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A B S T R A C T 

Employers required intelligent and innovative employees to devise 

novel method to enchange their business, including authentic lead-

ership, the excent to which employees feel supported by their supe-

riors, and their level of engagement at PT. PLN (Persero) in 

Bengkulu City. This quantitative study used first-hand information 

from people who filled out a questionnaire.  265 workers out of 298 

workers at PT PLN (Persero) Bengkulu City were selected for this 

study using stratified random sampling method.  SEM (Structural 

Equation Modeling) with SmartPLS 3 software was used to look at 

the data in this study.  The study's findings led to the following con-

clusions: (1) authentic leadership has a positive and significant ef-

fect on employee creativity; (2) perceived organizational support 

does not have an effect on employee creativity; (3) authentic lead-

ership has a significant and positive effect on work engagement; 

(4) perceived organizational support has a significant positive ef-

fect on work engagement; (5) work engagement has a significant 

positive effect on employee creativity; (6) work engagement can 

mediate the effect of authentic leadership on employee creativity.  

(7) The impact of perceived organizational support on employee 

creativity is mediated by work engagement. PT PLN (Persero) 

Bengkulu City anticipates that this research will contribute to the 

resolution of challenges, particularly in the domains of authentic 

leadership, perceived organizational support, and the impact of 

work engagement on employee creativity. 
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1. INTRODUCTION 

Creative thinking has become very important for businesses that want to achieve their goals 

thanks to the fast growth of technologies like computers, robots, and emotional intelligence.  

According to Amabile et al. (2018), imagination is the ability to come up with new ideas that 

could be useful if they were put into action.  Amabile (1988) said that creativity has three main 

parts: skills that are useful in a specific field, skills that are useful in creative fields, and innate 

task drive.  According to Hughes et al. (2018), on the other hand, employee innovation is com-

ing up with new thoughts that are useful.  Leadership, connection, and psychological freedom 

are some of the things that can affect how creative workers are in a company (Mubarak & Noor, 

2018). Aldabbas et al. (2023) also say that how employees feel about company support and job 

engagement are important factors that affect their creativity. Therefore, the creativity of em-

ployees at PT. PLN (Persero) is of significant importance, as it fosters innovation, efficiency, 

and the enhancement of services. 

Authentic leadership has been found to be a key factor in encouraging employees to be creative.  

The authors Ribeiro et al. (2020) say that leaders who are self-aware, honest, moral, and open 

with their workers show genuine leadership.  When leaders are clear about how they make 

decisions based on their views, employees are more motivated and confident in the team's di-

rection (Zeb et al., 2020).  In turn, this has been shown to make workers more creative.  Addi-

tionally, the study by Semedo et al. (2018) supports this one by showing that genuine leadership 

has a big effect on how creative employees are.  

Perceptions of company support are another set of factors that affect how creative employees 

are. Rhoades & Eisenberger (2002) say that the impression of corporate support is how well 

workers can judge companies that care about their well-being and recognize the value of their 

efforts.  The results of Inam et al. (2021) back up this claim. They show that employees are 

more creative when they feel like they have help from their bosses.  Suifan et al. (2018) and 

Zaitouni & Ouakouak (2018), on the other hand, found that how employees feel about company 

support doesn't effect on their creativity. So that it shows the inconsistency of research results 

that still need to be explored further. 

Another factor that has been shown to affect employees' creativity is how involved they are in 

their work.  For Schaufeli et al. (2002), work engagement means having a good and satisfying 

view about your job.  High-engaged employees usually have a lot of energy and confidence, 

which drives them to come up with new ideas and add artistically to their work (Schaufeli et 

al., 2002).  Tian et al. (2021) say that when employees are engaged at work, they are more likely 

to be creative.  The study by Khan et al. (2020), on the other hand, found that employee en-

gagement hurts innovation. The disparate findings of the research suggest the necessity for ad-

ditional studies to elucidate the conditions and mechanisms underpinning the relationship, 

thereby enabling companies to more effectively manage employee engagement. 

The significance of employee creativity within a company for future progress and development 

is paramount. Consequently, it is imperative to enhance the creativity of employees, particularly 
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at PT PLN (Persero) Bengkulu City. At PT PLN (Persero) Bengkulu City, electrical disturb-

ances, including power outages, have been reported in June (as documented by Harian Rakyat 

Bengkulu on Tuesday, June 4, 2024). In such instances, employees are tasked with the expedi-

tious identification of solutions. Nevertheless, their capacity for creativity remains constrained 

due to organizational policies that accord precedence to the resolution of pressing technical 

issues over the development of creative solutions capable of engendering transformative change 

over an extended timeframe. Furthermore, operational employees who prioritize network 

maintenance and customer service often adhere to conventional routines, neglecting to devise 

innovative solutions for long-term enhancement. In accordance with Article 29 of Law No. 

30/2009 on Electricity, PT PLN (Persero) Bengkulu City is obligated to prioritize not only the 

resolution of urgent technical issues, but also the promotion of employee innovation and crea-

tivity in order to develop more effective and efficient long-term solutions. 

Authentic leadership, however, is predicated on the principle of aligning short-term objectives 

with long-term values, a principle that is often disregarded in the pursuit of immediate corporate 

demands. The pressure to achieve operational targets or implement structural improvements 

has been shown to influence the decision-making process, resulting in decisions that do not 

always prioritize principles of fairness or work ethic among employees. Consequently, employ-

ees may encounter pressure from leaders to make decisions that are oriented towards short-term 

goals. This dynamic can potentially lead to a decline in the confidence of employees to engage 

in innovation and creative thinking. 

The application of perceived organizational support within the company has been found to be 

problematic in instances where the working conditions of employees are not conducive to op-

timal performance, resulting in elevated levels of stress due to an urgent power outage. This 

phenomenon has the potential to impede their capacity for creative thinking. Moreover, the 

information disseminated by management to employees is not always accurate or transparent, 

which can lead to confusion and hinder the creative process and effective decision-making.  

