering leadership is based on a leader’s capacity to
foster employees’ independence, motivation, and growth in their professional skills.
According to Amundsen and Martinsen (2014), empowering leaders achieve this

through three key components:
a. Sharing authority: Delegating decision-making power to employees.

b. Providing motivational support: Encouraging independence and fostering a

supportive environment.



c. Aiding in development: Actively contributing to the growth and skill

enhancement of team members.

Managers practicing empowerment share authority with subordinates, giving
them greater control over their tasks and responsibilities (Conger & Kanungo, 1988).
Thomas and Velthouse's (1990) theory elaborates on this by suggesting that
empowerment fosters intrinsic ambition, making workers feel in control and

responsible in their work.

Leadership behavior that embodies empowerment often redistributes
authority while assigning accountability for results (Ford and Fottler, 1995).
Tannenbaum (1986) links empowerment to the promotion of autonomous decision-
making, which in turn enhances employees’ belief in their own efficacy.
Furthermore, Wellins et al. (1991) emphasize the importance of training and resource
allocation as integral aspects of empowering leadership, enabling employees to excel

in their roles.

Another vital aspect is the facilitation of creativity and innovation.
Empowering leaders foster environments where employees are urged to undertake
prudent risks. receive constructive feedback, and view failures as learning
opportunities (Konczak et al., 2000). This aligns with Bandura's (1997) social
cognitive theory, one can cultivate a sense of confidence by actively participating can
be developed through direct engagement, experiential learning, and verbal

encouragement.

The promotion of self-worth is central to empowering leadership. Leaders
who are cognizant of their employees' skills actively encourage their utilization,
facilitating greater confidence and competence among team members (Amundsen &
Martinsen, 2014).

3. Antecedents and Consequences

The foundation of empowering leadership lies in a leader’s ability to instill
confidence and independence in their team members. One of the key antecedents of
empowering leadership is trust. Leaders who trust their employees are more likely to
share authority and delegate decision-making responsibilities, which motivates
individuals to take ownership of their work (Amundsen & Martinsen, 2014). Sharing

authority signals to employees that their skills and judgment are valued, thereby

7



enhancing their sense of purpose and responsibility. Conger and Kanungo (1988)
highlighted that this devolution of authority leads to intrinsic motivation, as

employees feel empowered to take initiative and innovate.

Effective communication is another critical antecedent. Leaders who
prioritize open and transparent communication create an atmosphere of collaboration
and mutual respect. By sharing knowledge and providing regular feedback,
empowering leaders ensure making sure that everyone is on the same page regarding

their responsibilities and the company's objectives.

Clear communication not only reduces uncertainty but also fosters a sense of
alignment between individual efforts and organizational objectives (Wellins et al.,
1991). Leaders also need to be approachable and willing to listen to employees’

ideas, which helps build trust and facilitates the exchange of innovative solutions.

The role of training and development cannot be overstated in empowering
leadership. Empowering leaders must be ready to provide direction and assistance to

employees thanks to their extensive expertise and experience set.

Social cognitive theory emphasizes the importance of modeling and
coaching, where leaders demonstrate desired behaviors and provide guidance that
boosts employees' confidence and skill levels (Bandura, 1997). For instance, leaders
can use experiential learning and verbal encouragement to develop their team’s

capabilities, fostering an evolving mindset and a society of constant development.

Additionally, the organizational culture plays a vital role in shaping
empowering leadership. Organizations that value collaboration, innovation, and
employee autonomy are more likely to cultivate empowering leaders. These leaders
operate in environments where employees are encouraged to experiment, take
deliberate actions to disrupt the status order. A culture that celebrates learning from
failures as much as success enhances employees' willingness to engage creatively

and independently in their work (Thomas & Velthouse, 1990).

The implications of empowering leadership are enormous and extensive,
positively influencing both individual and organizational outcomes. At the individual
level, employees experience increased self-efficacy—a belief in their ability to
perform tasks effectively. This heightened sense of competence motivates employees

to take on challenges with confidence and a proactive attitude. Empowering leaders



inspire employees to stretch their abilities and explore new possibilities, leading to
personal growth and job satisfaction (Spreitzer, 1995).

Empowering leadership also fosters intrinsic motivation, where employees
are driven by a deep sense of purpose rather than external rewards. When employees
feel that their contributions are meaningful and associated with the organizational
goals, they are more engaged and committed to their roles. This alignment often
translates into higher levels of productivity, innovation, and creativity. For instance,
employees under empowering leaders are more likely to engage in proactive
behaviors, such as role customization, where they tailor their roles to better fit their
strengths and interests (Demerouti & Le Blanc, 2017).

At the organizational level, empowering leadership promotes collaboration
and adaptability. By pushing workers to accept responsibility for their job, leaders
create a decentralized decision-making structure that enables faster responses to
challenges and opportunities. This approach fosters a culture of innovation, as
employees feel free to experiment and propose new ideas without fear of retribution.
Research has shown that organizations with empowering leaders experience higher
levels of team performance, as employees work cohesively to achieve common goals
(Raub & Robert, 2010).

Moreover, empowering leadership enhances employee retention. Employees
who feel valued and trusted are less likely to seek opportunities elsewhere. This
leadership style creates a sense of belonging and loyalty, which is essential for
reducing turnover and building a stable, experienced workforce.

Empowering leaders also contribute to employee well-being by reducing
stress levels. By giving employees autonomy and control over their tasks, they
minimize the micromanagement that often leads to workplace stress and
dissatisfaction (Gibson et al., 2009).

However, empowering leadership also presents challenges. Excessive
autonomy without proper guidance or oversight can lead to inefficiencies and
conflicts within teams. For instance, too much independence can result in misaligned
efforts or duplicated work, especially when roles and responsibilities are not clearly
defined (Langfred, 2004). Leaders must strike a balance between granting freedom

and maintaining accountability to ensure that teams remain productive and focused.



Another potential challenge is the readiness of employees to manage the tasks
linked to independence. Not all employees are equipped with the skills or confidence
to thrive under an empowering leadership style. Leaders must assess their team’s
capabilities and provide tailored support to bridge any gaps. For instance, less
experienced employees may require additional coaching and mentoring to build their
confidence and competence (Kirkman & Rosen, 1999).

Empowering leadership is a transformative approach that enhances employee
engagement, innovation, and organizational success. By sharing authority, fostering
open communication, and investing in employee development, empowering leaders
create an environment where individuals can thrive. While challenges exist, such as
balancing autonomy with oversight and addressing employee readiness, the benefits
of empowering leadership far outweigh its limitations. When implemented
effectively, this leadership style drives personal growth, team cohesion, and
sustainable organizational performance, making it a critical component of modern

management practices.

4. Studies in the Field

Numerous empirical studies have validated the efficacy of empowering
leadership in different workplaces. Spreitzer (1995) introduced a cognitive model of

psychological empowerment, identifying four dimensions:
a. Meaning: Employees perceive their work as personally significant.
b. Competence: Employees faith in their abilities to do duties properly.
c. Self-determination: Employees experience autonomy in decision-making.
d. Impact: Employees feel their actions influence organizational outcomes.

Fuller et al. (1999) found a direct connection between empowering leadership
and increased job satisfaction. The study demonstrated that employees under
empowering leaders were more productive and engaged. Similarly, Wellins et al.
(1991) highlighted the role of empowering leaders in proficiency enhancement,

emphasizing the importance of training employees to make informed decisions.

Zhang and Bartol (2010) revealed that empowering leadership fosters
creativity and innovation within teams. Employees who feel empowered are more

likely to propose novel ideas and collaborate effectively with their peers. Demerouti
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and Le Blanc (2017) further explored the link between empowering leadership and
role reshaping, concluding that empowered employees actively reshape their roles,

leading to higher satisfaction and performance.

Liao, Campbell, and Martin (2013) emphasized the function of enabling
leadership in augmentation employees ‘sense of competence and independence.
Their study addressed the value of equilibrium autonomy with structured guidance to
maximize productivity and innovation. Finally, Langfred (2004) explored the
potential drawbacks of excessive autonomy, reinforcing the need for balanced

empowering practices.

B. Employee Performance

1. Definition

Employee performance is a multidimensional concept that measures the
degree when employees achieve the objectives set by their organization while
adhering to established quality and efficiency standards. According to
Prawirosentoso (2000), performance is defined as the result of working efficiently to
meet organizational expectations without violating its policies or compromising
objectives. Mangkunegara (2009) characterizes performance by the quality and
quantity of outputs achieved while fulfilling assigned responsibilities, whereas
Sutrisno (2009:151) elaborates that performance encompasses the results of tasks

completed by an individual in relation to their job responsibilities.

In practical terms, employee performance reflects the ability of individuals to
fulfill their assigned duties effectively and contribute meaningfully to organizational
success. It involves meeting or exceeding predetermined benchmarks while

maintaining compliance with organizational goals and regulations.

2. Conceptualization

One of the most prominent focuses of organizational research is employee
performance, usually investigated while looking at satisfaction, training, workplace
environment, and personal competencies. The Hawthorne experiments demonstrated
workers who are happy in their jobs are more invested in the company's success and

more inclined to keep around for a while (Landy, 1985). Similarly, Kinicki and
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Kreitner (2007) emphasized the role of satisfaction in motivating top performers to

achieve ambitious goals.

Training plays a pivotal role in enhancing employee performance by
improving their skills, knowledge, and confidence. Elnaga and Imran (2013) argued
that investing in professional development enables employees to perform their tasks
more effectively, which, in turn, boosts their morale and commitment to
organizational goals. Studies by McGill and Slocum (1993), Nonaka and Takeuchi
(1995), and DiBella et al. (1996) highlight how training accelerates employees’

learning curves, thereby improving their productivity.

Pfeffer (1994) noted that a trained workforce has a higher likelihood of
achieving performance goals and gaining a competitive edge. Similarly, Leonard-
Barton (1992) emphasized that organizations see information as a source of
economic benefit needs implement ongoing education systems to maintain high
performance standards. Training not only enhances individual capabilities but also
fosters a commitment to continuous growth, which is crucial for maintaining the

prosperity of any given enterprise (Kamoche and Mueller,1998).

Employee competencies, including both technical and soft skills, are critical
determinants of performance. Competent employees are more capable of handling
difficult jobs and finding effective solutions to issues and achieve desired outcomes.
Experience further enhances performance by enabling employees to navigate

challenges more effectively (Iskamto, 2021).

3. Antecedents and Consequences

Employee performance is complex and impacted by numerous elements both
within and external to the company. Among these, employee satisfaction stands out
as a cornerstone for performance. Research consistently highlights that satisfied
employees are more likely to remain committed to their roles, invest greater effort,
and achieve higher productivity levels. In contrast, dissatisfied employees tend to
disengage, reducing the likelihood of achieving their full potential and, in some

cases, contributing to high turnover rates (Landy, 1985; Kinicki and Kreitner, 2007).

Opportunities for professional growth have an important influence on
employee happiness and, by extension, productivity. Organizations that prioritize

training and continuous learning equip their workforce with the skills and confidence
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needed to excel. Employees who feel competent and supported in their roles are
more likely to contribute meaningfully to organizational objectives. This link
between training and performance is well-documented, with studies demonstrating
that structured training programs accelerate learning, enhance skill application, and
improve employee dedication to company goals (Elnaga & Imran, 2013; Huselid,
1995). Training does more than just build skills—it creates a culture of perpetual
enhancement, allowing firms to adjust rapidly to market changes (Leonard-Barton,
1992; Kamoche and Mueller, 1998).

Moreover, strategic human resource practices, such as performance-based
remuneration, serve as powerful motivational tools. When employees are able to
visualize how their efforts are directly linked to the benefits they get, they are more
inclined to work harder and smarter to achieve performance targets. However, the
implementation of performance-based pay systems must be carefully managed to
avoid unintended consequences, such as excessive competition or feelings of
inequity among employees (Fein & Lawler, 2016). While some studies indicate
mixed results regarding the effectiveness of merit-based pay, there is a consensus
that aligning rewards with individual contributions can significantly enhance
employee motivation and engagement (Pearce, Stevenson, & Perry, 2016).

