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ABSTRACT 

Guided by the principles of Social Exchange Theory, this study explored the interplay 

between employee innovative behavior, engagement, and the creative climate at the 

Uganda Revenue Authority (URA). The research specifically sought to: (i) evaluate the 

significance of the link between employee engagement and a creatively supportive 

work environment, (ii) investigate the association between employee commitment 

and innovative workplace practices, and (iii) examine whether employee engagement 

serves as a mediating variable in the relationship between innovation-oriented 

practices and a climate conducive to creativity. 

To execute this study, the researchers of this paper had chosen a cross-sectional 

design and through simple random sampling, they had collected the views of a sample 

of 480 URA employees. The method divided into two types of data collection: 

questionnaires (receiving a 82.9% rate for the response) and interview guides 

(managed to come back with an 86.6% response rate). To be precise, the data of a 

numerical nature throughout the study was the main subject of the statistical 

description and regression, but the qualitative answers were used in the content and 

thematic analysis. The findings of the research show that the coefficients for both the 

relations of creative climate with engagement and engagement with innovation are 

significant points undertaken that signify the increase in the rates of the target 

variables (engagement, and innovative behavior) when the predictor variables 

(creative climate, and engagement) increase by 1 respectively, i.e., for the first 

coefficient, 0.360/(b=0.360) and for the second, 0.401 (b=0.401). Beyond the primary 

findings, the study also highlighted the mediating influence of employee engagement 

on the link between a creative organizational climate and innovative behavior. The 

discussion reinforced this relationship, emphasizing that elements such as employee 

involvement, autonomy, and mutual trust are crucial drivers of engagement and 

innovation. The research concluded that at URA, fostering innovation and engagement 

is unfeasible without an environment that aligns with both creativity and employee 

needs. Consequently, the study recommends that URA leadership cultivate a culture 

that nurtures creativity—empowering employees with the freedom and resources 
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necessary to generate and implement new ideas, thereby enhancing the 

organization’s adaptability and long-term growth. 
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CHAPTER ONE 

1.1 Introduction 

Park et al. (2013) emphasized that in today’s complex and turbulent organizational 

environments and situations, only organizations that are fully innovative can resist the 

competition. To be prepared for the 21st-century challenges and keep implementing 

innovations regularly and constantly, the employees have to be those who will 

actively take part in such innovative work behaviors (De Jong & Den Hartog, 2010; 

Janssen, 2000). Innovative organizational behavior depends significantly on a creative 

climate that supports individuals, through autonomy, necessary resources, and leaders 

as well as colleagues’ encouragement. 

 

Conversely, Social Exchange Theory denotes that workers are likely to reciprocate the 

way they are treated by their superiors (Agyemang, 2013). It is when they perceive 

their managers as treating them favorably that the workers are induced to respond in 

kind, such as by generating and applying new ideas in the organization (Agyemang, 

2013; Eisenberger et al., 2001). Also, Gichohi (2014) affirms that employee 

engagement plays a very significant role in workplace innovation and creativity. 

Through engagement, individuals are more likely not only to meet the minimum 

standards but also to help facilitate the organization to develop new behaviors. The 

making of an attempt at knowing how the climate, employee commitment, and 

innovation are interconnected forms part of the Uganda Revenue Authority subject 

matter. 
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In this study, innovative behavior serves as the dependent variable, whereas creative 

climate and employee engagement are treated as independent variables. This chapter 

outlines the key components of the research, including the introduction, problem 

statement, study purpose, objectives, research questions, hypotheses, conceptual 

framework, significance, rationale, scope, and definitions of key terms. 

1.2 Background of the Study 

Here, the study's historical context—which details the development of innovative 

behavior at the global, continental, and national levels—is made available and 

expanded upon. It also offers the conceptual foundation, which is the clear 

identification of the study's core elements, as well as the theoretical backdrop, which 

is the presumptions of the theory underpinning the inquiry. In order to place the 

research problem in the perspective of how employee engagement and the creative 

climate have influenced the inventive behavior of URA employees, a contextual 

backdrop is provided at the end. 

