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Abstract

:

Previous research has suggested that employees’ proactive personality can enhance their creative performance. However, studies that address the underlying mechanism of the effect of proactive personality on creative performance have been scarce. Additionally, contextual factors that could serve as useful conditions have received insufficient academic attention. Therefore, the present study proposed that creative self-efficacy serves as a mediator and psychological safety serves as a moderator in the positive relationship between employees’ proactive personality and their creative performance. The results of a large-scale survey revealed that a proactive personality was positively associated with creative performance. Furthermore, we found that the positive relationship between a proactive personality and creative performance was positively mediated by creative self-efficacy and further strengthened by psychological safety. Additionally, we found that psychological safety influenced the mediating role of creative self-efficacy in the link between employees’ proactive personality and creative performance. We have discussed theoretical and practical implications with future research directions.
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1. Introduction


Creativity is viewed as a key milestone of sustainable business growth in the current corporate world [1]. To accelerate business growth and sustainability, organizational management must strongly focus on developing employee creativity to generate innovative ideas and business processes to maintain a high level of organizational efficiency [2]. To date, scholars have paid significant attention to identifying the antecedents of organizational behavior and factors that can improve employee creativity [3,4]. Recent literature has exemplified that a proactive personality has a positive impact on employees’ creative behavior [5,6]. The concept of a proactive personality has been widely investigated, focusing on its benefits such as career success [7], organizational success [8], job performance [9], and creativity [10]. Specifically, proactive behavior helps to develop various positive employee habits, such as self-initiative and future-oriented innovative action planning, and holistically leads employees to transform their traditional thoughts into creative trials [8,11,12]. On the other hand, prior literature on creativity has presented a significant amount of evidence regarding how job-related factors, such as information exchange, career satisfaction, and supervisory support, can enhance employee creativity [10,13,14].



Although prior studies have demonstrated the positive effect of proactive personality on individual level performance [7,9], there has been little or no attempt to examine comprehensive empirical evidence linking a proactive personality to creative performance directly in the context of Korean workplace. Thus, the rationale for conducting this research is as follows.



First, this study provides an important empirical treatment of the effects of a proactive personality on creative performance based on Korean employees. Some previous literature has indicated the positive role of proactive personality for employees’ creative and innovative activities. For instance, Roopak et al. [15] have found that leader–follower congruence in proactive personality positively encouraged followers’ creativity. Li et al. [16] have also confirmed the positive effect of proactive personality on creativity in the context of Chinese employees from high technology firms. In the similar sense, Kong and Li [17] identified a positive association between proactive personality and innovative behavior of employees. In contrast to these previous studies, this study will examine the role of proactive personality for direct creative performance rather than employee’s personal and psychological trait, and attitude toward creative activity, and also extend findings of previous studies to the context of the Korean workplace.



Second, the current study will address an underlying mechanism linking proactive personality to creative performance of employees and the conditions that maximize this relationship. In other words, we assume that further investigation is required to deepen our understanding of the mechanisms and conditions underlying the effect of proactive personality on employees’ creative performance and which conditions may strengthen this effect. Previous research [18,19,20] has highlighted the lack of research regarding the complex mechanism that connects proactive personality to employees’ creative outcomes.



More specifically, in order to understand such processes connecting proactive personality to creative performance, this study examines the role of creative self-efficacy as a mediator. The trait theory [21] suggests that distinct personal characteristics may change the status quo of individual and organizational performance. Based on this theory, we suggest that creative self efficacy, i.e., the belief in one’s own ability to develop and perform creative tasks, plays an important role in linking proactive personality to creative performance. Such individual traits lead to the development of new ideas to obtain value-added outcomes by enhancing employees’ self initiative and self-engagement toward creative work, thereby positively improving the impact of proactive personality on creative work [22]. Thus, in the current study, we investigate the mediating role of creative self-efficacy as an important individual characteristic that links proactive personality to employees’ creative performance.