Conversely, workplace stressors act as critical barriers to optimal employee
performance. Stress arises from various sources, including excessive workloads,
underutilization of employee skills, and ambiguity in job roles. These factors can
erode employee morale, diminish productivity, and contribute to a range of health
issues, such as hypertension and burnout (Mimura & Griffiths, 2003; Jalagat, 2017).
Stress has far-reaching implications, particularly in industries that demand high
performance, such as banking and education. Research demonstrates that stressed
employees are less likely to meet performance expectations, leading to absenteeism
and, in extreme cases, workforce attrition (Ahmed & Ramzan, 2013; Jeyaraj, 2013).

EP is significantly impacted by the physical working atmosphere. A safe,
well-designed workplace fosters productivity and reduces health risks. Elements such
as proper lighting, ergonomic furniture, effective communication channels, and
hazard-free conditions contribute to employee well-being and enhance their ability to
focus on tasks (Eberendu, Akpan, Ubani, & Ahaiwe, 2018; Chandrasekar, 2011).
Unfortunately, many organizations, particularly in developing regions, fail to invest
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adequately in creating such environments, often viewing these enhancements as
unnecessary expenses (Thobaben & Woodward, 1996). However, the long-term
benefits of a healthy work environment far outweigh the initial costs, as they directly
contribute to reduced absenteeism, higher morale, and improved performance

(Hafeez, Yingjun, Mansoor, & Rehman, 2019).

The consequences of employee performance are equally profound, impacting
both individual and organizational outcomes. High-performing employees deliver
quality work, increase operational efficiency, and contribute to enhanced customer
satisfaction. At an organizational level, strong performance translates into better
financial results, stronger competitive positioning, and improved team dynamics.
Inadequate performance may result in missed opportunities, strained relationships,

and diminished organizational reputation.

Job satisfaction is another critical factor closely tied to performance
outcomes. Satisfied employees feel fulfilled and are more willing to go above and
above in their jobs. Factors contributing to job satisfaction include fair compensation,
supportive colleagues, meaningful work, and a positive organizational culture
(Kamarulzaman et al., 2011; Spector, 1997). When employees feel valued and
empowered, they are more likely to take ownership of their responsibilities and

actively contribute to achieving organizational goals.

In conclusion, employee performance is shaped by a complex interplay of
antecedents, including satisfaction, training, remuneration, workplace conditions, and
stress management. Organizations that strategically address these factors may realize
the whole capabilities of their team, fostering creativity, diligence, and sustained
success. By fostering an environment that supports both individual and collective
growth, businesses not only boost their performance but also cultivate a resilient and

driven workforce prepared to overcome upcoming challenges.

4. Studies in the Field

Numerous studies have explored the dynamics of employee performance,
emphasizing its significance in organizational success and sustainability. For
instance, the Hawthorne experiments demonstrated that contented employees are
more likely to remain in their roles and perform effectively over the long term

compared to dissatisfied workers (Landy, 1985). Kinicki and Kreitner (2007) also
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highlighted that employees who are satisfied tend to put in more effort, making it

easier for management to inspire top performers to achieve ambitious goals.

The relationship between training and performance has also been a central
focus of research. Elnaga and Imran (2013) revealed that investing in professional
development enhances employee confidence and productivity. Similarly, studies by
Leonard-Barton (1992) and Pfeffer (1994) emphasized that a well-trained workforce
is better equipped to achieve organizational objectives and secure a competitive
edge. Lawler (1993) and Delaney and Huselid (1996) further underscored the role of
training as a cornerstone of strategic human resource management, enhancing

workers' skills and encouraging a culture of lifelong learning.

Stress at work and its effect on productivity have been widely studied, with
Mimura and Griffiths (2003) and Kleiner (2008) identifying the detrimental effects
of workplace stress on productivity and job satisfaction. Ahmed and Ramzan (2013)
noted that stress significantly hampers productivity, particularly in high-pressure
industries like banking. Similarly, Jeyaraj (2013) found that occupational stress
adversely affects educators, increasing absenteeism and attrition rates. Jalagat (2017)
highlighted that overwork, skill underutilization, and job ambiguity are among the
most influential stressors affecting employee performance.

The role of workplace environment has also been extensively examined.
Kamarulzaman et al. (2011) and Chandrasekar (2011) revealed that a healthy and
safe work environment positively impacts employee well-being and productivity.

However, studies by Hafeez et al. (2019) and Thobaben and Woodward
(1996) found that many organizations, particularly in developing economies, neglect

workplace safety, adversely affecting employee output and job satisfaction.

Job satisfaction has been another focal area, with Skibba (2002) identifying it
as a critical determinant of organizational performance. Spector (1997) outlined four
factors influencing job satisfaction: financial rewards, supportive relationships,
meaningful tasks, and a conducive work environment. Aziri (2011) added that job
design, management practices, and promotion opportunities significantly affect

employee satisfaction, which, in turn, impacts performance.

Collectively, these studies underscore the intricate interplay between

employee performance, satisfaction, stress, training, and workplace environment.
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They provide a robust foundation for understanding the factors that drive
performance and the strategies organizations can adopt to optimize it.

5. Relations between EL and EP

EL is essential in enhancing employee morale and productivity. They achieve
this by ensuring that employees understand how their contributions align with the
organization’s larger goals. By showing faith in their abilities, offering autonomy in
decision-making, and entrusting them with greater responsibility, leaders foster a
sense of independence and ownership among their staff (Audenaert & Decramer,
2018).

When it comes to evaluating employee performance, two primary approaches
are often employed. The empirical approach focuses on measurable end results,
whereas the subjective approach assesses how well individuals execute their tasks on
the job (Turizam, 2015). In many cases, employees may have limited control over
final outcomes due to external factors, making the subjective approach a more
accurate measure of their actual job performance (Turizam, 2015). This research
relies on subjective evaluations, as they better capture the nuances of how employees

perform their roles.

Extensive research underscores the leadership that empowers employees has a
good effect on efficiency and performance, whether immediate or over time
(Humborstad, 2014). While a strong correlation exists between empowering
leadership and job success, leaders are advised to exercise caution. For instance,
skilled workers often view empowerment as an opportunity for innovation and
personal growth, whereas untrained workers may misinterpret it as merely

permissive leadership (Kwak & Jackson, 2015).

(Wortler, 2022) highlights that leaders who adopt an empowering
management style significantly enhance employee effectiveness. This leadership
style positively influences employees’ performance in both their formal
responsibilities and informal activities, such as assisting customers. However, the
impact of empowering leadership on tasks requiring analytical and creative
thinking—performance beyond assigned roles—is often indirect. This effect is
mediated through psychological empowerment, which includes feelings of control

and autonomy. Employees who feel empowered are more likely to go above and
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beyond, undertaking projects that demand creativity and analysis with enthusiasm
(Raub & Robert, 2010).

Empowering leadership also boosts employees' confidence to design and
execute growth initiatives aimed at achieving organizational goals (Bandura, 1986).
Empowerment, as defined by empowerment theory, is a "method whereby a person's
trust in his or her self-efficacy is increased” (Conger & Kanungo, 1988). This theory
outlines five stages of empowerment that reveal the interplay between leadership and
motivation. The process begins with identifying management issues that contribute to

employees' feelings of inadequacy.

In response to these issues, the second stage involves implementing
empowerment policies through managers. This is followed by the actual application
of these policies, where employees receive feedback on their self-efficacy. During
the fourth phase, employees build confidence in their abilities and develop higher
expectations for achieving work-related goals (Ahmed & Chaojun, 2022).

The final stage emphasizes the societal impact of enhanced self-worth, where
empowered individuals contribute more effectively to the organization and society.
This five-stage model demonstrates the strong correlation between empowering
leadership, increased self-efficacy, and improved job performance (Ahmed &
Chaojun, 2022). As Bandura (1986) describes, this extended confidence-building, the
conviction that a person is capable to succeed across various tasks and situations,

serves as the foundation for achieving desired outcomes in the workplace.

C. Employee Creativity

1. Definition

EC means that individuals can come up with fresh and practical ideas,
methods, or goods that can help in organization's innovation, effectiveness, and
competitiveness (Amabile, 1996; Kanter, 1983; Oldham, 2002). This creativity is not
confined to a specific job role or hierarchical level but spans across all departments

and levels within an organization (Madjar, 2005).

Creativity is recognized as a core element of organizational success, enabling
businesses to develop new solutions, adapt to dynamic markets, and overcome

challenges effectively. It encompasses problem-solving, strategic thinking, and the
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ability to envision and implement innovative changes. Amabile (1988) emphasizes
that creativity requires a balance of imagination and practicality, ensuring that ideas
are not only innovative but also applicable to the organization's objectives. This
concept is deeply tied to individual traits such as intrinsic motivation, openness to

experience, and adaptability.

At the same time, external influences, including the organization’s culture
and leadership approach and environmental support significantly influence an
employee’s ability to think creatively (Amabile & Gryskiewicz, 1989). Creativity
thrives in environments that foster intellectual and emotional engagement,
collaboration, and a sense of autonomy. As a stimulus, it encourages new ideas,

driving organizational growth and long-term success in competitive industries.

2. Conceptualization

Employee creativity is conceptualized as a multifaceted construction shaped
by individual factors, social, and environmental factors. Creativity is the capacity of
an organization's workers to come up with new and practical suggestions that might

improve the company (Amabile, 1996; Kanter, 1983).

At its core, creativity requires a set of specialized skills pertinent to the
domain, creative skills and the inner drive to achieve, as highlighted in Amabile's
(1996) componential model of creativity. These components form the foundation for
innovative thinking and are interdependent. For instance, domain-relevant skills
provide the technical knowledge needed to solve problems, while creativity-relevant
skills foster flexibility and originality in approaching challenges. Intrinsic motivation

drives employees to explore and develop these ideas without external pressures.

Human Resource Development (HRD) experts provide an essential function
in nurturing creativity by offering tools, direction, and a setting that promotes
invention. By focusing on enhancing employees' cognitive and emotional
engagement, HRD professionals help employees channel their creative potential into

meaningful contributions to the organization (Madjar, 2005).

Creativity also requires proactive behavior, as individuals who actively seek
to improve processes and challenge norms are more likely to generate innovative
solutions (Seibert, Kraimer, & Crant, 2001).
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Another critical aspect of creativity is its collaborative nature. While
individual efforts are important, group interactions often amplify creative outputs.
Collaboration encourages diverse perspectives, leading to richer and more innovative
solutions (Montuori & Purser, 1999). However, for collaboration to succeed, a
supportive organizational culture and leadership style are essential. Leaders who
empower employees foster a sense of autonomy, which encourages them to take
ownership of their ideas and initiatives (Amundsen & Martinsen, 2014). Moreover,
creativity is deeply influenced by socio-environmental factors. Csikszentmihalyi
(1996) suggests that modifying environmental factors is more effective in fostering
creativity than attempting to teach individuals to think creatively.

Proactive employees, supported by a conducive environment, can leverage
their unique traits and cognitive abilities to deliver innovative performance. The
integration of social, organizational, and individual dimensions in creativity
conceptualization ensures a comprehensive understanding of its role in driving

innovation and competitiveness in modern organizations.

3. Antecedents and Consequences

The antecedents of employee creativity are deeply rooted in individual traits,
organizational culture, leadership styles, and socio-environmental factors. At the
individual level, intrinsic motivation, being open to new things and taking action are
crucial drivers of creativity (Amabile, 1996; Seibert, Kraimer, & Crant, 2001).

Employees who are naturally curious and willing to take risks become
creative when thinking about new things. Similarly, cognitive flexibility and the
ability to adapt to new circumstances further enhance their creative potential (Shalley
& Gilson, 2004).

From an organizational perspective, an atmosphere that encourages
intellectual and emotional engagement is essential for creativity. Leaders play a
significant role in shaping this environment. EL, for instance, has been identified as a
critical enabler of creative performance. By providing autonomy, trust, and the
necessary resources, empowering leaders create conditions that encourage employees
to demonstrate initiative, creativity, and pride in their job (Amundsen & Martinsen,
2014; Ahearne, Mathieu & Rapp, 2005). On the other hand, organizational structures

that emphasize excessive control and rigidity can stifle creativity, making it
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imperative for managers to adopt strategies that embrace flexibility and
experimentation (Bousinakis & Halkos, 2021).

Collaboration among employees is another key antecedent. While individual
creativity is important, group interactions often amplify creative efforts by bringing
together diverse perspectives and expertise. However, this requires careful
management to prevent interpersonal conflicts and ensure that collaboration
enhances rather than hinders creativity (Montuori & Purser, 1999; Hon & Chan,
2013). The influence of social and interpersonal factors, such as support from
coworkers and constructive feedback, also plays a vital role in encouraging
employees to explore and implement creative ideas (Scott & Bruce, 1994; Amabile
& Gryskiewicz, 1989).