1.2.1 Historical Background 

Present-day companies are increasingly concentrated on utilizing the inventive 

capacities of their workforce so as to position themselves as competitive and 

trailblazing actors in the market. By being innovative, workers drive the organization 

forward and, thus, through their creative thinking, derive new products, services, and 

production processes that are more efficient (De Jong & Den Hartog, 2007). The 

writing resolves that innovativeness of employees is a close correlate of the 

successfulness of an organization (Axtell et al., 2000). Nevertheless, for the creation 
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of new ideas to be successful, the staff should always be ready and willing to put the 

ideas forward (De Jong & Den Hartog, 2007). Science has proven how employees are 

the beacons for the organization driving innovation, and thus, their innovative 

behaviors are fundamental in enhancing organizational innovation outcomes. That’s 

why it is vital for companies to devise ways to motivate employees to innovate and 

also foster a culture of innovative behaviors at the workplace. The global state of 

affairs, with the ever-increasing knowledge-based economy and the opening up of 

more and more sectors of science and technology, make it possible for organizations 

to face a challenging and hostile business environment that is more uncertain and has 

more fierce competition than ever before. 

 

Moreover, to remain ahead of competitors, companies should continually depend on 

their workforce to come up with new ideas, be it in technology, e-commerce, new 

work practices, or streamlined operations (Shalley & Gilson, 2004). Killed is described 

as utilizing the skills, imagination, and knowledge of an individual to produce new, 

useful, and valuable products, methods, and ideas that will benefit the organization 

(Zhou & Shalley, 2003), and which comes from how different individuals interact with 

one another and the social situation they find themselves in (Woodman et al., 1993). 

Studying the evolution of employee creativity in the USA encompasses important 

periods of time, the Industrial Revolution being at the heart of it, and also includes 

various regions of the United States that have been intensely influenced by global 

interactions with the rest of the world during the early 20th century. 

This revolution industrialized societies from agrarian cultures. Still more the post-
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WWII Era (1940s-1950s), saw the explosion of technological invention and economic 

development and innovation became the prime driving force, with research and 

development (R&D) activities emerging. Thus, laborers increasingly participated in 

specialized work in new industries (Tsegaye, 2020). The Sub-Saharan Africa, worker 

innovative behavior has been shaped by interplay of historic, economic, social, and 

technology forces. 

 

African nations that emerged from the colonial era (pre-20th century) lacked access 

to education, and the colonial era's resources frequently prevented the indigenous 

population from engaging in innovative activity. Sub-Saharan Africa, on the other 

hand, began to gradually adopt information and communication technologies (ICT) in 

the late 20th century. Attitudes toward innovation were impacted by this greater 

accessibility and connectedness (Medase & Savin, 2023). This is also true in Uganda, 

where market reforms and globalization in the late 20th and early 21st centuries have 

recognized the importance of innovation and entrepreneurship as components of 

economic progress. 

 

More particularly, the rise in entrepreneurship and start-ups that has led to the 

establishment of vibrant entrepreneurial ecosystem, particularly in urban centers, 

that has led to an innovation culture. Technology, agriculture, and other start-ups are 

on the rise (Namono, et al., 2021). The innovation Hubs and Incubators on the local 

level have triggered the establishment of innovation hubs and incubators in a number 

of the cities which have, in return, provided support and resources to potential 
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entrepreneurs. 

