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Abstract
The food and beverage (F&B) sector faces increasingly dynamic competitive pressures
as consumer preferences continue to shift rapidly. In this environment, organizations are
required to enhance employees’ creative performance as a strategic means of sustaining
competitive advantage. Leadership is therefore essential because it influences
employees’ attitudes, motivation, and workplace behaviors that support creativity. This
study examines the linkages among humble leadership, intrinsic motivation, work
engagement, and creative performance among employees working in food and beverage
companies located in Citra Raya, Cikupa, Tangerang Regency, Indonesia. A quantitative
approach was applied through a survey-based research design. Data were obtained from
70 employees using a structured questionnaire and were analyzed using Partial Least
Squares Structural Equation Modeling (PLS-SEM). The results reveal that humble
leadership has a positive and significant effect on intrinsic motivation, work engagement,
and creative performance. The findings also show that intrinsic motivation significantly
improves both work engagement and creative performance, while work engagement
significantly contributes to employees’ creative performance. These findings indicate that
humble leadership functions as an important organizational resource by strengthening
employees’ internal motivation and engagement with their work, which in turn supports
higher levels of creative performance. Theoretically, this study broadens the application
of Self-Determination Theory by offering empirical evidence on the connections between
leadership, intrinsic motivation, work engagement, and employee creativity. From a
practical standpoint, the results emphasize the need for organizations to develop humble
leadership practices that foster a supportive work climate, encourage motivation and
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engagement, and promote employee creativity, thereby improving competitiveness within
the food and beverage industry.

Keywords: Humble Leadership; Intrinsic Motivation; Work Engagement; Creative
Performance

INTRODUCTION

The global food and beverage (F&B) industry has evolved into an increasingly
competitive and rapidly changing business sector. This development is closely associated
with transformations in consumer lifestyles, rising demand for high-quality products, and
stronger competition among business actors. Companies operating in this industry are
consequently expected to offer more than food and beverage products. They must also
create meaningful and memorable consumption experiences by combining product
excellence, appealing taste, attractive presentation, reasonable prices, and high-quality
service (Yusnita & Yulianto, 2013). Indonesia possesses a particular competitive strength
in this industry because of its status as one of the world’s leading coffee-producing
countries. Differences in geographical and environmental conditions across the
archipelago enable the production of numerous coffee varieties with international
recognition, including Gayo, Mandailing, Sidikalang, Lampung, Malang, and Bali coffee
(Nurikhsan, 2019). The continued expansion of coffee-related businesses and other F&B
enterprises has further strengthened market competition, thereby encouraging
companies to consistently introduce innovations to maintain their relevance and
competitive position.

Human resources constitute one of the most valuable organizational assets within
such a demanding business environment. The contribution of employees is no longer
restricted to the completion of routine operational activities. Employees are also expected
to generate original ideas, respond creatively to workplace challenges, and participate in
the continuous enhancement of organizational practices. Creative performance among
employees has therefore become a strategic determinant of organizational
competitiveness and business continuity. Developing, empowering, and retaining
qualified employees is particularly important for service-based companies, including
coffee shops and other F&B businesses. Employees in these businesses interact closely
with customers, meaning that their creativity can directly influence service quality,
customer satisfaction, and broader organizational outcomes (Koencoro et al., 2013).
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One organizational mechanism that can facilitate employee creativity is leadership.
Leadership practices shape employees’ motivation, attitudes, and behavioral responses
in the workplace. Humble leadership has recently emerged as a relevant leadership
approach in organizational research. Leaders who demonstrate humility are willing to
acknowledge their personal weaknesses, recognize the capabilities and contributions of
their employees, and promote reciprocal learning throughout the organization. These
characteristics contribute to the formation of a supportive psychological environment
where employees perceive that their ideas, abilities, and presence are respected. A
workplace characterized by such support provides employees with greater confidence
and psychological empowerment. Employees are consequently more likely to develop
intrinsic motivation, which refers to an internal desire to complete work because the
activity itself is considered valuable, enjoyable, and personally fulfilling rather than solely
because of external compensation or rewards (Waterhouse et al., 2014).

