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Purpose: The study is aimed at examining authentic leadership influences on creativity in a public organisation given job thriving and leader-
member exchange as a mediator and a moderator respectively.

Design/Method/Approach: The cross-sectional research design was adopted with data collected via a structured questionnaire from 269 mid-
level employees who were healthcare professionals working in hospitals and primary healthcare centres under the purview of the Delta
State Ministry of Health in Nigeria. The partial least square (PLS) method was adopted as the analytical tool for hypothesis testing. This
structural equation modelling (SEM) method was performed with SMARTPLS 3.3.3 software.

Findings: The results demonstrate that authentic leadership has a non-significant relationship with creativity except throughjob thriving. Further,
the moderated mediation result shows that leader-member exchange strengthens the relationship between job thriving and creativity and
enhances positive influences of authentic leadership in a creativity context.

Theoretical Implications: The study provides plausible evidence on the pathways through which authentic leadership, as a positive form of
leadership, explicates influence on creativity, wherein job thriving and leader-member exchange interact as contextual variables.

Practical Implications: Public organisations should introduce regular leadership training to enable managers to learn behaviours that would
enhance their authenticity at work. An assessment can be integrated into leadership training programmes to ensure its efficacy.

Originality/Value: Not all employees are motivated to engage in creative work in bureaucratized settings due to the leadership behaviour in
practice. This study demonstrates how authentic leadership engenders creativity through the enhancement of certain contextual variables:
job thriving and leader-member exchange.

Research Limitations/Future Research: This research was limited to a specific public organisation and Nigerian State. Although the empirical
information provided herein may be insightful and have
applicable value for other public organisations as well as Nigerian tUzoma Heman ONONYE,
States, it is important to replicate this research with a broader Lecturer, Uzoma Heman Ononye, Dennis Osadebay University,
sample and geographic spread to improve its generality. The Delta State, Nigeria
study relies on cross-sectional data which may offer little e-mail: heman.ononye@dou.edu.ng
explanations of causality effects among the latent variables, https:/forcid.org/0000-0001-6261-9640

future research works should consider a longitudinal research
approach for clearer and concrete inferences.
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ABTEHTUYHE NigepCcTBo,

obMmiH mixX nigepamm Ta

4Y/1leHamMu opraHisauii,

npouBiTaHHA poboTH Ta

TBOPUMi 3B'A30K Y KOHTEKCTI

rpoMaACbKOi opraHisauii Ysoma leman OHOHIE?

t YHigepcumem fleHnica Ocadebas, Hizepis

Merta pob6oTu: [LOC/igKEHHA CMPAMOBAHE Ha BUBYEHHA BI/IMBY aBTEHTUYHOrO /ligepCcTBa Ha KPeaTUBHICTb Y FPOMagCbKili OpraHisaLii 3 ornaay Ha
npouBiTaHHA pobo4mx MicLb Ta OOMIH MiX /ligepom i Y1eHamu opraHisalii B posi nocepegHvKa Ta MogepaTopa BignoBigHo.

Ausaiik [ Metog | NMigxia Aoc/igeHHsA: By/10 3acTOCOBAaHO KPOC-CEKUiMHWI Au3aiiH  goCtigskeHHA, aaHi 6yam 3ibpaHi 3a gornomoroto
CTPYKTYpPOBaHOi aHKeTu Bif, 269 NpaLiBHMKIB cepeaHbOi N1aHKK, AKi € MeAUYHUMM MpaLiBHMKaMK, WO NPaLoloTb Y /AiKapHAX Ta LeHTpax
nepBUHHOT MeAUKO-CaHITapHOT 40NMOMOry, NignopAagKkoBaHux MiHicTepcTBY OXOpPOHM 340poB'a wraTy JesbTa B Hirepii. B AKocTi aHaniTU4HOro
IHCTPYMeHTY a/19 nepeBipku rinotes 6yB NpUMHATUI MeTog, HaimeHLMX KBagpaTis (MHK). Lieit meTog MoAentoBaHHA CTPYKTYPHUX PiBHAHD
(SEM) 6yB BMKOHaHUIA 33 40MOMOroto nporpamHoro 3abesneyeHHs SMARTPLS 3.3.3.

Pesy/bTaTn gociigKeHHA: Pe3y/bTaT 4eMOHCTPYIOTb, WO aBTEHTMYHE /i4ePCTBO MA€E He3Ha4YHWI 3B'A30K i3 KpeaTMBHICTIO, OKPIM fAK Yepes
npoLBiTaHHA Ha poboTi. Kpim Toro, MogepoBaHuii pesy/ibTaT nocepegHULTBA MOKa3YeE, WO OOMiH MiX Nigdepom i Y1eHamu rpynu 3miljHIOE
B3aEMO3B'A30K MiX YCMiLLHICTIO pOOOTH | KpeaTUBHICTIO Ta MOCU/IIOE MO3UTUBHMIA BM/IMB aBTEHTUYHOTO /1i4epCTBa B KOHTEKCTi KpeaTUBHOCTI.