The Relationship Between Authentic Leadership on Employee Creativity. It is well known 

that real leadership makes employees more creative.  It has been shown that when employees feel that 

their leaders can provide psychological safety and naturally drive through openness and conversation, 

they are more likely to work hard and be creative (Alzghoul et al., 2018). Another piece of evidence for 

this claim comes from Semedo et al. (2016), who found that real leadership has a big effect on how 

creative employees are.  Also, studies by Phuong & Takahashi, (2021), Sanda & Arthur (2017) and  

Semedo et al. (2018) show that real leadership has a good and significant effect on employee innovation.  

Based on the results of earlier study, the following theory is put forward: 

H1: authentic leadership influences employee creativity 

The Relationship Between Perceived Organizational Support on Employee Creativity. As 

the study by Ibrahim et al. (2016) shows, how employees feel about company support has a big 

effect on how creative they are at work.  It has been shown that employees giving organizational 
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help through training and teaching activities makes them more creative at work.  The claims of 

Zhang et al. (2016), which shows that employees are more creative when they think their bosses 

support them, backing up this claim even more.  It has been shown that employees giving sup-

port makes them more likely to give comments and do things that help the company, which in 

turn makes them more creative (Zhang et al., 2016).  Also, Duan et al. (2020) found a strong 

link between how many employees felt supported by their company and how creative they were.  

The study is based on the premise that:  

H2: perceived organizational support influences employee creativity 

The Relationship Between Authentic Leadeship on Work Engagement. Leaders who make 

a good effect and follow value principles will inspire their workers to work, which will increase 

their commitment and interest at work (Oh et al., 2018).  The results of Samsudin et al. (2020), 

Stander et al. (2015), and Wirawan et al. (2020) back up this claim. They show that real leaders 

have a big effect on how engaged people are at work.  The most important part of being a good 

boss is creating a work environment where workers feel valued and are motivated to do their 

best.  Based on the results of earlier study, the following theory is put forward: 

H3: authentic leadership influences work engagement 

The Relationship Between Perceived Organizational Support on Work Engagement. Re-

searchers Adil et al. (2020) discovered that when employees are engaged at work, they feel 

more supported by their company.  Musenze et al. (2021) results back up this point of view. 

They show that when workers feel supported by their organization, they are more committed, 

focused on their work, and have a strong feeling of loyalty.  Karatepe & Aga (2016) and Imran 

et al. (2020) both did studies that showed how workers feel about corporate support is linked to 

how engaged they are at work.  Additionally, Şanliöz et al.'s study from 2023 says that how 

employees feel about corporate support has a big and good effect on their involvement.  The 

theory put forward in this study is based on what other studies have found: 

H4: perceived organizational support influences work engagement 

The Relationship Between Work Engagement on Employee Creativity. Bakker et al. (2020) 

found that workers who are really interested in their jobs are more open to new creative ideas, 

which makes it easier to improve how things are done at work. Ye et al. (2024) say that there 

is a link between being engaged at work and being creative.  When employees are more en-

gaged, they are better able to turn their feelings into creative solutions.  Additionally, Gonlepa 

et al. (2023) say that employee involvement at work has a big effect on their creativity.  These 

claims are supported by Chaudhary & Akhouri (2019) research, which shows a link between 

employees being engaged at work and being creative.  Based on past studies, the following 

theory is put forward: 

H5: work engagement influences employee creativity 

The Indirect Relationship Between Authentic Leadership on Employee Creativity 

Through Work Engagement. Leadership is the most important thing for getting people 
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involved at work, because good leaders can change the way people think and act.  According 

to Mubarak & Noor (2018), real leadership and employee creativity have a big and good effect.  

When employees are led by real leaders, they feel more engaged and in control.  In turn, this 

increased interest strengthens the link between genuine leadership and innovation.  When em-

ployees think their work is important, they are more likely to come up with new ideas.  The 

study by Sengupta et al. (2021) also suggests that high levels of employee interest at work are 

a sign of increased imagination and innovation.  This shows how important it is for workers to 

be flexible, creative, and willing to help with things that aren't part of their assigned tasks.  The 

theory put forward in this study is based on what other studies have found. 

H6: authentic leadership has an indirect effect on employee creativity through work engagement 

The Indirect Relationship Between the Influence of Perceived Organizational Support on 

Employee Creativity Through Work Engagement. According to Aldabbas et al. (2023), 

there is a positive link between how much help employees feel from their company and their 

imagination, with work involvement acting as a mediator.  The idea of "perceived organiza-

tional support" has been shown to lead to positive social and emotional support, which in turn 

motivates workers to work creatively for their bosses.  In this situation, companies should show 

that they care about their workers' health and happiness and appreciate the work they do, in line 

with the idea that saying workers' interest at work can help connect their past and the results of 

their actions.  The current study's main idea is that when people are engaged at work because 

they think their bosses back them, they do a good job, which in turn affects their creativity.  So, 

the study's main goal is to test the idea that work involvement is a link that helps explain the 

connection between how much support employees feel from their bosses and their creativity.  

Based on the results of earlier study, the following theory is put forward: 

 H7: How much help employees think they get from their boss has an indirect effect on their 

imagination through work engagement 

The present study proposes a conceptual framework as a basis for further research, building 

upon the findings of previous studies and the phenomena that they have identified. The concep-

tual framework is illustrated in Figure 1 below: 
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Figure 1. Research Framework 

RESEARCH METHOD 

The research method employed is quantitative, utilizing Structural Equation Modeling (SEM) 

data analysis with the aid of Partial Least Square (PLS). The present study was conducted for 

the purpose of examining the effect of independent variables, namely authentic leadership and 

perceived organizational support, on the dependent variable, namely employee creativity, 

through the mediating role of work engagement variables. 