 

Innovation hubs essentially function as collaboration centers, skill development 

centers, and networking centers. As of 2010, some of the leading innovation spaces 

that encourage individual creativity in Uganda include Hive CoLabs; Microsoft 

Innovation Centre and iLab@MAK, which is located in Makerere University's College of 

Computing and Information Sciences; Outbox, specifically targeting web and mobile 

entrepreneurs; Angels Hub, who acquired Mara LaunchPad incubation space in 

September 2013; the @TheHub co-working facility; FinAfrica, with training focus; the 

Center for Innovations and Professional Skills Development (CiPSD); and the RAN 

Innovation Lab at Makerere University. By creating a motivational creative 

environment and employee inspiration, organizational leaders can make employees 

feel comfortable to be innovative. Organizational innovation climate, as stated by 

Amabile (1996), is the shared perception by employees regarding the extent of 

encouragement of innovation and creativity in the workplace.  

 

According to Tao Yongmei (2012), employees’ collective perceptions reflect how well 

an organization fosters an environment conducive to learning and innovation—factors 

that shape both individual and organizational innovation outcomes. As Ma Yueting 

(2009) notes, an innovation-oriented organizational climate—characterized by 

elements such as advocacy, market focus, critical inquiry, encouragement, training, 

open communication, collaboration, resource availability, role modeling, and 

empowerment—plays a pivotal role in shaping employees’ capacity for innovation, 
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their behavior, and overall performance, influencing their employees’ attitudes, 

beliefs, motivations, and values are shaped by the organizational environment. 

Psychological capital has been identified as a key mediating factor in the relationship 

between an innovation-supportive climate and employees’ innovative behaviors (Zhen 

Mei-rong et al., 2012). Supporting this, LianXin (2013) found that an organizational 

climate that encourages innovation significantly enhances individuals’ propensity to 

engage in innovative actions. 

1.2.2 Theoretical Background 

The Social Exchange Theory (SET) 

Social Exchange Theory posits that organizational relationships are built on reciprocal 

transactions between parties—such as those between supervisors and subordinates or 

among colleagues (Colquitt, 2001). These exchanges often involve compensation or 

other valued benefits in return for employee services. Employees evaluate the 

fairness of these exchanges, and their perceptions—whether positive or negative—can 

significantly shape their attitudes and behaviors at work (Konovsky & Pugh, 1994). 

According to Aryee et al. (2002) and Colquitt (2001), employees assess fairness 

through three primary lenses: distributive justice, which concerns the perceived 

fairness of outcomes; procedural justice, which relates to the fairness of 

organizational processes and policies; and interactional justice, which focuses on the 

quality of interpersonal treatment from supervisors and peers. These perceptions are 

closely tied to the concept of Perceived Organizational Support (POS)… 



7 

 

 (POS) is defined as the perceived support between an employee and the entity 

employing that individual according to Eisenberger et al. (1986). Adversely, POS 

influences the morale and mood of an employee, thereby influencing attitudes and 

Behaviors linked to innovation. 

According to the paragraph above, Social Exchange Theory views an employee's 

behavior as a result of how the management or organization treats them (Agyemang, 

2013). Benefits offered by an employer encourage employees to act in ways that are 

desired by the company and are therefore seen favorably, such as coming up with and 

putting into practice new ideas (Agyemang, 2013; Eisenberger, et al., 2001). To 

sustain innovation, new ideas must be developed; therefore, employees must believe 

that the business encourages innovative behaviors and that workplace interactions are 

fair in order to support and enhance inventive behaviors (Coakes & Smith, 2007). 

 

Social Exchange Theory operates on the principle that interactions between parties 

are reciprocal—each side provides benefits in response to what it has received, 

aligning with the norm of reciprocity (Coyle-Shapiro & Shore, 2007). In this context, 

employee creativity is more likely to thrive when the organization cultivates a 

supportive and rewarding environment. 
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1.2.3 Conceptual Background 

The main ideas of the study are examined in this part. Practically speaking, inventive 

behavior includes a variety of actions like coming up with ideas, looking into 

possibilities, promoting ideas, and putting them into action (West & Farr, 1989; Jong 

& Kemp, 2003). Idea generation is the process of coming up with fresh, practical 

concepts in a variety of fields, frequently as a result of gaps, difficulties, 

inconsistencies, or new trends in the workplace (Janssen, 2000). The process of 

looking for novel ways to improve current goods, procedures, or services or 

approaching them from a different perspective is known as idea exploration (Basadur, 