Humble leadership also provides a foundation for stronger employee engagement.
Leaders who sincerely appreciate employee contributions and provide opportunities for
participation in organizational decision-making can strengthen employees’ emotional and
psychological attachment to their work. Highly engaged employees generally
demonstrate considerable enthusiasm, dedication, and concentration when performing
their responsibilities. These characteristics encourage employees to allocate more
substantial cognitive and emotional resources to generating innovative ideas and
resolving work-related difficulties creatively (Rego et al., 2019). Self-Determination
Theory explains that intrinsic motivation can be strengthened when the work environment
supports employee autonomy, facilitates the development of competence, and enables
meaningful participation in decisions related to work (Deci et al., 2017). Greater intrinsic
motivation subsequently encourages employees to become more deeply involved in their
tasks, thereby creating conditions that are conducive to improved creative performance.

Existing empirical evidence generally confirms positive relationships between
humble leadership, intrinsic motivation, work engagement, and employee creative
performance. Supportive interpersonal interactions established through humble
leadership can strengthen employees’ internal motivation, which subsequently promotes
creative and innovative workplace behavior (Min et al., 2007; Waterhouse et al., 2014).
Humble leadership may also influence employee creativity through indirect psychological
mechanisms, particularly by enhancing intrinsic motivation and strengthening work
engagement (Jeung & Yoon, 2016; Rego et al., 2019). Intrinsic motivation has been
consistently identified as an essential predictor of creativity, employee engagement, job
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satisfaction, and organizational productivity (Schaufeli, 2017; Van den Broeck et al.,
2016). Employees who receive sufficient autonomy and adequate opportunities to
communicate their thoughts are generally more internally motivated, which increases their
likelihood of producing creative outcomes (Eisenberger et al., 2005; Zhou & Shalley,
2003). Employees with strong work engagement are similarly more prepared to
demonstrate creativity because engagement generates constructive psychological
conditions, such as energy, enthusiasm, satisfaction, persistence, and resilience. These
positive conditions enable employees to maintain creative thinking when confronting
workplace pressures and operational challenges (Abdullah et al., 2022; Avolio et al.,
2009).

The scholarly discussion of humble leadership has developed considerably, yet
relatively few studies have simultaneously incorporated humble leadership, intrinsic
motivation, work engagement, and creative performance within one integrated research
framework. This research limitation is especially apparent among small and medium-
sized enterprises (SMEs) operating in Indonesia’s food and beverage industry. Previous
investigations have frequently examined these constructs independently or tested their
relationships in organizational and cultural environments that differ from the Indonesian
context. Consequently, the psychological mechanisms explaining how humble leadership
facilitates employee creativity in Indonesian F&B enterprises remain insufficiently
understood.

The present study responds to this research opportunity by examining the effect
of humble leadership on employee creative performance through the mediating functions
of intrinsic motivation and work engagement. The study focuses on employees working
in food and beverage companies located in Citra Raya, Tangerang Regency, Indonesia.
Self-Determination Theory is employed as the principal theoretical framework for
explaining the relationships among the investigated variables. The findings are expected
to extend the academic literature concerning leadership and employee creativity,
particularly within Indonesian F&B SMEs. The study may also provide practical guidance
for managers seeking to establish a workplace that strengthens internal motivation,
promotes active employee involvement, and supports the continuous development of
creative performance.
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LITERATURE REVIEW
Humble Leadership

Humble leadership refers to a leadership orientation characterized by leaders’
willingness to acknowledge personal limitations, appreciate employees’ strengths, and
promote continuous learning. Humble leaders evaluate themselves objectively, admit
mistakes, and recognize followers’ contributions, thereby fostering trust, mutual respect,
and psychological safety in the workplace (Owens & Hekman, 2012; Ali et al., 2020). The
concept of humility is rooted in both Eastern and Western philosophical traditions,
including Confucian thought, which regards humility as an essential leadership virtue (Luo
et al.,, 2022). Within organizations, this leadership approach strengthens employees’
perceptions of being valued and accepted through objective self-assessment and genuine
recognition of their competencies (Nguyen Hoang Kim, 2025; Mohamed El-sayed &
Nasser Rayan, 2024). From the perspective of Self-Determination Theory, humble
leadership supports employees’ psychological needs by providing autonomy,
encouragement, constructive feedback, and development opportunities. These
conditions increase intrinsic motivation, work involvement, organizational commitment,
and employee performance while reducing negative workplace behavior (Deci et al.,
2017; Owens & Hekman, 2016).