The consequences of employee creativity extend far beyond individual
performance. At the organizational level, creativity drives innovation, enabling
companies to adapt to changing markets, develop new products and services, and
gain a competitive edge (Madjar, 2005). Creative employees contribute to problem-
solving and decision-making processes, often providing solutions that enhance
efficiency and effectiveness. Additionally, organizations with high levels of
employee creativity are better equipped to navigate uncertainty and respond to
emerging challenges (Csikszentmihalyi, 1996; Amabile et al., 1996).

On a personal level, creativity enhances job satisfaction and reduces
monotony, as employees get the feeling of success and engagement in their work
(Halkos & Boussinakis, 2010). Empowering employees to think creatively also
alleviates "bad stress" by granting them autonomy while promoting "good stress,"
which fosters focus and productivity (Halkos & Boussinakis, 2012). Furthermore,
creativity strengthens employees’ self-efficacy, motivating them to take on
challenges and contribute more meaningfully to organizational success (Tierney &
Farmer, 2011).

In summary, the antecedents of EC—ranging from individual traits to
organizational support—create the foundation for innovation and adaptability. The
resulting consequences benefit not only the organization but also the employees
themselves, making creativity a critical focus area for sustainable growth and

SUCCESS.
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4. Studies in the Field

Extensive research has explored the role of employee creativity in
organizational success, highlighting its importance for innovation, competitiveness,
and adaptability. Amabile (1996) posits that the componential model of creativity has
three fundamental elements: domain-specific skills, creativity-related talents, and
intrinsic drive. These components work together to form the foundation for creative
performance, enabling employees to generate innovative solutions and approaches.
This model has been instrumental in shaping subsequent research on employee
creativity, providing a comprehensive framework for understanding its drivers and

outcomes.

A leader's responsibility may encourage creativity was thoroughly and
extensively researched with empowering leadership emerging as a critical enabler.
Leaders who grant employees autonomy and encourage self-efficacy have been
found to enhance creative outputs (Amundsen & Martinsen, 2014; Ahearne, Mathieu
& Rapp, 2005). Xue, Bradley, and Liang (2011) argue that leaders with strong work
management skills who build employees’ confidence and capabilities contribute
significantly to innovative performance. However, Roellyanti (2015) cautions that
the link between empowering leadership and creativity may vary depending on the

organizational context and the individual characteristics of employees.

Research has also emphasized the collaborative nature of creativity. Montuori
and Purser (1999) highlight that creativity often stems from group efforts rather than
individual endeavors. Collaboration allows employees to pool their knowledge and
skills, generating diverse and innovative ideas. However, studies also note the
potential challenges of collaboration, such as interpersonal conflicts and role
ambiguity, which can hinder creative processes (Hon & Chan, 2013; Hiilsheger &
Anderson, 2009). Thus, fostering a supportive and well-managed collaborative

environment is critical for maximizing creative outcomes.

Furthermore, there has been a lot of study on how interpersonal and societal
aspects affect creativity. Studies by Scott and Bruce (1994) and Amabile et al. (1996)
show that positive and inspiring actions from coworkers can motivate employees to
think creatively and produce innovative solutions. Additionally, supervisors who
provide constructive feedback and actively listen to employees’ ideas play a pivotal

role in fostering creativity (Sorriano de Alencar & Bruno-Faria, 1997). Andrews
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(1979) and Monge, Cozzens, and Contractor (1992) further emphasize the
importance of close colleagues as sources of moral support and feedback.

Environmental factors also play a critical role in shaping employee creativity.
Csikszentmihalyi (1996) argues that modifying environmental conditions is often
more effective in fostering creativity than attempting to change individuals' thinking
processes. Establishing a risk-taking and idea-exploring environment that is both safe
and helpful for workers can significantly enhance creativity (Halkos & Boussinakis,
2012).

Proactive behavior has been identified as another key driver of creativity.
Seibert, Kraimer, and Crant (2001) discovered that employees who engage in taking
the initiative to challenge norms and improve processes are more likely to engage in
innovative activities. These employees often introduce fresh perspectives and ideas,
contributing to the organization’s innovation and adaptability. However, as Heinzen
(1999) notes, there is still a lack of research on how outgoing personalities

specifically influence creativity in the workplace.

Overall, studies in the field give a thorough grasp of what drives staff to be
creative as well as how that innovation affects the success of the organization. By
integrating insights from leadership, collaboration, social dynamics, and
environmental influences, researchers offer valuable strategies for fostering a culture
of innovation. These findings underscore the importance of prioritizing creativity as
a core organizational value to ensure long-term growth and resilience in a

competitive business landscape.

5. Relations between EL and EC

Leadership plays a pivotal role in shaping the creativity and innovation of
employees, as it directly influences their ability to think critically, generate new
ideas, and implement them effectively. Extensive research highlights that effective
leadership is essential for the development and success of organizations (Ozaralls,
2015). Yukl (2006) defines leadership as the art of influencing and persuading people
to work toward shared objectives, where leaders guide followers using influence and
motivation to achieve organizational goals. This requires managers to facilitate the
activities of both individuals and teams, ensuring alignment with the overarching

vision.
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In the rapidly evolving corporate world, characterized by intense competition
and technological advancements, classical management theories are often inadequate
(Yukl, 2002). Modern organizations require leaders who can foster creativity and
innovation to maintain a competitive edge. Creativity involves the generation of
novel and beneficial ideas, while innovation refers to the practical application of
these ideas within an organization (Amabile, 1996). Leaders face the significant
challenge of encouraging originality and inspiring creativity at both the individual

and organizational levels (Ozarall1, 2015).

On a personal level, creativity is influenced by cognitive skills, professional
expertise, personality traits, and intrinsic motivation (Ozger, 2005). Group and
organizational factors, such as task structure, autonomy, communication among team
members, and leadership styles, also play critical roles in fostering creativity
(Mumford et al., 2002; Eren & Giindiiz, 2002). A supportive organizational culture,
flexible structures, and HRM strategies designed to nurture creativity further enhance
the innovative capabilities of employees. Leaders who model creative behavior and
provide resources for idea generation significantly contribute to a workplace that

thrives on innovation.

Research consistently demonstrates a strong correlation between creative
leadership traits and increased innovation. Employees tend to exhibit higher levels of
creativity under democratic, participative, and thoughtful leadership styles (Hage &
Dewar, 1973). Redmond, Mumford, and Teach (1993) found that when leaders
promoted collaborative problem-solving and instilled self-efficacy in their
subordinates, employee creativity improved significantly. Similarly, Scott and Bruce
(1994) revealed that an innovation-supportive environment fostered by effective

communication between leaders and employees leads to higher levels of creativity.

Empowering leadership has gained prominence as a leadership style that
enhances employee creativity by granting autonomy, promoting collaboration, and
inspiring self-management (Bennis & Townsend, 1997). Arnold et al. (2000) outline
five critical behaviors of empowering leaders: teaching, clear communication,
providing guidance by example, encouraging collaboration, and enabling
participative decision-making. These behaviors create a supportive environment
where employees feel valued, motivated, and capable of contributing, and capable of
contributing creatively.
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Zhang and Bartol (2010) proposed three mediating factors that explain the
relationship between empowering leadership and employee creativity: psychological
empowerment, self-motivation, and creative performance. Leaders who empower
their teams instill a sense of confidence and autonomy, enabling employees to
approach their tasks with greater creativity and initiative. These empowered
behaviors align closely with organizational drivers of creativity and highlighting the

need of leadership in encouraging a mindset of constant growth and flexibility.

In summary, empowering leadership may influence employee creativity by
creating an environment that supports innovation, encourages autonomy, and
nurtures self-efficacy. This relationship underscores the importance of leadership
behaviors that inspire and enable employees to think creatively, ultimately
contributing to organizational success in a competitive and dynamic business

landscape.

6. Relations between EC and Performance

Employee creativity is closely linked to enhanced performance in the
workplace, as innovative thinking often drives efficiency and effectiveness. Studies
show a beneficial connection between staff innovation and productivity, with
creativity contributing to better overall work outcomes (Gong, Huang, & Farh,
2009).

Creativity in the workplace may show in several ways. Employees may
develop new methods to complete activities or build goods and services that more
efficiently address client needs (Zhou, 1998; Zhou & Shalley, 2003). These
innovations not only enhance the quality of output but also address organizational
challenges in unique and effective ways. Creativity may also manifest in the form of
improved efficiency, such as accomplishing tasks with fewer resources or
implementing streamlined procedures and processes that save time and effort (Gong,
Huang, & Farh, 2009).

Such creative endeavors have a compounding effect. When one employee
introduces a novel and useful idea, it can inspire colleagues to adopt and expand on
that concept, driving innovation across the organization (Shalley et al., 2004). By
fostering a culture that values creativity, organizations can inspire employees to

experiment with new ideas, ultimately boosting individual and collective
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productivity. This dynamic highlights the significant role creativity plays in driving

performance and achieving organizational success.

D. Hypotheses

As a result of the connections, we have obtained from the literature review
and the relationships between the variables, the following hypotheses have been
developed:

Hypotheses-1: Empowering leadership has a positive effect on employee

performance.

Hypotheses-2: Empowering leadership has a positive effect on employee

creativity.

Hypotheses-3: Employee creativity has a positive effect on employee

performance.

Hypotheses-4: Employee creativity has a mediating role in the effect of
empowering leadership on employee performance.

Based on the hypotheses, the research model is illustrated in Figure 1.

Employee
Creativitv
H3
y' \
Empowering H4 Employee
Leadership —> Performance
H1l

Figure 1 Research model.
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. METHOD

In this section, the research method is explained, including the population and

sample characteristics, data collection procedures, and other relevant aspects.

A. Population and Sample

Table 1 provides a summary of the participants' demographic information,
including their gender, age, level of education, and years of work experience. To
make sense of the study's findings and determine how applicable they are to other

groups, it's crucial to have a firm grasp of this demographic profile.

This study focuses on employees in the construction materials sector in
Jeddah, Saudi Arabia. While specific 2024 employment data for Jeddah are
unavailable, national statistics indicate that the construction sector employed about
3.40 million workers across the Kingdom in early 2025 (datasaudi.sa). Given
Jeddah’s role as a major construction hub, this figure offers a useful context for the
city’s sector size and importance. To ensure the sample was representative, the
adequacy of its size was evaluated following the principles of Terzis and
Economides (2011). These authors suggest that the minimum sample size should be
at least ten times the number of items in the most complex construct or ten times the
number of the largest independent variables influencing the dependent variable
(Chin, 1998). In this study, there were 28 measurement items, meaning at least 280
participants were required. With 282 valid responses, the sample met and slightly
exceeded the recommended threshold, ensuring the robustness of the statistical

analyses conducted.
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Table 1 Demographic Information

DEMOGRAPHIC Count
GENDER Male 174
Female 108
AGE Under 30 65
30-39 71
40-49 119
Above 50 27
EDUCATIONAL Diploma 32
QUALIFICATIONS Bachelor’s Degree 146
Master’s 78
Phd 26
WORKING EXPERIENCE 1-5 years 62
6-10 years 78
11-15 years 112
Over 15 years 30

The sample consists of 282 employees working in the building materials
sector in the Kingdom of Saudi Arabia, Jeddah. The employees include department
managers, board members, and other company employees. The study was conducted
in several companies to ensure the quality of the study.

The study was primarily composed of male participants, with 61.7% (174
participants) identifying as such. The sample was composed of 108 participants, with

38.3% of them being female.

The study's findings may be influenced by the male-dominated sample,
particularly if gender-specific perspectives or roles are pertinent to the research

context, as evidenced by this gender distribution.

This demographic analysis offers crucial insights into the sample's
composition. Given the prevalence of middle-aged individuals and male participants,
it is possible that the results are predominantly indicative of the experiences and
perspectives of these demographics. The educational profile also emphasizes a well-
educated sample that is capable of providing pertinent and informed responses.
Furthermore, the study is able to incorporate the perspectives of both seasoned
experts and early-career professionals due to the diverse landscape of working
experience. In addition to providing valuable context for the interpretation of the
study's findings, this demographic profile also evaluates their generalizability across

various population segments.
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B. Data Collection Instruments

The study is a quantitative and conducted through a questionnaire survey that
contains 4 sections. The first section is demographic, and the second, third and final
sections are related to Empowering leadership, Employee performance and
Employee creativity. The items are rated on a 5-point Likert scale (1: Strongly
Disagree, 2: Disagree, 3: Netural , 4: Agree, 5: Strongly Agree).