2004). Promoting and nurturing an idea through igniting passion, forming alliances, 

exhibiting faith in its success, overcoming setbacks, and involving important 

stakeholders is known as concept championing (Howell, Shea & Higgins, 2005). Idea 

champions are essential to conquering organizational barriers and implementing 

innovative ideas. Idea implementation is the process of executing the nurtured idea 

and integrating new innovations into the organization's daily operations (de Jong & 

den Hartog, 2010). 

 

Employee engagement has been defined otherwise. Men (2015) has defined it as a 

positive emotional connection employees have with their company and values. He 

goes on to say that engagement is characterized by energy, absorption, involvement, 

efficacy, vigor, dedication, enthusiasm, and positive attitude, which are all energizers 

of employee performance. 
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As Isaksen et al. (2001) have written, members share shared perceptions of 

expectations for behavior in an organization, called the organizational climate. 

Climate may be defined as "the recurring patterns of behavior, attitudes, and feelings 

that characterize life within an organization" (Isaksen et al., 2001). Watkin and 

Hubbard (2003) also define climate as employees' perceptions of the environment that 

they have and how things should be done at work. Similarly, Schneider (1987) 

imagines climate as the overall agreement among organizational members concerning 

what is most critical to organizational success. 

 

1.2.4 Contextual Background 

Being a government agency, the Uganda Revenue Authority (URA) was established by 

the Parliament of Uganda and is placed under the Ministry of Finance, Planning and 

Economic Development. It is empowered with the core mandate within the territorial 

limits of Uganda to enforce, assess, collect, and account for various types of taxes. 

Established in 1991, the Authority is headquartered in Nakawa, Kampala. The URA 

with the inclusion of non-tax revenues is charged with the administration of Central 

Government Tax Revenue and advises the government on policies concerning all 

sources of revenue. URA is mandated to mobilize revenue for national development in 

a manner that ensures fair allocation and efficiency. Strategic considerations, 

however, revolve around instilling a culture of tax compliance through the provision 

of reliable services, leadership development, and the forging of strategic partnerships 

to improve the Authority's performance. 
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1.3 Problem Statement 

According to studies in educational science, novel work activities involve the 

intentional generation of new ideas, their introduction, and their application into a 

particular work role to somehow enhance the role flexibility of the employees and the 

organization at large (Janssen, 2000). According to De Jong and Den Hartong (2010), 

one has to be in continuous innovation to face the challenges of the 21st century. 

Therefore, an employee must be innovative to carry out any work method supporting 

task accomplishment. But this may not have been the case as the URA officials have 

continually failed in creative thinking; process management; quick, accurate 

responses to customer needs; enhancement of service quality; use of technology; data 

analytics; deepening of research; and integrity and patriotism. Performance has been 

affected in the Uganda Revenue Authority, though it collects on average 47% of the 

national budget; the tax-to-GDP ratio stands at 13%, which is below the 16% level in 

Sub-Saharan Africa and much below the OECD at 34.3% (Rumanyika, 2021). Amabile 

(1997) and Slatten and Mehmrtoglu (2011) offer possibilities that the lowered 

tendency for innovative behavior within organizations is connected to the existing 

creative climate among employees, as well as to their engagement levels. However, 

there is scarce information as to how such elements affect the URA specifically, above 

all rendering this study more necessary to investigate the relation of creative climate 

and employee engagement to innovative behavior in the Uganda Revenue Authority. 
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1.4 Objectives of the Research 

The research aims to achieve the following specific and general objectives. 

 

1.4.1 General Objective 

The primary aim of this study was to explore the interrelationship among innovative 

behavior, employee engagement, and the creative climate within the Uganda 

Revenue Authority (URA). 

