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INTRODUCTION

The creativity possessed by educators is one of the competitive advantages for themselves
and for the organization. Creative employees are a valuable resource for organizations to survive
in today's competitive environment (Suifan et al., 2018). With creativity, educators are able to help
organizations to compete with other organizations in producing quality students. Educators are
required to think quickly and critically in analyzing and completing a job. Creativity allows
employees to improve organizational performance, where creativity can be used to find new
technologies, processes, techniques, or product ideas (Ibrahim et al., 2016). Creativity possessed
by educators can affect organizational performance. The role of educators is very important to
build the image of the organization. Creative educators are educators who are able to create
innovative ideas, so that organizations can provide quality services that are different from other
organizations.

The creativity possessed by educators is related to the role of a leader in the organization.
According to Erkutlu (2008), transformational leadership refers to leaders who can move their
subordinates beyond personal interests through ideal influence, inspiration, intellectual
stimulation, or individual consideration, so as to increase their maturity, ideals, and concern for
their achievements and self-actualization as well as well-being of the organization and society.
Research by Jaiswal and Dhar (2015) and Suifan et al. (2018) shows that transformational
leadership has a positive effect on employee creativity. Another study by Mittal and Dhar (2015)
also shows that transformational leadership affects individual creativity.

[96]


https://creativecommons.org/licenses/by-nc-nd/4.0/
https://creativecommons.org/licenses/by-nc-nd/4.0/
https://creativecommons.org/licenses/by-nc-nd/4.0/
https://creativecommons.org/licenses/by-nc-nd/4.0/

Vol 13, No 2 (2022): August 2022, DOI: https://doi.org/10.18196/jbti.v13i2.14391

In addition to the role of leader, creativity possessed by educators is also determined by
creative self-efficacy. According to Yang and Cheng (2009), creative self-efficacy describes a
person's belief in his/her ability to produce creativity. Creative self-efficacy is based on one's
knowledge and skills that enable creativity (Gong et al., 2009). The results of the study by Gong
et al. (2009) show that creative self-efficacy of employees has a positive effect on employee
creativity. Research by Richter et al. (2012) shows that creative self-efficacy has a significant
relationship with individual creativity. Another study by Rauniyar et al. (2017) also shows that
creative self-efficacy has a positive relationship and has been shown to enhance creativity.

Another problem that needs to be investigated regarding the creativity possessed by
educators is the climate of innovation. Innovation climate is a shared understanding of employees
regarding practices, procedures and behaviors that offer the formation, formulation, and realization
of new ideas in the organization (Van Der Vegt et al., 2005). The climate of innovation created
within the organization can not be separated from the role of a leader. Research by Zuraik and
Kelly (2019) and Zhang et al. (2018) shows that transformational leadership positively influences
the innovation climate. The results of another study from Moolenaar et al. (2010) showed that
transformational leadership was positively related to an innovative climate in school organizations.
Not only that, the innovation climate in the organization can also affect self-esteem of educators
in their creativity. Slatten's research (2014) shows that creative self-efficacy has a positive
relationship to innovative activities. The results of the study of Alameri et al. (2019) also show
that creative self-efficacy has a positive and significant relationship to the innovation climate.
Research by Ahlin et al. (2014) showed a significant moderating effect of entrepreneurial self-
efficacy has a positive relationship to the company's innovation process.

Innovation climate can also increase the creativity of educators. The innovation climate that
exists in the organization can help educators to continue to innovate and come up with new ideas
related to the learning process. Research by Sanda and Arthur (2017) shows that the climate for
innovation has a significant relationship to creativity. The results of Ghosh's (2015) research also
show that the climate of creativity has a positive and significant effect on creativity. However,
research by Wang and Ma (2013) shows that the psychological climate for innovation has an
insignificant relationship with sales creativity. Several research results that reveal different
findings regarding the effect of the psychological climate of innovation on creativity performance
encourage the authors to find gaps in understanding the relationship between transformational
leadership, creative self-efficacy and creativity. This study proposes a mediating role for the
innovation climate which is expected to explain more clearly the effect of transformational
leadership and creative self-efficacy on creativity (Ghosh, 2015; Suifan et al., 2018; Zuraik &
Kelly, 2019).

The motive of this research is to examine the innovation climate that mediates between
transformational leadership, creative self-efficacy and employee creativity. It is used to address
some inconsistent research results on the effect of leadership and self-efficacy on creativity.
Authors believe that this model is able to explain how the factors of supervision and
encouragement of individual efficacy lead to the creative performance expected by the
organization.