TeopeTuyHa LiHHICTb AOCNigKeHHA: ] 0CNiAKeHHA Hajae NpaBAonoAibHi 40Ka3n TOro, AK aBTEHTUYHE /ifepCTBO, AK NO3UTUBHA Gopma NigepcTBa,
EKCMIKYE BIN/IMB Ha KPeaTUBHICTb, e YCrillHICTb po60TH Ta 06MiH MiX Aigepom i Y1eHaMmM Fpynu B3aEMOAiH0Tb AK KOHTEKCTYa/lbHi 3MiHHi.

MpaKkTUYHA LiHHICTb AOC/igKEeHHA: [POMagCbKi OpraHisaLii NOBUMHHI 3anpoBagUTU pery/sapHi TPEHiHMM 3 /igepcTBa, Wob AaT MOK/UBICTL
KepiBHWKaM HaBYUTUCA MOBeAiHLi, AKa 6 cnpuAaa NigBULLEHHIO TXHBOT aBTEHTUYHOCTI Ha poboTi. OUiHIOBaHHA MoOXe OyTu iHTerpoBaHe B
nporpamu HaB4aHHA /igepcTBa ANA 3abe3neyeHHA iXHbOT ePeKTUBHOCTI.

OpwriHanbHicTb [ LiiHHICTD AociigKeHHA: He BCi npauiBHWKM BMOTMBOBaAHI 3aiiMaTUCA TBOPYO poboTOH B BIOPOKPaTU30BaHOMY CepesoBuLLi
yepes /ligepCbKy MOBegiHKy Ha npakTuui. Lle aochig)KeHHA AeMOHCTPYE, AK aBTEHTUYHE /igepCTBO MOPO/AXKYE KpeaTMBHICTb uvepes
NMOKpPaLLeHHA NeBHUX KOHTEKCTYa/IbHUX 3MIHHMX: MPOLBiTaHHA pO60TK Ta 06MIH MiX Nigepom i Y1eHamm KoMaHAU.

O6mexeHHA gocigKeHHA [ MaitbyTHI gocaigxeHHs: Lie gocigkeHHA By/10 obmMekeHe KOHKPETHO POMagCbKOKO OpraHi3aLlieto Ta g4epKaBoto
Hirepia. Xoya emnipuyHa iHpopmaLif, HagaHa B LbOMY AOC/IiMKEHHI, MOXe OyTU KOPUCHOK i MaTK LiHHICTb A/A (HLIMX rPOMaACbKUX
opraHisayiif, a TakoX aaA WTaTiB Hirepii, BaX/IMBO NMOBTOPUTU Lie AOCIIAMNEHHA 3 LUMPLLOKO BUBIPKOLO i reorpadiyHMM OXOM/NeHHAM, Wob
NiABULLMTY MOrO 3ara/IbHiCTb. OCNIAMKEHHA CMUPAETLCA Ha AaHi NONepeyHMX 3pisiB, AKIi MOXKYTb HE40CTaTHLO MOACHUTU NPUYUHHO-HACIAKOBI
3B'A3KM MiXK /IATEHTHUMM 3MIHHMMM, TOMY B MalBYTHIX AOCTiAKEHHAX C/ig PO3T/IAHYTU MOX/IMBICTb 3aCTOCYBaHHA /IOHTITIOAHOMO MiAX0AY A/1A
OTPUMaHHA Bi/1bLL YiITKMX | KOHKPETHUX BUCHOBKIB.

Tun cTaTTi: EMRipuuHmii

Kato4o8i c/108a: aBTEHTUYHICTb, TBOPYICTb, Ai4epCcTBO, 0OMIH MiXK /ligepaMu Ta Y1eHamu, HaBYaHHSA, MPOLBITAHHSA, XUTTE3AATHICTb.
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1. Introduction

eadership is among the important antecedents of creativity (acts

fostering the development and share of new, useful knowledge)

inthe public sector because innovation decisions are mainly taken

at the top by appointed or elected individuals, who may choose
to operate alone or in tandem with employees (Khalili, 2018; Bayer et al.,
2020). Besides, leadership creates the context guiding employees’
attitudes and behaviour to creative work. A contemporary leadership
style that has drawn researchers’ and practitioners’ considerable
attention is authentic leadership (AL) that is defined as a behavioural
process which combines both positive psychological abilities and
positive organizational context with further behaviour of leaders
working with followers, in that way encouraging their self-
development (Sanda & Arthur, 2017; Zeb et al., 2019). AL is closely linked
to a positive organizational environment (Zeb et al., 2019) and positive
employees’ attitudes and behaviour (Rego et al., 2012; Cerne et dl., 2016),
which are critical to the operationalization of creativity in any
organization. Studies (Cerne et al., 2016; Hanaysha, 2020) suggest that
managers who are willing to engage in AL behaviour are often a
catalytic factor in creative actions because they endeavour to establish
a productive employee relationship grounded on transparency, trust,
support, and openness to new information. Despite the general
conception that leadership is closely associated with employees’
creative processes, the AL-creativity link is still a nascent research area
requiring more empirical validation (Hanaysha, 2020).