1.4.2 Specific Objectives 

i. To assess the nature of the relationship between employee engagement and the 

creative climate. 

 ii. To examine how employee engagement influences innovative behavior.  

iii. To analyze the mediating effect of employee engagement on the link between 

creative climate and innovative behavior. 

1.5 Research Questions 

i. What is the relationship between employee engagement and the creative climate?  

ii. In what ways does employee engagement influence innovative behavior? 

 iii. To what extent does employee engagement mediate the connection between a 

creative work environment and innovative behavior? 
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1.6 Significance of the Study 

1.6.1 Researchers 

This particular study will certainly be an addition to the existing wealth of knowledge 

pertaining to creative climate, employee engagement, and employee innovative 

behavior. 

1.6.2 Management 

The study findings will enable URA, together with other government institutions, to 

determine factors that promote employee innovative behavior. 

 

1.6.3 Policy Makers 

The study findings will provide the necessary information to policy makers for policy 

formulation, particularly with regard to employee innovativeness and the 

implementation of these policies. 
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1.7 Conceptual Framework 

 INDEPENDENT   MEDIATOR    DEPENDENT  

VARIABLES                          VARIABLE 

     

 

 

 

 

 

 

 

Figure1.2 Conceptual Framework 

Source: Adapted from the literature, Jassen, 2000; Isaken&Ekvall, 2007 (Innovative 

behavior); Schaufeli, 2013 (Employee engagement); Rasulzada & Dackert, 

2009(creative climate).  

Creative climate 

 Involvement 

 Freedom  

 Trust   

 Idea support  

 

 

 

 

Employee Engagement 

 Vigor 

 Dedication  

 Absorption  

 

 

Innovative Behavior 

Generating creative and 

original ideas 

 Exploring and evaluating 

potential opportunities 

 Promoting and gaining 

support for new initiatives 

 Applying and 

operationalizing innovative 

solutions 
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1.8 Justification of Study 

Significant gaps remain in the research on innovative behavior, as noted by Alessa and 

Durugbo (2022), prompting the need to explore the connections between creative 

climate, employee engagement, and innovative behaviors. Several researchers have 

investigated the relationships among these variables (Isaksen & Ekvall, 2010), with 

many studies treating innovative behavior as the outcome variable, such as the work 

by Scott and Bruce (1994). However, much of this research has been conducted in 

developed countries, often overlooking the unique contexts of developing nations like 

Uganda, and specifically the Uganda Revenue Authority. 

Moreover, there is a pressing need to further examine these relationships within the 

revenue sector, as they have not been thoroughly conceptualized or empirically 

studied. As a result, there is limited insight into how creative climate, employee 

engagement, and innovative behavior interact in the context of revenue-generating 

organizations. 

1.9 Scope of Study 

1.9.1 Geographical Scope 

This study was carried out in Kampala, specifically at the Uganda Revenue Authority 

(URA) Headquarters, located at Plot M193/M194 in the Nakawa Industrial Area, P.O. 

Box 7279. The research focused on URA employees, who are encouraged to leverage 

creativity and innovation as strategic tools for enhancing the organization’s 
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performance. This culture of innovation contributes significantly to employee 

engagement and organizational development. 

 

1.9.3 Content Scope 

The study concentrated on examining how the creative climate and employee 

engagement impact innovative behavior within the Uganda Revenue Authority. This 

focus was chosen because the organization’s leadership can unlock employee 

potential by fostering a supportive work environment—one that encourages 

productivity and innovation. 

 

1.10 Operational Definitions of Key Terms and Concepts 

1.10.1 Employee Innovative Behaviors 

Employee innovative behavior refers to the process by which individuals within an 

organization conceive, refine, advocate for, and implement new ideas—whether 

related to products, workflows, or procedures—within their specific roles, teams, or 

departments (Paruzel, Schmidt, & Maier, 2023). 