Population of this study comprised employees of PT PLN (Persero) in the city of Bengkulu, 

with a total of 298 employees. In this study, 283 samples were obtained. The sample was ob-

tained through the implementation of a stratified random sampling technique. This approach 

was deemed appropriate given the presence of three distinct company units within PT PLN 

(Persero) in Bengkulu City. Therefore, the research is represented by the samples taken from 

each unit. 

The data collection method employed in this study utilized a questionnaire that was structured 

based on a Likert scale of 1-5. Each participant was obliged to complete a questionnaire com-

prising a series of question items, which were grouped into four primary categories: authentic 

leadership, perceived organizational support, work engagement, and employee creativity. 

The present study employs the measurement of variable indicators that have been utilized in 

previous research. The authentic leadership (AL) variable is measured through a series of 14 

questions derived from research conducted by Ribeiro., et al (2020) and Zeb., et al (2020).These 

questions address various dimensions of leadership, including self-awareness, balanced pro-

cessing, internalized moral perspective, and relational transparency. The variable of interest, 

namely perceived organizational support (POS), is measured through a set of indicators devel-

oped by Rhoades & Eisenberger & Rhoades  (2002). This set of indicators consists of 12 ques-

tions, which in turn consist of several dimensions, including fairness, supervisor support, fa-

vorable rewards, and job conditions. The construct of work engagement, or WE, is measured 

using a set of 17 questions derived from the dimensions of vigor, dedication, and absorption 

Schaufeli., et al (2002).. The variable of employee creativity (EC) was measured using a set of 

10 questions derived from Amabile (1988) research. This research consists of several dimen-

sions, namely domain-relevant skills, creative-relevant skills, and intrinsic task motivation. 

2. RESULT DAN DISCUSSION 

Respondent Demographics. As demonstrated in Table 1, the majority of study participants 

were male (82.3%), occupying roles that necessitate a greater degree of outdoor activity and 

substantial physical strength, thereby resulting in a preponderance of male representation in 

these occupations. The study revealed that the 31-40 age group constituted the majority of the 

sample (55.5%), based on age. Consequently, a proportion of the workforce already possesses 

work experience and is within a productive age bracket for their role. The research participation 
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rate with the latest education is S-1 (41%), and the working period of research respondents is 

in the range of 1-10 years (73.1%).  

Table 1. Result Demography Respondent 

Demography Category Frequency Percentage (%) 

Gender 

   

Male 233  82,3 %  

Female  50  17,7 %  

Age 

   

   

   

21-30  78  27,6 %  

31-40  157  55,5 %  

41-50  44  15,5 %  

51-60  4  1,4 %  

Education 

   

   

High School / equivalent 100  35 %  

D1 / D2/ D3  68  24 %  

S-1 / equivalent  115 41%  

Length of working 

   

   

   

   

< 1 year  22  7,8 %  

1 – 10 years 207  73,1 %  

11 – 20 years 50  17,7 %  

21 – 30 years 2  0,7 %  

> 30 tahun years 2  0,7 %  

Job Profession 

   

   

First-level management (super-

visor or manager) 

6  2,1 %  

Employee 64  22,6 %  

Outsourcing  213  75,3 %  

Source: Research Data Analysis Results, 2025 

Validity Test. The suggested study model is shown in Figure 2. The model shows the connec-

tion between work involvement and innovation among employees, which is affected by true 

leadership and the feeling of support from the company.   
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Figure 2. Algorithm Calculation 
Source: Primary Data processed (2025) 

The outer loading on the questionnaire questions is greater than 0.7, as shown in Figure 2. This 

means that the test meets the criteria for convergent validity.  Some items in the work involve-

ment variable, like KK3 and KK7, have a loading factor value that is less than 0.7.  To make 

sure parallel validity, it is necessary to get rid of indicators (model change) with a loading factor 

of less than 0.7. 

Table 2. Convergent Validity Test 

 Indicator Outer Loading 

Work  

Engagement 
Vigor 

When I wake up in the morning, I feel eager to go to work. 0.823 

At work, I feel full of energy. 0.761 

I am able to continue working for extended periods of time. 0.743 

Iam able to continue working for extended periods of time. 

In my work, I am mentally resilient. 0.762 

In my work, I feel strong and enthusiastic. 0.720 

Dedication 
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 Indicator Outer Loading 

My work inspires me. 0.754 

I am enthusiastic about my job. 0.759 

I am proud of the work I do. 0.733 

I find my work to be meaningful and purposeful. 0.737 

Absorption 

When I am working, I forget about other things around me.  0.711 

Time seems to pass quickly when I am working. 0.706 

I become absorbed in my work. 0.742 

It is difficult for me to detach myself from my work. 0.735 

I am immersed in my work. 0.704 

I feel happy when I work regularly. 0.762 

Authentic 

Leadership 
Self-Awarennes 

Leaders understand the strengths and weaknesses of their employees. 0.793 

Leaders comprehend the values, beliefs, and emotions of their employ-

ees. 0.742 

Leaders demonstrate how effectively they influence other individuals. 0.721 

Others are able to accurately perceive the leader’s capabilities. 0.732 

Balance-Processing 

Leaders objectively analyze all relevant data before making decisions. 0.743 

Leaders objectively seek out perspectives that challenge their own posi-

tions. 0.735 

Leaders demonstrate confidence and consistency in their actions. 0.780 

Internalized Moral Perspective 

Leaders are always consistent in their behavior. 0.750 

 Leaders consistently ensure their actions align with their beliefs 0.771 

Leaders’ decisions are consistently aligned with their internalized val-

ues. 0.766 

Relational Transparency 

Leaders are always open in sharing information and their authentic 

selves. 0.731 

Leaders openly share their feelings, emotions, and thoughts with their 

employees. 0.761 

Leaders are able to understand how certain actions impact others. 0.768 

Employee’s 

Creativity 
Domain-Relevant Skills 

I have a thorough understanding of the organization's objectives. 0.819 

I understand and am committed to both my work role and the organiza-

tion. 0.780 

I am able to identify emerging issues or problems. 0.723 

I evaluate the progress of my work, organizational processes, and per-

formance. 0.781 

Creative Relevant Skills 

I never hesitate to offer ideas or solutions during organizational pro-

cesses. 0.744 

I am motivated to find solutions when problems arise. 0.758 
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 Indicator Outer Loading 