1. Empowering Leadership Scale

Empowering leadership scale consists of 10 items. It is rated on a 5-point
Likert scale (1: Strongly Disagree, 2: Disagree, 3: Netural , 4: Agree, 5: Strongly
Agree). The scale was created by Essa and Alattari (2019). According to Essa and
Alattari (2019), the original scale of Empowering Leadership reported a Cronbach’s
Alpha is 0.78.

2. Employee Performance Scale

Employee Performance scale consists of 5 items. The scale was created by
Ximenes et.al. (2019). According to Ximenes et.al. (2019), the original scale of

Employee performance reported (a) is 0.939.

3. Employee Creativity Scale

The Employee Creativity scale includes 13 items and was developed by
Ximenes et al. (2019). Reported a Cronbach's alpha of 0.951 for the original scale.

C. Validity and Reliability

Table 2 demonstrates the internal consistency of the employed scales. The
quantity of items for each variable and the overall sample size (N = 282) are also
provided. These values indicate satisfactory dependability for all variables, validating

their application in the analysis.
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Table 2 Cronbach's Alpha Values for the Study Variables

Variable Cronbach's Alpha Number of Items N
Empowering 0.755 10

Leadership

Employee Performance 0.72 5

Employee Creativity 0.763 13 282

1. Empowering Leadership: Cronbach’s Alpha shows that there is satisfactory
internal consistency with a score of 0.755. This provides more evidence that the
measures used to measure empowering leadership are valid and trustworthy (George
& Mallery, 2000).

2. Employee Performance: The items have considerable internal consistency,
as indicated by the appropriate Cronbach's Alpha value of 0.72. For preliminary
studies, this level is acceptable (Nunnally, 1978).

3. Employee Creativity: The scale demonstrated satisfactory internal
consistency with a Cronbach's Alpha value of 0.763 indicating its reliability as a
measure of creativity in this study (Field, 2013).

Table 3 displays the KMO value for sample adequacy and Bartlett's Test of
Sphericity, which ascertains the suitability of the data for factor analysis.

Table 3 KMO Values for scales

Scales KMO Approx. Chi-  df Sig.
Square

EL 0.773 543.565 45 <0.001

EP 0.722 283.029 10 <0.001

EC 0.764 683.042 78 <0.001

The Table 3 shows the results of the KMO and Bartlett test to assess the
suitability of the data for factor analysis:

KMO Values:

EL (0.773): indicates good sample sufficiency for factor analysis. Kaiser
(1974) posits that values ranging from 0.7 to 0.8 are deemed good.
EP (0.722): Indicates satisfactory sample adequacy, appropriate for factor analysis.
EC (0.764): illustrates strong suitability for factor analysis

Bartlett test (Sig. < 0.001): proves that there are significant associations

between scales, making factor analysis appropriate.
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The Table 4 presented shows the results of the Exploratory Factor Analysis
(EFA) for the Empowering Leadership (EL) scale

Table 4 Factor Analysis for EL Scale.

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative Total % of Cumulative
Variance % Variance %
1 3.145 31.454 31.454 3.145 31.454 31.454
2 1.374 13.738 45.192 1.374 13.738 45.192
3 1.157 11.569 56.761 1.157 11.569 56.761
(CONT)

Component Rotation Sums of Squared Loadings

Total % of Variance Cumulative %
1 2.004 20.036 20.036
2 1.859 18.594 38.630
3 1.813 18.131 56.761

Three components were extracted with eigenvalues greater than 1, explaining
a cumulative variance of 56.76%, which is considered acceptable in social sciences.

Table 5 shows the correlation between each item and the extracted

components

Table 5 Factor Loadings for EL Scale

Items Component
1 2 3
1 .807
2 .710
3 .706
4 503 403
5 733
6 713
7 599
8 77
9 713
10 .652

Loadings above 0.4 are acceptable; above 0.7 are considered strong.
e Clear groupings were found:
o Component 1: Focuses on power sharing and delegation by items, 1-3.
o Component 2: Reflects participative decision-making, items 4-7.
o Component 3: Involves self-management and responsibility
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by items 8-10.

e These results confirm the construct validity of the EL scale and highlight its

multidimensional nature.

Although the factor analysis results revealed a three-dimensional structure for
the Empowering Leadership (EL) scale covering power sharing and delegation
(items 1-3), participative decision-making (items 4-7), and self-management and
responsibility (items 8-10) the original scale was conceptualized and validated as a
single-dimension construct. To ensure consistency with prior research and maintain
comparability with existing studies, this research followed the original structure and
treated the EL scale as one overall factor in subsequent analyses. This approach also
aligns with the primary aim of the study, which was to examine the general effect of
empowering leadership on employee outcomes, rather than analyzing each

subdimension separately.

Table 6 Factor Analysis for EP Scale

Total Variance Explained

Component Initial Eigenvalues Extraction Sums of Squared
Loadings
Total % of Cumulative Total % of Cumulative
Variance % Variance %
1 2.372 47.441 47.441 2.372 47.441 47.441

Since only one component had an eigenvalue greater than 1, only that
component was retained. This supports the construct validity and internal consistency

of the EP scale, confirming that all items measure a single underlying factor.

Table 7 Factor Loadings for EP Scale

Items Component

1

.780
.768
.661
.627
.586

O b owpN -

The factor analysis extracted a single component, indicating a unidimensional
construct for Employee Performance. All items loaded significantly (above 0.5),
confirming the internal consistency of the scale. The high loadings support the
construct validity of the EP scale and confirm that all items measure a single

underlying factor related to performance
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Table 8 Factor Analysis for EC Scale

Component Initial Eigenvalues Extraction Sums of
Squared Loadings
Total % of Cumulative  Total % of
Variance % Variance
1 3.438 26.448 26.448 3.438 26.448
2 1.643 12.638 39.086 1.643 12.638
3 1.090 8.381 47.467 1.090 8.381
4 1.053 8.096 55.563 1.053 8.096
(CONT)
Component Extraction Rotation Sums of Squared Loadings
Sums of
Squared
Loadings
Cumulative % Total % of Variance Cumulative %
1 26.448 2.064 15.880 15.880
2 39.086 1.995 15.343 31.223
3 47.467 1.788 13.751 44.973
4 55.563 1.377 10.590 55.563

The results of the factor analysis indicate that the EC scale has a
multidimensional structure, as four components with eigenvalues greater than 1 were
extracted. This suggests that employee creativity, as measured in this study,

encompasses multiple dimensions rather than a single unified construct.

Table 9 Factor Loadings for EC Scale

ITEMS Component
1 2 3 4
1 .807
2 767
3 618
4 481
5 .788
6 722
7 .680
8 .816
9 724
10 489 523
11 .389
12 748
13 715

The factor loadings show how strongly each item relates to its underlying
component. Loadings above 0.4 are acceptable, and values above 0.7 indicate strong

association. The EC scale revealed four sub-dimensions, confirming its
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multidimensional structure. Although Item 11 had a factor loading of 0.389 on
Component 4, which is below the 0.40 threshold, it was retained to preserve

consistency with the one-dimensional structure of the original scale.

Based on the original work by Essa and Alattari (2019), the Empowering
Leadership Scale was designed as a one-dimensional construct consisting of 10 items
(p. 430). While my exploratory factor analysis identified a three-factor structure, I
chose to follow the original conceptualization and treat it as a single factor to stay

aligned with the authors’ intent.

The same approach was applied to the Employee Creativity Scale. Although
the factor analysis in this study suggested a four-factor model, the original source
(Figure 1, p. 7) clearly describes it as a one-dimensional scale with 13 items. To
remain consistent with the validated structure, it was used as a single factor in the

analysis.

As for the Employee Performance Scale, the original article also presents it as
a one-dimensional, five-item scale (Figure 1, p. 7). My results supported this

structure, confirming a single-factor solution that was retained in the study.

In summary, even though the factor analysis indicated potential
multidimensionality, | followed the original designs of the scales. This decision was
made to ensure conceptual consistency and to respect the structure proposed by the

scale developers.

D. Data Collection Procedure

To collect data, | agreed with several companies in the building materials
sector. | benefited greatly from companies managers in Jeddah, Saudi Arabia. Upon
agreement, | met with the company owners, and they gave me approval to publish
the questionnaire and conduct it on the employees. On October 17, 2024, | published
the questionnaire to 300 employees as a Google forms online and on December 1,
2024, 1 was able to collect 282 responses, which constituted the number required to
conduct the research. Then | began the data analysis phase through the SPSS

program.
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E. Data Analysis Strategy

The research employed various statistical analyses to guarantee the validity
and reliability of the results. Kurtosis and skewness analyses were conducted to
verify the normality of data distribution, hence confirming compliance with the
assumptions of parametric tests. The reliability was evaluated using Cronbach’s
Alpha, which validated the internal consistency of the measurement scales, with all
values surpassing the acceptable threshold of 0.7. Hypotheses were evaluated by
linear regression analysis, yielding significant connections among the variables (P <
0.001 for all hypotheses). The results' validity is corroborated by their consistency
with theoretical assumptions and the application of stringent statistical methods
(Field, 2013).
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IV. FINDINGS

The Findings section delineates data analysis, including Skewness and
Kurtosis, linear regression results for each hypothesis, and a summary of hypothesis
evaluations, highlighting statistical significance and support.

A. Skewness and Kurtosis.

Table 10 shows descriptive statistics, encompassing skewness and kurtosis,
for the variables Empowering Leadership (EL), Employee Performance (EP), and
Employee Creativity (EC). Skewness numbers reflect the extent of asymmetry in the
data distribution, whereas kurtosis values signify the sharpness of the data's peak.
The metrics and their standard errors validate the normal distribution of the data,

affirming their appropriateness for subsequent statistical investigation.

Table 10 Descriptive Statistics of the Scales

Variable N Min Max Mean Sd Skewness  Se Kurtosis Se

EL 282 2.00 5.00 3.5248 0.64765 -0.106 0.145 -0.232 0.289
EP 282 1.00 5.00 3.7759 0.74087 -0.850 0.145 1.605 0.289
EC 282 1.00 5.00 3.7561 0.56723 -0.506 0.145 1.802 0.289

1. Empowering Leadership (EL): A mean score of 3.5248 signifies a
moderate perception of empowering leadership. The standard deviation of 0.64765
indicates moderate variability in the replies. A skewness score of -0.106 signifies a
distribution that is virtually symmetric, whilst a kurtosis value of -0.232 shows a
distribution that is flatter than typical. (George & Mallery, 2000; Kline, 2023).

2. Employee Performance (EP): The mean score of 3.7759 indicates a
moderately elevated degree of employee performance. A standard deviation of
0.74087 signifies substantial variability. A skewness value of -0.850 indicates a
leftward skew, with answers concentrated towards higher values. A kurtosis score of
1.605 signifies a higher peaked distribution. George and Mallery (2000); Field
(2013).
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3. Employee Creativity: The average score of 3.7561 indicates a considerably
elevated level of employee creativity. A standard deviation of 0.56723 indicates
reduced variability relative to the other variables. A skewness of -0.506 signifies a
minor leftward skew, whilst a kurtosis of 1.802 denotes a more pronounced peak in
the distribution. (Field, 2013; Kline, 2023).

B. Data Analysis

1. Analyses Regarding Testing of Hypotheses-1

The Correlations Table 11 illustrates the correlations among variables.
Positive values signify affirmative relationships, whereas negative values denote

inverse relationships.

Table 11 Correlation

Pearson EMPLOYEE_PERFORMANCE EMPOWERING_ LEADERSHIP
Correlation

EP 1.000 .598

EL .598 1.000

Sig. (1-tailed) . .000

N 282 282

The Pearson Correlation coefficient between Employee Performance and
Empowering Leadership is 0.598, signifying a moderately significant positive
correlation. The correlation is significant at the p <0.001 level, indicating that the
positive link is improbable to be a result of chance. Evidence suggests that elevated
levels of empowering leadership correlate with enhanced employee performance.