On the other hand, although individual trait factors can enhance the level of creativity, some studies have stated that a risky interpersonal atmosphere within an organization may hinder creative performance [23]. Uncomforh team attitudes toward positive failures, psychological tension arising from suspicious interpersonal relationships with supervisors, and unnecessary conflict among colleagues may create an unfavorable environment for proactive employees to pursue their creative activities [13]. Thus, we propose that psychological safety is a positive moderator in the relationship between proactive personality and creative performance. Psychological safety is concerned with employees’ ability to perform creative but risky tasks without the fear of negative consequences related to self-image, status, or career [24]. A “safe and sound” psychological status may generate a better workplace environment for creative activities by reducing and eradicating uncomfortable workplace atmosphere, tension, and hurdles, thus leading to the development of creative solutions while implementing creative tasks. Therefore, organizational management must integrate employee psychological safety within the organizational culture [25]. We expect that promoting psychological safety based on mutual trust and shared values can ensure that employees can demonstrate their proactive personality and participate in creativity-enhancing activities within their organizations [26].



Third, we also propose that the indirect positive association between proactive personality and creative performance via creative self-efficacy may highly depend on creating a supportive and safe workplace climate to generate employees’ psychological safety. This will provide the understanding of integrated picture linking proactive personality to creative performance of employees by identifying the moderated mediating role of psychological safety which has not been considered properly in the previous studies.



The structure of this paper is as follows. Following the main research issues and rationale for conducting the study, we discuss the hypothesis-centered theoretical background. We then present the survey procedures and measurement methods. After presenting the statistical results, the main findings of empirical analysis are discussed. In light of the findings, important theoretical and practical implications are presented.




2. Theoretical Background and Hypotheses Development


2.1. Proactive Personality and Creative Performance


Employee creativity has been considered as a key source for achieving sustainable competitive advantages of organization for long-term survival, especially in the context of hyper-competition, dynamic and change-oriented business environment [5,7,10,27]. This creativity lies beyond the boundaries of traditional task behaviors [4,6,7]. Previous studies on creativity found that the strong desire to generate creativity rose from individual personal characteristics such as self-efficacy, creative thinking, and proactive personality as well as job requirements and leadership [6,7,16,17,25,26]. Proactive employees tend to possess a strong initiative to generate creative outcomes [14]. A proactive personality includes individual traits, such as being self-initiated, change-oriented, and visionary. Such employee characteristics have influenced the development of creative thinking and actions in the course of job completion [7,8,28].



Thus, we assume that employees who have a proactive personality can enhance their creative performance in several ways. First, employees with a proactive personality focus on developing their self-initiative to generate new ideas for implementing changes on a task and organizational level [29]. Employees with proactive personalities are likely to accept a change-oriented organizational work culture, visionary initiatives, and organizational integrity, all of which are eventually key drivers of creative performance [8,9,10,18]. Thus, previous research has indicated that an organization’s success is largely dependent on the creative endeavors of its proactive employees. For example, employees with proactive personalities continuously take an active role in creating new products and services, redefining the current product and service value, and developing new task procedures in innovative ways, which in turn induce key sources for enhancing creative performance [7,30]. Second, employees with proactive personalities often participate in learning-based organizational activities to obtain the benefits of self-development [31]. This learning initiative, promoted by proactive employees, encourages the acquisition of new knowledge and its creative application to their tasks given by organization [32], which ultimately enhance creative performance.



Third, proactive employees not only take initiative for their self-development but are also likely to share their acquired knowledge with other co-workers proactively. In turn, such a cooperative working climate facilitated by proactive employees may promote creative performance individually and collectively [33]. We assume that proactive employees enhance the cooperative capability at an individual and team level, which is a key source of creative performance by promoting interpersonal information exchange, idea sharing, and building trust-based relationships with their organizational members. Thus, we hypothesized:

Hypothesis 1 (H1).

Proactive personality is positively related to creative performance.








2.2. Creative Self-Efficacy as a Mediator


Creative self-efficacy refers to the belief in one’s own ability to develop innovative ideas to attain value-added outcomes [4,34]. Previous studies have shown that creative self-efficacy is an important stimulating factor for positive organizational actions such as creative performance [35,36], learning orientation [4], leadership [25,26], and creativity [4,10]. In this study, we argue that creative self-efficacy plays a positive mediating role in the relationship between proactive personality and creative performance.