I maintain good relationships with colleagues, leaders, and members 

within the organization. 0.746 

Intrinsic Task Motivation 

I am aware of my task priorities and always complete assignments 

within the designated timeframe. 0.758 

I am consistently enthusiastic about my work. 0.785 

I am actively involved in organizational processes and activities. 0.731 

Perceived  

Organizational 

Support 

Fairness 

The organization cares about the well-being of its employees. 0.774 

The organization provides accurate information to employees. 0.743 

Employees are always involved in the decision-making process. 0.714 

The organization communicates information regarding policies to be 

implemented. 0.740 

The organization respects and values the presence of its employees. 0.767 

Suppervisor Support 

Supervisors motivate employees and understand their goals. 0.711 

Supervisors guide and evaluate employee performance. 0.745 

Supervisors recognize employee contributions and show concern for 

their well-being. 0.737 

Favorable Rewads and Job Conditions 

The organization rewards employee contributions. 0.739 

The organization provides training for employees. 0.737 

The organization is able to manage the stress levels associated with em-

ployees’ work 0.734 

The organization trusts employees to perform their tasks. 0.761 

 Source: Primary Data processed (2025) 

As demonstrated in Table 2, the outcomes of the SmartPLS evaluation for each indicator of 

each variable exhibit a loading factor value greater than 0.7, thereby satisfying the criteria for 

convergent validity. 

Reliability Test. As demonstrated in Table 3, the outcomes of the reliability assessment are 

presented. The instrument utilised for the four variables demonstrates that the measurement 

instrument for each variable possesses Cronbach's alpha > 0.7 and composite reliability > 0.7. 

Table 3. Reliability Test Results 

   Cronbach's Alpha  Composite Reliability  

Authentic Leadership 0.937  0.945  

Work Engagement 0.942  0.949  

Employee Creativity  0.920 0.933  

Perceived Organizational Support  0.926  0.936  

 Source: Primary Data processed (2025) 

R-Square Test. As demonstrated in Table 4, the R-Square value on the employee creativity 

variable is 0.877. The findings suggest that authentic leadership variables and perceived organ-

isational support exert a significant influence on employee creativity, accounting for 87.7% of 
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the observed variance. The residual 12.3% is attributed to the influence of other variables. 

Meanwhile, the employee engagement variable obtained an R-Square value of 0.908. The find-

ings of this study demonstrate that 90.8% of employee engagement is influenced by authentic 

leadership and perceived organisational support. It is important to note that the residual 9.8% 

is influenced by factors external to the independent variables. 

Table 4. R-Square Test Result 

Variable R Square 

Work Engagement 0.908 

Employee Creativity 0.877 

Source: Primary Data processed (2025) 

Hypothesis Test. The information in Table 5 was put together so that a theory could be tested.  

The results of trying the theory show that genuine leadership, feeling supported by the organi-

zation, and being interested in your work all have a good and significant impact on employee 

creativity.  Genuine leadership and feeling supported by the company have been shown to have 

a big and good impact on how engaged people are at work.  Additionally, it has been shown 

that work involvement can act as a bridge between genuine leadership and creative employee 

behavior.  The current study's main idea is that work involvement can help explain how em-

ployees feel about their company's support and how that support affects their imagination. 

Table 5. Hypothesis Test Result  

Hypothesis 

Original 

Sample 

(O)  

Sample 

Mean 

(M)  

Standard De-

viation 

(STDEV)  

T Statistics 

(|O/STDEV|)  

P Val-

ues  

Authentic Leadeship -> Employee Creativity 0.374  0.366  0.071  5.276  0.000  

Perceived Organizational Support ->  

Employee Creativity 
-0.038  -0.022  0.147  0.257  0.797  

Authentic Leadership -> Work Engagement 0.457  0.469  0.100  4.580  0.000  

Perceived Organizational Support ->  

Work Engagement 
0.514  0.501  0.100  5.118  0.000  

Work Engagement -> Employee Creativity 0.614  0.603  0.121  5.072  0.000  

Authentic Leadership -> Work Engagment  

-> Employee Creativity  
0.280  0.287  0.093  3.005  0.003  

Perceived Organizational Support ->  

Work Engagment -> Employee Creativity  
0.316  0.298  0.073  4.304  0.000  

Source: Primary Data processed (2025) 

The Influence of Authentic Leadership on Employee Creativity. The t-statistic value of 

5.276 > 1.96 and the p-value of 0.000 < 0.05 show that the initial hypothesis is correct. There 

is a positive and significant link between real leadership and employee involvement.  Following 

these steps, we can say that the study's original theory was correct.  In line with what Semedo 

et al. (2018) said, this study supports their claim that an honest leadership style at work can help 

employees be more creative.  According to research, leaders who make people feel safe without 

making them feel threatened are better at getting their followers to come up with new and 
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creative ideas (Fateh & Mustamil, 2021). Lei et al. (2021) say that authentic leadership has a 

big effect on how people act, as well as how teams and organizations act.  Leaders who act in 

an honest way can make their team members feel safer, which can make them more creative 

(Xu et al., 2017). The findings of this study suggest a positive and significant relationship be-

tween authentic leadership and employee involvement. The stronger the role of authentic lead-

ership at PT PLN (Persero) Bengkulu City, the more employees will feel secure, supported, and 

motivated to generate innovative and creative ideas. 