Intrinsic Motivation

Intrinsic motivation is an internal drive that encourages individuals to perform an
activity because the work itself is perceived as interesting, meaningful, challenging, and
satisfying rather than because of external rewards or pressure (Amabile et al., 1994).
Employees who experience enjoyment, intellectual stimulation, and personal
accomplishment tend to demonstrate greater creative potential (Amabile, 2012). The
sustainability of this motivation depends largely on internal psychological rewards,
including fulfillment and meaningful work experiences, particularly in complex and
unstructured work settings (Delaney & Royal, 2017; Stumpf et al., 2016). Intrinsic
motivation consequently functions as an important psychological mechanism that shapes
employees’ attitudes, behavioral choices, and responses toward work (Jensen & Bro,
2018; Waterhouse et al., 2014). Self-Determination Theory explains that intrinsic
motivation develops when the needs for autonomy, competence, and relatedness are
fulfilled. Satisfaction of these needs encourages stronger effort, persistence, dedication,
and concentration, which ultimately enhance work engagement and employee
performance (Mussagulova & Demircioglu, 2023; Bakker, 2022; Putra et al., 2017).
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Work Engagement

Work engagement represents a positive and fulfilling psychological state reflected
in vigor, dedication, and absorption (Schaufeli et al., 2002). Engaged employees display
high energy, strong commitment, and deep concentration in completing their work,
enabling them to contribute more effectively to organizational objectives (Eisenberger et
al., 2020). This construct also reflects the personal energy and motivation employees
invest in their professional roles (Leiter & Bakker, 2010). Work engagement is closely
associated with emotional attachment, willingness to remain in the organization, and
readiness to perform beyond formal job requirements (Schaufeli, 2012). Vigor, dedication,
and absorption therefore represent employees’ positive evaluation of their work roles and
indicate a strong psychological connection with their responsibilities (Bakker et al., 2011;
Schaufeli et al., 2006; Sun et al., 2022).

Creative Performance

Creative performance reflects employees’ ability to generate original and useful
ideas, develop innovative solutions, and apply creative approaches when performing job
responsibilities (Sahadev et al., 2024). This performance emerges through creative
problem-solving and is influenced by individual creativity, creative self-efficacy, and a
supportive organizational environment (Kempa & Eric, 2020). Creative performance
strengthens organizational effectiveness, innovation capacity, and long-term
competitiveness, although creative activities often involve uncertainty, ambiguity, and the
possibility of failure (Budiarti et al., 2025). Humble leaders can reduce the psychological
pressure arising from these conditions by acknowledging limitations, encouraging
learning from mistakes, and strengthening employees’ resilience (Owens & Hekman,
2012). Creativity is also more likely to develop in complex and dynamic work
environments that require employees to adapt and continuously seek alternative solutions
(Carmeli et al., 2013). Support for autonomy, psychological resilience, and proactive
behavior further strengthens employees’ ability to produce valuable creative outcomes
(Avolio et al., 2009). Creative performance may be assessed objectively through
innovative outputs and intellectual property or subjectively through supervisors’
evaluations of employees’ creative contributions (George, 2001; Oldham, 1996; Tierney
& Farmer, 2011).
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HYPOTHESIS DEVELOPMENT
Humble Leadership and Intrinsic Motivation

Humble leadership emphasizes leader—-employee relationships through leaders’
willingness to acknowledge personal limitations, recognize employee contributions, and
establish supportive interpersonal interactions. These behaviors foster trust, respect, and
a sense of belonging, thereby fulfilling employees’ psychological needs and strengthening
their intrinsic motivation (Waterhouse et al., 2014). Self-Determination Theory explains
that intrinsic motivation increases when the needs for autonomy, competence, and
relatedness are satisfied (Deci et al., 2017). Humble leaders facilitate these conditions by
involving employees in decision-making, providing emotional support, and recognizing
their achievements.

Employees with strong intrinsic motivation are more inclined to invest effort,
develop new ideas, and seek innovative solutions to work-related problems (Min et al.,
2007). Humble leaders also reduce employees’ fear of failure by acknowledging mistakes,
demonstrating openness, and promoting continuous learning. These practices minimize
negative emotions and help employees maintain internal motivation while remaining
focused on organizational goals (Rego et al., 2019). Previous studies confirm that
supportive relationships developed through humble leadership can strengthen
employees’ intrinsic motivation (Park & Word, 2012; Waterhouse et al., 2014).
Accordingly, the following hypothesis is proposed:

H1. Humble leadership has a positive and significant effect on intrinsic motivation.