Gong et al. [4] stated that creative self-efficacy mediated the relationship between employee learning orientation and employee creativity. Employees with proactive personality are more likely to enhance their creative self-efficacy by proactively participating in individual and organizational learning activities [37]. This learning-oriented behavior practiced by proactive employees nurtures creative self-efficacy and self-development, which enables them to perform their tasks more innovatively. Thus, creative self-efficacy indirectly enhanced creative performance. Moreover, creative self-efficacy, strengthened by a proactive personality, increases employees’ confidence and motivation to complete their given tasks in more creative ways [38]. Proactive employees tend to focus on self-change and take change-oriented initiative with regards to their job to achieve a competitive advantage, thus promoting creative and innovative problem-solving behavior [39,40]. Consequently, employees with a high level of creative self-efficacy strengthen their beliefs, motivation, abilities, and persistence toward achieving creative results. Moreover, proactive employees tend to have a keen interest in engaging in various network-building activities to develop relationships with internal and external peer groups [41]. Such active engagement and networking capabilities of proactive employees actively participate in various organizational changes by rethinking the traditional values, methods, and systems involved with their tasks with self-conference. These employees’ flexible mind and various experiences enhance their creative self-efficacy and boost their psychological commitment toward creative tasks [42], which ultimately increase the creative performance. Thus, we proposed the hypothesis:

Hypothesis 2 (H2).

Creative self-efficacy positively mediates the relationship between proactive personality and creative performance.








2.3. Psychological Safety as a Moderator


Psychological safety refers to employees’ perceptions of the consequences of undertaking interpersonal risks in a particular context such as a workplace [13,43,44]. It can be defined as the shared belief among organizational members that it is safe for them to undertake interpersonal risk-taking. Thus, in such workplace climate, employees can actively participate in creative but risky work without any fear of negative consequences in terms of their self-image, status, or career [13,24,43,44]. Previous studies have suggested that a safe psychological status increases the interpersonal trust and leadership effectiveness [45,46], team affectivity [47], proactive personality and knowledge sharing [13], and learning behavior [44,46] by removing employees’ fear and tension regarding negative outcomes for their status and position. These psychological safety features further strengthen the positive effects of a proactive personality on employee creativity [20,44,48]. Thus, we assume the positive moderating role of psychological safety in the link between a proactive personality and creative performance.



Psychological safety also encourages employees’ risk-taking behavior in terms of creative problem-solving as well as interpersonal information exchange, idea sharing, and establishing trust-based relationships with their supervisors [45,47,49]. A proactive personality may enforce the development of risk-taking behavior enhanced by the working climate of psychological safety. Such a positive interaction between a proactive personality and psychological safety eventually facilitates the internal motivation and work environment for better creative performance. Employees with proactive personalities are also likely to improve integrity and mutual trust, which plays a significant role in uniting and cooperating employees toward the attainment of organizational goal [10,18,32]. In this way, employees with proactive personalities working in a psychologically safe workplace are likely to participate in interpersonal interactions and show a willingness to cooperate to attain organizational goals [50], ultimately increasing their psychological commitment toward creative performance to achieve organizational success [19]. In other words, psychological safety enhances the mutual trust between supervisors and employees, which enhances employees’ creative capacity and inner motivation to develop creative ideas to achieve organizational competitiveness [47]. Employees with proactive personalities not only complete their individual tasks assigned by the organization but advance the procedures of task completion in more creative and effective ways which finally enhance a sustainable competitive advantage for organizational survival [44]. In other words, psychological safety strengthens the process of leading a proactive personality to creative performance by assuring that employees receive psychological support by their supervisors and co-workers based on shared values and active knowledge exchange. Furthermore, this positive interaction between proactive personality and psychological safety may provide employees with important resources for enhancing the creative performance by boosting their confidence, motivation, and trust for organizational reward and support. Thus, we proposed:

Hypothesis 3 (H3).

Psychological safety positively moderates the relationship between proactive personality and creative performance.