The Model Summary Table 12 evaluates the regression model's fit. It includes
R, R Square, Adjusted R Square, and Std. Error of the Estimate.

Table 12 Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 0.598 0.358 0.355 0.59486

The correlation coefficient, R= 0.598, corresponds with the correlation Table,
validating the association between the variables. R Square= 0.358: Empowering
leadership accounts for approximately 35.8% of the variance in employee
performance. Adjusted R Square= 0.355: This metric accounts for sample size and

predictors, enhancing the model's explanatory capacity. The Standard Error of the
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Estimate is 0.59486, signifying a reasonably minor error and reflecting accurate
predictions. The regression model adequately fits the data and substantiates the
notion that empowered leadership accounts for a substantial percentage of the

variability in employee performance.

The ANOVA Table 13 tests the regression model's overall significance. It
includes Sum of Squares, Degrees of Freedom (df), Mean Square, F-statistic, and

Significance.

Table 13 Anova

Source Sum of df Mean F Sig.
Squares Square

Regression 55.156 1 55.156 155.870 <0.001

Residual 99.080 280 0.354

Total 154.236 281

F= 155.870 with 1 and 280 degrees of freedom. Significance (p< 0.001): The
model has statistical significance, indicating that empowered leadership is a
substantial predictor of employee success. The regression model is resilient and

statistically dependable.

The Coefficients Table 14 provides details about the predictors in the
regression model, including Unstandardized and Standardized Coefficients, t-

statistic, and significance.

Table 14 Coefficients

Predictor Unstandardized Std. t Sig.
Coefficients Error
(B)
(Constant) 1.365 0.196 9.154 <0.001
EMPOWERING _LEADERSHIP 0.684 0.055 12.485 <0.001

Unstandardized Coefficient (B)= 0.608: A one-unit improvement in
empowering leadership results in a 0.684 unit increase in employee performance. t
equals 12.485: The substantial t-value signifies that the link is highly significant.
Significance (p< 0.001): The association is statistically significant. Empowering
leadership has a positive and significant effect on employee performance.

Figure 2. The scatterplot depicts the relationship between empowering
leadership and employee performance. The points are relatively spread around the

zero line, suggesting that the residuals are randomly distributed. This indicates that
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the regression model well represents the data, corroborating the premise that
empowered leadership positively influences employee performance.

Scatterplot
Dependent Variable: EMPLOYEE_PERFORMANCE
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Figure 2 Scatterplot H1
-Conclusion

The findings from all tables robustly corroborate the premise that
"Empowering leadership positively influences employee performance.” The
affirmative correlation, substantial regression outcomes, and pertinent coefficients

validate this link.

2. Analyses Regarding Testing of Hypotheses-2

The Correlations Table 15 illustrates the correlations among variables.
Positive values signify affirmative relationships, whereas negative values denote

inverse relationships.

Table 15 Correlation

Pearson EMPLOYEE_CREATIVITY EMPOWERING LEADERSHIP
Correlation

EC 1.000 401

EL 401 1.000

Sig. (1-tailed) . .000

N 282 282

The Pearson Correlation coefficient between Employee Creativity and
Empowering Leadership is 0.401, signifying a moderate positive correlation. The
association is statistically significant (p<0.001), indicating that elevated levels of

empowering leadership correlate with enhanced employee creativity.
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The Model Summary Table 16 evaluates the regression model's fit. It includes
R, R Square, Adjusted R Square, and Std. Error of the Estimate.

Table 16 Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 401 .160 157 52066

The R value (0.401) signifies a moderate positive link between empowering
leadership and employee innovation. The R Square value (0.160) indicates that 16%
of the variance in employee creativity is attributable to enabling leadership. The
adjusted R Square score (0.157) accounts for sample size and predictors, hence

enhancing the model's dependability.

The ANOVA Table 17 evaluates the overall statistical significance of the
regression model. A substantial outcome signifies that the independent variable is a

significant predictor of the dependent variable.

Table 17 Anova

Source Sum of df Mean F Sig.
Squares Square

Regression 14.509 1 14.509 53.520 <0.001

Residual 75.904 280 271

Total 90.413 281

The F-statistic (53.520) is very significant (p< 0.001), demonstrating that the
regression model is statistically relevant. This supports the premise that empowering

leadership forecasts staff inventiveness.

The Coefficients Table 18 elucidates the impact of the independent variable
(empowering leadership) on the dependent variable (employee creativity).
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Table 18 Coefficients

Predictor Unstandardized Std. t Sig.
Coefficients Error
(B)
(Constant) 2.519 172 14.660 <0.001
EMPOWERING _LEADERSHIP .351 .048 7.316 <0.001

The unstandardized coefficient (B= 0.351) signifies that for each one-unit
augmentation in empowering leadership, employee creativity escalates by 0.351
units. The t-value (7.316) and significance level (p < 0.001) indicate that this effect is
statistically significant.

Figure 3. The scatterplot illustrates the correlation between empowering
leadership and employee creativity. The residuals vary evenly around the zero line,
indicating that the regression model adequately fits the data. This substantiates the
premise that empowered leadership enhances employee creativity.
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Figure 3 Scatterplot H2
-Conclusion

The findings from all tables robustly corroborate the hypothesis that
Empowering leadership positively influences employee creativity. The positive
association, significant regression outcomes, and substantial coefficients affirm that
empowering leadership significantly contributes to the enhancement of employee

creativity.

3. Analyses Regarding Testing of Hypotheses-3

The Correlations Table 19 illustrates the correlations among variables.

Positive values signify affirmative relationships, whereas negative values denote
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inverse relationships.

Table 19 Correlation

Pearson Correlation EMPLOYEE_PERFORM  EMPLOYEE_CREATI
ANCE VITY

EMPLOYEE_PERFORM  1.000 375

ANCE

EMPLOYEE_CREATIVIT .375 1.000

Y

Sig. (1-tailed) . .000

N 282 282

The Pearson Correlation coefficient between employee performance and
employee creativity is 0.375, signifying a moderate positive correlation. This
relationship is statistically significant (p< 0.001), indicating that elevated employee

creativity correlates with enhanced employee performance.

The Model Summary Table 20 evaluates the regression model's fit. It includes
R, R Square, Adjusted R Square, and Std. Error of the Estimate.

Table 20 Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 375 141 138 .68796

The R value of 0.375, the analysis shows a moderate positive link between
employee creativity and performance. The R Square of 0.141 reveals that creativity
accounts for 14.1% of the variance in performance, while the adjusted R-squared

(0.138) supports the robustness of the model.

The ANOVA Table 21 evaluates the overall statistical significance of the
regression model. A substantial outcome signifies that the independent variable is a

significant predictor of the dependent variable.

Table 21 Anova

Source Sum of df Mean F Sig
Squares Square

Regression 21.717 1 21.717 45.885 <0.001

Residual 132.519 280 473

Total 154.236 281

The F-statistic (45.885) is extremely significant (p< 0.001), signifying that
the regression model is statistically valid. This substantiates the premise that

employee creativity forecasts employee performance.
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The Coefficients Table 22 delineates the contribution of the independent
variable (employee creativity) to the dependent variable (employee performance).

Table 22 Coefficients

Predictor Unstandardized Std. Error t Sig.
Coefficients
(B)
(Constant) 1.935 275 7.041 <0.001
EMPLOYEE_CREATIVITY .490 072 6.774 <0.001

The unstandardized coefficient (B = 0.490) indicates that for every one-unit
increase in employee creativity, employee performance rises by 0.490 units.
Furthermore, the t-value (6.774) and the significance level (p < 0.001) confirm that

this relationship is statistically significant.

Figure 4. The scatterplot depicts the correlation between employee originality
and employee performance. The residuals are uniformly distributed around the zero
line, signifying that the regression model is well-fitted. This support the hypothesis

that employee creativity enhances employee performance.

Scatterplot
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-Conclusion

The findings from all tables robustly corroborate the premise that 'employee
creativity positively influences employee performance. The positive association,
significant regression outcomes, and substantial coefficients affirm that employee

creativity significantly contributes to improved employee performance.
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4. Analyses Regarding Testing of Hypotheses-4

The Correlations Table 23 illustrates the correlations among variables.
Positive values signify affirmative relationships, whereas negative values denote

inverse relationships.

Table 23 Correlation

EP EL EC
EP 1.000 598 375
EL 598 1.000 401
EC 375 401 1.000
Sig. : .000 .000
(1-
tailed)
N 282 282 282

The correlation Table 23 indicates substantial positive associations among the
variables. The correlation between Employee Performance and Empowering
Leadership is reasonably robust (r= 0.598, p< 0.001), suggesting that increased
empowering leadership correlates with enhanced employee performance. There
exists a moderate positive correlation between Employee Performance and Employee
Creativity (r= 0.375, p< 0.001), indicating that employees with greater creativity
typically exhibit superior performance. Ultimately, Empowering Leadership exhibits
a moderate correlation with Employee Creativity (r= 0.401, p< 0.001), indicating that
empowering leadership fosters employee creativity. The sample size (N= 282)
guarantees enough power, and all results are statistically significant (p< 0.001),
affirming the dependability of the findings.

The Model Summary Table 24 provides insights into the strength of the
regression models. It shows R, R Square, and Adjusted R Square values for models

before and after adding the mediator variable (Employee Creativity).

Table 24 Model Summary

Model R R Square  Adjusted  Std. Error R Square F Change
R Square  of the Change
Estimate
1 .598 .358 .355 .59486 .358 155.870
2 .616 .380 375 .58567 .022 9.860

The R Square value rises from 0.358 to 0.380 upon the inclusion of the
mediator (Employee Creativity), signifying that the mediator contributes to greater

variance in Employee Performance.
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The ANOVA Table 25 evaluates the significance of the regression models.
An elevated F value signifies that the model accounts for a statistically significant

portion of variance in the dependent variable.

Table 25 Anova

Model Source Sum of df Mean F Sig
Squares Square

1 Regression  55.156 1 55.156 155.870 <0.001

1 Residual 99.080 280 .354

1 Total 154.236 281

2 Regression  58.538 2 29.269 85.331 <0.001

2 Residual 95.698 279 .343

2 Total 154.236 281

The ANOVA Table assesses the significance of the regression models. In
Model 1, Empowering Leadership independently accounts for a substantial
percentage of the variance in Employee Performance (Sum of Squares= 55.156, F=
155.870, p< 0.001). The unexplained variance (Residual Sum of Squares) is 99.080,
suggesting potential for enhancement. In Model 2, incorporating Employee
Creativity as a mediator, the explained variance rises to 58.538, accompanied by an
elevated F value of 85.331 and a comparable significant level (p< 0.001). The
unexplained variance reduces to 95.698, indicating an enhancement in the model.
This illustrates that incorporating Employee Creativity improves the model's
explanatory capacity and validates its mediating function between Empowering

Leadership and Employee Performance.

The Coefficients Table 26 shows the effects of the predictors on the
dependent variable. It includes the unstandardized coefficients (B), their standard

errors, and significance levels.

Table 26 Coefficients

Model Predictor B Std. t Sig.
Error

1 Constant 1.365 196 6.950 .000

1 EMPOWERING_LEADERSHIP .684 .055 12.485 .000

2 Constant .833 257 3.240 .001

2 EMPOWERING_LEADERSHIP .610 .059 10.361 .000

2 EMPLOYEE_CREATIVITY 211 .067 3.140 .002

The Coefficients Table offers comprehensive insights into the influence of

predictors on Employee Performance. In Model 1, Empowering Leadership is a
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significant predictor of Employee Performance (B= 0.684, t= 12.485, p< 0.001),
demonstrating a robust and direct influence. In Model 2, the incorporation of
Employee Creativity as a mediator results in a minor reduction in the effect of
Empowering Leadership on Employee Performance (B= 0.610, t= 10.361, p< 0.001),
however the effect remains statistically significant. Furthermore, Employee
Creativity exerts a substantial positive influence on Employee Performance (B=
0.211, t= 3.140, p= 0.002). This indicates that Employee Creativity partially
mediates the relationship between Empowering Leadership and Employee

Performance, since the direct effect is diminished but not eliminated.