Humble Leadership, Work Engagement, and Creative Performance

Work engagement is a positive work-related psychological condition characterized
by vigor, dedication, and absorption (Jeung & Yoon, 2016). Engaged employees
demonstrate enthusiasm, persistence, and focused involvement, enabling them to devote
greater physical and psychological resources to their work. Humble leadership can
strengthen engagement by recognizing employees’ capabilities, encouraging
participation, and creating a psychologically safe environment in which employees feel
valued and supported (Rego et al., 2019).

Empirical evidence indicates that humble leadership improves learning orientation,
job satisfaction, and engagement by fostering trust and supportive workplace
relationships (Diab, 2016; Torres, 2023). From the Job Demands—Resources
perspective, humble leadership functions as a job resource because it provides emotional
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support, recognition, and opportunities for development, which encourage stronger
employee involvement in work roles (Gonzalez-Roma et al., 2006).

Humble leadership may also directly enhance creative performance. Creative
activities frequently involve ambiguity, uncertainty, and the possibility that ideas may fail
or be rejected, potentially creating frustration and psychological pressure (Carmeli et al.,
2013). Humble leaders reduce these barriers by acknowledging mistakes, promoting
learning, demonstrating openness, and offering constructive guidance. Such conditions
strengthen employees’ confidence to explore alternative ideas and creative solutions
(Owens & Hekman, 2012). Previous findings further indicate that humble leadership
strengthens organizational commitment, limits negative workplace behavior, and
promotes employee creativity (Basford et al., 2014; Owens & Hekman, 2016). Therefore,
the following hypotheses are proposed:

H2. Humble leadership has a positive and significant effect on work engagement.
H3. Humble leadership has a positive and significant effect on creative performance.

Intrinsic Motivation, Work Engagement, and Creative Performance

Intrinsic motivation encourages employees to perform their work because it is
perceived as meaningful, enjoyable, and challenging. Employees with strong intrinsic
motivation generally demonstrate higher creativity, job satisfaction, and work
engagement, confirming the importance of internal motivation in generating favorable
workplace outcomes (Van den Broeck et al., 2016). Work engagement is similarly
associated with increased productivity, reduced absenteeism, and improved job
satisfaction (Schaufeli, 2017).

Self-Determination Theory proposes that intrinsic motivation develops through the
fulfillment of autonomy, competence, and relatedness needs (Bakker, 2022). Employees
who receive greater autonomy and participate in work-related decisions tend to
demonstrate stronger dedication, persistence, and concentration, thereby increasing their
engagement (Deci et al., 2017). Intrinsically motivated employees are consequently more
willing to invest cognitive and emotional resources in completing their work.

Intrinsic motivation also contributes directly to creative performance. Employees
who enjoy their tasks and perceive them as meaningful are more likely to generate original
ideas and develop innovative solutions (Amabile, 1988; Shalley & Perry-Smith, 2008).
Strong intrinsic motivation encourages employees to explore alternative approaches and
remain persistent when facing difficulties, resulting in higher creative performance (Zhou
& Shalley, 2003). Autonomy and opportunities for idea expression further strengthen
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intrinsic motivation and support innovative work behavior (Eisenberger et al., 2005).
Accordingly, the following hypotheses are proposed:

H4. Intrinsic motivation has a positive and significant effect on work engagement.

HS5. Intrinsic motivation has a positive and significant effect on creative performance.

Work Engagement and Creative Performance

Work engagement represents an important psychological resource for employee
creativity. Employees with high engagement possess greater energy, dedication, and
cognitive concentration, enabling them to develop innovative ideas and solve workplace
problems more effectively (Bakker, 2022). Stronger engagement is therefore expected to
improve creative performance.

Work engagement is also associated with positive emotional states, including
enthusiasm, enjoyment, and job satisfaction (Abdullah et al., 2022). These emotions
encourage cognitive flexibility and exploration, which are essential for developing creative
ideas. Engaged employees generally demonstrate stronger resilience and a greater
sense of control when confronting difficult work situations, further supporting creative
performance (Avolio et al., 2009). Previous studies have largely focused on
transformational and transactional leadership as predictors of creativity (De Clercq &
Mustafa, 2023; Juyumaya & Torres, 2023). The present study positions work engagement
as a psychological mechanism that contributes to the relationship between leadership
conditions and employee creative outcomes. Therefore, the following hypothesis is
proposed:

H6. Work engagement has a positive and significant effect on creative performance.