2.4. Integrative Model: Moderated Mediation Role of Psychological Safety


Based on a previously hypothesized pattern of moderation processing, we assume a moderated mediation model, whereby an indirect effect of mediation depends on the function of a moderating variable. More specifically, when the level of psychological safety is high, the indirect effect of proactive personality on creative performance via creative self-efficacy is significantly enhanced, thereby strengthening the mediating role of creative self-efficacy in the relationship between a proactive personality and creative performance. In contrast, when there is a low level of psychological safety, the level of a positive mediating effect of creative self-efficacy is relatively weakened. As discussed earlier, psychological safety is ultimately an important factor in improving employees’ confidence, self-efficacy, enthusiasm, learning, and cooperation skills that promote individual creative activities [13,43,44,46,47,51]. Thus, the level of employees’ creative performance depends on their perceived psychological status, wherein they have trust-based relationships with their supervisors and co-workers and faith that their organization will allow and understand any failures in the process of completion of their tasks creatively. Thus, in this study, we present an integrative model of psychological safety to represent its moderated mediation effect on the relationships among proactive personality, creative self-efficacy, and creative performance. In other words, a high level of psychological safety reinforces the positive indirect effect on creative performance through creative self-efficacy that induces employees to develop learning and creative problem-solving trials. Conversely, the lack of psychological safety undermines employees’ trust in the organization and hinders the integration of the organization’s future and individual-level career paths [36,45]. Therefore, a low level of psychological safety negatively impacts the effectiveness of proactive personality on creative performance by reducing employees’ motivation to enhance their creative self-efficacy and discouraging their dedicated efforts for discovering creative solution to the task problem [19,45,46]. Thus, we hypothesized the following:

Hypothesis 4 (H4).

The strength of the relationship between proactive personality and creative performance, mediated by creative self-efficacy, varies depending on the extent of psychological safety, i.e., the indirect effect of proactive personality on creative performance via creative self-efficacy is stronger when psychological safety is high.







Figure 1 summarized the proposed relationships.





3. Method


3.1. A Non-Random Sample and Procedure


For the empirical analysis in this study, we adopted a non-random sampling method by considering the specific features of employees’ perception on key variables used in this study, such as psychological safety and creative performance. This is because employees are expected to exhibit compulsory creative performance, which can misrepresent the actual situation due to fear of pressure from managers or colleagues. Following previous studies’ suggestion using this non-probability method [52,53], we could more effectively select sample groups based on our judgment and preference for their research objectives. We collected data by administering online and offline questionnaires to Korean manufacturing and service firms. Before administering the survey, we addressed the intent of the survey to team managers and received their permission. Among the 500 questionnaires distributed, 445 were returned, i.e., there was a response rate of 89%. After excluding invalid data due to omitted or incorrect answers, a total of 439 responses were used for the data analysis. The demographic characteristics of the respondents were as follows: among the 439 respondents, 306 (69.7%) were male and 133 (30.3%) were female; the respondents had an average age of 41.60 years (SD = 9.63), a mean organizational tenure of 10.29 years (SD = 5.85), and average educational duration of about 14.03 years (SD = 0.92).




3.2. Measures


A five-point Likert scale (1 = strongly disagree, 5 = strongly agree) was applied for the response scale for all variables. For proactive personality, we applied the 10-item proactive personality scale used by Kim et al. [14], and Seibert et al. [54]. Representative questions included “I am constantly on the lookout for new ways to improve my life”, and “I can spot a good opportunity long before others can”. We calculated the confidence coefficient (Cronbach’s α) to check for the internal consistency of the survey questions and obtained a result of 0.811.



Psychological safety refers to the extent to which the organizational members can reveal themselves without fear of negative consequences such as image impairment and status degradation [24]. We utilized the five questions developed by Carmeli et al. [45] and Edmondson [46] to measure psychological safety. Sample items included, “I am safe and think even if I take risks in the organization” and “No one intentionally hinders my efforts”. This scale had a Cronbach’s α value of 0.911.



Creative self-efficacy was defined as the extent to which organizational members have the confidence to perform various and complex problems creatively while performing their duties. We measured creative self-efficacy using Tierney and Farmer’s [34] three measurement questions. Sample items included “I have the confidence to solve problems creatively” and “I have the ability to come up with brilliant ideas”. This scale had a Cronbach’s α value of 0.823.



Creative performance was selected as a measure to reflect the purpose of this study and related items were based on the questions used by Zhou and George [55]. Examples of representative items were “I propose new ways to achieve goals” and “I propose new ways to improve work or product quality”. The Cronbach’s α value of this scale was 0.811.