The object of research is in the field of education, that is Formal Educational Institutions. In
facing the era of globalization, formal educational institutions as organizations that shape the
characteristics of students through the learning process must be determined by several factors such
as role of leaders, self-efficacy, and organizational climate. As a means to shape the characteristics
and develop the potential possessed by students, formal educational institutions must provide good
services by making interesting learning methods in accordance with the established curriculum
and utilizing technology in the learning process so that students can understand well toward
materials delivered. For this reason, the creativity of educators in these organizations is needed in
order to provide an interesting and high quality learning process for students. Based on the
description of the background, the purpose of this study is to examine the effect of transformational
leadership, creative self-efficacy, and innovation climate on the creativity of educators in formal
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educational institutions either directly or indirectly.

LITERATURE REVIEW
Transformational Leadership

According to Robbins and Judge (2013), transformational leaders inspire employees to
reduce self-interest for the benefit of the organization and this can have a good effect on
employees. Meanwhile, McShane and Glinow (2018) stated that transformational leadership is a
leadership perspective that explains how leaders can change a team or organization by creating,
communicating, and modeling a vision for the organization or work unit, and inspiring employees
to achieve those visions. According to Robbins and Judge (2018), transformational leaders are
leaders who inspire followers to transcend their personal interests for the benefit of the
organization and are able to have a deep and extraordinary effect on their followers, which then
the followers will respond it with high commitment toward organizations.

According to the concept proposed by McShane and Glinow (2018), there are several components in
transformational leadership. These components include: (1) idealized influence (I1), leaders behave in a
way that allows themselves to be role models for their employees; (2) inspirational motivation (IM), leaders
have behavior that can motivate and inspire those around them by providing understanding and challenges
to his/her employees; (3) intellectual stimulation (1S), leaders spur the efforts of his/her employees to be
innovative and creative by questioning assumptions, reassembling problems, and approaching these
problems using new ways; (4) individualized consideration (IC), leaders pays special attention to the needs
of each individual employee for achievement and growth by acting as a coach or mentor.

Creative Self-Efficacy

Yang and Cheng (2009) emphasize that creative self-efficacy describes a person's belief in
his/her ability to produce creativity. Gong et al. (2009) state that creative self-efficacy is based on
a person's knowledge and skills that enable his/her creativity. Tierney and Farmer (2002) revealed
that there are four sources of creative self-efficacy, including: (1) role of knowledge, the source of
knowledge comes from work experience and formal education; (2) role of job self-efficacy, the
view of employees' beliefs about jobs and the ability to do the jobs; (3) the role of supervisory
behavior, leader gives self-confident to employees in their abilities and creativity; (4) the role of
job complexity, the assessment of employees regarding tasks or jobs that involve their own
abilities.

Innovation Climate

According to Van Der Vegt et al. (2005), innovation climate is a shared understanding of
employees about practices, procedures, and behaviors that proposed the formation, formulation,
and realization of new ideas in the organization. Meanwhile, Robbins and Judge (2018) stress that
employees who work in an environment that respects and recognizes their creative work are very
valuable. According to McShane and Glinow (2018), there are three organizational conditions that
encourage creativity, including: (1) learning orientation and motivation, a workplace that supports
creativity can be seen from the learning orientation within an organization; (2) adequate
communication and resources, creative organizations will provide a level of security and comfort
for employees to implement their creativity, as well as provide explanations about it; (3) support
from leaders and co-workers, creativity will increase with the support given by leaders and co-
workers, as well as it seems like force of job demand that emerge from job design that motivate
employee to work more effective.

Creativity
McShane and Glinow (2018) argue that creativity refers to the development of original ideas
that have a contribution in the social sphere. Robbins and Judge (2013) classify that the
characteristics of creative people are independent, have a sense of self-confident, willing to take
risks, have an internal locus of control, a sense of tolerance for ambiguity, low need for structure,
and perseverance. The understanding put forward by McShane and Glinow (2018) states that
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creative people have four main characteristics. These characteristics are (1) intelligence, creative
people have above average intelligence to combine and filter information, analyze ideas, and apply
their ideas; (2) perseverance, based on one's need for achievement, it has strong motivation to
finish the task, and represent high level of self-esteem and optimism,; (3) expertise, this is needed
by creative people to find and acquire new knowledge; (4) imagination, openness to experience to
measure one's curiosity, low need for affiliation so that they are not ashamed when they make
mistakes, and they have strong values of self-stimulation to shape their minds to be more opened
to a lot of changes.

