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ABSTRACT 

This study examines the effects of proactive personality and 

transformational leadership on innovative work behavior, with 

work engagement as a mediating variable among civil servants 

in a public-sector institution responsible for market regulation 

and service delivery. Using a quantitative cross-sectional 

design, data were obtained from 331 employees and analyzed 

with PLS-SEM. The results show that all hypotheses were 

supported. Proactive personality was the strongest predictor of 

both innovative work behavior and work engagement, while 

transformational leadership also positively influenced 

innovative work behavior directly and indirectly through 

engagement. Work engagement significantly mediated the 

effects of both predictors on innovative behavior. These 

findings highlight that innovation in the public sector is driven 

by individual readiness and leadership quality. Strengthening 

proactive traits and implementing transformational leadership 

are therefore crucial for fostering an innovation-oriented 

culture. The study further contributes theoretically by 

identifying work engagement as a key psychological 

mechanism linking personal and contextual factors to 

innovative behavior. 
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INTRODUCTION 

Global economic changes increasingly require both public and private organizations to 

strengthen their capacity for innovation in order to maintain competitiveness in dynamic 

environments (Hijal-Moghrabi et al., 2020). Such innovation largely depends on employees’ 

ability to demonstrate innovative work behavior, which involves problem recognition, idea 

generation, idea promotion, and the implementation of new solutions (Khan et al., 2020). 

Individual-driven innovation is particularly crucial in the public sector, where it serves as a 
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foundation for improving service quality, efficiency, and organizational effectiveness (Ng & Wang, 

2019; Bos-Nehles et al., 2017). 

However, studies have shown that public-sector employees often encounter structural 

and bureaucratic constraints that limit creativity and innovation (Tan et al., 2024). Consistent 

with Bos-Nehles et al. (2017), individual innovation processes in the public sector face more 

challenges than those in the private sector. Their research further indicates that radical 

innovations are rare, with most documented outcomes being incremental improvements in 

processes, tools, and work methods. This condition is also evident in the Public sector that 

handles market regulation and service oriented fields, which although promoting innovation 

through programs such as “ASN Berprestasi”, still exhibits relatively low levels of participation. 

Only 24 employees in 2021 and 22 employees in 2023 were nominated for selection out of more 

than 3,600 employees, suggesting that “employee participation in innovative behavior remains 

minimal and does not reflect a strong innovative work culture.” These conditions highlight the 

need to strengthen factors that drive innovative behavior within public organizations. 

Two prominent antecedents frequently linked to innovative work behavior are proactive 

personality and transformational leadership. A proactive personality reflects an individual’s 

inclination to recognize opportunities, initiate actions, and pursue change despite potential 

barriers (Mubarak et al., 2021). Prior studies show that employees with proactive tendencies are 

more inclined to exhibit innovative behaviors, both directly and through increased work 

engagement, a motivational state characterized by vigor, dedication, and absorption (Mubarak et 

al., 2021). These insights are consistent with findings by Zuberi and Khattak (2021) and Li et al. 

(2022), who highlighted that proactive individuals generate more innovative contributions when 

provided with autonomy, meaningful job roles, and a supportive innovation climate. 

Transformational leadership, on the other hand, is a leadership style that inspires 

employees by providing vision, intellectual stimulation, and individualized consideration to 

encourage performance beyond expectations (Al-edenat, 2018). In public organizations, 

transformational leadership has been found to positively shape employee innovation, with work 

engagement serving as a strengthening mediating mechanism (Thanh et al., 2022; Gemeda & 

Lee, 2020). Transformational leaders also cultivate collaborative environments that facilitate 

creative ideas and process improvements (Alwali & Alwali, 2022). Transformational leaders are 

also able to grow positive psychological capital, encourage knowledge sharing, and increase 

employee innovation in the context of the public sector (Ajrurrahman & Pusparini, 2024). 

In the context of the Public sector that handles market regulation and service oriented 

fields, both individual and leadership factors appear to require reinforcement. The 2023 

BerAKHLAK Culture Index reported that the Adaptivity dimension—which reflects proactivity, 

creativity, and readiness for change—was rated as “Unhealthy,” scoring only 41.7%. This suggests 

that employees “still possess a static mindset, are unprepared for transformation, lack 

enthusiasm, and are not yet driven to take an active role in change.” Such low adaptability 

directly influences work engagement and reduces employees’ initiative to innovate. According to 

Rosalini and Nurzam (2022), employees with high engagement tend to demonstrate better 

performance because they experience positive feelings and do not perceive their work as a 

burden. 