Control variables



The employee age, education, and gender were applied as control variables in our analysis since they were previously associated with creative performance and statistically controlled for in empirical analyses in personality and creativity studies [4,35,56]. We measured age as the chronological age of employees in years. Gender was dummy coded as 1 for female and 0 for male. For tenure, we measured the amount of time (in years) an employee worked at an organization. We measured education background as the number of years of formal education received by employees. The task type was measured as a category variable, i.e., 1 = management support; 2 = sales and marketing; 3 = manufacturing (production); 4 = research and development (R&D); 5 = other. Additionally, the position rank was measured as a category variable, with 1 = employee, 2 = assistant manager, 3 = deputy director, and 4 = director or higher.





4. Results


Table 1 presents the means, standard deviation, and reliabilities of the key variables, along with the correlations among them. The reliability values for the measures were all above 0.80, and their correlations were as expected.



4.1. Confirmatory Factor Analysis


A confirmatory factor analysis (CFA) of the measures was used in this study to examine the construct validity. We modeled four correlated factors: proactive personality, creative self-efficacy, psychological safety, and creative performance. This theoretical four-factor model provided a reasonable fit for the data (χ2 = 698.13; degrees of freedom, df = 246; comparative fit index, CFI = 0.905; Tucker–Lewis index, TLI = 0.893; root mean square error of approximation, RMSEA = 0.036). A series of chi-square difference tests indicated that a four-factor model is much more suitable for data than a variety of alternative models (See Table 2). In all comparisons, the alternative model showed significantly worse fit. Overall, the results preferred a theoretical four-factor model, thus supporting the validity of the discriminations between the measurements.




4.2. Hypothesis Testss


We tested hypothesis 1–3 using hierarchical regression. The results are presented in Table 3. Proactive personality was found to be positively related to creative performance (β = 0.731, p < 0.001) after controlling for gender, age, education level, task type, position rank, and tenure in Model 5. Thus, Hypothesis 1 was supported.



To test Hypothesis 2 regarding the mediating role of creative self-efficacy in the relationship between proactive personality and creative performance, we followed Baron and Kenny [57] procedure. First, by testing Hypothesis 1, we already confirmed that proactive personality has a positive effect on creative performance. Next, Model 2 showed that proactive personality, evaluated by followers, was positively associated with creative self-efficacy (β = 0.648, p < 0.001). Finally, Model 6 showed that creative self-efficacy was positively associated to creative performance (β = 0.324, p < 0.001), explaining the significant additional variance in creative performance (ΔR2 = 0.060, p < 0.001). In this case, the effect of proactive personality on creative performance was weaker but still significant (β = 0.521, p < 0.001), indicating partial mediation. To confirm this result, we applied Preacher and Hayes [58] indirect effect test, which applies the bootstrap method to obtain more reliable estimates.



Traditionally, Baron and Kenny’s casual step method was used to test mediating effects [57]. However, the Baron and Kenny’s casual step method for the mediating effect test assumes a normal sampling distribution of indirect effects [57] which is not the often case. Therefore, there is a problem that the analysis may not be sophisticated. According to previous study [59], the bootstrapping method has been recommended to solve this problem. By employing the bootstrapping process, an empirical approximation of the sampling distribution is built so that we can construct sufficient confidence intervals for the indirect effect [60]. It means that bootstrapping method can solves the problem caused by asymmetric and non-normal sampling distributions of indirect effects [61]. Thus, we additionally performed bootstrapping analysis as a complementary method to re-check our result of mediation effect test [58,59]. As with previous outcomes based on Baron and Kenny’s method, the results of bootstrapping analysis also showed a significant indirect effect (indirect effect = 0.2277, SE = 0.0395, 95 % CI (0.1520, 0.3063)). Thus, Hypothesis 2 was supported.



For the moderating role of psychological safety, the interaction term of proactive personality and psychological safety significantly predicted creative performance (β = 0.116, p < 0.001; ΔR2 = 0.014, p < 0.01) in Model 7. To facilitate our interpretation of the interaction pattern, we plotted two simple slopes at one standard deviation (SD) above and below the mean value of the leader–follower value congruence [62]. As shown in Figure 2, the positive relationship between a proactive personality and creative performance was stronger when psychological safety was high than when it was low. This significant interaction effect and interaction pattern supported Hypothesis 3.