The Influence of Perceived Organizational Support on Employee Creativity. The results 

of testing the second hypothesis showed that there was no significant link between how much 

help employees felt from their bosses and their creativity.  As shown by a p-value of 0.797 

being greater than 0.05 and a t-statistic value of 0.257 being less than 1.96, this was true.  This 

means that the second theory of the study is not true.  According to Ibrahim et al. (2016), crea-

tivity among employees is positively and significantly affected by perceived organizational 

support, which is different from what the previous study found.  The results of this study agree 

with those of Suifan et al. (2018), who showed that help from the company does not have a big 

effect on individuals' creativity at work. Despite the efforts of companies to provide support to 

employees, including work facilities and specific policies, the findings of this study suggest that 

this support is inadequate to foster creativity among employees. There are other factors that 

have a bigger effect on employee creativity that could explain this behavior.  Some of these are 

the type of boss, the worry for the company, procedural fairness, information sharing, and in-

ternal motivation.  The offering of supporting training has also been named as a key factor in 

encouraging workers to be creative.  It's clear that organizational support alone isn't enough to 

boost creativity if people aren't given the right incentives and full, helpful training. 

The Influence of Authentic Leadership on Work Engagement. T-statistic value of 4.580> 

1.96 and p-value of 0.000 <0.05 show that the results of the study's test of the third hypothesis 

were supported.  The results clearly show that real leaders have a big and good effect on how 

engaged people are at work.  Leaders who are authentic are honest and true to themselves, 

which motivates their people to work hard and do their best at work (Niswaty et al., 2021).  

How involved workers are in their work depends on how their direct bosses lead them.  When 

leaders show true leadership behaviors, employees will take responsibility for themselves and 

be happy with their jobs (Başaran & Kiral, 2022).  Also, workers who think their bosses are 

real are more likely to believe them and be interested in their work (Hsieh & Wang, 2015).  The 

results of this study back up the research by Wirawan et al. (2020), which showed that real 

leadership has an effect on how engaged employees are in their work. Therefore, the presence 

of authentic leadership in PT PLN (Persero) Bengkulu City fosters the establishment of a more 

transparent and inclusive communication and corporate environment between leaders and sub-

ordinates. This, in turn, engenders a more conducive atmosphere for employees to articulate 

their ideas and address challenges, thereby enhancing their work engagement. 

The Influence of Perceived Organizational Support on Work Engagement. Using the t-

statistic value of 5.118 > 1.96 and the p-value of 0.000 < 0.05 to test the fourth hypothesis (H4) 
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showed that there is a statistically significant and positive link between perceived organizational 

support and work engangement.  According to Adil et al. (2020), this study adds to their find-

ings by showing that how members of an organization feel about its support have effect on their 

confidence to do their work and perform at normal levels.  People who seem to be really inter-

ested in their jobs are seen as useful biological assets.  Supporting workers has been shown to 

make them feel more connected to their company, which in turn motivates them to work hard 

to achieve their goals (Dai & Qin, 2016).  Higher amounts of employee involvement are the 

result of this higher drive.  There is evidence that workers are more engaged with their work 

when they feel valued and respected by their company (Jankelová et al., 2021). Perceived or-

ganizational support has been demonstrated to play a significant role in increasing employee 

engagement. Employees who perceive that the company pays close attention to their needs and 

well-being exhibit increased levels of attachment and loyalty to the organization. Consequently, 

employees are able to make optimal contributions, particularly in the presence of operational 

challenges such as power outages and network maintenance. 

The Influence of Work Engagement on Employee Creativity. The study showed that em-

ployee engagement at work has a good and significant effect on their creativity, as shown by a 

t-statistic value of 5.072 > 1.96 and a p-value of 0.000 < 0.05.  It has been shown that employees 

who are highly engaged at work are also more creative.  The results of this study add to the 

work of Bakker et al. (2020), which showed that job engagement has a big and positive effect 

on making employees more creative.  How involved members are in doing the work of an or-

ganization affects how well it does its job.  People who are actively involved in their work often 

have a protective, constructive, original, and creative mindset, and they also really want to get 

better (Can et al., 2025).  Based on the results of the study by Joo et al. (2023), being engaged 

at work is a big part of making employees more creative.  There is evidence that workers who 

are highly engaged at work, which means they are enthusiastic, dedicated, and absorbed in their 

tasks, are also more creative (Toyama & Mauno, 2017).  The theory is that perceived organiza-

tional support, described as a rise in people' feelings of support, care and respect regarding their 

organization, will help them to engage in positive behaviors, such as being more involved with 

their work (Junça Silva & Lopes, 2023). The findings indicated that the provision of adequate 

support from the company PT PLN (Persero) Bengkulu City led to an enhancement in employ-

ees' perception of being valued and cared for by the company. This increased motivation among 

employees to actively engage in their professional responsibilities. Consequently, a favorable 

work environment will be established to foster creativity and innovation. 

The Influence of Authentic Leadership on Employee Creativity Mediated by Work En-

gagement. The study's results show that real leadership has a good and significant effect on 

employee innovation as a mediator variable.  The p-value of 0.003 (less than 0.05) and the t-

statistic value of 3.005 (greater than 1.96), both show that this is true.  Consequently, Hypoth-

esis 6 of this study is accepted.  When employees are led by real people, they are more likely 

to be creative and interested in their work.  This is because of the unique connections that are 
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formed under this kind of leadership, which has been shown to have a strong positive relation-

ship with work involvement (Mubarak & Noor, 2018).  The results of Sengupta et al. (2021) 

support this body of study because they show that workers are inspired to be innovative at work 

and come up with creative solutions when they think their leaders are real.  This means that real 

leadership has a direct effect on how creative employees are. It also helps to keep employees 

interested in their work, which encourages them to be bold and come up with new ideas.  People 

who are engaged at work and see it as an important part of their lives are more likely to be 

creative when they are around real leadership. This means that real leadership has a direct effect 

on how creative employees are. It also helps to keep employees interested in their work, which 

encourages them to be bold and come up with new ideas. In the context of PT PLN (Persero) 

Bengkulu City, leaders who demonstrate genuine behavior build trust and inspire their teams to 

engage deeply with their tasks, which in turn enhances their creativity in developing effective 

and efficient solutions. Therefore, by strengthening authentic leadership practices, PT. PLN 

(Persero) Bengkulu City can improve employee engagement and creativity. 