INTRINSIK
MOTIVATION

WORK
ENGAGEMEN
T

A6 CREATIVE
PERFORMAN
CE

H1

HUMBEL

LEADERSHIP Figure 1. Conceptual Framework
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RESEARCH METHOD

This study employed a quantitative approach using a cross-sectional survey
design. Primary data were collected through an online questionnaire administered via
Google Forms. Each item was assessed using a five-point Likert scale ranging from 1,
representing strongly disagree, to 5, representing strongly agree. Humble Leadership
(HL) was measured through nine indicators adapted from Ou et al. (2014), while Intrinsic
Motivation (IM) was assessed using five indicators from Tierney et al. (1999). Work
Engagement (WE) was evaluated using nine items adapted from Schaufeli et al. (2006),
whereas Creative Performance (CP) was measured through nine items derived from
Jensen and Bro (2018). The instrument therefore consisted of 32 measurement items.

Data collection commenced in November 2025 and involved employees of food
and beverage companies operating in Citra Raya, Tangerang Regency, Indonesia.
Respondents were selected through purposive sampling based on predetermined criteria.
The participating companies were required to be located in Citra Raya and to have
operated for at least two years. These criteria ensured that respondents possessed
sufficient organizational experience to evaluate leadership practices, intrinsic motivation,
work engagement, and creative performance in their respective workplaces.

The data were analyzed using Partial Least Squares Structural Equation Modeling
(PLS-SEM) through SmartPLS 3. This method was selected because of its ability to
estimate complex structural relationships involving several latent constructs and reflective
higher-order measurement models (Hair et al., 2017). Evaluation of the measurement
model covered indicator reliability, convergent validity through outer loading and Average
Variance Extracted (AVE), discriminant validity, multicollinearity through the Variance
Inflation Factor (VIF), and internal consistency through Composite Reliability (CR) and
Cronbach’s Alpha (CA). The structural model was subsequently assessed using the
coefficient of determination (R?), while hypothesis significance was tested through
bootstrapping procedures based on t-statistics and p-values (Hair et al., 2017).

The minimum sample requirement was established according to PLS-SEM
sampling recommendations to ensure adequate model estimation. Hair et al. (2014)
recommend a sample of at least five times the number of measurement indicators,
whereas Mathwick et al. (2001) suggest five to ten observations for each structural
relationship. Given that the proposed model contained six structural paths, at least 60
respondents were considered necessary. A total of 70 respondents was ultimately
included to improve statistical adequacy and reduce potential issues arising from
incomplete or inconsistent responses.
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A pilot test was conducted before the main survey to examine the validity and
reliability of the instrument using IBM SPSS Statistics 24. Construct validity was evaluated
through the Kaiser—Meyer—Olkin Measure of Sampling Adequacy and individual Measure
of Sampling Adequacy values. The KMO coefficients ranged from 0.667 to 0.865, while
the MSA values ranged from 0.565 to 0.924. All values exceeded the minimum threshold
of 0.50, confirming the suitability of the data for factor analysis. Reliability testing
produced Cronbach’s Alpha coefficients ranging from 0.739 to 0.939, indicating
satisfactory internal consistency (Hair et al., 2014). Accordingly, all 32 indicators nine for
Humble Leadership, five for Intrinsic Motivation, nine for Work Engagement, and nine for
Creative Performance met the required validity and reliability criteria.

RESULTS

This study analyzed data from 70 employees working in food and beverage (F&B)
companies located in Citra Raya, Tangerang Regency, Indonesia. Male and female
respondents were equally represented, with each group accounting for 50.0% of the total
sample. This balanced composition provided proportional gender representation in
examining the relationships among humble leadership, intrinsic motivation, work
engagement, and creative performance. Most respondents were aged 21-30 years,
representing 74.29% of the sample, followed by those aged 16—-20 years at 15.71% and
31-40 years at 10.00%. These findings indicate that the workforce represented in this
study was predominantly composed of young employees.