The significance of AL to employee-related outcomes, like creativity,
has been indicated in several studies (Mticeldili et al., 2013; Rego et dl.,
2014; Malik et al., 2016; Semedo et al., 2017; Chaudhary & Panda, 2018;
Ribeiro et al, 2020). Nevertheless, these studies have limited
explanatory power for a public organisation context because the
findings were drawn from a private organisation viewpoint. Cortes-
Denia et al. (2023) suggest that attention must be accorded to the
possible effects of AL in a different work context because an effect
type may differ markedly from those evidenced. It is apt to point out
that employees of public organizations do engage in creative and
innovative activities to effectively and efficiently respond to changing
societal demands and expectations (Bos-Nehles et dl., 2017; Ononye &
Igwe, 2019), but what is unclear is whether AL is one of the leadership
styles that prompts this positive work behaviour in this organisational
setting. While the study recognizes that public leaders face the
challenge of motivating and enhancing desirable employee-related
outcomes (Bos-Nehles et al., 2017), creativity is one of the focal
outcomes of AL because leader behaviour that signals transparency,
trust, support and openness to new information should trigger creative
process engagement. To lend credence to studies reflective of AL
characteristics, positive relationships have been demonstrated
between leaders’ transparent behaviour and employee creativity (Han
etal., 2017), trust and creativity (Javed et al., 2018), leaders’ support and
subordinate creativity (Maliakkai & Reiter-Palmon, 2022), and openness
to experience and creativity-related activities (Tan et al., 2019).

Given the above, there is still limited empirical information of the
influence AL has in a creativity context, and even less is the mediatory
pathways through which AL explicates influence on employees’
creativity (Rego et al, 2012). It is important to take into account AL
contextual influences before making generalisations about outcome
variables in organisational studies (Laguna et al., 2019; Cortes-Denia et
al., 2023). The study contends that job thriving (JT) and leader-member
exchange (LMX) appear significant in this regard because of their close
connections to AL and creativity respectively (Spreitzer et dl., 2005). JT,
defined as the combined experience of learning (i.e. competency
development via acquisition and application of knowledge) and vitality
(i.e. feeling energetic and enthusiastic at work), is conceptualized as a
mediation factor that could explain an AL-creativity link. AL triggers JT
by encouraging relational transparency, providing supportive
resources, and cultivating a positive work environment (Liu et al., 2021).
AL fosters a positive meaning to enhance self-initiated behaviour by
increasing motivational resources for self-determination (Spreitzer et
al., 2005). The behavioural reaction to an encouraging social climate can
manifest in employees’ motivation, engagement and perseverance in
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acts fostering the creation of novel and insightful ideas. AL focuses on
the development of self-determinant employees who are willing to
better their functionality and adaptability to work through learning.
Drawing from the socially embedded model of thriving, the influence
of leadership on positive employees’ behaviour, such as creativity, is
elucidated by the nurture of agentic behaviour fostering thriving
(Spreitzer et al., 2005; Kleine et al., 2019; Abid & Contreras, 2022). This
model takes into account the mediation of thriving in relationships
involving leadership and creativity.

Although AL operates in a positive relational context with employees,
LMX can enhance JT positive influence on creativity (Spreitzer et al.,
2005; Xu et al., 2017; Liu et al., 2021). The significance of LMXis predicated
on the notion that bureaucratic foundations of public organisations, as
marked by restrained collaborative interactions, suppress social
conditions and social support systems that make desirable employees’
behaviour, like JT, possible. The socially embedded nature of JT
signifies that its learning and vitality components are activated in an
organisational system that allows collaborative and supportive work-
based interactions. JT occurs in a relational context formed between
managers and employees to affect work behaviour and performance.
The variations in relationship patterns may explain why leadership may
not be consistently related to desirable employees’ behaviour. LMX
quality strongly predicts desirable work-related attitudes, behaviour
and performance (Jung et al., 2021), but the study argues that the direct
or main effect may not only represent the way LMXinfluences different
work outcomes and suggests that LMX can be a boundary condition
facilitating leadership impact on employees’ behaviour. In this line, the
study argues that LMX quality creates a social exchange process that
can positively reinforce the pathway (JT) through which AL explicates
a positive influence on creativity. The extent to which this argument is
true is yet to be proven in this setting.

Summarily, not all employees are motivated to engage in innovative
work in bureaucratized settings due to the leadership style or
behaviour in practice. The formation of a positive link between
leadership and creativity will be impeded when supportive social
exchanges between managers and employees are lacking, as they
would not be able to thrive effectively at work. As such, the creative
capabilities of employees may not be exploited to the full extent
(Ononye & Igwe, 2019). Although leadership is an important predictor of
employees’ behaviour and outcomes, AL contextual influences on
creativity remains underexplored (Miiceldili et al., 2013; Gu et al., 2013;
Zeb et al, 2019). Hence, it is necessary to explain the underlying
mechanisms cultivated by AL to influence creative processes. Further,
despite the close link between leadership and creativity, a constrained
social environment often negates supportive resources that would
enable employees to thrive. Therefore, it is important to establish the
significance of LMX and JT in the AL-creativity relationship (Lij, 2015; Xu
et al, 2017). The public organisation setting also provides a unique
research perspective as most arguments were drawn from private
organisation settings, which raises a critical question as to whether the
links established among the constructs have similar explanatory power
for public organisations. Thus, the study provides an integrative
research framework by combining literature on AL, LMX, JT, and
creativity with conclusions important for curating both research and
practice in a public organisation context in Nigeria.