Given these empirical findings, it is essential to examine how proactive personality and 

transformational leadership influence innovative work behavior through work engagement 

among employees of the Public sector that handles market regulation and service oriented 

fields. Although prior studies have established strong relationships among individual 

characteristics, leadership, and innovative behavior, research remains limited in Indonesian 

public sector settings, which are characterized by unique bureaucratic structures, regulations, 

and organizational cultures. Moreover, the low Adaptivity score and limited employee 

participation in innovation underscore the relevance of this study in providing a comprehensive 
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understanding of the mechanisms that drive innovative work behavior in governmental 

institutions. 

Therefore, this study focuses on analyzing the effects of proactive personality and 

transformational leadership on innovative work behavior, with work engagement as a mediating 

variable, to understand how internal and external factors strengthen the innovative behavior of 

employees at the Public sector that handles market regulation and service oriented fields. 

 

LITERATUR REVIEW 

Social Exchange Theory (SET) 

Social Exchange Theory (SET) is a theoretical framework that explains how social 

interactions within organizations are formed based on the principles of reciprocity, trust, and 

social obligations. Introduced by Blau (1964), the theory posits that relationships between 

individuals are driven by the exchange of valued resources, not only in material form but also in 

the form of emotional support, recognition, and a sense of appreciation in the workplace. In 

organizational settings, support from leaders such as trust, attention to employee ideas, and 

opportunities to contribute, encourages employees to reciprocate through positive behaviors, 

including work engagement and innovative work behavior. According to Blau (1964), when 

employees perceive support and appreciation from the organization, they tend to return the 

favor by offering extra contributions as a form of social reciprocity. 

 

Innovative Work Behavior (IWB) 

The concept of innovative work behavior originates from Scott and Bruce (1994), who 

defined it as an individual process involving problem identification, creative idea development, 

and the implementation of new solutions in the workplace. Janssen (2000) further expanded this 

definition by emphasizing three main stages of IWB: idea generation, idea promotion, and idea 

implementation. Meanwhile, De Jong and Den Hartog (2010) highlight opportunity exploration 

and creativity as core components of innovative behavior. According to their framework, IWB 

consists of four key dimensions: 

1) Idea Exploration – searching for opportunities or problems that require innovation 

2) Idea Generation – creating new solutions 

3) Idea Championing – promoting ideas to gain support 

4) Idea Implementation – turning ideas into actual practices 

 

Work Engagement (WE) 

Kahn (1990) initially defined work engagement as a psychological state in which 

individuals invest their full physical, cognitive, and emotional capacities into their work roles. 

Expanding on this idea, Schaufeli et al. (2002) characterized work engagement as a positive and 

rewarding condition reflected in an employee’s active involvement at work. This condition is 

represented through vigor (high energy and persistence), dedication (a strong sense of 

commitment and meaning), and absorption (deep focus and immersion in work tasks). 

 

Proactive Personality (PP) 

Individuals with a proactive personality, as described by Bateman and Crant (1993), are 

those who deliberately attempt to shape and modify their environment rather than simply 

reacting to circumstances around them. Such individuals are inclined to take risks and interpret 

complex situations as personal challenges that stimulate innovative behavior in the workplace. 

Consistent with this view, Seibert et al. (1999) found that a proactive disposition facilitates 

enhanced career outcomes because these individuals act intentionally and persistently to 

achieve their objectives. Their strong tendency toward proactivity encourages them to 
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continuously explore new methods, generate and share ideas, and implement improvements 

that positively transform their work environment. 

 

Transformational Leadership (TL) 

Transformational leadership, first conceptualized by Burns (1978) and later expanded by 

Bass (1985), represents a leadership approach that drives constructive change by inspiring and 

motivating followers, stimulating them intellectually, and offering personalized support. 

According to Carless et al. (2000), transformational leaders articulate a clear and compelling 

organizational vision through consistent communication, empower and support their 

subordinates, serve as exemplary role models, and promote innovation as well as employee 

growth. Through these behaviors, leaders are able to energize employees to transcend their self-

interests and contribute more meaningfully to achieving organizational objectives. 