Hypothesis Development
Transformational Leadership affects Educators’ Creativity

According to Martens (2011), creativity means creating a work that is unusual, unique,
varied, original, has a new point of view, opposes existing models, and brings benefit into a field
that did not exist before. The creativity possessed by educators will appear if they get support from
their leaders. A leader must encourage his/her employees to do the job in a different way. The
support provided by the leader can make employees feel more confident and challenged to
continue to think in creative ways. The results of research by Jaiswal and Dhar (2015), Mittal and
Dhar (2015), and Suifan et al. (2018) show that transformational leadership has a positive
relationship to employee creativity.
H1: There is a positive and significant effect of transformational leadership on employee creativity

Creative Self-Efficacy affects Educators’ Creativity

According to Tierney and Farmer (2002), creative self-efficacy is the belief that a person has
the ability to produce something creative. Educators who have high confidence and self-confident
are able to create creative and innovative ideas. The creativity possessed by educators will continue
to grow if they feel confident in their abilities and knowledge. The results of research by Gong et
al. (2009), Rauniyar et al. (2017), and Richter et al. (2012) show that creative self-efficacy has a
positive relationship to individual creativity.
H2: There is a positive and significant effect of creative self-efficacy on employee creativity

Innovation Climate affects Educators’ Creativity

According to Zuraik and Kelly (2019), climate is one of the organizational dimensions that
can play a role in the development and support of innovation. A good innovation climate is needed
within the organization to be able to increase employee creativity. The creativity of educators will
emerge if the climate in the organization can support them to continue to innovate. This statement
is supported by the results of research by Sanda and Arthur (2017) and Ghosh (2015) showing that
the innovation climate has a significant positive relationship with employee creativity. Meanwhile,
research by Wang and Ma (2013) states that the psychological climate for innovation has an
insignificant relationship with sales creativity.
H3 : There is a positive and significant influence of the innovation climate on employee creativity

Transformational Leadership affects Innovation Climate

Leaders can provide support to their employees by creating a good innovation climate within
the organization. Leaders can create a climate of innovation by providing security and comfort for
subordinates to continue to be creative. A leader will try to create a good climate in the organization
so that subordinates can think innovatively. This statement is supported by the results of research
by Zuraik and Kelly (2019) showing that CEO with transformational style has a positive effect on
the innovation climate. Then, research by Zhang et al. (2018) states that transformational
leadership has a positive effect on the innovation climate, and the results of another study by
Moolenaar et al. (2010) show that transformational leadership is positively related to the
innovation climate of school organizations.
H4 : There is a positive and significant influence of transformational leadership on the innovation
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climate

Creative Self-Efficacy affects Innovation Climate

The climate of innovation within the organization can affect educators' self-confident in their
creativity. Educators will be motivated and feel valued if the atmosphere in the organization
supports them to continue to think creatively and innovatively. This statement is supported by the
results of Slatten's (2014) research showing that creative self-efficacy has a positive relationship
to innovative activities. Another study by Ahlin et al. (2014) stated that the moderating effect of
entrepreneurial self-efficacy has a positive relationship to the company's innovation process, and
the results of the study of Alameri et al. (2019) show that creative self-efficacy has a positive and
significant relationship to innovation. organization.
H5 : There is a positive and significant effect of creative self-efficacy on the innovation climate

Innovation Climate Mediates the Relationship between Tranformational Leadership and
Educators’ Creativity

A leader must be able to motivate his/her subordinates to continue to think creatively. In
addition, leaders can provide support to employees. This support can be provided by creating a
good work environment, in the form of security and comfort that can be felt by employees. This
can make employees feel comfortable and motivated to continue to create new innovative ideas.
This statement is in accordance with the results of research by Jaiswal and Dhar (2015) which
states that the innovation climate mediates the relationship between transformational leadership
and employee creativity. The results of research conducted by Khalili (2016) state that the
innovation climate moderates the relationship between transformational leadership and employee
creativity.
H6: Innovation climate mediates the relationship between transformational leadership and
educator creativity

Innovation Climate Mediates the Relationship between Creative Self-Efficacy and Educators’
Creativity

A person's self-confident in his/her creativity can continue to grow along with an
environment that supports the formation of innovations. Organizations that have a good climate
for innovation, employees will feel challenged to continue to bring out their creative abilities for
the survival of the organization. Employees also feel valued and motivated to create other new
creations if the organization's innovation climate supports them to create and implement their
creative ideas. The above statement is supported by the research of Chang et al. (2016) which
states that perceived school support for creativity and creative self-efficacy significantly predicts
individual creativity. The results of another study from He et al. (2019) stated that organizational
innovation climate has a significant positive moderating effect on employee innovation behavior.
H7: The climate of innovation mediates the relationship between creative self-efficacy and
educator creativity

RESEARCH METHODS

This research was conducted at Formal Educational Institutions from Kindergarten to Higher
Education level in several cities and regencies in Indonesia, such as Cirebon, Banjar, Palu,
Kuningan, Indramayu, Jakarta, Majalengka, Surakarta, Semarang, Tangerang, Magetan,
Sumedang, West Bandung, Cianjur, and Bogor. This study focuses on educators who work in
several different levels of formal education because it aims to obtain broad understanding and
generalizations of the data.