The Influence of Perceived Organizational Support on Employee Creativity Mediated by 

Work Engagement. It was found that the seventh hypothesis (H7) is true. This was shown by 

testing the idea that work involvement can have a secondary effect on how creative employees 

are when they feel supported by their company.  It is clear that the data supports the hypothe-

sised model because the t-statistic value of 4.304 > 1.96 and the p-value of 0.000 < 0.05 show 

this.  It is thought that how employees feel about their organization's support will have a good 

and significant effect on their imagination, with work participation playing a role as an inter-

mediary.  This study backs up what Aldabbas et al. (2023) found, which is that perceived or-

ganizational support has a good and significant effect on employee creativity, which is mediated 

through work involvement.  These results support the idea of social exchange theory, which 

says that workers who feel valued and supported by their company will be more inspired to do 

more at work, which will lead to more creative ideas.  Engaging workers at work has been 

shown to encourage them to think outside the box in exchange for support from their bosses. In 

the context of PT PLN (Persero) Bengkulu City, this finding is especially relevant. Employees 

at PLN Bengkulu City who perceive that they receive genuine support from the company, man-

ifesting in the form of adequate work facilities, training opportunities, and transparent commu-

nication, tend to exhibit high levels of work engagement. This initiative fosters an environment 

conducive to creativity and innovation, particularly in the realm of enhancing the efficiency and 

quality of electricity services. 

3. CONCLUSION & SUGGESTION 

A study was conducted at PT PLN (Persero) Bengkulu City, and the following findings were 

obtained. These findings demonstrate that the first hypothesis (H1) is accepted, namely that 

authentic leadership has a positive and significant effect on employee creativity. This outcome 

suggests that authentic leadership at PT PLN (Persero) Bengkulu City fosters an environment 

conducive to employee creativity, leading to the generation of novel concepts that contribute to 

the company's advancement. Additionally, the second hypothesis (H2) was refuted, as the 
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findings indicated that perceived organizational support exerted no influence on employee cre-

ativity. This finding suggests that employees' creative output is not significantly influenced by 

their perception of support from the company. The findings of the third hypothesis (H3) testing 

indicate that authentic leadership exerts a positive and significant influence on employee work 

engagement. Authentic leadership has been demonstrated to enhance employee engagement in 

their work. Moreover, the fourth hypothesis (H4) is substantiated, indicating that perceived or-

ganizational support exerts a positive and significant influence on employee work engagement. 

The findings suggest a positive correlation between employee engagement and support from 

the company. Specifically, the data indicates that employees who experience a high level of 

support from their organization demonstrate higher levels of engagement in their work. The 

fifth hypothesis (H5) is also accepted, which states that work engagement has a significant 

positive effect on employee creativity. Consequently, employees who demonstrate a higher de-

gree of engagement in their work tend to exhibit elevated levels of creativity. Moreover, the 

findings of the sixth hypothesis (H6) testing demonstrate that work engagement can serve as a 

mediator for the effect of authentic leadership on employee creativity. This suggests that the 

impact of authentic leadership on employee creativity is facilitated by heightened work engage-

ment. The seventh hypothesis (H7) posits that the impact of perceived organizational support 

on employee creativity is further moderated by work engagement. PT PLN (Persero) Bengkulu 

City, indicating that the organization's support fosters creativity among employees by enhanc-

ing their work engagement. 

The findings of this study can be utilised as a resource by the management of PT PLN (Persero) 

in Bengkulu City to enhance their awareness of organisational support for employee creativity. 

This will foster an environment conducive to employee creativity, thereby enhancing their en-

thusiasm and motivation for the advancement of the company. Furthermore, it is recommended 

that employees be encouraged to focus on factors that contribute to their professional compe-

tence. It is recommended that future researchers consider the development of additional varia-

bles that have the potential to influence the creativity of employees within the company. 

REFERENCES 

Adil, M. S., Hamid, K. B. A., & Waqas, M. (2020). Impact of perceived organisational support and 

workplace incivility on work engagement and creative work involvement: a moderating role of 

creative self-efficacy. International Journal of Management Practice, 13(2), 117. 

https://doi.org/10.1504/IJMP.2020.105671 

Aldabbas, H., Pinnington, A., & Lahrech, A. (2023). The influence of perceived organizational 

support on employee creativity: The mediating role of work engagement. Current Psychology, 42(8), 

6501–6515. https://doi.org/10.1007/s12144-021-01992-1 

Alzghoul, A., Elrehail, H., Emeagwali, O. L., & AlShboul, M. K. (2018). Knowledge management, 

workplace climate, creativity and performance. Journal of Workplace Learning, 30(8), 592–612. 

https://doi.org/10.1108/JWL-12-2017-0111 

Amabile, T. M., Amabile, T. M., Collins, M. A., Conti, R., Phillips, E., Picariello, M., Ruscio, J., & 



899 | Saputra, Nasution                                                                      Jurnal Manajemen (Edisi Elektronik) 

 

Whitney, D. (2018). Creativity in Context. Routledge. https://doi.org/10.4324/9780429501234 

Bakker, A. B., Petrou, P., Op den Kamp, E. M., & Tims, M. (2020). Proactive Vitality Management, 

Work Engagement, and Creativity: The Role of Goal Orientation. Applied Psychology, 69(2), 351–

378. https://doi.org/10.1111/apps.12173 

Başaran, R., & KIRAL, E. (2022). The Relationship between Authentic Leadership and Work 