2. Literature Review and Hypotheses
Development

2.1. AL and Creativity

creating a favourable relationship and positive organisational
context through the reinforcement of integrity, respect, trust,
support, and openness to new information. Managers with AL
behaviour have a well-developed information processing capacity
regarding self and others goals, values, beliefs and feelings; they
have the ability to adapt their behaviour to the needs and
preferences of employees, while still maintaining their personal
identity (Du Plessis & Boshoff, 2018). An authentic leader is true to self

: L is the ability to influence others’ behavioural actions by
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and to others because of greater self-awareness, self-regulation and
positive modelling behaviour. Further, they align themselves with
employees by winning their trust and respect through the inclusion
of employees’ inputs in decision-making and building of collaborative
networks. This is quite important for the attainment of desirable
work-related outcomes, including creativity.

Creativity refers to cognitive acts leading to generation and share of
new and useful solutions relating to a given problem or challenge. It
can be explained as behaviour facilitating idea generation, idea
development or idea production and aspects of innovation (Khalilj,
2016). This behaviour evolves through iterative learning, and is
amplified through socialization processes like brainstorming, group
discussions, meetings, communities of practices, and public forums.
Creativity mainly relies on tacit knowledge and its dynamic changes
to guide interacting innovation processes. However, the explication
of tacit knowledge is important in communicating creative notions in
a form that can be comprehended by others in the organisation. As
such, creative processes should take cognizance of tension or
interplay between explicit and tacit knowledge in the formation of
something new (Ononye, 2021).

Because managers demonstrating AL qualities tend to be more
tolerant of the risks, uncertainties and complexities associated with
innovative processes, they often cultivate an organisational climate
supportive of positive, transparent and fair interpersonal relations
(Cerne et al., 2016). The positive emotions ensuing from an inclusive
work environment allow employees to freely develop their creative
envelop which, in turn, furthers their creative output (Ribeiro et al.,
2020). This explains why AL has been highlighted as a positive form
of leadership facilitating employees’ capabilities via the development
of positive psychological resources: hope, optimism, self-efficacy and
resilience (Malik et al, 2016) and psychological empowerment
(Ozaralli, 2015). These cognitive changes determine the motivational
force for effectuating creative actions (Rego et al., 2012; Semedo,
Coelho &Ribeiro, 2017). Several empirical studies (Mdiceldili et al., 2013;
Rego et al., 2014; Malik et al., 2016; Semedo et al., 2017; Chaudhary &
Panda, 2018; Laguna et al., 2019; Ribeiro et al., 2020) have validated the
Al-creativity relationship. But none of the reviewed studies
elucidated the Al-creativity relationship in a public organisation
setting, as results may differ markedly given its bureaucratic
foundations. Therefore, the following hypothesis was developed.

H1: AL has a significant relationship with creativity.

2.2. AL and Creativity: The Mediation of JT

about work while developing new competencies through

learning. Both learning and vitality reinforce each other and

relate in such a way that they can collectively predict desirable
behaviour. The joint experience of vitality and learning helps to
improve employees’ functionality and adaptability to changing work
contexts and requirements (Ononye, 2022), therefore, leading to self-
development. Learning supports competency development for
effective execution of organisational work, and vitality provides the
required motivation to perform tasks and assignments. Further,
when job thriving is experienced, the positive psychological state, as
marked by positive emotions and moods, contributes to expansive
cognitive thinking which is critical to task execution and completion
(Liu et al., 2019).

: T is a psychological state in which employees feel energized

Mortier, Vlerick and Clays (2016) note that relationship-focused
managers, such as AL, elicit more positive work outcomes than task-
focused managers because they create a thriving environment
impacting employees’ attitude, behaviour and performance. The
positive, supportive and developmental interactions with employees
inculcate an engaging work climate characterized by commitment,
vigour and learning. AL enhances self-initiated behaviour, such as
thriving, by increasing motivational resources for self-determination.
Lui et al. (2021) argued in line with Spreitzer et al.'s (2005) model of
thriving that the experience of vivacity and learning depends
strongly on the magnitude of supportive resources produced or
received (e.g. autonomy, information, relatedness) from dynamic
interactions with leaders. They further emphasized this argument by
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highlighting AL as an antecedent organisational factor impacting JT.
This positive association between AL and JT was also evidenced by
Mortier et al. (2016) and Xu et al. (2017).

Additionally, thriving can be a stimulus to desirable outcomes that
benefit both employees and their organisations, one of which is
creativity. Arguably, creativity is stimulated by the learning process
because it enables insightful information to be synthesized and
framed in appropriate work behaviour for instituting change or
improvements. Learning provides new insights to guide creative
reasoning and actions. The locus of creative behaviour is situated
within the learning process because productive enquiry attenuates
the constraints imposed by existing information parameters to
support its reconfiguration. Further, employees must be enthused,
passionate and motivated about innovative activities for creativity to
be stimulated rightly. Recent empirical works (Riaz et al., 2019;
Ononye, 2022) support a JT-innovation link, suggesting that JT relates
to creative processes.