The population in this research is educators who work in all formal education institutions in
those several cities and regencies in Indonesia. However, not all of the population were used as
research respondents. Only educators who meet the criteria can be sampled in this study. The
criteria for respondents in this study are educators who work in formal education institutions that
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have a national standard curriculum. Therefore, there are 301 respondents who are valid and in
accordance with these criteria. This research uses quantitative methods. Data was collected by
distributing questionnaires. The questionnaire was distributed online in the form of a google form
by distributing form links to each individual respondent via text messages that were sent directly
to relatives who work as educators, which were then distributed to colleagues in the same
profession. Then the answers given by the respondents were assessed using a Likert Scale, which
is a scale designed to test how strongly the respondents agree with the statements given using a
scale of 1 (strongly disagree) — 5 (strongly agree) points. The research model formed can be
described Figure 1.

Transformation
al Leadership

Innovation
Climate

Creative Self-
Efficacy

Figure 1. Research Model

To test hypothesis 6 and hypothesis 7 regarding the innovation climate as a mediator, this
study uses the Baron and Kenny analysis with the mediating effect testing procedure as the Figure
2.

Mediating
Variable (Z2)
a b
Independent c’ | Dependent
Variable (X) " Variable (Y)

Figure 2. Model of Baron and Kenny Analysis for Mediating Effect

Variable Z can be valued to be a mediating variable if it meets the following criteria: (1) X
significantly affects Y, it means that path ¢ has significant results with p value < 0.05; (2) X
significantly affects Z, it means that path a has a significant result with a p value < 0.05; (3) Z
significantly affects Y, it means path b has a significant result with p value < 0.05. Then, if the
coefficient ¢' is not significant (p > 0.05), then perfect mediation occurs. However, if the coefficient
c'is significant (p < 0.05), so partial mediation occurs.

The operational definition of each variable in this study has a different number of items,
which transformational leadership has sixteen statement items, creative self-efficacy has thirteen
statement items, innovation climate has sixteen statement items, and employee creativity has four
statement items. The Table 1. shows some examples of the statement items for each variable:
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Table 1. An Examples of Indicators in each Variables

No.

Variables

Measurements/ltem Indicators

1

Transformational
Leadership
(Jaiswal & Dhar, 2015)

Creative Self-Efficacy
(Yang & Cheng, 2009)

Innovation Climate
(Jaiswal & Dhar, 2015)

Creativity
(Jaiswal & Dhar, 2015)

My supervisor has strong goals

My supervisor speaks optimistically about the future

My supervisor looks for a different perspective when solving
problems

My supervisor suggests new ways of doing work

My supervisor helps team members to develop their potential, etc
I can be a good source of creative ideas

I am not afraid to take work-related risks

I have lots of new and innovative ideas

I will use new ways to achieve goals

I will apply new and practical ideas to improve performance, etc
Creativity is encouraged in this organization

The organization is open and responsive to change

The organization is described as a flexible company and constantly
adapts to changes

Employees' ability to work creatively is appreciated by superiors
Employees here usually get credit for different ideas, etc

I look for new ideas and ways to solve problems

I show originality in my work

I generate new ideas related to work that can be carried out

| identify new opportunities and ways of getting work done, etc

RESULTS AND DISCUSSION
Descriptive Analysis

Respondents who were collected and processed amounted to 301 respondents who are
educators in Formal Educational Institutions.

Table 2. Characteristics of Respondents

Category Description Frequency Percentage (%)

Kindergarten 17 5.65

Primary school 28 9.30

Formal educational level Junior high school 216 71.76

Senior high school 36 11.96

College/university 4 1.33

Male 110 36.54

Gender Female 191 63.46

<30 44 14.62

31-40 56 18.60

Age (years) 41-50 92 30.57

> 50 109 36.21

. Married 271 90.03

Marriage Single 30 9.97
Diploma 3 1

) Bachelor 263 87.38

Education Master 33 10.96

Others 2 0.66

Permanent 222 73.75

Employment status Contractual 79 26.25

<5 43 14.29

5-10 34 11.30

Tenure (years) 11-15 70 23.96

> 15 154 51.16

Source: primary data processed, 2021
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The profile of respondents in general is dominated by the following characteristics,
education level at junior high school (71.76%); female gender (63.46%); age more than 50 years
(36.21%); married (90.03%); Bachelor's last education (87.38%); status as permanent employee
or civil servant/ASN (73.75%); and tenure/working period of more than 15 years (51.16%).