To test the integrated moderated mediation (Hypothesis 4), we investigated whether the indirect effect of proactive personality on creative performance via creative self-efficacy was moderated by psychological safety. The conditional indirect effect was tested by utilizing Hayes’ [63] PROCESS program. The results are shown in Table 4. The indirect effect of a proactive personality on creative performance via creative self-efficacy was estimated at high (+1SD) and low levels (−1SD) of psychological safety using the bootstrap method. The results showed that this indirect effect was significant when the psychological safety was high (conditional indirect effect = 0.2293, SE = 0.0430, 95% CI (0.1470, 0.3169)) and less significant when the psychological safety was low (conditional indirect effect = 0.1829, SE = 0.0361, 95% CI (0.1157, 0.2577)). Thus, Hypothesis 4 was supported.





5. Discussion and Implication


This study empirically examined the effects of proactive personality on creative performance. It also examined the underlying process and conditions that enhance this relationship. Based on the empirical findings, the theoretical and managerial implications of this study are as follows.



5.1. Theoretical Implications


First, from the perspective of creativity research, this paper contributes to creative performance literature by uncovering that proactive personality enhances the creative performance of an organization. We found that employees’ proactive personality enhanced the motivation and enthusiasm for creative problem-solving trials in the course of completing their tasks, which subsequently promotes creative performance [18]. Employees’ proactive personalities encouraged learning-oriented behaviors, sharing knowledge, emotional stability, and cooperative capability among organizational members [13]. From the individual personality research perspective, many past studies have focused on the effect of proactive personality on job-related outcomes [7,8,9,10,20], and little research links a proactive personality to creative performance. We expect that our investigation into the role of a proactive personality in creative performance can inspire further creative and innovative performance research in a variety of contexts.



Second, another stream of research provided a one-sided understanding of how a proactive personality affected task-related performances. This study helps fill this gap in the previous research by identifying the important underlying mechanism that links a proactive personality to creative performance. We presented empirical evidence of how creative self-efficacy mediates the positive impact of proactive personality on creative performance when employees perform creative tasks in the organization [64]. We found that creative self-efficacy plays a key role in linking proactive personality to creative performance by enhancing employees’ belief and confidence in their creative behaviors.



Third, our study extended prior creativity literature by investigating the moderating role of psychological safety in the link between proactive personality and creative performance. The empirical analysis showed that psychological safety was an important condition for maximizing the impact of proactive personality on creative performance in terms of eliminating the psychological fear, tension, and conflict associated with negative outcomes arising from the process of completing tasks in creative ways. Psychological safety provides a favorable and safe workplace environment by enhancing interpersonal trust and cooperation, integrated shared values, networking capacity, and supervisory support [13,43,44,47,50,51], all of which eventually increases employees’ creative endeavors when performing their tasks.



Fourth, the empirical findings of this study revealed the moderated mediation role of psychological safety on the indirect effect of proactive personality on creative performance via creative self-efficacy. Prior research mainly focused on identifying the simple mediator and moderator in this relationship between proactive personality and task performance [7,9,10,12,15]. Our study expands on existing perspectives concerning the situational factors that case creative performance by providing an integrated view of the direct and indirect mechanisms and conditions of how a proactive personality enhances creative performance in a challenging and dynamic organizational environment.




5.2. Managerial Implications


The outcomes of our study also have several managerial implications. First, the results indicated that proactive employees are essential to creative performance of an organization. Thus, we suggested that managers should be aware of the positive benefits of proactive employees having a high level of creative self-efficacy for creative performance, and eventually sustainable organizational growth. In practical terms, managers and practitioners should take steps to encourage proactive and confident employees to do their jobs creatively. Organization also tries to build effective education and training programs to develop employees’ proactive personalities and creative self-efficacy. We also recommend that team leaders (or supervisors) conduct employee mentoring programs to boost the positive perception and belief of employees toward creative tasks, which will eventually increase their confidence and lead to better creative performance [65].



Second, managers should recognize the important role of psychological safety as a condition for enhancing creative performance. We found that the positive effects of a proactive personality on creative performance were influenced by the level of psychological safety perceived by employees. Thus, a safe and healthy workplace atmosphere is extremely important for increasing the level of proactive personality and self efficacy on creative tasks. We should also note that organizations need to create a sound workplace environment, encouraging employees’ psychological safety by eliminating any fear of negative consequences from supervisors and co-workers in the process of completing their task creatively.