 

METHODS 

This research utilized a quantitative method to analyze the relationships modeled in 

earlier studies conducted in public-sector settings, particularly among civil servants working in 

market regulation and service-oriented institutions. Adopting a cross-sectional design, the study 

targeted a population of 3,605 employees, from which 331 participants were sampled. Eligible 

respondents were those with at least two years of work experience and serving in roles such as 

administrators, supervisors, functional personnel, or staff. Data collection was carried out 

through an online survey disseminated across ten echelon-1 units, supplemented by additional 

information sources. 

The study employed measurement instruments adapted from well-established and 

validated scales, all rated on a 7-point Likert scale. Proactive Personality was measured using 

items from Seibert et al. (1999), while Transformational Leadership was assessed through 

indicators developed by Carless et al. (2000) and later utilized by Mubarak et al. (2021). Work 

Engagement was evaluated using scales from Schaufeli et al. (2006) and Thanh (2022), and 

Innovative Work Behavior was measured based on the framework introduced by De Jong and 

Den Hartog (2010). Overall, seven hypotheses were developed in this study, as illustrated in 

Figure 1. 

The hypotheses were tested using Structural Equation Modeling (SEM) with a Partial 

Least Squares approach (PLS-SEM) via SmartPLS 4. The use of PLS was supported by the growing 

trend identified by Shafaei and Nejati (2022), who noted a substantial increase in studies 

employing PLS-PM compared to covariance-based SEM. Furthermore, Hair et al. (2016) 

highlighted that PLS-SEM is particularly advantageous for estimating complex predictive models 

without requiring the assumption of normally distributed data. 

The conceptual research model tested in this study is presented as follows: 

 

Figure 1. Research framework model 
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RESULTS 

A total of 395 responses were collected; however, 64 respondents did not meet the 

criteria and were identified as outliers. Therefore, 331 respondents were retained for further 

data analysis. Based on the results presented in Table 2, the respondents were predominantly 

civil servants (PNS) (85.5%), mostly female (56.5%), and primarily within the age range of 31–40 

years (58.9%). The majority held a bachelor's degree (51.4%), occupied functional positions 

(49.8%), and had 6–10 years of work experience (36.3%). The distribution of respondents is 

consistent with the population characteristics of the Public sector that handles market regulation 

and service oriented fields. 

 

Table 1 Respondent Characteristics 

Profile  Category  Frequency Percentage 

Employee Status Civil Servants 283 85,50% 

 Government Employees with 

Employment Agreements 

48 14,50% 

Gender Male 144 43,50% 

 Female 187 56,50% 

Age 21-30 years old 51 15,4% 

31-40 years old 195 58,9% 

41-50 years old 78 23,6% 

>50 years old 7 2,1% 

Education High School 7 2,1% 

Diploma 43 13,0% 

Bachelor's Degree 179 51,4% 

Master's Degree 108 32,6% 

Doctor’s Degree 3 0,9% 

Position Coordinator 21 6,30% 

Sub-Coordinator 51 15,4% 

Functional 165 49,8% 

Staff 94 28,4% 

Length of work 2-5 tahun 68 20,5% 

6-10 tahun 120 36,3% 

11-15 tahun 90 27,2% 

>15 tahun 53 16,0% 

Source: Primary data processed in 2025 

 

Measurement Model Analysis 

The measurement model assessment was initiated by examining its validity and 

reliability. Sekaran and Bougie (2016) explain that validity reflects how well an instrument 

measures the construct it is intended to capture, while reliability concerns the stability and 

consistency of the measurement, as well as its freedom from error (Hair et al., 2014). In this 

study, the criteria outlined by Hair et al. (2022) were applied, whereby an item is deemed valid 

when its outer loading exceeds 0.70 and its Average Variance Extracted (AVE) is above 0.50. A 

construct is classified as reliable if both its composite reliability and Cronbach’s alpha have 

values greater than 0.70.The assessment was carried out in two phases: the first-order 

measurement, in which constructs were directly represented by questionnaire items, followed by 

the second-order measurement, where constructs were formed from several underlying 

dimensions. Results from the first-order analysis indicated that all indicators met the required 

validity and reliability thresholds, allowing the evaluation to progress to the second-order stage 

as described below: 
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Table 2 Second Order Validity and Reliability Test 