Based on the results Table 2. of the analysis of 301 respondents obtained, descriptive
analysis of the transformational leadership variable (X1) has an average of 4.07 and the value is
included in the high category. The creative self-efficacy variable (X2) has an average value of 3.70
and is included in the high category. The average value of the innovation climate variable (Z) is
3.77 and is included in the high category. Likewise, the average value of the employee creativity
variable (Y) which is included in the high category with a value of 3.91.

Confirmatory Factor Analysis

In this study, the items and indicators of the research variables were 49 items. After testing
the validity with the Confirmatory Factor Analysis (CFA) method, several indicator items were
obtained that had to be removed because they did not meet the extraction pattern aspect and the
loading factor value was low below 0.5.

Table 3. Analysis Factor and Reliability Result?
Contruct & Indicator® Reliability® Loading factor
KT EK 1 KK

Transformational Leadership (KT) (.929)

KT1 .566

KT2 .682

KT3 .689

KT4 .758

KT5 .800

KT6 746

KT7 742

KT8 727

KT12 527

Creative Self-Efficacy (EK) (.941)

EK1 .631

EK3 .614

EK4 .566

EK5 721

EK6 746

EK7 .768

EK8 .618

EK9 .697

EK10 716

EK11 .681

EK12 .632

EK13 .690

Innovation Climate (1) (.981)

1 .640

12 .704

13 .635

116 674

1110 .697

1111 .614

1112 137

1114 501

1115 758

Employee Creativity (KK) (.796)

KK1 579
KK2 .616
KK3 .715
KK4 .503

Total explained variance of the four constructs 66.168%.
@Rotated component matrix.
Extraction method: Principal component analysis.
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Rotation method: Varimax with kaiser normalization.
blteration with 6 times.
¢Cronbach's alpha value is in the reliability column.

The 15 items deleted include KT9, KT10, KT11, KT13, KT14, KT15, KT16 for
transformational leadership constructs, EK2 for creative self-efficacy, 114, 115, 117, 118, 119, 1113,
and 1116 for the innovation climate so that remaining 34 items for further analysis. There are
several instrument sizes so that an instrument can be considered valid. The first is the Kaiser-
Mayer-Olkin Measure of Sampling Adequacy (KMO MSA) and Bartlett's test scores above 0.50
and this study has a KMO value of 0.959. Furthermore, the value of Bartlett's test with chi-squares
of 7177,055 significant at 0.000 has fulfilled the requirements.

Based on Table 3. it can be concluded that the validity instrument has met the requirements
and is adequate to continue structural testing. This can be seen from the indicator items that have
been extracted into four factors perfectly with a loading factor value above 0.50. In addition, the
total variance explained has also been above the minimum limit of 50%. This shows that the
research instrument used can indeed be extracted and form unidimensional properties of the latent
variables in the research model.

The reliability test in this study used the Cronbach's Alpha method with a limit value of 0.60
to be stated as a reliable instrument. In Table 3, the Cronbach's Alpha value of all constructs is
already above 0.60 so that the reliability instrument is considered to have met the criteria and
requirements as a reliable and consistent instrument to be used.

Normality and Multicollinearity Test

Furthermore, the data feasibility assumption test is carried out by testing the normality of the
data and multicollinearity. The normality of the data was carried out using the one-sample
Kolmogorov-Smirnov method for each construct. The research data is categorized as normally
distributed if the Asymp.Sig (2-tailed) value is more than 0.05. In this study, the significance value
is 0.613 so that the research data has met the normal distribution requirements.

Multicollinearity test is used to identify whether there is a high correlation between several
independent variables in a study. If the correlation is high, it indicates that in fact some of the
independent variables being modeled have the same characteristics. A good regression model is
one that has a low correlation between the independent variables and the dependent variable. Based
on Table 4. each construct shows a tolerance value > 0.10 and a VIF value < 10. Therefore, it can
be indicated that in this research model there is no symptom of multinolinearity. This means that
each independent variable in the model is different from one another.

Table 4. Multicollinearity Result?