Engagement. International Journal of Contemporary Educational Research, 7(2), 351–365. 

https://doi.org/10.33200/ijcer.767560 

Can, Ü., Kiliçalp, M., & Akyürek, S. (2025). The Role of Service Innovation and Work Engagement 

on Creativity and Training-Learning Effort. International Journal of Hospitality & Tourism 

Administration, 26(2), 425–455. https://doi.org/10.1080/15256480.2024.2321568 

Chaudhary, R., & Akhouri, A. (2019). CSR perceptions and employee creativity: examining serial 

mediation effects of meaningfulness and work engagement. Social Responsibility Journal, 15(1), 61–

74. https://doi.org/10.1108/SRJ-01-2018-0018 

Dai, K., & Qin, X. (2016). Perceived Organizational Support and Employee Engagement: Based on 

the Research of Organizational Identification and Organizational Justice. Open Journal of Social 

Sciences, 04(12), 46–57. https://doi.org/10.4236/jss.2016.412005 

Duan, W., Tang, X., Li, Y., Cheng, X., & Zhang, H. (2020). Perceived Organizational Support and 

Employee Creativity: The Mediation Role of Calling. Creativity Research Journal, 32(4), 403–411. 

https://doi.org/10.1080/10400419.2020.1821563 

Fateh, A., & Mustamil, N. (2021). Role of authentic leadership and personal mastery in predicting 

employee creative behavior : a self-determination perspective. 1, 1–16. 

Gonlepa, M. K., Dilawar, S., & Amosun, T. S. (2023). Understanding employee creativity from the 

perspectives of grit, work engagement, person organization fit, and feedback. Frontiers in Psychology, 

13. https://doi.org/10.3389/fpsyg.2022.1012315 

Hsieh, C. C., & Wang, D. S. (2015). Does supervisor-perceived authentic leadership influence 

employee work engagement through employee-perceived authentic leadership and employee trust? 

International Journal of Human Resource Management, 26(18), 2329–2348. 

https://doi.org/10.1080/09585192.2015.1025234 

Hughes, D. J., Lee, A., Tian, A. W., Newman, A., & Legood, A. (2018). Leadership, creativity, and 

innovation: A critical review and practical recommendations. The Leadership Quarterly, 29(5), 549–

569. https://doi.org/10.1016/j.leaqua.2018.03.001 

Ibrahim, H. I., Isa, A., & Shahbudin, A. S. M. (2016). Organizational Support and Creativity: The 

Role of Developmental Experiences as a Moderator. Procedia Economics and Finance, 35, 509–514. 

https://doi.org/10.1016/S2212-5671(16)00063-0 

Imran, M. Y., Elahi, N. S., Abid, G., Ashfaq, F., & Ilyas, S. (2020). Impact of Perceived 

Organizational Support on Work Engagement: Mediating Mechanism of Thriving and Flourishing. 

Journal of Open Innovation: Technology, Market, and Complexity, 6(3), 82. 

https://doi.org/10.3390/joitmc6030082 

Inam, A., Ho, J. A., Zafar, H., Khan, U., Sheikh, A. A., & Najam, U. (2021). Fostering Creativity and 

Work Engagement Through Perceived Organizational Support: The Interactive Role of Stressors. Sage 

Open, 11(3). https://doi.org/10.1177/21582440211046937 

Jankelová, N., Joniaková, Z., & Skorková, Z. (2021). Perceived Organizational Support and Work 

Engagement of First-Line Managers in Healthcare – The Mediation Role of Feedback Seeking 

Behavior. Journal of Multidisciplinary Healthcare, Volume 14, 3109–3123. 

https://doi.org/10.2147/JMDH.S326563 



Volume 16, Issue 3                                                The Influences of Authentic Leadership and Perceived... |900 

 

   

Joo, B.-K., Yim, J.-H., Jin, Y. S., & Han, S. J. (2023). Empowering leadership and employee 

creativity: the mediating roles of work engagement and knowledge sharing. European Journal of 

Training and Development, 47(9), 881–899. https://doi.org/10.1108/EJTD-02-2022-0016 

Junça Silva, A., & Lopes, C. (2023). Cognitive and affective predictors of occupational stress and job 

performance: the role of perceived organizational support and work engagement. Journal of Economic 

and Administrative Sciences, 39(4), 1013–1026. https://doi.org/10.1108/JEAS-02-2021-0020 

Karatepe, O. M., & Aga, M. (2016). The effects of organization mission fulfillment and perceived 

organizational support on job performance. International Journal of Bank Marketing, 34(3), 368–387. 

https://doi.org/10.1108/IJBM-12-2014-0171 

Khan, A. N., Khan, N. A., Bodla, A. A., & Gul, S. (2020). Impact of psychopathy on employee 

creativity via work engagement and negative socioemotional behavior in public health sector. 

Personnel Review, 49(8), 1655–1675. https://doi.org/10.1108/PR-02-2019-0072 

Lei, S., Qin, C., Ali, M., Freeman, S., & Shi-Jie, Z. (2021). The impact of authentic leadership on 

individual and team creativity: a multilevel perspective. Leadership and Organization Development 

Journal, 42(4), 644–662. https://doi.org/10.1108/LODJ-12-2019-0519 

M.Amabile, T. (1988). A MODEL OF CREATIVITY AND INNOVATION IN ORGANIZATIONS. 

Research in Organizational Behavior, 10(1), 123–167. 

Mubarak, F., & Noor, A. (2018). Effect of authentic leadership on employee creativity in project-

based organizations with the mediating roles of work engagement and psychological empowerment. 

Cogent Business & Management, 5(1), 1. https://doi.org/10.1080/23311975.2018.1429348 

Musenze, I. A., Mayende, T. S., Wampande, A. J., Kasango, J., & Emojong, O. R. (2021). Mechanism 

between perceived organizational support and work engagement: explanatory role of self-efficacy. 