Variable Dimenssion 
Indicator 

Code 

Outer 

Loading 

Cronbach’s 

Alpha 

Composite 

Reability 
AVE 

Innovative Work 

Behaviour 

IWB_IE 0,858 0,904 0,933 0,776 0.776 

IWB_IG 0,923 

IWB_IC 0,914 

IWB_II 0,826 

Work 

Engagement 

WE_V 0,891 0,88 0,926 0,808 0,808 

WE_D 0,871 

WE_A 0,933 

Proactive 

Personality 

PP1 0.783 0,949 0,957 0,688 0,688 

PP2 0,862 

PP3 0.750 

PP4 0,815 

PP5 0,876 

PP6 0,843 

PP7 0,841 

PP8 0,826 

PP9 0,838 

PP10 0,855 

Transformational 

Leadership 

TL1 0,876 0,949 0,958 0,765 0,765 

TL2 0,881 

TL3 0,848 

TL4 0,874 

TL5 0,869 

TL6 0,886 

TL7 0,89 

Source: Primary data processed in 2025 

 

Referring to Table 2, the findings indicate that all indicators satisfy the required validity 

and reliability standards, as each value meets the expected thresholds. Afterward, discriminant 

validity for the second-order reflective constructs was evaluated using both the Fornell–Larcker 

criterion and the Heterotrait–Monotrait Ratio (HTMT). Hair et al. (2014) explain that the Fornell–

Larcker requirement is fulfilled when the square root of the Average Variance Extracted (AVE), 

shown along the diagonal, exceeds the correlations between that construct and the others 

within the model. In addition, Henseler et al. (2015) emphasize that HTMT assesses discriminant 

validity by comparing construct correlations, with 0.90 suggested as the upper acceptable limit. 

The outcomes of the Fornell–Larcker discriminant validity test are summarized as follows: 

 

Table 3 Results of Fornell Larcker Discriminant Validity Measurement 

 IWB PP TL WE 

IWB 0.881    

PP 0.876 0.830   

TL 0.728 0.731 0.875  

WE 0.813 0.783 0.723 0.899 

Source: Primary data processed in 2025 
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As shown in Table 3 the Fornell–Larcker criterion is met, as the square root of the AVE for 

every reflective variable is higher than the inter-construct correlations. This outcome indicates 

that discriminant validity has been adequately established in the model. The HTMT test results 

supporting this assessment are presented as follows: 

 

Table 4 Results of HTMT Discriminant Validity Measurement 

 IWB PP TL WE 

IWB     

PP 0.940    

TL 0.783 0.771   

WE 0.902 0.855 0.792  

Source: Primary data processed in 2025 

 

Based on Table 5, the HTMT value between proactive personality (PP) and innovative 

work behavior (IWB) is 0.940, and the HTMT value between work engagement and innovative 

work behavior is 0.902—both slightly exceeding the recommended threshold of 0.90. As 

explained by Franke and Sarstedt (2019), a minor exceedance of the HTMT threshold does not 

necessarily indicate a problem as long as the constructs are theoretically distinct and the 

Fornell–Larcker criterion is satisfied. The following figure presents the PLS algorithm model of 

the indicators and latent variables at the second-order level: 

 

Figure 1. Model of the PLS algorithm 

 

Structural Model Analysis 

To assess the structural model, several evaluations were performed, including tests of 

collinearity, explanatory power (R²), model fit, and predictive relevance. The collinearity 

assessment indicates that the model is free from multicollinearity concerns, as all VIF values fall 

below the recommended cut-off point of 5 (Hair et al., 2022). Furthermore, Hair et al. (2022) note 

that R² reflects the proportion of variance in an endogenous construct that can be explained by 

its predictors, thereby illustrating the model’s overall explanatory capability. In this research, the 

R² value for IWB is 0.812, implying that the predictors explain 81.2% of its variance. Similarly, the 

R² value for WE is 0.662, indicating that 66.2% of the variance in work engagement is accounted 

for by the model. 

Model fit was assessed using the Standardized Root Mean Square Residual (SRMR), with 

the model producing a value of 0.051. This indicates good fit, as it is lower than the 

recommended maximum of 0.080 (Benitez et al., 2020). Finally, predictive relevance (Q²) values 

greater than zero reflect that the model has predictive ability, whereas negative values indicate 

otherwise (Hair et al., 2019). The findings show Q² values of 0.62 for innovative work behavior 

and 0.528 for work engagement, confirming strong predictive relevance. 
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Hypothesis Testing 

The hypotheses in this study propose positive directional relationships; therefore, a one-

tailed significance test is more appropriate. At a 95% confidence level for a one-tailed test, the 

acceptable t-value is ≥ 1.645 at the 5% significance level (Malhotra, 2010). If the t-value is below 