Model Collinearity Statistic
Tolerance VIF
Transformational Leadership 458 2.182
Creative Self-Efficacy 514 1.947
Innovation Climate 423 2.366

2Dependent variable: Creativity

Hypothesis Testing and Mediation Effects

After the test results of the measurement model instrumentation meet the required criteria
and requirements, the next structural model will be tested with multiple regression analysis and
the stages of mediating effects from Baron & Kenny (1986). The results of hypothesis testing will
be presented in the stages of the Baron & Kenny mediating effect because it includes multiple
linear regression analysis as follows: (1) Positive and significant influence of transformational
leadership and creative self-efficacy on employee creativity
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Table 5. First Step Linear Regression Result

Model Coefficient B Standart  t-value Sig.
error
(Constant) 3.048 .645 4.725 .000***
Transformational Leadership 124 021 5.884 .000***
Creative Self-Efficacy .182 .016 11.655 .000***

Dependent variable : employee creativity
*p <0.05; ** p<0.01; *** p<0.000

Based on Table 5. transformational leadership and creative self-efficacy have a positive and
significant influence on employee creativity. This is indicated by the value of the coefficient B =
0.124; 0.182 with t-value = 5.884; 11.655 and both were significant at p < 0.000. Therefore,
hypotheses 1 and 2 are proven to be supported. The coefficient of determination of this first
model is 0.585. This means that there is a contribution of 58.5% of the independent variables which
can explain the dependent variable variance. The remaining 41.5% is explained by other factors
outside the estimated model. In addition, the first stage of the mediation effect has also been
completed so that it can be continued in the second step. (2) Positive and significant influence of
transformational leadership and creative self-efficacy on the innovation climate

Table 6. Second Step Linear Regression Result

Model Coefficient B Standart error t-value Sig.
(Constant) 7.109 1.576 4510 .000***
Transformational Leadership 731 .042 17.207 .000***
Creative Self-Efficacy 509 .033 15.229 .000***

Dependent variable : Innovation climate
*p <0.05; **p<0.01; *** p<0.000

Based on Table 6. transformational leadership and creative self-efficacy have a positive and
significant influence on the innovation climate. This is indicated by the value of the coefficient B
= 0.731; 0.509 with t value = 17.207; 15.229 and both were significant at p < 0.000. Therefore,
hypotheses 4 and 5 are proven to be supported. The coefficient of determination of this second
model is 0.498. This means that there is a contribution of 49.8% of the independent variables which
can explain the dependent variable variance. The remaining 50.2% is explained by other factors
outside the estimated model. In addition, the second stage of the mediation effect has also been
fulfilled so that it can be continued in the third stage. (3) Positive and significant influence of the
innovation climate on employee creativity

Table 7. Third Step Linear Regression Result

Model Coeffient B Standart error t-value Sig.
(Constant) 1.846 173 10.696 .000***
Innovation Climate .549 .045 12.160 .000***

Dependent variabel : employee creativity
*p<0.05; ** p<0.01; *** p <0.000

Based on Table 7. the innovation climate has a positive and significant influence on
employee creativity. This is indicated by the value of the coefficient B = 0.549 with a value of t =
12.160 and significant at p < 0.000. Therefore, hypothesis 3 is proven to be supported. The
coefficient of determination of this third model is 0.331. This means that there is a 33.1%
contribution of the independent variable which can explain the dependent variable variance. The
remaining 66.9% is explained by other factors outside the estimated model. In addition, the third
procedure stage of the mediating effect has also been fulfilled so that it can proceed to the stage of
determining the mediating effect of the innovation climate for the relationship between
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transformational leadership, creative self-efficacy, and employee creativity.

(4a) Significant positive effect of the mediating effect of innovation climate on the relationship
between transformational leadership and employee creativity

Table 8. Linear Regression Result of Mediating Effect |

Model Coefficient B Standart error t-value Sig.
(Constant) 4.737 737 6.426 .000***
Transformational Leadership 195 .027 7.190 .000***
Innovation Climate 111 .026 4.250 .000***

Dependent variable : employee creativity
*p <0.05; ** p<0.01; *** p <0.000

Based on Table 8. transformational leadership and innovation climate have a positive and
significant influence on employee creativity. This is indicated by the value of the coefficient B =
0.195; 0.111 with t-value = 7.190; 4.250 and both were significant at p < 0.000. Based on the
analysis of Baron & Kenny (1986) regarding the mediating effect where the coefficient value ¢' =
0.111; p < 0.000 then there is a partial mediation effect because the level of acceptance of the
innovation climate variable is regressed along with transformational leadership remains positive
and significant. Therefore, hypothesis 6 is proven to be accepted. (4b) Significant positive effect
of the mediating effect of the innovation climate on the relationship between creative self-efficacy
and employee creativity