Figure 5. The scatterplot supports the hypothesis that employee creativity
mediates the relationship between empowering leadership and employee
performance. The residuals are uniformly distributed, and the points correspond with
the projected values, indicating that empowered leadership indirectly affects
employee performance via increased inventiveness. This indicates the strong

mediating role of creativity in the relationship.
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Figure 5 Scatterplot H4
-Conclusion

The analysis verifies that Empowering Leadership positively impacts
Employee Performance, and that Employee Creativity also exerts a strong beneficial
influence. The results of the mediation analysis indicate that Employee Creativity
partially mediates the association between Empowering Leadership and Employee
Performance. The incorporation of Employee Creativity into the model enhances

explained variation and diminishes the direct impact of Empowering Leadership,
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while yet retaining significance. Consequently, Hypothesis H4 is affirmed, validating

the mediating function of Employee Creativity

C. Hypotheses Evaluations

Table 27 summarizes the results of the hypotheses testing, indicating the

support for each hypotheses based on the statistical analysis outcomes.

Table 27 Summary of Hypotheses Testing Results

H1

H2

H3

H4

Empowering leadership has a positive effect on employee

performance

Empowering leadership has a positive effect on employee

creativity SUPPORTED
Employee creativity has a positive effect on employee

performance

Employee creativity has a mediating role in the effect of

empowering Leadership on employee performance
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V. DISCUSSION

The study, focusing on three main areas: the impact of EL on EP, the role of
creativity in improving performance, and the mediating function of creativity
between EL and EP. Accordingly, the study hypothesized that empowering
leadership positively affects both employee performance and creativity, that
creativity contributes to enhance performance, and that it serves as a mediating factor

in the relationship between EL and EP.

The findings correspond with previous studies indicating that empowered
leaders improve staff performance by fostering autonomy and trust. Empowering
leadership practices, including the delegation of decision-making authority and the
provision of developmental assistance, foster an environment in which people feel
valued and competent in achieving organizational objectives (Kirkman & Rosen,
1999; Zhang & Bartol, 2010). Within the construction materials business in Saudi
Arabia, empowering leadership has demonstrated efficacy in addressing industry-
specific difficulties, including resource limitations, stringent deadlines, and intense
rivalry (Audenaert & Decramer, 2018; Raub & Robert, 2010). Employees who
perceived trust and empowerment from their leaders demonstrated enhanced

dedication and productivity, crucial for organizational success in this dynamic field.

The mediating function of EC is a significant discovery, highlighting its
crucial role in converting leadership inputs into measurable performance results.
Empowering leaders cultivate creativity by promoting creativity and establishing a
psychologically safe workplace (Amabile, 1996; Spreitzer, 1995). This study found
that employees who viewed their leaders as empowering were more inclined to
suggest innovative solutions, improve operations, and adjust to market needs. The
mediating effect is especially pertinent in Saudi Arabia, where swift economic
diversification and infrastructure development necessitate continuous innovation. By
endorsing EC, firms may guarantee that their workforce remains adaptable and

competitive in response to changing market demands (Ximenes et al. 2019).

47



The clear correlation between EC and EP underscores the significance of
innovation as a catalyst for employee productivity and organizational achievement.
Innovative employees not only excel in problem-solving but also enhance
organizational learning and foster long-term growth (Oldham & Cummings, 1996;
Madjar, 2005). In the construction materials sector, innovation empowers personnel
to devise economical solutions, enhance resource efficiency, and elevate product
quality. These findings underscore the necessity for enterprises to prioritize EC
through the implementation of training programs, the promotion of collaboration,

and the acknowledgment of innovative contribution (Ximenes et al. 2019).

To compare my research with Nasir et al. (2022), Ongel et al. (2024), and
Ximenes et al. (2019). my research findings with Nasir et al. (2022), concentrating
on leadership styles, employee performance, and innovation. My research
investigates how empowering leadership improves employee performance by
utilizing employee creativity as a mediator, whereas Nasir et al. (2022) analyze the
impact of transformational leadership, organizational innovation, and stressors on
employee creativity and performance in Pakistani SMEs. My research underscores
that empowering leadership enhances employee autonomy and motivation, asserting
that “Empowering leaders grant their employees increased autonomy to make
decisions and develop professionally,” while Nasir et al. (2022) emphasize that
transformational leaders inspire employees to engage in innovative thinking and
confront challenges: “Transformational leaders motivate their subordinates to think
creatively and tackle challenges.” Methodologically, both studies utilize structural
equation modeling (SEM); however, my research includes a larger organizational
context, whereas Nasir et al. (2022) concentrate primarily on SMEs within Pakistan's
manufacturing sector. The principal findings are consistent, as both research
illustrate the significance of leadership styles in fostering innovation and enhancing
performance. My research distinctly identifies creativity as a mediating variable,
while Nasir et al. (2022) examine supplementary components, including the

divergent impacts of challenge and hindrance stressors on outcomes.

The distinctions highlight the distinct contributions of each study: my
research offers insights into psychological empowerment, while Nasir et al. (2022)
incorporate innovation and stresses, enhancing the comprehensive understanding of

leadership's influence on employee performance.
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The results of my research align with the study by Ongel et al. (2024), which
investigates the influence of digital leadership on individual creativity and staff
performance, emphasizing generational disparities. My research examines
empowering leadership as a driver for employee performance, mediated by employee
creativity, whereas Ongel et al. (2024) explore digital leadership, highlighting its
distinctive capacity to utilize digital resources and cultivate an innovative culture.
My research indicates that "EL offers employees with increased autonomy for
decision-making and professional development," while Ongel et al. (2024) assert that
digital leaders, by means of effective digital communication and a well-defined
digital vision, "foster an environment that cultivates and promotes employee
creativity." Methodologically, both studies utilize SEM; however, my research
encompasses a broader organizational environment, whereas Ongel et al. (2024)
concentrate primarily on the influence of generational cohorts inside the digital
workplace. The principal conclusions of both studies converge on the notion that
creativity mediates the relationship between leadership styles and performance;
nevertheless, my research highlights autonomy and empowerment as critical factors,
whereas Ongel et al. (2024) underscore digital proficiency and adaptability. These
discrepancies underscore how my research provides insights into psychological
empowerment, whereas Ongel et al. (2024) enhance the comprehension of
leadership's function within the framework of digital change and generational

diversity.

This study compares current research with that of Ximenes et al. (2019),
which examines the moderating influence of entrepreneurial leadership on the
relationship  between high-performance work systems (HPWS), employee
innovation, and employee performance. My research investigates the direct and
mediated impacts of empowering leadership on employee performance via creativity,
emphasizing that "Empowering leaders provide their employees with increased
autonomy to make decisions and develop professionally.” Ximenes et al. (2019)
identify HPWS as a crucial driver for creativity and performance, demonstrating that
“HPWS has a significant positive effect on employee creativity and employee
performance” (= 0.811, p<0.001). Both studies underscore the essential function of
creativity, with Ximenes et al. (2019) asserting that “employee -creativity

significantly mediates the relationship between HPWS and employee performance,”
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and my research confirming that “creative performance is highly contingent upon
flexibility, mindset, and creativity-relevant skills.” The studies differ in their
emphasis on leadership: my research emphasizes psychological empowerment and
autonomy as essential mechanisms for enhancing performance, whereas Ximenes et
al. (2019) underscore the innovative and proactive attributes of entrepreneurial
leadership as vital in moderating work system outcomes. This complementary
viewpoint enhances comprehension by integrating insights into the intrinsic
motivation of empowering leadership with the strategic alignment offered by
(HPWS) and entrepreneurial leadership, demonstrating several avenues for

improving employee creativity and performance.
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VI. CONCLUSION

This research aimed to explore the impact of EL on EP, with employee
creativity acting as a mediating variable. The results indicated that empowering
leadership markedly improves employee performance by promoting autonomy and
motivation. Furthermore, creativity emerged as a critical factor, enhancing
performance and mediating the connection between empowering leadership and
employee outcomes. The results indicate that leaders that promote initiative,
innovation, and autonomous decision-making foster cultures that improve creativity

and overall employee performance.

This study significantly contributes to the literature by investigating the
mediating role of creativity in the relationship between leadership and performance,
especially in organizational contexts facing heightened expectations for innovation.
The findings fill a gap in leadership research and offer pragmatic insights for firms
seeking to improve competitiveness and adaptability. Managers are advised to
implement empowering leadership strategies, promote creativity via training and

cooperation, and recognize unigue contributions to enhance organizational results.

This study highlights the significance of enabling leadership and creativity,
hence facilitating future research to investigate other variables and settings, which
will enhance the comprehension of leadership, innovation, and performance

dynamics.

Although the study provides substantial insights, it is not devoid of
limitations: First, Geographic Scope: Concentrating on Saudi Arabia may restrict the
applicability of findings to other areas. Second, Industry-Specific Focus: The
construction materials industry possesses distinct characteristics that may not be
applicable to other businesses. The dependence on a cross-sectional survey
constrains the capacity to determine causal links. Future research may rectify these
limitations by broadening the geographic scope to encompass additional regions.
Investigating the relevance of findings across various sectors. Executing longitudinal

research to investigate the enduring impacts of empowering leadership and
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innovation on performance.

52



VIlI. REFERENCES

BOOKS

AMABILE, T. M. (1988). A model of creativity and innovation in organizations.
In B. M. Staw & L. L. Cummings (Eds.), Research in Organizational
Behavior (Vol. 10, pp. 123-167). Greenwich, CT: JAI Press.

BAKKER, A. B., & DEMEROUT]I, E. (2014). Job demands-resources theory. In
P. Y. Chen & C. L. Cooper (Eds.), Work and Wellbeing: A Complete
Reference Guide (Vol. 11, pp. 1-28). John Wiley & Sons.

BANDURA, A. (1986). Social Foundations of Thought and Action: A Social
Cognitive Theory. Englewood Cliffs, NJ: Prentice Hall.

BANDURA, A. (1997). Self-efficacy: The exercise of control. New York, NY:
W.H. Freeman.

BENNIS, W. G., & TOWNSEND, R. (1997). Reinventing leadership: Strategies

to empower the organization. New York, NY: Morrow/Avon.

CHIN, W. W. (1998). The partial least squares approach to structural equation
Modeling. In G. A. Marcoulides (Ed.), Modern Business research
Methods (pp. 295-336). Mahwah, NJ: Lawrence Erlbaum Associates.

CSIKSZENTMIHALYT, M. (1990). The domain of creativity. In M. A. Runco &
R. S. Albert (Eds.), Theories of creativity (pp. 190-212). Sage
Publications.

FEIN, M. (1976). Motivation for work. In R. Dubin (Ed.), Handbook of work,
organization, and society (pp. 465-530). Chicago: Rand McNally.

FIELD, A. (2013). Discovering statistics using IBM SPSS statistics. Sage
Publications.

HEINZEN, T. E. (1999). Proactive creativity. In M. A. Runco & S. R. Pritzker
(Eds.), Encyclopedia of Creativity (Vol. 1, pp. 429-434). New York,

53



NY: Academic Press.

KANTER, R. M. (1983). The change masters: Innovation for productivity in the

American corporation. Simon & Schuster.

KINICKI, A., & KREITNER, R. (2007). Organizational behavior. New York, NY:
McGraw-Hill.

KLINE, R. B. (2023). Principles and practice of structural equation modeling.

Guilford Publications.

LANDY, F. W. (1985). The psychology of work behavior (3rd ed.). Homewood,
IL: Dorsey Press.

LAWLER, E. E. (1993). Creating the high-involvement organization. In Organizing
for the Future: The New Logic for Managing Complex
Organizations (pp. 172-193). Jossey-Bass.

LOCKE, E. A., & LATHAM, G. P. (1990). A theory of goal setting and task
performance. Prentice Hall.

MALLERY, P., & GEORGE, D. (2000). SPSS for Windows step by step: A

simple guide and reference. Allyn & Bacon, Inc.

MANGKUNEGARA, ANWAR PRABU. 2009. Evaluasi Kinerja Sumber Daya
Manusia. Bandung: Penerbit Refika Aditama.

MONTUORI, A., & PURSER, R. E. (1999). Introduction. In A. Montuori & R.
Purser (Eds.), Social creativity (Vol. 1, pp. 1-45). Cresskill, NJ:
Hampton Press.

NONAKA, I., & TAKEUCHI, H. (1995). The knowledge-creating company. New
York, NY: Oxford University Press.

NUNNALLY, J. C. (1978). Psychometric theory (2nd ed.). McGraw-Hill.

OZCER, A. (2005). Yonetimde yaraticillik ve yenilikcilik. Rota Yayinlari, 1. Baski,
Istanbul.