Referring to the arguments above, JT is closely related to both AL
and creativity, suggesting that job thriving may be an important
mediational factor that could explain how AL can be cultivated and
supported to enhance behaviour that fosters creativity. Besides, the
socially embedded model of thriving argues that employees thrive
when managers create favourable relationships and a positive
organisational context built on trust, respect and openness to
information, which, in turn, can directly influence organisational
behaviour, such as creativity (Spreitzer et al., 2005; Liu et al., 2021).
Accordingly, the following hypotheses were proposed.

H2a: AL has a significant relationship with JT.
H2b: JT has a significant relationship with creativity

Hac: JT mediates an AL significant relationship with creativity.

2.3. LMX Moderation of JT

employees develops and advances over time through series of

interactions at work (Mascarefio et al., 2019), and managers

develop distinct forms of exchange relationships, ranging from
high to low, according to employees’ trustworthiness, motivation,
role expectation, and competence to take on more responsibility and
complete tasks (Scott & Bruce, 1998). Because the relationship
between managers and employees occurs at varying levels of
intensity, employees may choose to pay more attention to the
quality of this relationship because their behaviour can be predicated
on the extent to which they establish open and trusting relations
with their managers. Following the theoretical arguments in the
socially embedded model by Spreitzer et al. (2005), JT can relate to
social constructs situated in a given work context, among which
leaders’ behaviour and relationship with leaders are deemed
relevant to the development of learning and vitality component of JT
(Li, 2015; Xu et al., 2019). It is probable that LMX provides an enabling
social condition that fosters learning through constructive
interactions as well as stimulates the required energy, on the part of
employees, to meet any work-related demands.

: MX argues that the dyadic relationship between managers and

Based on the social exchange theory, managers can influence
employees’ creative behaviour by stimulating motivation for self-
determination under perfect social exchange conditions (Liu et al.,
2021). Duan et al. (2019) argue that employees who perceive LMX as
psychologically rewarding than transactional are more inclined to
show positive work attitudes or behaviour regardless of the positive
leadership style manifest in the organisation. This suggests that the
effectiveness and significance of AL in a working environment is
dependent on the extent to which high LMXis enacted. Further, LMX
makes the role of JT more pronounced in the conveyance of
leadership influences on creativity. Employees who are in a high-
quality social exchange relationship with managers are likely to
secure adequate, tangible and psychological support resources to
trigger high learning and vivacity at work, which, in turn, can rightly
influence employees’ creative behaviour.




ISSN 2519-8564 (print), ISSN 2523-451X (online). European Journal of Management Issues. 2023. Vol. 31(2)

Using the componential theory of creativity, Vila-Vdzquez et al. (2020)
contend that social environment factors, like LMX, account for
changes in psychological conditions (JT) to facilitate and support
creativity-enhancing behaviour. Because leadership resides in a
relational context, supportive interactions between leaders and
followers inculcate a psychologically empowering climate for
leaders’ behaviour to rightly influence followers’ creative behaviour
and performance (Wang et dl., 2014). Arguably, AL influences on
creativity is enhanced when managers develop high-quality LMX with
employees in such a way that JT is reinforced by supportive
exchanges. It means that social exchange patterns created by
managers have the potency of limiting the effectiveness of JT. Niu et
al. (2018) conceptualized LMX as a moderator of AL and employees’
behaviour relationship, and found a significant and positive
moderation effect. In line with these arguments, the following
hypothesis was formulated.

H3: JT mediates an AL significant relationship with creativity when
being moderated by LMX.

The formulated hypotheses, stated above, were represented in Fig. 1
to show the probable link between AL and creativity, wherein LT and
LMXinteract as contextual variables.

Leader-member

exchange

Hac
Job
thriving
Authentic
Creativity
Leadership
Ha

Figure 1: Hypothesized research framework

Source: developed by the author, 2023

3. Data and Methods

he study collected data from 269 mid-level healthcare
@professionals sampled from hospitals and primary healthcare