Table 9. Linear Regression Result of Mediating Effect 11

Model Coefficient B Standart error t-value Sig.
(Constant) 4.256 623 6.833 .000%***
Creative Self-Efficacy 204 .017 12.091 .000***
Innovation Climate .069 .022 3.130 .002**

Dependent variable : employee creativity
*p<0.05; **p<0.01; *** p <0.000

Based on Table 9. creative self-efficacy and innovation climate have a positive and
significant influence on employee creativity. This is indicated by the value of the coefficient B =
0.204; 0.069 with t-value = 12.091; 3.130 and significant at p < 0.000; p < 0.01. Based on the
analysis of Baron & Kenny (1986) regarding the mediating effect where the coefficient value ¢' =
0.069; p < 0.01 then there is a partial mediation effect because the level of acceptance of the
innovation climate variable is regressed along with creative self-efficacy remains positive and
significant. Therefore, hypothesis 7 is proven to be accepted.

Transformational Leadership affects Educators’ Creativity

Based on the results of the analysis that has been done, transformational leadership has a
positive and significant influence on employee creativity. This is evidenced by a significance value
of 0.000. Thus, it can be concluded that the first hypothesis which reads "There is a positive and
significant influence between transformational leadership and educator creativity" is proven. The
results of this study are in line with research that has been conducted by Jaiswal and Dhar (2015),
Mittal and Dhar (2015), and Suifan et al. (2018) where their research results show that
transformational leadership has a positive and significant relationship to employee creativity.

Therefore, it can be concluded that transformational leadership is proven to increase the
creativity of educators. This can be interpreted that the existence of strong transformational
leadership will increase the creativity of the educators. Thus, if in an organization, in this case a
Formal Educational Institution, has a principal or the equivalent wants to increase the creativity of
educators, then they can apply a transformational leadership style.
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Creative Self-Efficacy affects Educators’ Creativity

Based on the results of the analysis that has been done, creative self-efficacy has a positive
and significant influence on the creativity of educators. This is evidenced by a significance value
of 0.000. Thus, it can be concluded that the second hypothesis which reads "There is a positive
and significant influence between creative self-efficacy and educator creativity"” is proven. The
results of this study are in line with the research of Gong et al. (2009); Richter et al. (2012); and
Rauniyar et al. (2017) where the results of their research show that creative self-efficacy has a
positive and significant relationship to employee creativity.

Therefore, it can be concluded that creative self-efficacy is proven to increase the creativity
of educators. That is, if an organization has employees who are confident and believe in their own
ability to think creatively, then the employee is able to increase their own creativity by creating
new ideas for the organization.

Innovation Climate affects Educators’ Creativity

Based on the results of the analysis that has been done, the climate of innovation has a
positive and significant influence on the creativity of educators. This is evidenced by a significance
value of 0.000. Thus, it can be concluded that the third hypothesis which reads "There is a positive
and significant influence between the innovation climate and the creativity of educators™ is proven.
This research is in line with the results of Sanda and Arthur (2017); Jaiswal and Dhar (2015); and
Ghosh (2015) state that the innovation climate has a positive and significant influence on employee
creativity. However, this study is not the same as the research conducted by Wang and Ma (2013)
because his research shows the results that the innovation climate has an insignificant effect on
employee creativity.

Based on the description above, it can be concluded that the climate of innovation can
increase the creativity of educators. This means that a strong climate of innovation will increase
the creativity of educators. Thus, if an organization wants to have creative employees, the
organization must be able to provide a good and supportive work environment for employees to
encourage their creativity so that they can create new innovations.

Transformational Leadership affects Innovation Climate

Based on the results of the analysis that has been done, transformational leadership has a
positive and significant influence on the innovation climate. This is evidenced by a significance
value of 0.000. Thus, it can be concluded that the fourth hypothesis which reads "There is a positive
and significant influence between transformational leadership and innovation climate™ is proven.
The results of this study are in line with the research of Zuraik and Kelly (2019); Zhang et al.
(2018); and Moolenaar et al. (2010) whose results show that there is a positive and significant
relationship between transformational leadership and innovation climate.

Thus, it can be concluded that transformational leadership is proven to improve the
innovation climate. This means that a strong transformational leadership variable will increase the
innovation climate. So, if an organization wants to create a good work environment and support
its employees, then they can apply a transformational leadership style.

Creative Self-Efficacy affects Innovation Climate

Based on the results of the analysis that has been done, creative self-efficacy has a positive
and significant influence on the innovation climate. This is evidenced by a significance value of
0.000. Thus, it can be concluded that the fifth hypothesis which reads "There is a positive and
significant influence between creative self-efficacy and innovation climate" is proven. The results
of this study are in line with the results of Slatten's research (2014); Ahlin et al. (2014); and
Alameri et al. (2019), which showed that creative self-efficacy has a positive and significant
relationship to the innovation climate (Pradana & Uliani, 2021).