1.645, the hypothesis cannot be accepted at that significance level. Furthermore, a relationship is 

considered significant when the p-value < α (0.05), and not significant when the p-value > α (0.05) 

(Hair et al., 2022). The results of the direct effect testing are presented as follows: 

 

Table 5. Hypothesis Testing Results 

Hypothesis 
Path 

Coeffisient 

T-

Value 
P-Values 

Convidence 

Interval 

Conclusion Upper 

Bound 

(5%) 

Lower 

Bound 

(95%) 

Direct Path 

H1 PP → IWB 0.579 7.241 0.000 0.450 0.712 Supported 

H2 TL → IWB 0.094 1.856 0.032 0.014 0.180 Supported 

H3 PP → WE 0.547 13.557 0.000 0.477 0.609 Supported 

H4 TL → WE 0.324 8.540 0.000 0.260 0.385 Supported 

H5 WE→ IWB 0.291 3.042 0.001 0.129 0.443 Supported 

Mediation 

H6 PP → WE → IWB 0.159 3.121 0.001 0.071 0.239 Supported 

H7 TL → WE → IWB 0.094 2.890 0.002 0.040 0.148 Supported 

Source: Primary data processed in 2025 

 

The study’s findings show that proactive personality significantly predicts innovative work 

behavior, as demonstrated by a t-value of 7.241 (p = 0.000) at the 5% level, confirming H1. The 

positive coefficient of 0.579 highlights the strength of this relationship. Transformational 

leadership also exerts a positive effect on innovative work behavior, with statistical support from 

a coefficient of 0.094, a p-value of 0.032, and a t-value of 1.856 at the 95% confidence level, 

validating H2. Furthermore, proactive personality is strongly associated with higher work 

engagement, indicated by a coefficient of 0.547, a p-value of 0.000, and a t-value of 13.557, 

supporting H3. Similarly, transformational leadership significantly enhances work engagement, 

evidenced by a coefficient of 0.094, a p-value of 0.032, and a t-value of 1.856, confirming H4. 

Work engagement also shows a positive and significant effect on innovative work behavior, with 

a coefficient of 0.291, a t-value of 3.042, and a p-value of 0.001, supporting H5. 

Mediation results reveal that work engagement serves as a mediator between proactive 

personality and innovative work behavior (coefficient = 0.159, p = 0.001, 95% CI), lending support 

to H6. Likewise, work engagement mediates the effect of transformational leadership on 

innovative work behavior (coefficient = 0.094, p = 0.002, 95% CI), confirming H7. 

 

DISCUSSION 

The findings indicate that proactive personality exerts a strong and significant influence 

on innovative work behavior, supporting Bateman and Crant’s (1993) assertion that proactive 

individuals tend to initiate actions, seek opportunities, and drive change. Such employees are 

more active in generating, promoting, and realizing new ideas (De Jong & Den Hartog, 2010). 

These results are consistent with studies by Mubarak et al. (2021), Zuberi and Khattak (2021), 

and Li et al. (2022), which show that proactive individuals are better equipped to meet 
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innovation-related demands, especially when they are provided with autonomy and 

opportunities for development. Within the public sector, the low Adaptability score in the 2023 

BerAKHLAK Index reflects limited proactivity and creativity, emphasizing the importance of 

fostering proactive qualities to build a more innovation-driven culture.Transformational 

leadership also positively influences innovative work behavior, although the effect size is smaller 

than that of proactive personality. Consistent with prior research (Al-edenat, 2018; Carless et al., 

2000; Thanh et al., 2022; Gemeda & Lee, 2020), transformational leaders motivate employees, 

provide intellectual stimulation, and foster trust, enabling them to contribute ideas despite 

bureaucratic constraints. The relatively modest coefficient reflects the hierarchical nature of the 

Indonesian public sector, where structural barriers may limit leaders’ direct influence, indicating 

that supportive organizational culture is necessary to enhance the impact of transformational 

leadership. 