1.10.2 Creative Climate 

An important consideration for any firm is not merely to have a creative climate but 

also to apply the creativity of its employees wisely. The term "creative climate" 

describes the "inner" environment in which the seeds of ideas are planted and 

nurtured (da Silva Veiga, & Cortez, (2022). 
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1.10.3 Employee Engagement 

In the context of this study, employee engagement is defined as the extent to which 

an individual is committed to and actively contributes toward achieving the 

organization’s objectives. It is reflected in various employee attributes—including 

emotional investment in the organization, enthusiasm for their role, and a sense of 

connection with their team (Pincus, 2023). 
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                                                                CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

The literature on inventive behavior, employee engagement, and creative climate was 

reviewed in this chapter. Additionally, it explored existing research that looked at the 

relationship between employee innovative behavior and creative climate, employee 

engagement and innovative behavior, and the combined impact of these factors on 

employee inventive behavior. 

 

2.1 Explanation of the Variables 

2.1.1 Employee Innovative Behavior 

One can think of innovative behavior of an employee as the true essence of any high-

performing organization. In particular, human capital drives industries of knowledge, 

of which educational institutions are a great example (Ali & Qiu, 2023), with 

intangible assets constituting the very lifeblood of organizational competitiveness, 

particularly when it comes to being competitive with the "less is more" strategy. 

Direct competition across a global spectrum for the best and brightest intangible 

talents necessitates organizations drawing from the brightest ideas of the workforce 

in all jobs, across all levels of hierarchy. Oftentimes, it is the frontline workers who 

interface with customers daily who realize the need for change and bring process 

improvement to light; these might be overlooked by managers or those formally in 

charge of innovation. The fundamental means for an organization to sustain itself as a 

competitive entity is, thus, through a process known as creative destruction, wherein 
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at all times outdated capabilities are being discarded for the purpose of developing 

new ones. 

 

2.2.2 Employee Engagement 

It is said that employee engagement is at the heart of working relationships between 

employees and their employers. In a growing list, Ariawaty (2020) emphasizes that 

employee engagement is building more and more recognition as one of those 

strategies for organizational enhancement and gaining a competitive edge in today's 

dynamic work environments. According to a 2015 Gallup study, employees engaged 

with innovation are said to support the advancement and sustenance of innovative 

ventures; organizations with innovation on their agenda have come to realize that it is 

the traits and behaviors of employees that give rise to and nurture innovative actions 

(Gallup, 2015). Definitions of the term employee engagement are countless; for 

example, Men (2015) defines it as a good attitude that employees have toward their 

organization and what it stands for. Energy and absorption, involvement, efficacy, 

vigor, dedication, enthusiasm, and a general state that is positive act as a catalyst for 

increased performance of an individual employee. 
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2.2.3 Creative Climate 

In the intersection of organizational climate and innovation, Vivi and Wilmar (2022) 

view climate as a property of organizations that includes collective attitudes, 

emotions, and behaviors that define organizational life, existing independent of 

individual members' perceptions and interpretations. A creative climate fosters an 

environment whereby individuals are encouraged to develop ideas that would produce 

efficacy for the organization. At the same time, it also provides a supportive 

atmosphere for members to implement these ideas more effectively (Febriani, 2020). 

Moreover, findings from the study carried out on idea generation by middle managers 

emphasized that several dimensions of organizational climate have a significant 

impact on their motivation to engage in creative thinking and develop radical product 

innovations that contribute to organizational improvement (Shah & Ali, 2011). 