centres within the purview of the Delta State Ministry of

Health in Nigeria over a three-month period, beginning from
February to April 2022. The target sample was selected because
healthcare professionals often face a challenging work
environment that requires a creative approach to navigate
different health-related concerns and/or challenges impacting
individual and societal wellbeing. The optimization of employees’
creativity is critical to such organisations, hence, the relevance of
factors associated with creativity as evidenced in extant literature.
Having obtained a research approval from the Commissioner of
Health, the respondents were contacted via phone (calls and texts)
to elicit an appropriate time for a formal visitation to their offices
during regular work hours. This was done to obtain informed
consent for participation, introduce the research aims and
procedures, and respond to any questions they may have about
the research. The anonymity of data was also assured and explicitly
captured in a covering letter. The employees who voluntarily
participated were asked to complete a coded subordinate
questionnaire which captured the constructs of AL, LMX and JT.
Then, they were instructed to give immediate unit heads or
supervisors a coded questionnaire to obtain an assessment of their
creative behaviour. The code assigned to a subordinate was
matched with the other assigned to his/her immediate supervisor.
The completed questionnaire was returned sealed in an envelope
provided by the researcher. This research procedure had been
used in previous studies (Li, 2015; Xu et dl., 2019).
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Additionally, the administration and retrieval of the questionnaire
were done in person. The respondents were followed up
fortnightly to improve the response rate. All the questionnaires
were returned but only one was deemed unusable for analysis
because of missing data. The 268 usable questionnaires indicate a
response rate of 99.6 %. Regarding the demographic profile of the
respondents, 141(52.6%) were males and 127 (47.4%) were females,
showing males were marginally higher than females. The mean age
and tenure of the respondents were 41.29 years and 12.63 years
respectively. In terms of academic background, all the respondents
had a minimum of a bachelor’s degree. While data were collected
from two sources to attenuate common method bias (CMB)
concerns, the study performed Harman’s single factor test to
check the potential for CMB using SPSS 20.0. The result revealed
that the variance of the first factor was 23.79 percent less than the
benchmark point of 50 percent; thus, no significant CMB exists in
this study.

The study made use of validated scales in previous studies. AL was
measured with the 5 question items presented by Hanaysha (2020).
The sample items include “My supervisor seeks feedback to
improve interactions with others” and “My supervisor is willing to
admit mistakes when they are made”. Cronbach’s alpha score for
this scale was .889. LMX was measured with the 8 question items
provided by Vila-Vdzquez et al. (2020). The sample items include
“My supervisor and | have a two-way exchange relationship” and
“My relationship with my supervisor is composed of comparable
exchanges of giving and taking”. Cronbach’s alpha score was 811.
The 10 question items of JT were adopted from Porath, et al. (2012).
This was used in Ononye (2022). The sample items include “I feel
alive and vital at work” and “At work, | find myself learning often”.
Cronbach’s alpha for this scale was 0.794. The 6 question items of
creativity were adapted from Easa (2012), Xie et al. (2020) and
Ononye (2021). The sample items include “He/She often comes up
with practical and useful ideas relating to a given problem context”
and “He/She helps to prepare documents (e.g. presentations,
reports, memos) containing transcribed suggestions, ideas and
solutions from interactive sessions (including meetings)”.
Cronbach’s alpha for this scale was 0.837. The question items of all
the constructs were rated on a 5-point Likert Scale from strongly
disagree (1) to strongly agree (5).

The study analyzed the data collected using the Partial Least
Square (PLS) estimation method, aided by SmartPLS 3.3.3
software. The application of this structural equation modelling
technique has become widespread in the field of management and
social sciences due to its effectiveness in demonstrating linkages
among multiple latent constructs. Further, this technique is
suitable for analyzing mediational constructs in a hypothesized
model. The two-step analytical procedure by Anderson & Gerbing
(1998) was followed, which includes the confirmatory factor
analysis of an outer (or measurement) model and structural
estimation of an inner (or structural) model. The mediational effect
was determined using the specific indirect effect. Both the direct
effect and the specific indirect effect were analyzed using the
bootstrap method including 5000 subsamples, as recommended
by Hair et al. (2017). Finally, the moderation effect analysis was
conducted. Before performing PLS analysis, the factorability of the
dataset was demonstrated using the Kaiser-Meyer-Olkin (KMO)
measure of sampling adequacy and Bartlett's test of sphericity
(BTS); both tests were aided by SPSS 20.0. Importantly, the latent
constructs (i.e. AL, LMX, JT, and creativity) were all modelled as
first-order reflective constructs.

4. Results and Discussion

values of AL (.677), LMX (.792), JT (.705) and creativity (.690)
were greater than the benchmark point of .60 and their
respective BTS value was significant at p < 0.05. These results
proved that the dataset meets the requirement for applying a
factor analysis procedure. The study went forward to carry out a
confirmatory assessment of the inner model to ascertain the
validity and reliability of constructs. This is part of the 2-step

: his section begins with the KMO and BTS test. The KMO
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procedure for structural equation modelling (Anderson & Gerbing,
1998). Validity was established using the average variance
extracted (convergent validity) and the Fornell-Larcker criterion
(discriminant validity). Reliability was determined using factor
loadings (item reliability) and composite reliability (construct
reliability). Accordingly, the rule of thumb by Hair et al. (2017) was
followed by interpreting the scores obtained from the validity and
reliability tests.

Tab. 1 shows the inner model estimates. Factor loadings (FLs) for
all the constructs exceeded the benchmark score of > .707,
suggesting satisfactory item reliability. Composite reliability (CR)
for all the constructs were higher than the recommended cut-off
point of > .70, proving that acceptable construct reliability was
achieved. The average variance extracted (AVE) was above the
acceptable limit of > .50, demonstrating good convergent validity.
In view of the Fornell-Larcker criterion results, discriminant validity
was attained because the constructs’ correlations exceeded their
respective inter-construct correlations. Summarily, the outer
model demonstrated acceptable measurement properties in
relation to reliability and validity. Having achieved this, the study
proceeded to assess the inner model estimates to specify the
relationship between the constructs. The direct structural
relationship was specified before the mediational (indirect)
structural relationship, then the moderation test was performed
using a product indicator calculation approach.