Regarding educational background, 74.29% of respondents had completed senior
high school or vocational education, while 25.71% held bachelor's degrees. Waiters
constituted the largest occupational group at 41.43%, followed by cashiers at 31.43%,
baristas at 18.57%, and kitchen staff at 8.57%. In terms of organizational tenure, 52.86%
had worked for two to three years, 40.00% had less than one year of experience, and
7.14% had been employed for four to five years. These demographic characteristics
indicate that most respondents had sufficient exposure to their organizational
environment to assess leadership practices, intrinsic motivation, work engagement, and
creative performance.

The indicator reliability assessment showed that most measurement items
achieved outer loading values near or above the recommended threshold of 0.70.
Indicators CP3—-CP8, HL4-HL9, IM1-IM4, WE2-WE4, WEG6, and WE7 demonstrated
satisfactory loading values. Several items, including CP1, CP2, HL1, IM5, WES5, WES,
and WE9, recorded values below 0.70 but remained within an acceptable range for
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exploratory research. The remaining indicators, including CP9 and HL3, were retained
because their loading values and contributions to construct reliability remained
acceptable. Two indicators showed particularly low loadings, namely HL2 at 0.364 and
WE1 at 0.485. These items should therefore be interpreted cautiously and reconsidered
in future studies. Hair et al. (2022) state that indicators with loadings of 0.70 or higher
demonstrate satisfactory reliability, while items with values between 0.40 and 0.70 may
be retained when their inclusion supports the construct’s overall reliability and validity.

The internal consistency analysis indicated that the measurement constructs
generally satisfied the reliability requirements for PLS-SEM. Creative Performance
demonstrated strong reliability, with a Cronbach’s Alpha of 0.904, rho_A of 0.916,
Composite Reliability of 0.922, and Average Variance Extracted (AVE) of 0.573. Humble
Leadership also showed satisfactory internal consistency, as indicated by a Cronbach’s
Alpha of 0.865 and Composite Reliability of 0.894. Its AVE value was 0.493, which was
only slightly below the recommended threshold of 0.50. This construct was retained
because its Composite Reliability and Cronbach’s Alpha values exceeded the required
criteria. Intrinsic Motivation and Work Engagement recorded Composite Reliability values
of 0.835 and 0.901, respectively, while their AVE values exceeded 0.50. These results
demonstrate that the measurement model generally fulfilled the requirements for internal
consistency and convergent validity (Hair et al., 2022).

Discriminant validity was initially examined using the Fornell-Larcker criterion. The
square root of the AVE was 0.757 for Creative Performance, 0.702 for Humble
Leadership, 0.792 for Intrinsic Motivation, and 0.866 for Work Engagement. These values
were compared with the correlations among the latent variables to determine whether
each construct shared greater variance with its own indicators than with other constructs.
Based on the reported correlation matrix, the Fornell-Larcker criterion was generally
satisfied, indicating an acceptable level of discriminant validity (Fornell & Larcker, 1981).

Discriminant validity was subsequently assessed using the Heterotrait—Monotrait
Ratio. Several construct relationships exceeded the recommended threshold of 0.90. The
HTMT value was 0.919 for Creative Performance—Humble Leadership, 0.921 for Creative
Performance—Intrinsic Motivation, 0.968 for Creative Performance—Work Engagement,
and 0.903 for Intrinsic Motivation—Work Engagement. The relationship between Humble
Leadership and Intrinsic Motivation produced an HTMT value of 0.860, which remained
below the recommended limit. These findings indicate that discriminant validity was not
fully established for all construct relationships. Creative Performance and Work
Engagement showed the greatest conceptual overlap, as reflected by the highest HTMT
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value. Henseler et al. (2015) explain that HTMT values above 0.90 may indicate
insufficient empirical distinction between latent variables and should therefore be
interpreted cautiously.

The explanatory power of the structural model was evaluated using the coefficient
of determination. Creative Performance obtained an R? value of 0.817 and an Adjusted
R? of 0.809, indicating that 81.7% of its variance was explained by the predictor variables
included in the model. The remaining 18.3% was attributable to factors outside the
proposed framework. Intrinsic Motivation recorded an R? value of 0.587 and an Adjusted
R? of 0.581, showing that 58.7% of its variance was explained by the model. Work
Engagement achieved an R? value of 0.672 and an Adjusted R? of 0.663, indicating that
the exogenous variables explained 67.2% of its variance.