Third, the results also indicate that psychological safety is an important condition for enhancing the indirect effect of employees’ proactive personality on creative performance via creative self-efficacy. Thus, managers should support and facilitate a psychologically safe work climate, wherein employees can easily undertake risky work trials, as well as remove the psychological fear associated with negative outcomes arising from their involvement in creative work. This will promote the exchange of key knowledge among organizational members, the sharing of creative ideas based on interpersonal trust, and close cooperation among employees from different departments, which will ultimately serve as key drivers of creative performance [49]. In sum, organizations should pay more attention to the development of a psychological safe workplace aimed at reducing unnecessary fear from failure and increasing proactive behaviour and self-efficacy toward creative performance.




5.3. Limitations and Future Research Directions


This study has several limitations that should be addressed by future researchers. Since the data in this research were collected from South Korean firms, the results may be influenced by cultural bias or country-specific organizational practices. To avoid cultural bias, data must be collected from multicultural organizations or different demographic perspectives [66]. Moreover, due to the use of a non-random sample selection method in this study, the generalizability of our findings remains limited. Future research should address this limitation of sample selection bias by expanding samples to multiple sources and areas of organization and industrial sectors.



Second, previous studies have found that creativity is influenced by both team-level factors as well as individual characteristics [67]. Therefore, team-level or multi-level analyses should be performed. Finally, since creativity is a remarkable outcome of employees’ intellectual efforts, rewards can better influence proactive employees to deliver creative output [14]. Therefore, future studies must identify the various psychological factors that serve as drivers of creative performance. Additionally, although we examined psychological safety as a key conditional variable strengthening the positive effect of proactive personality in this study, employees with proactive personalities may also be less likely to perceive a situation as being psychologically unsafe [9,44]. Thus, future studies can explore various other moderators, such as emotional stability, learning orientation as well as organizational and team level contextual factors such as team task feature and composition, to understand different perspectives.




5.4. Conclusions


This study examined the indirect impact of proactive personality on creative performance via creative self-efficacy. We empirically showed that employees’ proactive personalities were significantly associated with their creative performance while creative self-efficacy was found to positively mediate the relationship between a proactive personality and creative performance. Moreover, we identified that psychological safety, an important situational variable, strengthened employees’ creative performance. Additionally, we identified that the moderating role of psychological safety enhanced the indirect effect of proactive personality on creative performance via creative self-efficacy. Despite the limitations of this study, our findings contribute to creative performance research by uncovering the complex mechanism and conditions underlying creative performance.
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Figure 1. Research model. 
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Figure 2. The moderating effect of psychological safety on the relationship between positive personality and creative performance. Note: PP: proactive personality; PS: psychological safety. 
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Table 1. Means, standard deviations, correlations, and reliabilities.
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Variable

	
Mean

	
SD

	
1

	
2

	
3

	
4

	
5

	
6

	
7

	
8

	
9

	
10






	
1.

	
Gender a

	
1.30

	
0.46

	
-

	

	

	

	

	

	

	

	

	




	
2.

	
Age

	
41.60

	
9.63

	
−0.097 *

	
-

	

	

	

	

	

	

	

	




	
3.

	
Education b

	
14.03

	
0.92

	
−0.001

	
0.038

	
-

	

	

	

	

	

	

	




	
4.

	
Task type

	
1.92

	
1.59

	
−0.042

	
−0.047

	
−0.011

	
-

	

	

	

	

	

	




	
5.

	
Position rank

	
2.12

	
0.78

	
−0.243 ***

	
0.479 ***

	
0.154 **

	
−0.009

	
-

	

	

	

	

	




	
6.

	
Tenure c

	
10.29

	
5.85

	
−0.170 ***

	
0.636 ***

	
0.083

	
−0.074

	
0.532 ***

	
-

	

	

	

	




	
7.

	
Proactive personality

	
3.34

	
0.47

	
−0.023

	
0.039

	
0.037

	
−0.102 *

	
0.114 *

	
0.132 **

	
(0.811)

	

	

	




	
8.

	
Psychological safety

	
2.91

	
0.79

	
−0.058

	
−0.020

	
0.072

	
−0.042

	
0.027

	
0.023

	
0.492 ***

	
(0.911)

	

	




	
9.