PELZ, D. C., & ANDREWS, F. M. (1966). Scientists in organizations. New York:
John Wiley & Sons.

PFEFFER, J. (1994). Competitive advantage through people. Harvard Business
School Press, Boston, MA.

54



PRAWIROSENTONO, S. (2000). Manajemen Operasi-Analisis dan Studi Kasus
(2nd ed.). Jakarta: Bumi Aksara.

SPECTOR, P. E. (1997). Job satisfaction: Application, assessment, causes, and

consequences (Vol. 3). Sage.

SUTRISNO, E. (2009). Manajemen Sumber Daya Manusia (Edisi pertama).
Jakarta: Kencana Prenada Media Group.

TANNENBAUM, A. S. (1986). Back to basics: Beyond perception. In R. N. Stern
& S. McCarthy (Eds.), International yearbook of organizational
democracy for the study of participation, co-operation and power:
Volume 111, The organizational practice of democracy (pp. 323-331).
New York: John Wiley.

YUKL, G. (2002). Leadership in Organizations (5th ed.). Prentice Hall Inc., New

Jersey.

YUKL, G. (2006). Leadership in Organizations (6th ed.). Pearson-Prentice Hall,
Upper Saddle River, NJ.

ZHOU, J.,, & SHALLEY, C. E. (2003). Research on employee creativity: A
critical review and directions for future research. In J. Martocchio
(Ed.), Research in Personnel and Human Resources Management
(Vol. 22, pp. 165-217). Elsevier Science Ltd.

ARTICLES

ABBAS, Q., & YAQOOB, S. (2009). Effect of leadership development on
employee performance in Pakistan. Pakistan Economic and Social
Review, 47(2), 269-292.

ABUN, D., LUCAS, M. O., MAGALLANES, T., ENCARNATION, M. J., &
FLORES, N. (2021). Empowering leadership of the heads as perceived
by the employees and employees' job satisfaction. Technium Social
Sciences Journal, 17, 398412,

AHEARNE, M., MATHIEU, J.,, & RAPP, A. (2005). To empower or not to

empower your sales force? An empirical examination of the influence of

55



leadership empowerment behavior on customer satisfaction and

performance. Journal of Applied Psychology, 90(5), 945-955.

AHMAD, N., IQBAL, N., JAVED, K., & HAMAD, N. (2014). Impact of
organizational commitment and employee performance on the employee
satisfaction. International Journal of Learning, Teaching and
Educational Research, 1(1), 84-92.

AHMED, & RAMZAN. (2013). Effects of job stress on employees' job performance:
A study on the banking sector of Pakistan. IOSR Journal of Business
and Management, 11(6), 61-68.

AHMED, T., CHAOJUN, Y., HONGJUAN, Y., & MAHMOOD, S. (2022). The
impact of empowering leadership on job performance of higher
education institutions employees: Mediating role of goal clarity and self-
efficacy. Psychology Research and Behavior Management, 15, 677—
694.

ALROMAIHI, M. A., ALSHOMALY, Z. A. & GEORGE, S. (2017). Job
satisfaction and employee performance: A theoretical review of the
relationship between the two variables. International Journal of
Advanced Research in Management and Social Sciences, 6(1), 1-20.

AMABILE, T. M. (1996). Creativity in context: Update to the social psychology

of creativity. Boulder, CO: Westview Press.

AMABILE, T. M., & GRYSKIEWICZ, N. D. (1989). The creative environment
scales: Work. Creativity Research Journal, 2, 231-253.

AMUNDSEN, S., & MARTINSEN, O. L. (2014). Empowering leadership:
Construct clarification, conceptualization, and validation of a new scale.
The Leadership Quarterly, 25(3), 487-511.

AMUNDSEN, S., & MARTINSEN, Q. L. (2015). Linking empowering leadership to
job satisfaction, work effort, and creativity: The role of self-leadership
and psychological empowerment. Journal of Leadership &
Organizational Studies, 22(3), 304-323.

ARNOLD, J. J., ARAD, S., RHOADES, J. A., & DRASGOW, F. (2000). The
Empowering Leadership Questionnaire: The construction and validation

56



of a new scale for measuring leader behaviors. Journal of
Organizational Behavior, 21, 249-269.

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.

AZIRI, B. (2011). Job satisfaction: A literature review. Management Research and
Practice, 3(4), 77-86.

BARTUNEK, J. M., & SPREITZER, G. M. (2006). The interdisciplinary career of a
popular construct used in management: Empowerment in the late 20th

century. Journal of Management Inquiry, 15(3), 255-273.

BASIT, A., & HASSAN, Z. (2017). Impact of job stress on employee performance.
International Journal of Accounting and Business Management,
5(2), 13-33.

BOBBIO, A., BELLAN, M., & MANGANELLI, A. M. (2012). Empowering
leadership, perceived organizational support, trust, and job burnout for
nurses: A study in an Italian general hospital. Health Care Management
Review, 37(1), 77-87.

BOUSINAKIS, D., & HALKOS, G. (2021). Creativity as the hidden development
factor for organizations and employees. Economic Analysis and Policy,
71, 645-659.

CECILIA EBERENDU, A., OKON PETER AKPAN, E., C. UBANI, E., &
AHAIWE, J. (2018). A Methodology for the categorisation of software
projects in Nigeria based on performance. Asian Journal of Research in

Computer Science, 1(4), 1-9

CHANDRASEKAR, K. (2011). Workplace environment and its impact on
organizational performance in public sector organizations. International

Journal of Enterprise Computing and Business Systems, 1(1), 1-19.

CHEN, G., KIRKMAN, B. L., KANFER, R., ALLEN, D., & ROSEN, B. (2007). A
multilevel study of leadership, empowerment, and performance in teams.
Journal of Applied Psychology, 92(2), 331-346.

57



CHEN, M. H., & KAUFMANN, G. (2008). Employee creativity and R&D: A
critical review. Creativity and Innovation Management, 17(1), 71-76.

CONGER, J. A., & KANUNGO, R. N. (1988). The empowerment process:
Integrating theory and practice. Academy of Management Review,
13(3), 471-482.

DIBELLA, A. J, NEVIS, E. C., & GOULD, J. M. (1996). Understanding
organizational learning capability. Journal of Management Studies,
33(3), 361-379.

DUGGUH, S. I., & DENNIS, A. (2014). Job satisfaction theories: Traceability to
employee performance in organizations. IOSR Journal of Business and
Management, 16(5), 11-18.

DUL, J., & CEYLAN, C. (2011). Work environments for employee creativity.
Ergonomics, 54(1), 12-20.

ELNAGA, A., & IMRAN, A. (2013). The effect of training on employee
performance. European Journal of Business and Management, 5(4),
137-147.

EREN, E., & GUNDUZ, H. (2002). Is cevresinin yaratichk iizerindeki etkileri ve bir
arastirma. Dogus Universitesi Dergisi, 5(1), 65-84.

ESSA, E. B.,, & ALATTARI, A. (2019). The relationship between followership
styles and leadership styles. Research in Educational Administration
and Leadership, 4(2), 407-449.

FERNANDEZ, S., & MOLDOGAZIEV, T. (2011). Empowering public sector
employees to improve performance: Does it work? The American
Review of Public Administration, 41(1), 23-47.

FONG, K. H., & SNAPE, E. (2015). Empowering leadership, psychological
empowerment, and employee outcomes: Testing a multi-level mediating
model. British Journal of Management, 26(1), 126-138.

FORD, R. C., & FOTTLER, M. D. (1995). Empowerment. A matter of degree.
Academy of Management Perspectives, 9(3), 21-29.

FULLER, J. B., JONES, L., BRIDGER, D., & BROWN, V. (1999). The effect of

58



psychological empowerment on transformational leadership and job
satisfaction. The Journal of Social Psychology, 139(3), 389-391.

GHOSH, K. (2015). Developing organizational creativity and innovation: Toward a
model of self-leadership, employee creativity, creativity climate, and
workplace innovative orientation. Management Research Review,
38(11), 1126-1148.

GIBSON, C. B., COOPER, C. D., & CONGER, J. A. (2009). Do you see what we
see? The complex effects of perceptual distance between leaders and

teams. Journal of Applied Psychology, 94(1), 62—76.

GONG, Y., HUANG, J. C., & FARH, J. L. (2009). Employee learning orientation,
transformational leadership, and employee creativity: The mediating role
of employee creative self-efficacy. Academy of Management Journal,
52(4), 765-778.

GRIFFIN, M. A., NEAL, A., & PARKER, S. K. (2007). A new model of work role
performance: Positive behavior in uncertain and interdependent contexts.
Academy of Management Journal, 50(2), 327-347.

HAFEEZ, 1., YINGJUN, Z., HAFEEZ, S., MANSOOR, R., & REHMAN, K. U.
(2019). Impact of workplace environment on employee performance:
Mediating role of employee health. Business, Management and
Economics Engineering, 17(2), 173-193.

HAGE, J., & DEWAR, R. (1973). Elite value versus organizational structure in
predicting innovation. Administrative Science Quarterly, 18(2), 279-
290.

HAMEED, A., & WAHEED, A. (2011). Employee development and its effect on
employee performance: A conceptual framework. International Journal
of Business and Social Science, 2(13), 90-103.

HON, A. H., & LUI, S. S. (2016). Employee creativity and innovation in
organizations: Review, integration, and future directions for hospitality
research. International Journal of Contemporary Hospitality
Management, 28(5), 862-885.

HUSELID, M. A. (1995). The impact of human resource management practices on

59



turnover, productivity, and corporate financial performance. Academy of
Management Journal, 38(3), 635-672.

. WONG HUMBORSTAD, S., GL NERSTAD, C., & DYSVIK, A. (2014).
Empowering leadership, employee goal orientations and work
performance: A competing hypothesis approach. Personnel review,
43(2), 246-271.

IBRAHIM, M., & DANIEL, C. (2019). The impact of employee compliance on
organizational performance. Journal of Business Management Studies,
7(2), 45-58.

INUWA, M. (2016). Job satisfaction and employee performance: An empirical
approach. The Millennium University Journal, 1(1), 90-103.

IQBAL, N., ANWAR, S., & HAIDER, N. (2015). Effect of leadership style on
employee performance. Arabian Journal of Business and
Management Review, 5(5), 1-6.

ISKAMTO, D. (2020). The role of leadership and influence on employee
performance in the digital era. Jurnal Manajemen Bisnis, 17(4), 470-
484.

ISKAMTO, D. (2021). Stress and its impact on employee performance. International
Journal of Social and Management Studies, 2(3), 142-148.

ISKAMTO, D., GHAZALLI, P. L., AFTANOORHAN, A., & NARTI, S. (2020).
Effect of occupational safety and health on performance: An empirical
investigation. International Journal of Islamic Studies and Social
Sciences, 1(20).

ISKAMTO, D., YAPENTRA, A., BUDI ANSORI, P., & JUPRI, M. (2020). Effect
of working discipline toward performance: An empirical
investigation. KnE Social Sciences. Presented at the International

Conference on Islam, Economy, and Halal Industry, Knowledge E.

JALAGAT, R. (2017). Determinants of job stress and its relationship with employee
job performance. American Journal of Management Science and
Engineering, 2(1), 1-10.

JEYARAJ, S. S. (2013). Occupational stress among the teachers of the higher

60



secondary schools in Madurai District, Tamil Nadu. IOSR Journal of
Business and Management, 7(5), 63-79.

JOHNSON, R. E., CHANG, C. H., & YANG, L. Q. (2010). Commitment and
motivation at work: The relevance of employee identity and regulatory

focus. Academy of Management Review, 35(2), 226-245.

KAISER, H. F. (1974). An index of factorial simplicity. Psychometrika, 39(1), 31—
36.

KAMARULZAMAN, N., SALEH, A., HASHIM, S., HASHIM, H., & ABDUL-
GHANI, A. (2011). An overview of the influence of physical office

environments on employees. Procedia Engineering, 20, 262—268.

KAMOCHE, K., & MUELLER, F. (1998). Human resource management and the
appropriation-learning perspective. Human Relations, 51(8), 1033-
1060.

KIM, M., & BEEHR, T. A. (2020). Empowering leadership: Leading people to be
present through affective organizational commitment. The International
Journal of Human Resource Management, 31(16), 2017-2044.