Table 1: Assessment of the Outer Model

Constructs FLrange CR  AVE 1 2 3 4
>.70 >.70 >.50

AL .798-.864 .778 712 .844

Creativity .796-.844 .736  .660  .105 .812

JT .775-.858 .852  .658 179 .145 .81

LMX 734-.811 741 .655 .18 .209 .098 .809

Source: Research results, 2023

Tab. 2 shows the inner model assessment of the direct effects for
hypothesis testing. The standardized path coefficients (also known
as beta values), the p-values and the R> were employed for this
assessment. Following the rule of thumb by Hair et al. (2017), the R?
suggests that the model’s explanatory power is moderate. H1
examined an AL link with creativity. From the PLS estimates, the
link was positive but insignificant (B = 0.103, p = 0.070); thus, H1 was
not supported. This finding contradicts past empirical studies
(Miiceldili et al., 2013; Rego et al., 2014; Malik et al., 2016; Semedo et
al., 2017; Chaudhary & Panda, 2018; Ribeiro et al., 2020) that validated
a significant positive AL-creativity linkage. This finding suggests
that managers with high AL qualities may not stimulate employees’
creative behaviour significantly. Possibly, AL may not necessarily
influence creativity significantly given bureaucratic configuration
stymying creativity and its probable outcomes in public
organisations. In another vein, the Al-creativity link can be
explained, partly or fully, by the quality of contextual factors
(mediators or moderators) evident in a specified creativity context.
This may explain the arguments by Towsen et al. (2021) that AL
prediction of its theoretically proposed work outcomes is not
always significant. In all, the AL-creativity link may be a complex
one.

Table 2. Assessment of Inner Model

Paths B P-value Remark
1 AL - Creativity 0.103  0.070 Non-
significant
2 AL - Creativity 0.095 0.082 Non-
significant
AL - Job Thriving 0.228  0.000 Significant
JT = Creativity 0.364 0.000 Significant
AL > JT - Creativity 0.096 0.000 Significant
3 AL -> LMX*JT- Creativity 0.127  0.000 Significant

Note: P < 0.05, R? =.549, 8 = beta values
Source: Research results, 2023

O®

H2 gave clear reasons for the mediational effect of JT in an AL-
creativity relationship. The results confirmed that JT is closely
related to both AL (B = 0.228, p = 0.000) and creativity (f = 0.364,
p = 0.000). The AL-creativity link reduced slightly after the
introduction of JT as a mediational factor ( = 0.095, p = 0.082). The
specific indirect estimates showed that JT mediated the LMX-
creativity link positively and significantly (B = 0.096, p = 0.000);
thus, H2 was accepted. The mediation type was seen as partial,
which suggests that there may be other contextual factors, not
included in this study, conveying AL influences on creativity. This
finding reinforces the socially embedded model of thriving which
argues that AL fuels agentic behaviour that enables JT to influence
creativity significantly (Spreitzer et al., 2005). It also concurs with
the findings by Liu et al. (2021) that JT mediated AL and a creativity
relationship. Because employees tend to be purposeful and active
in a positive work environment cultivated by AL, they often
experience learning and vivacity at work which are stimulating
factors in creative behaviour. Further, despite an AL-creativity
positive link, its significance and effectiveness can be enhanced,
partly, through the stimulation of JT. H3 predicted that JT
mediated an AL significant positive relationship with creativity
when being moderated by LMX. The PLS analysis results showed
that LMX interaction with JT was positive and significant in an AL-
creativity relationship (B = 0.127, p = 0.000). This moderated
mediation result provides evidence to support H3, and somewhat
agrees with Niu et al. (2018) that LMX is a boundary condition
impacting AL association with positive employees’ behaviour.
Given that the highly supportive and resourceful dyadic
relationship  provides empowerment and development
opportunities critical to activating JT, employees’ creativity can be
strengthened in a significant manner, and the effectiveness of AL
in a creativity context can also be enhanced. The reported findings
were aptly represented in Fig. 2 with the straight-lines and dotted-
lines indicating support (significant) and no support (insignificant)
respectively.

Leader-member

exchange

Job

thriving

Authentic
Creativity

Leadership

Figure 2: Research framework

Source: Research results, 2023

5. Conclusion

between authentic leadership and creativity by accounting

for job thriving (mediator) and leader-member exchange

(moderator) acting as contextual factors. In doing so, data
were collected from 269 mid-level healthcare professionals
sampled from hospitals and primary healthcare centres under the
control of the Delta State Ministry of Health in Nigeria. From the
PLS results, an authentic leadership relationship with creativity was
insignificant except for the mediation of job thriving, suggesting an
indirect-only relationship. Further, job thriving mediation of an
authentic leadership and creativity relationship is effectuated
when leader-member exchange is a boundary condition. Taken
together, the authentic leadership and creativity relationship is
complex as there are contextual factors (job thriving and leader-

:: he study applied the PLS approach to examine the link
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member exchange) that determine the effectiveness of this
leadership behaviour in the creativity context of public
organisations. The study concludes that the relationship between
authentic leadership and creativity can be explained by job thriving
and its interaction with leader-member exchange.