2.3. Related Literature 

2.3.1 Employee Engagement and Employee Innovative Behavior. 

A substantial body of research has explored the concept of employee engagement, 

including a dedicated 2015 special issue of the International Journal of Human 

Resource Management, which underscored its growing importance within the field 

(Darmaki & Omar, 2020). Numerous scholars have emphasized the well-established 

and significant link between employee engagement and innovative behavior. It is 

widely suggested that the positive emotional experiences associated with 

engagement—often driven by factors such as job autonomy, effective strategy 

implementation, and the perceived value of benefits—play a crucial role in fostering 
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innovation. Stimulates innovation while engendering a positive attitude toward job 

openings and positive emotions related to creativity. These situations allow workers 

to develop innovative ways of serving their customers and convert these methods 

from commitment into job satisfaction (Cintana & Nur, 2024). Reinforcing these 

claims are Pedraza, Mesa, and Gaviria (2016), who found that engagement strongly 

affects business practice, especially in design, development, and execution of 

services. At that point, however, innovative behavior is derived from employees’ 

feelings of responsibility, autonomy, and belonging. Vazirani (2007) argues that, 

engaged employees consistently perform top-notch work by taking their talents and 

exercising them by passion to drive that creativity, innovation that must further 

organizational development. However, despite a mounting literature on the 

convergence of employee engagement on innovative behaviors (Islam, 2023), no 

significant study has adequately put forth a positive correlation between the two. For 

one thing, Insyra’s (2022) study didn't address the relationship. Further, while studies 

on innovative behaviors and employee engagement have been carried out in sectors 

such as hospitality, concentrating on frontline employees (Slatten & Mehmetoglu, 

2011b), the specific link between employee engagement and innovative behavior 

within educational settings—such as among teaching professionals—has yet to be 

thoroughly investigated. 

 

2.3.2 Creative Climate and Employee Engagement 

Vivi & Efendi (2023) stated that many researchers believe organizational climate 

prepares innovative behavior and that a climate that supports innovation fosters 
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innovative behavior among employees of innovative organizations. There is the theory 

that creativity and innovation are spontaneous, mostly depend on employee 

engagement, and that such engagement, in turn, produces positive consequences for 

the employee as well as the organization. Li and Zheng (2014) postulate that the level 

of creativity and innovation in an organization may also be affected by other factors 

that include characteristics of the jobs or characteristics of the organization. In this 

sense, therefore, the engagement of employees comes into play due to the personal 

beliefs employees have about themselves in respect to their function within the 

organization. 

 

To maximize performance, managers must ensure that they manage resources well, 

including people (Cintana & Nur, 2024). Engaged employees generate a vast amount 

of creative ideas as part of their everyday work (Harter et al., 2003). Meanwhile, 

innovation increasingly is viewed as the primary vehicle through which organizations 

provide meaningful value for their different stakeholders (Amabile & Khaire, 2008; 

George & Zhou, 2001). In a similar vein, others have argued that the higher the 

employee engagement of an organization (Gallup, 2015) and the level of innovation, 

the stronger the performance outcomes. This means that innovative organizations 

must create work environments that foster innovative behavior and employee 

engagement as a strategic objective. 
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2.3.3 Moderating effect of Employee Engagement in the relationship between 

Creative Climate and Employee Innovative Behavior. 

Although the relationship between creative climate and employee innovative behavior 

has been widely studied, direct empirical investigations into the mediating role of 

employee engagement within this relationship remain limited. This study seeks to 

address that gap and contribute to the growing body of knowledge on the subject. 

While prior research—such as that by Peng and Chen (2023) and Pattnaik and Sahoo 

(2021)—has examined mediators like team psychological capital and learning climate, 

few studies have directly tested employee engagement as a mediating variable in this 

specific context. Recent work by Husin et al. (2021) and Iddagoda and Opatha (2020) 

further emphasizes the need for empirical validation of engagement’s mediating role 

in linking organizational factors to innovative outcomes, particularly in underexplored 

institutional settings. 

 

Peng and Chen (2023) conducted a multi-level study in Taiwan’s information 

technology sector to examine how team psychological capital and work engagement 

influence creativity and innovation. Their findings revealed that team psychological 

capital mediated the relationship between team learning climate and team 

innovativeness. Additionally, work engagement served as a mediator between both 

team learning climate and employee creativity, and team psychological capital and 

employee creativity. Notably, team psychological capital also moderated the 

relationship between work engagement and employee creativity, suggesting that 