KIM, M., BEEHR, T. A, & PREWETT, M. S. (2018). Employee responses to
empowering leadership: A meta-analysis. Journal of Leadership &
Organizational Studies, 25(3), 257-276.

KIRKMAN, B. L., & ROSEN, B. (1999). Beyond self-management: Antecedents
and consequences of team empowerment. Academy of Management
Journal, 42(1), 58-74.

KONCZAK, L. J., Stelly, D. J., & Trusty, M. L. (2000). Defining and measuring
empowering leader behaviors: Development of an upward feedback
instrument. Educational and Psychological Measurement, 60(2), 301
313.

KWAK, W. J., & JACKSON, C. L. (2015). Relationship building in empowering
leadership processes: A test of mediation and moderation. Journal of
Management & Organization, 21(4), 369-387.

LEONARD-BARTON, D. (1992). The factory as a learning laboratory. Sloan
Management Review, 34(1), 23-38.

61



LIMON, 1. (2022). Relationship between empowering leadership and teachers’ job
performance: organizational commitment as mediator. Journal of
Theoretical Educational Science, 15(1), 16-41.

LYONS, P. (2008). The crafting of jobs and individual differences. Journal of
Business and Psychology, 23, 25-36.

MADJAR, N. (2005). The contributions of different groups of individuals to
employees’ creativity. Advances in developing human resources, 7(2),
182-206.

MADIJAR, N., OLDHAM, G. R., & PRATT, M. G. (2002). There’s no place like
home? The contributions of work and nonwork creativity support to

employees’ creative performance. Academy of Management Journal,
45(6), 757-767.

MARTIN, S. L., LIAO, H., & CAMPBELL, E. M. (2013). Directive versus
empowering leadership: A field experiment comparing impacts on task
proficiency and proactivity. Academy of Management Journal, 56(5),
1372-1395.

MCGILL, M. E., & SLOCUM, J. W. (1993). Unlearning the organization.
Organizational Dynamics, 22(2), 67—79.

MIMURA, C., & GRIFFITHS, P. (2003). The effectiveness of current approaches to
workplace stress management in the nursing profession: An evidence-
based literature review. Occupational and Environmental Medicine,
60(1), 10-15.

MONGE, P. R., COZZENS, M. D., & CONTRACTOR, N. S. (1992).
Communication and motivational predictors of the dynamics of

organizational innovation. Organizational Science, 3(2), 250-274.

MUMFORD, M. D., SCOTT, G. M., GADDIS, B., & STRANGE, J. M. (2002).
Leading creative people: Orchestrating expertise and relationships. The
Leadership Quarterly, 7(4), 385-425.

MWITA, J. 1. (2000). Performance management model: A system-based approach to
system quality. The International Journal of Public Sector
Management, 13(1), 19-37.

62



NANZUSHI, C. Y. (2015). The effect of workplace environment on employee
performance in the mobile telecommunication firms in Nairobi City

County (Doctoral dissertation). University of Nairobi.

NWACHUKWU, C. (2016). The impact of performance management and employee
empowerment on organizational culture of selected banks in Nigeria.

Ekonomika a Management, 19(2).

OFFERMANN, L. R., & HELLMANN, P. S. (1997). Culture's consequences for
leadership behavior: National values in action. Journal of Cross-
Cultural Psychology, 28(3), 342—351.

OLUSEGUN, A. J.,, OLUWASAYO, A. J, & OLAWOQOYIM, 0. (2014). An
overview of the effects of job stress on employees' performance in
Nigerian tertiary hospitals. Ekonomika: Journal for Economic Theory
and Practice and Social Issues, 60(4), 139-153.

OZARALLI, N. (2015). Linking empowering leader to creativity: The moderating
role of psychological (felt) empowerment. Procedia - Social and
Behavioral Sciences, 181, 366-376.

PEARCE, C. L., SIMS JR., H. P., COX, J. F., BALL, G., SCHNELL, E., SMITH, K.
A., & TREVINO, L. (2003). Transactors, transformers, and beyond: A
multi-method development of a theoretical typology of leadership.

Journal of Management Development, 22(4), 273-307.

PEARCE, J. L., STEVENSON, W. B., & PERRY, J. L. (1985). Managerial
compensation based on organizational performance: A time series
analysis of the effects of merit pay. Academy of Management Journal,
28(2), 261-278.

PERRY-SMITH, J. E., & SHALLEY, C. E. (2003). The social side of creativity: A
static and dynamic social network perspective. Academy of
Management Review, 28(1), 89-106.

PURNAMASARI, W. R., KAMBARAA, R., & HARYADI, D. (2023). Aspects of
improving employee performance. Enrichment: Journal of
Management, 12(6), 4685-4691.

RAMLI, A. H. (2019). Work environment, job satisfaction, and employee

63



performance in health services. Business and Entrepreneurial Review,
19(1), 29-42.

RANDOLPH, W. A., & KEMERY, E. R. (2011). Managerial use of power bases in a
model of managerial empowerment practices and employee
psychological empowerment. Journal of Leadership & Organizational
Studies, 18(1), 95-106.

RAUB, S., & ROBERT, C. (2010). Differential effects of empowering leadership on
in-role and extra-role employee behaviors: Exploring the role of
psychological empowerment and power values. Human Relations,
63(11), 1743-1770.

RIYANTO, S., ENDRI, E., & HERLISHA, N. (2021). Effect of work motivation and
job satisfaction on employee performance: Mediating role of employee
engagement. Problems and Perspectives in Management, 19(3), 162—
174.

ROELLYANTI, M. V. (2015). Empowering leadership dan peran intrinsic
motivation sebagai variabel mediasi dalam upaya meningkatkan

employee creativity. Makarti, 8(1), 1-11.

SCOTT, G., LERITZ, L. E., & MUMFORD, M. D. (2004). The effectiveness of
creativity training: A quantitative review. Creativity Research Journal,
16(4), 361-388.

SCOTT, S. G., & BRUCE, R. A. (1994). Determinants of innovative behavior: A
path model of individual innovation in the workplace. Academy of
Management Journal, 37(3), 580-607.

SEIBERT, S. E., KRAIMER, M. L., & CRANT, J. M. (2001). What do proactive
people do? A longitudinal model linking proactive personality and career

success. Personnel Psychology, 54(4), 845-874.

SHAHZADI, I., JAVED, A., PIRZADA, S. S., NASREEN, S., & KHANAM, F.
(2014). Impact of employee motivation on employee performance.

European Journal of Business and Management, 6(23), 159-166.

SHALLEY, C. E., & GILSON, L. L. (2004). What leaders need to know: A review

of social and contextual factors that can foster or hinder creativity. The

64



Leadership Quarterly, 15(1), 33-53.

SHARMA, P. N., & KIRKMAN, B. L. (2015). Leveraging leaders: A literature
review and future lines of inquiry for empowering leadership research.
Group & Organization Management, 40(2), 193-237.

SLATTEN, T. (2014). Determinants and effects of employees’ creative self-efficacy
on innovative activities. International Journal of Quality and Service
Sciences, 6(4), 326-347.

SORRIANO DE ALENCAR, E. M. L., & BRUNO-FARIA, M. F. (1997).
Characteristics of an organizational environment which stimulate and
inhibit creativity. Journal of Creative Behavior, 31(4), 271-281.

SPREITZER, G. M. (1995). Psychological empowerment in the workplace:
Dimensions, measurement, and validation. Academy of Management
Journal, 38(5), 1442-1465.

TERZIS, V. AND ECONOMIDES, A.A. (2011) The Acceptance and Use of
Computer Based Assessment. Computers & Education, 56, 1032-1044.

THOBABEN, M., & WOODWARD, W. (1996). Workplace security for home
health care employees. Journal of Home Health Care Practice, 8(6),
58-65.

THOMAS, K. W., & VELTHOUSE, B. A. (1990). Cognitive elements of
empowerment: An “interpretive" model of intrinsic task motivation.
Academy of Management Review, 15(4), 666—681.

THUN, S., & BAKKER, A. B. (2018). Empowering leadership and job crafting: The
role of employee optimism. Stress and Health, 34(4), 573-581.

TIERNEY, P., & FARMER, S. M. (2011). Creative self-efficacy development and
creative performance over time. Journal of Applied Psychology, 96(2),
277-293.

VU, H. M. (2020). Employee empowerment and empowering leadership: A literature

review. Journal of Economics and Development Studies, 8(2), 37-46.

WORTLER, B., VAN YPEREN, N. W., & BARELDS, D. P. (2022). The link

between empowering leadership and employees’ perceptions of the

65



effectiveness of blended working. Scandinavian Journal of

Psychology.

XIMENES, M., SUPARTHA, W. G., MANUATI DEWI, I. G. A., & SINTAASIH,
D. K. (2019). Entrepreneurial leadership moderating high-performance
work system and employee creativity on employee performance. Cogent
Business & Management, 6(1), 1697512.

XUE, Y., BRADLEY, J., & LIANG, H. (2011). Team climate, empowering
leadership, and knowledge sharing. Journal of Knowledge
Management, 15(2), 299-312.

YILMAZ, O. D. (2015). Reuvisiting the impact of perceived empowerment on job

performance: Results from front-line employees. Turizam, 19(1), 34-46.

ZHANG, S., KE, X., WANG, X. H. F., & LIU, J. (2018). Empowering leadership
and employee creativity: A dual-mechanism perspective. Journal of

Occupational and Organizational Psychology, 91(4), 896-917.

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.

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.

ZHONG, J. A, LAM, W., & CHEN, Z. (2011). Relationship between leader—
member exchange and organizational citizenship behaviors: Examining
the moderating role of empowerment. Asia Pacific Journal of
Management, 28(3), 609-626.

66



APPENDIX

Questionnaire Form
Dear participants,

I'm a master's student at Istanbul Aydin University. | am presently conducting
my thesis research to examine the correlations among empowering leadership,
employee performance, and employee creativity within the building materials sector.
Your replies will remain entirely secret and will not be disclosed to third parties.
They will be utilized exclusively for research reasons. Your input is invaluable and
significantly enhances the progression of knowledge in this domain. Thank you for
dedicating your time to participate.

Eng. Mohamad Obaida Alsebai

Included below is a compilation of statements. Kindly read each item
attentively and choose the response that most accurately reflects your perspective or

experience.
Empowering Leadership: 10 items
Employee Performance: 5 items
Employee Creativity: 13 items

scales are rated on a 5-point Likert scale (1: Strongly Disagree, 2: Disagree,
3: Natural

4: Agree, 5: Strongly Agree).
Empowering Leadership Scale

Essa, E. B., & Alattari, A. (2019). The relationship between followership
styles and leadership styles. Research in Educational Administration and Leadership,
4(2), 407-449.
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1. We and the boss vote when major decisions are made.
2. Major decisions must have the approval of the majority of us.

3. In order to activate participation in the opinion, my boss uses e-mail, voice

mail and memos.
4. Our boss allows us to decide what to do and how.

5. My boss realizes that we know about our job more than him, so he leaves

us to make decision about our work.
6. My boss delegates duties to us to carry out the work.
7. Our boss gives us full responsibility to decide our duties.
8. My boss prefers sharing power with his employee.
9. My boss realizes that it's our right to decide our organizational goals.
10. My boss sees that we can lead ourselves as well as.
Employee Performance and Employee Creativity Scale

Ximenes, M., Supartha, W. G., Manuati Dewi, I. G. A., & Sintaasih, D. K.
(2019). Entrepreneurial leadership moderating high performance work system and
employee creativity on employee performance. Cogent Business & Management,
6(1), 1697512.

Employee performance

1. I always finish work according to the target number of cooperatives.

2. | always finish my work according to the Cooperative quality standards.
3. 1 am always on time in starting work.

4. | always finish work on time.

5. I always do good cooperation with fellow colleagues.

Employee Creativity

1. I always suggest new ways to achieve cooperative goals.

2. | always propose new ways to get work done.

3. l always try to find new ways to get work done.
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4. | always suggest new ways to improve product/service quality

5. l always try to find sources of new creative ideas.

6. 1 am not afraid to take risks.

7. 1 always fight for ideas/ideas to the leadership.

8. I am always creative in completing work when there is an opportunity.

9. I always make a timetable for implementing basic work to implement new

ideas.
10. I often have innovative ideas.
11. I always get a solution to a work problem.
12. I always have a new approach to solving problems.

13. I always recommend using new ways to get work done.

Appendix B Etical Aprowal Form
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