Theoretically, these findings are significant because public
organisations are increasingly pressured to find ways to enhance
their creativity levels amid changing societal needs and demands,
and leadership is often seen as a critical response factor to such
calls. The study provides plausible evidence on the pathways
through which authentic leadership, as a positive form of
leadership, explicates influence on creativity in a public
organisation. Considering that most arguments were drawn
exclusively from studies on private organisations, empirical
information is insightful and adds to burgeoning literature on
leadership, job thriving, and creativity from the viewpoint of a
public organisation. Li (2015) suggests that previous empirical
works have ignored the effects of leadership (authentic leadership
and leader-member exchange) on employees’ job thriving
experiences. As such, the socially embedded model of thriving by
Spreitzer et al. (2005) was extended and found to be consistent
with the notion of job thriving not only being a positive outcome
of leadership but a contextual factor in authentic leadership in a
creativity context. Further, studies show that leader-member
exchange is an antecedent condition of job thriving, however, it is
demonstrated in this study that it can also function as a moderating
condition to guide the experience of job thriving in the workplace.

Practically, public organisations should introduce regular
leadership trainings to enable managers to learn behaviour that
would enhance their authenticity at work. An assessment can be
integrated into leadership training programmes to ensure its
efficacy. Employees often see managers as their preferred support
resource because their behaviour, roles and relationships direct
their psychological states as well as performance in execution and
completion of creative tasks or assignments. As such, managers
who root their relationships with employees in authenticity can
enable positive psychological states, marked by job thriving, and
ensure they have enough tangible and psychological resources to
creatively face evolving challenges affecting organisational work.
Second, managers should direct their attention to employees who
have developed high-quality leader-member exchange, and should
equally carry out regular trainings to help them define and develop
themselves in relation to relationships with managers. Public
organisations looking to improve job thriving and reduce reliance
on leadership intervention, especially when leadership trainings
have proven ineffective, may opt for job thriving development.
This is because some employees may rely on their intrinsic
motivation to bolster job thriving to significant levels. Therefore,
the human resource unit of the public sector should provide staff
trainings that could impact job thriving or could recruit staff who
exhibit this psychological trait amongst others.

Regarding the limitations of this study, this research was limited to
a specific public organisation and Nigerian State. Although the
empirical information provided herein may be insightful and has
applicable value to other public organisations as well as Nigerian
States, it is important to replicate this research with a broader
sample and geographic spread to improve its generality. The study
relies on cross-sectional data which may offer little explanations
for causality effects among the latent variables, future research
works should consider a longitudinal research approach to clearer
and concrete inferences. As stated earlier, there may be other
contextual factors that could explain an authentic leadership link
with creativity. While this study only examined leader-member
exchange and job thriving, other studies can elaborate on this
model by including other relevant factors that may affect this
relationship, like culture, structure, psychological capital and
psychological empowerment. Furthermore, a comparative study
would be necessary to ascertain the difference(s), if any, between
different organisational settings (i.e. private and public).
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1. My supervisor seeks feedback to improve interactions with others.

2. My supervisor accurately describes how others view his or her capabilities.

3. My supervisor is willing to admit mistakes when they are made.

4. My supervisor demonstrates beliefs that are consistent with actions.

5. My supervisor listens carefully to different points of view before coming to conclusions.
Job thriving (JT)

6. |feelalive and vital at work

7. Atwork, | have energy and spirit

8. I donot feel very energetic at work

9. |feelalert and awake at work

10. | am looking forward to each new day

1. At work, | find myself learning often

12. | continue to learn more and more as time goes by

13. | see myself continually improving at work

14. | am not learning at work

15. | have developed a lot as a person
Leader-member exchange (LMX)

16. My supervisor and | have a two-way exchange relationship

17. 1 do not have to specify the exact conditions to know my supervisor will return a favour

18.  If I do something for my supervisor, he or she will eventually repay me.

19. | have a balance of inputs and outputs with my supervisor.

20. My efforts are reciprocated by my supervisor

21. My relationship with my supervisor is composed of comparable exchanges of giving and taking

22.  When | give effort at work, my supervisor will return it.

23. Voluntary actions on my part will be returned in some way by my supervisor

Creativity

24. He/she often comes up practical and useful ideas relating to a given problem context.

25. He/she helps to prepare documents (e.g. presentations, reports, memos) containing transcribed suggestions, ideas and solutions

from interactive sessions (including meetings).

26. During discussion, he/she often combine or synthesise different ideas to draw useful conclusions

27. He/she tend to collect new information and make a connection of new and old knowledge to work up new concepts

28. He/she often has a fresh approach to problems by consulting relevant materials and documents within and outside the organisation.

29. He/she tends to adapt existing information in light of the results achieved.
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