	
Creative self-efficacy

	
3.28

	
0.63

	
−0.085

	
0.037

	
0.034

	
−0.065

	
0.102 *

	
0.103 *

	
0.651 ***

	
0.361 ***

	
(0.823)

	




	
10.

	
Creative performance

	
3.38

	
0.51

	
−0.071

	
0.088

	
0.073

	
−0.063

	
0.120 *

	
0.161 **

	
0.737 ***

	
0.403 ***

	
0.669 ***

	
(0.811)








Note. N = 439; * p < 0.05; ** p < 0.01; *** p < 0.001; reliability alpha (α) coefficients are reported in the diagonal; a Male = 1; Female = 0; b Education = years of formal education, c Tenure = number of years.
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Table 2. Model fit statistics for measurement models.
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	Model
	x2(df)
	CFI
	TLI
	RMR
	RMSEA
	Δx2(df)





	Theoretical four-factor model (PP, PS, CSE, CP)
	698.130(246)
	0.905
	0.893
	0.036
	0.065
	



	Three-factor model I (PP & CSE, PS, CP)
	816.348(249)
	0.880
	0.867
	0.038
	0.072
	118.218(3) ***



	Three-factor model II (PS & CSE, PP, CP)
	1317.201(249)
	0.775
	0.751
	0.069
	0.099
	619.071(3) ***



	Three-factor model III (PP & PS, CSE, CP)
	1444.574(249)
	0.748
	0.721
	0.070
	0.105
	746.444(3) ***



	Two-factor model (PP & PS & CSE, CP)
	1751.819(251)
	0.684
	0.652
	0.069
	0.117
	1053.689(5) ***



	One-factor model
	1820.526(252)
	0.670
	0.638
	0.073
	0.119
	1122.396(6) ***







Note. PP: proactive personality; PS: psychological safety; CSE: creative self-efficacy; CP: creative performance; RMR: root mean square residual. The chi-square difference for each model reflects its deviation from the four-factor model. *** represents that p < 0.001.
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Table 3. Hierarchical multiple regression for proactive personality and creative performance.
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Variable

	
Creative Self-Efficacy

	
Creative Performance




	
Model 1

	
Model 2

	
Model 3

	
Model 4

	
Model 5

	
Model 6

	
Model 7






	
Gender

	
−0.062

	
−0.068

	
−0.071

	
−0.043

	
−0.049

	
−0.027

	
−0.054




	
Age

	
−0.061

	
0.000

	
0.006

	
−0.032

	
0.037

	
0.037

	
0.044




	
Education

	
0.019

	
0.009

	
0.007

	
0.056

	
0.044

	
0.042

	
0.043




	
Task type

	
−0.063

	
−0.002

	
0.001

	
−0.055

	
0.014

	
0.015

	
0.018




	
Position rank

	
0.064

	
0.011

	
0.013

	
0.039

	
−0.021

	
−0.025

	
−0.018




	
Tenure

	
0.090

	
−0.001

	
−0.007

	
0.145 *

	
0.041

	
0.042

	
0.034




	
Proactive personality

	

	
0.648 ***

	
0.616 ***

	

	
0.731 ***

	
0.521 ***

	
0.696 ***




	
Psychological safety

	

	

	
0.036

	

	

	

	
0.033




	
Creative self-efficacy

	

	

	

	

	

	
0.324 ***

	




	
Proactive personality

× Psychological safety

	

	

	
0.088 *

	

	

	

	
0.116 ***




	
R2

	
0.024

	
0.429

	
0.438

	
0.036

	
0.552

	
0.612

	
0.566




	
ΔR2

	

	
0.405 ***

	
0.009 *

	

	
0.516 ***

	
0.060 ***

	
0.014 **








Note. N = 439. * p < 0.05; ** p < 0.01; *** p < 0.001. Reliability alpha (α) coefficients are reported in diagonal.
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Table 4. Moderated mediation results for conditional indirect effect.
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Psychological Safety

	
Boot Indirect

Effect(β)

	
Boot SE

	
95% of Confidence Intervals




	
Boot LLCI

	
Boot ULCI






	
M −1SD

	
0.1829

	
0.0361

	
0.1157

	
0.2577




	
Mean

	
0.2061

	
0.0379

	
0.1337

	
0.2833




	
M +1SD

	
0.2293

	
0.0430

	
0.1470

	
0.3169
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