The study further finds that proactive personality and transformational leadership both 

significantly enhance work engagement. Proactive individuals experience greater vigor, 

dedication, and absorption (Kahn, 1990; Schaufeli et al., 2002), while transformational leaders 

elevate psychological energy through inspiration and meaningful work communication. These 

findings echo Mubarak et al. (2021), Gemeda and Lee (2020), and Thanh et al. (2022), and are 

particularly relevant given the institution’s low Adaptability score, which signals the need to 

boost engagement across the workforce.Work engagement itself positively affects innovative 

work behavior, supporting prior studies (Schaufeli et al., 2006; De Jong & Den Hartog, 2010; 

AlShamsi & Ahmad, 2022). Employees with higher engagement demonstrate stronger creative 

behavior and greater willingness to contribute to innovation, a pattern also observed by Pebianti 

et al. (2025). The institution’s low participation in innovation programs (24 out of 3,600 

employees) underscores the need to strengthen engagement to stimulate innovative 

performance.Finally, work engagement mediates the effects of both proactive personality and 

transformational leadership on innovative work behavior. This supports Social Exchange Theory, 

indicating that psychological energy transforms personal traits and leadership influences into 

actual innovative actions. Consistent with Mubarak et al. (2021) and Thanh et al. (2022), the 

findings highlight engagement as a key mechanism enabling innovation in bureaucratic 

environments where structural autonomy is limited. 

 

CONCLUSION 

This study explored the relationships between proactive personality, transformational 

leadership, and innovative work behavior, while also determining whether work engagement 

mediates these effects among public-sector civil servants involved in market regulation and 

service-related operations. Analysis using PLS-SEM with 331 participants revealed that all 

hypotheses formulated in the research model were validated. 

First, proactive personality was found to be the strongest predictor of both innovative 

work behavior and work engagement. This indicates that proactive individuals are not only 

capable of identifying opportunities and taking initiative but also possess higher levels of 

psychological energy—such as vigor, dedication, and absorption—which drive them to 

consistently engage in innovative processes. Second, transformational leadership positively 

influences innovative work behavior, both directly and indirectly through work engagement. 

Although its effect size is smaller than that of proactive personality, the findings reaffirm that 

inspirational, supportive, and empowering leadership remains an essential factor in fostering 

creativity and innovation, particularly within rigid bureaucratic structures.Third, work 

engagement plays a significant mediating role in both relationships, demonstrating that 

employees’ psychological energy is a crucial mechanism that translates individual potential and 

leadership influence into innovative behavior. Higher engagement enables employees to 

persistently explore ideas, champion new suggestions, and implement novel solutions in the 
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workplace. Fourth, the high R² values for innovative work behavior (81.2%) and work 

engagement (66.2%) indicate that the combination of proactive personality, transformational 

leadership, and engagement provides a strong explanatory framework for understanding 

innovative behavior among civil servants in this institution. 

Overall, this study underscores that innovation in the public sector is not solely 

dependent on policies and structural arrangements, but more importantly on individual 

readiness and leadership quality capable of stimulating employee engagement. Strengthening 

proactive characteristics and adopting transformational leadership practices are key strategies 

for enhancing innovative capacity within the Public sector that handles market regulation and 

service oriented fields. Moreover, these findings provide theoretical contributions to the public-

sector innovation literature by highlighting work engagement as the psychological mechanism 

that bridges personal and contextual factors. 

 

SUGGESTIONS 

Given that proactive personality is the strongest predictor of both innovative work 

behavior and work engagement, organizations should embed proactivity into HR practices by 

providing experiential learning programs such as design thinking, problem-solving, and 

continuous improvement to encourage employees to identify opportunities and initiate 

innovation.Because transformational leadership influences innovative work behavior directly 

and indirectly through work engagement, leadership development should prioritize immediate 

supervisors. Transformational leadership indicators such as supporting new ideas, granting 

autonomy, and modeling desired behaviors can be integrated into 360-degree feedback or 

performance evaluations. Leaders should also facilitate regular innovation dialogues (e.g., idea 

clinics, improvement-sharing sessions, or “safe-to-fail” forums) to promote psychological safety 

in proposing and testing ideas. 

Given the mediating role of work engagement, organizations should implement 

interventions that enhance vigor, dedication, and absorption, including job redesign for highly 

routine roles to increase challenge, task variety, and learning opportunities. This study focuses 

on a single public-sector institution, which limits the extent to which the findings can be 

generalized. Future studies could validate the model in various governmental settings and 

broaden it by adding variables such as perceived organizational support, innovation climate, or 

human resource practices. Additionally, the use of a cross-sectional design prevents the 

examination of changes over time; therefore, longitudinal or mixed-method approaches are 

recommended to more effectively capture how leadership and organizational initiatives 

influence engagement and innovation within bureaucratic environments. 
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