Hair et al. (2022) classify R? values of 0.75, 0.50, and 0.25 as substantial,
moderate, and weak, respectively. Based on these criteria, the model demonstrated
substantial explanatory power for Creative Performance and moderate explanatory power
for Intrinsic Motivation and Work Engagement. These findings indicate that the proposed
structural model has strong explanatory capacity, particularly in predicting employee
creative performance within the F&B industry. The structural model and hypothesis-
testing results are presented in Figure 2.

Figure 2. Structural Path t-Values
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Table 1. Hypothesis Result

Hypothesis | Research Hypothesis | Original | T P Value | Explanation
Statement Sample | Statistic | (<0,05)
(>1,96)

H1 Humble Leadership | 0.766 22.298 0.000 The data
has a positive and support  the
significant effect on hypothesis
Intrinsic Motivation.

H2 Humble Leadership | 0.779 21.349 0.000 The data
has a positive and support  the
significant effect on hypothesis
Work Engagement.

H3 Humble Leadership | 0.820 24.368 0.000 The data
has a positive and support the
significant effect on hypothesis
Creative Performance.

H4 Intrinsic Motivation has | 0.397 3.229 0.001 The data
a positive and support  the
significant effect on hypothesis
Work Engagement.

H5 Intrinsic Motivation has | 0.397 3.804 0.000 The data
a positive and support  the
significant effect on hypothesis
Creative Performance.

H6 Work Engagement has | 0.493 5.647 0.000 The data
a positive and support  the
significant effect on hypothesis
Creative Performance.

Source: SmartPLS, 2026

DISCUSSION

The findings demonstrate that Humble Leadership exerts a positive and significant
influence on Intrinsic Motivation. Employees tend to develop stronger internal motivation
when leaders acknowledge personal limitations, value employee contributions, and
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remain receptive to learning. Such leadership practices cultivate trust, strengthen
interpersonal relationships, and support employees’ psychological needs for autonomy,
competence, and relatedness. Fulfilment of these needs promotes self-determined
motivation, as explained by Self-Determination Theory (Ryan & Deci, 2000). This result
is consistent with Owens and Hekman (2012), who argue that humble leaders establish
developmental relationships that encourage employees to become internally motivated.
Within the dynamic F&B industry, leadership humility may therefore serve as a
psychological resource that motivates employees to contribute beyond their formal
responsibilities.

Humble Leadership was also found to have a significant positive effect on Work
Engagement. Leaders who demonstrate respect, openness, and appreciation strengthen
employees’ sense of recognition and organizational belonging. These conditions
encourage employees to invest greater physical, cognitive, and emotional energy in their
work. From the Job Demands—Resources perspective, humble leadership functions as
an important job resource by reducing psychological strain and strengthening motivational
conditions. This result supports Schaufeli et al. (2002) and Owens and Hekman (2012),
who emphasize the role of supportive leadership in promoting employee engagement.
Such leadership is particularly relevant in F&B organizations because frontline employees
play a direct role in shaping service quality and customer satisfaction.

The strongest direct relationship identified in the structural model was the effect of
Humble Leadership on Creative Performance. Humble leaders create working conditions
that enable employees to propose new ideas and develop alternative solutions to
operational problems. Leaders’ willingness to acknowledge mistakes, accept feedback,
and appreciate employees’ capabilities fosters psychological safety. Employees are
consequently more prepared to experiment and take creative risks without excessive
concern about criticism or failure. This finding supports Oldham and Cummings (1996)
and Owens and Hekman (2012), who underline the importance of supportive supervisory
behavior in enhancing employee creativity. Leadership humility may therefore be
regarded not only as an interpersonal characteristic but also as an organizational
capability that promotes innovation in the highly competitive F&B sector.

Intrinsic Motivation was found to positively influence Work Engagement.
Employees who perceive their work as enjoyable and meaningful tend to demonstrate
greater enthusiasm, energy, and persistence. Their engagement arises from the
psychological satisfaction associated with the work itself rather than solely from external
incentives. This result aligns with Self-Determination Theory, which explains that
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internally motivated individuals voluntarily invest greater effort in meaningful activities.
The finding also supports Gagné and Deci (2005), who identify intrinsic motivation as an
important antecedent of employee engagement. Internal motivation is especially valuable
in the F&B industry, where employees frequently encounter time pressure, intensive
workloads, and demanding customer expectations.