Journal of Economic and Administrative Sciences, 37(4), 471–495. https://doi.org/10.1108/JEAS-02-

2020-0016 

Niswaty, R., Wirawan, H., Akib, H., Saggaf, M. S., & Daraba, D. (2021). Investigating the effect of 

authentic leadership and employees’ psychological capital on work engagement: evidence from 

Indonesia. Heliyon, 7(5), e06992. https://doi.org/10.1016/j.heliyon.2021.e06992 

Oh, J., Cho, D., & Lim, D. H. (2018). Authentic leadership and work engagement: the mediating effect 

of practicing core values. Leadership & Organization Development Journal, 39(2), 276–290. 

https://doi.org/10.1108/LODJ-02-2016-0030 

Phuong, T. H., & Takahashi, K. (2021). The impact of authentic leadership on employee creativity in 

Vietnam: a mediating effect of psychological contract and moderating effects of subcultures. Asia 

Pacific Business Review, 27(1), 77–100. https://doi.org/10.1080/13602381.2021.1847467 

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

Journal of Applied Psychology, 84(4), 689. 

Ribeiro, N., Duarte, A. P., Filipe, R., & Torres de Oliveira, R. (2020). How Authentic Leadership 

Promotes Individual Creativity: The Mediating Role of Affective Commitment. Journal of Leadership 

& Organizational Studies, 27(2), 189–202. https://doi.org/10.1177/1548051819842796 

Samsudin, A., Saputra, N., & Abdinegoro, S. B. (2020). Authentic Leadership, Work Engagement and 

Performance. Proceedings of the International Conference on Business and Management Research 

(ICBMR 2020). https://doi.org/10.2991/aebmr.k.201222.040 

Sanda, A., & Arthur, N. A. D. (2017). Relational impact of authentic and transactional leadership 

styles on employee creativity. African Journal of Economic and Management Studies, 8(3), 274–295. 



901 | Saputra, Nasution                                                                      Jurnal Manajemen (Edisi Elektronik) 

 

https://doi.org/10.1108/AJEMS-07-2016-0098 

Schaufeli, W. B., Salanova, M., González-romá, V., & Bakker, A. B. (2002). The Measurement of 

Engagement and Burnout: A Two Sample Confirmatory Factor Analytic Approach. Journal of 

Happiness Studies, 3, 71–92. https://doi.org/10.1023/A:1015630930326 

Semedo, A. S., Coelho, A., & Ribeiro, N. (2018). The relationship between authentic leaders and 

employees’ creativity. International Journal of Workplace Health Management, 11(2), 58–73. 

https://doi.org/10.1108/IJWHM-06-2017-0048 

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

affective commitment and job resourcefulness on employees’ creativity and individual performance. 

Leadership & Organization Development Journal, 37(8), 1038–1055. https://doi.org/10.1108/LODJ-

02-2015-0029 

Sengupta, S., Sharma, S., & Singh, A. (2021). Authentic Leadership Fostering Creativity in Start-ups: 

Mediating Role of Work Engagement and Employee Task Proactivity. Business Perspectives and 

Research, 9(2), 235–251. https://doi.org/10.1177/2278533720964298 

Stander, F. W., De Beer, L. T., & Stander, M. W. (2015). Authentic leadership as a source of 

optimism, trust in the organisation and work engagement in the public health care sector. SA Journal 

of Human Resource Management, 13(1). https://doi.org/10.4102/sajhrm.v13i1.675 

Suifan, T. S., Abdallah, A. B., & Al Janini, M. (2018). The impact of transformational leadership on 

employees’ creativity. Management Research Review, 41(1), 113–132. https://doi.org/10.1108/MRR-

02-2017-0032 

Tian, W., Wang, H., & Rispens, S. (2021). How and When Job Crafting Relates to Employee 

Creativity: The Important Roles of Work Engagement and Perceived Work Group Status Diversity. 

International Journal of Environmental Research and Public Health, 18(1), 291. 

https://doi.org/10.3390/ijerph18010291 

Toyama, H., & Mauno, S. (2017). Associations of Trait Emotional Intelligence with Social Support, 

Work Engagement, and Creativity in Japanese Eldercare Nurses. Japanese Psychological Research, 

59(1), 14–25. https://doi.org/10.1111/jpr.12139 

Wirawan, H., Jufri, M., & Saman, A. (2020). The effect of authentic leadership and psychological 

capital on work engagement: the mediating role of job satisfaction. Leadership & Organization 

Development Journal, 41(8), 1139–1154. https://doi.org/10.1108/LODJ-10-2019-0433 

Xu, B.-D., Zhao, S.-K., Li, C.-R., & Lin, C.-J. (2017). Authentic leadership and employee creativity: 

testing the multilevel mediation model. Leadership & Organization Development Journal, 38(3), 482–

498. https://doi.org/10.1108/LODJ-09-2015-0194 

Ye, L., Li, Y., Zhang, N., & Zhang, J. (2024). The Influence of Work Engagement on Employee 

Affect and Creativity: Insights from Occupational Mental Health. Behavioral Sciences, 14(12), 1217. 

https://doi.org/10.3390/bs14121217 

Zaitouni, M., & Ouakouak, M. L. (2018). Key predictors of individual creativity in a Middle Eastern 

culture. International Journal of Organizational Analysis, 26(1), 19–42. https://doi.org/10.1108/IJOA-

03-2017-1139 

Zeb, A., Abdullah, N. H., Hussain, A., & Safi, A. (2020). Authentic leadership, knowledge sharing, 

and employees’ creativity. Management Research Review, 43(6), 669–690. 

https://doi.org/10.1108/MRR-04-2019-0164 

Zhang, L., Bu, Q., & Wee, S. (2016). Effect of perceived organizational support on employee 

creativity: Moderating role of job stressors. International Journal of Stress Management, 23(4), 400–

417. https://doi.org/10.1037/str0000025 



 

 