Therefore, it can be concluded that creative self-efficacy is proven to improve the innovation
climate. So, if the organization has employees who have high confidence in their creativity, the
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environment within the organization will be competitive and innovative. This is because there is
competition between employees to be able to apply the creativity they have in the organization.

Mediating effect of Innovation Climate on the relationship between Transformational
Leadership and Educators’ Creativity

Based on the results of the analysis that has been obtained, it is known that paths a and b are
accepted because the p value <0.05, which means it is significant. The coefficient ¢' also shows a
p value <0.05, which means that there is a direct and indirect influence between transformational
leadership and educator creativity through an innovation climate. The purpose of the indirect
influence between transformational leadership and educator creativity through innovation climate
is that the innovation climate mediates the relationship between transformational leadership and
educator creativity. That is, educator creativity can emerge if a leader is able to implement his
ability to create an innovative organizational climate and environment. Thus, it can be concluded
that the innovation climate partially mediates the relationship between transformational leadership
and educator creativity, so that the sixth hypothesis is proven.

The results of this study are in line with the results of research by Jaiswal and Dhar (2015),
where the results show that the innovation climate mediates the relationship between
transformational leadership and employee creativity. Another study by Khalili (2016) stated that
the innovation climate moderates the relationship between transformational leadership and
employee creativity.

Mediating effect of Innovation Climate on the relationship between Creative Self-Efficacy
and Educators’ Creativity

Based on the results of the analysis that has been obtained, it is known that paths a and b are
accepted because the p value <0.05, which means it is significant. The coefficient ¢' also shows a
p value <0.05, which means that there is a direct and indirect influence between transformational
leadership and educator creativity through an innovation climate. The purpose of the indirect
influence between creative self-efficacy and educator creativity through an innovation climate is
that the innovation climate mediates the relationship between creative self-efficacy and educator
creativity. This means that educators who have high confidence in their creativity can optimize
their ability to get new ideas, and these conditions can create an innovative organizational climate,
so that it can motivate educators to continue to improve and develop their creativity. Thus, it can
be concluded that the innovation climate partially mediates the relationship between creative self-
efficacy and educator creativity, so that the seventh hypothesis is proven.

This study is in line with the research of Chang et al. (2016), which showed that perceived
school support for creativity and creative self-efficacy significantly predicts individual creativity.
Another study conducted by He et al. (2019) stated that organizational innovation climate has a
significant positive moderating effect on employee innovation behavior.

CONCLUSION

This study has the following conclusions: (1) transformational leadership has a positive and
significant influence on the creativity of educators; (2) creative self-efficacy has a positive and
significant influence on educator creativity; (3) the climate of innovation has a positive and
significant influence on the creativity of educators; (4) transformational leadership has a positive
and significant impact on the innovation climate; (5) creative self-efficacy has a positive and
significant influence on the innovation climate; (6) the innovation climate partially mediates the
relationship between transformational leadership and educator creativity; and (7) the innovation
climate partially mediates the relationship between creative self-efficacy and educator creativity.

Based on the results of the analysis and research that has been done, the following are some
suggestions to bring out the creativity of educators, including: (1) a school principal needs to take
good approaches to educators in his organization by communicating and encouraging them to
always work in accordance with the vision, mission, and values of the organization. In addition,
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leaders must also be able to provide equal opportunities and opportunities for every educator to be
able to work and participate optimally. A leader must also be able to provide a sense of security
and comfort by supporting and defending his educators if they encounter a problem; (2) it is better
for educators to make lesson plans at the beginning of each semester so that they can predict
teaching and learning activities that will take place in the future. The plan is made so that the
learning that is carried out later can take place in a fun, efficient, and can motivate students to
continue learning.

This can also make educators have confidence that the teaching work they do can be done
well. In addition, the existence of this plan can also make educators more confident in their abilities
and creativity, so that they can easily implement it during the teaching and learning process; (3)
organizations can provide comfortable facilities and support educators to be able to continue to
think creatively. If there are facilities that are not feasible, the organization must immediately
repair it. In addition, organizations must treat their teaching staff well and must be fair so that they
do not feel social jealousy; (4) to identify whether the creativity possessed by educators has
increased or not, the organization can do this by providing an assessment form to students
regarding the learning that has been done. The aim is to find out the opinions of students about the
abilities and methods of educators in the teaching and learning process, whether it is fun and can
motivate students or not. From here the evaluation process occurs and it is hoped that the quality
of content and learning methods can improve.
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