The positive effect of Intrinsic Motivation on Creative Performance indicates that
internally motivated employees are more likely to explore different perspectives,
experiment with alternative approaches, and persevere when addressing complex
workplace challenges. Employees who derive satisfaction from their work generally
demonstrate stronger curiosity and willingness to learn, both of which support creative
performance. This finding corresponds with Amabile’s Componential Theory of Creativity,
which positions intrinsic motivation as a central determinant of creativity. It is also
consistent with Tierney et al. (1999), who found that higher intrinsic motivation contributes
to stronger creative outcomes. Managerial practices that provide meaningful work,
autonomy, and opportunities for development may therefore strengthen organizational
innovation by increasing employees’ internal motivation.

Work Engagement also produced a positive and significant effect on Creative
Performance. Employees characterized by vigor, dedication, and absorption tend to
allocate greater cognitive and emotional resources to generating innovative solutions and
improving work processes. High engagement also strengthens persistence and proactive
behavior when employees encounter operational difficulties. According to the JD-R
Model, engagement represents a motivational mechanism through which job resources
are converted into favorable performance outcomes, including creativity. This result is
consistent with Bakker and Demerouti (2008) and Rich et al. (2010), who associate
employee engagement with superior performance and innovative workplace behavior.
Strengthening engagement is therefore strategically important for F&B organizations that
depend on employee responsiveness and creativity to address changing customer
preferences.

Overall, the findings position Humble Leadership as an important organizational
resource that simultaneously promotes Intrinsic Motivation, Work Engagement, and
Creative Performance. The study also supports the integration of Self-Determination
Theory and the Job Demands—Resources Model in explaining how leadership behavior
influences creativity through motivational and psychological mechanisms. These findings
extend the literature on leadership and organizational behavior while providing practical

4226
IJEBIR, Volume 05 Issue 04,2026

Copyright atauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

implications for F&B companies seeking to enhance innovation and long-term
competitiveness through employee-centered leadership.

CONCLUSION

This study investigated the relationships between Humble Leadership, Intrinsic
Motivation, Work Engagement, and Creative Performance among employees in the Food
and Beverage (F&B) sector in Citra Raya, Tangerang Regency, Indonesia. The results
empirically confirm that all proposed hypotheses are supported. Specifically, Humble
Leadership was found to have a positive and significant influence on Intrinsic Motivation,
Work Engagement, and Creative Performance. In addition, Intrinsic Motivation positively
affects both Work Engagement and Creative Performance, while Work Engagement also
plays a significant role in improving Creative Performance. These findings suggest that
Humble Leadership represents an important organizational resource that can enhance
employee creativity by strengthening internal motivation and increasing employees’
engagement with their work. The study contributes to Self-Determination Theory by
showing that leadership behavior can promote employee creativity through motivational
mechanisms that are further reinforced by work engagement. Moreover, this research
expands the leadership literature by providing empirical evidence from the Indonesian
F&B industry, a sector that remains relatively underexplored in previous studies.

From a managerial perspective, the findings indicate that organizations need to
strengthen humble leadership practices at different levels of management. Leadership
development programs should focus on improving leaders’ self-awareness, openness to
feedback, appreciation of employee contributions, and commitment to continuous
learning. These leadership qualities can help create a psychologically supportive
workplace that encourages employees to become more intrinsically motivated, more
engaged, and more creative. For companies operating in highly competitive service
sectors such as the F&B industry, developing humble leadership can be an effective
approach to encouraging continuous innovation, improving service quality, and
maintaining long-term competitive advantage. Therefore, leadership development should
not be treated merely as a managerial improvement program, but as a strategic
investment that supports organizational innovation and overall performance.

Although this study offers several theoretical and practical contributions, it also has
some limitations. First, the respondents were limited to employees of F&B companies in
one geographic area, which may restrict the generalizability of the findings to other
sectors or broader organizational contexts. Second, the use of a cross-sectional design
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limits the ability of this study to explain causal relationships over time. Third, because the
data were collected through self-reported questionnaires, the possibility of common
method bias cannot be fully eliminated. Future research is therefore encouraged to apply
longitudinal or multi-source research designs, examine different industrial and cultural
settings, and include additional mediating or moderating variables, such as psychological
safety, perceived organizational support, leader—-member exchange, or organizational
culture. Such extensions would provide a deeper understanding of how humble
leadership contributes to the development of employees’ creative performance.
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