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‘ Abstract: This study investigates university performance through the lenses of creativity, organizational

learning, flow experience, and leadership effectiveness. Addressing a gap in recent literature, the research
\ emphasizes the critical role of innovation, creativity, and flow experience in shaping organizational
| performance, particularly in the context of universities. Employing a questionnaire-based approach, the study
encompasses 642 participants, including teachers and administrative staff from various universities in the
southemn region of Khyber Pakhtunkhwa, Pakistan. Findings reveal a direct impact of staff creativity and
learning capabilities on organizational performance, with an additional indirect influence through the flow
experience. The effectiveness of leadership is identified as a moderator in the relationship between flow
experience and organizational performance. The results underscore the intricate connections between staff
creativity, flow experience, and their implications for higher education policies, curriculum design, and
ppedagogical practices. The study's insights extend beyond academia, providing valuable implications for
cultivating skills in today's competitive and dynamic world.
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\ University Performance, Pakistan
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Introduction development (Ellis & Miller, 2014). Innovation,
research, and action are mainly attributed to
universities' work, and their pivotal role in
disseminating knowledge is essential for the
development of any country (Wahab & Tyasari,

Higher education institutions (HEIs) represent
a hub of research, creativity, and innovation,
and their research work plays a crucial role in
nation-building and human capital
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2020). The wave of globalization has changed
all spheres of life. The new changes require
products and services to be of high quality.
Today, the services sector is mainly dominated
by professionalism and expertise, and it has
necessitated that there must be quality
educational institutions. Such institutions must
provide up-to-date and up to the mark services
(Sutanto, 2017). Educational institutions,
especially higher education (universities), can
change the pace of globalization by
committing to quality, innovation, and
increasing learning capabilities. To overcome
this massive challenge, universities require
effective leadership, learning and research
capacity, creativity, and especially innovative
capability to get the desired results (Ali &
ahmad, 2021; Fritsch & Slavtchev, 2007;
Heaton et al., 2019). The role of universities is
more dynamic and has an enormous position
in the development of any nation. They
produce graduates that meet the cries of the
changing environment. Being an agent of
change, universities are devoted to working
effectively in the areas of entrepreneurial
endeavors, imparting quality education,
community services, and research and
innovation (Thomas & Pugh, 2020). The higher
expectations  from  universities require
universities to produce and enhance their
learning paradigms and adopt the latest
approaches and strategies. Reorientation,
restructuring, and revising strategies to meet
the new challenges of organizational
innovation and creativity are mandatory at the
university level (Cheng et al., 2018).

Higher education is considered the
backbone of economic development.
Universities are the center of knowledge
creation, knowledge sharing, and knowledge
applications  (skills development), thus
promoting positive societal change (Rahman
et al., 2018). Universities sustain the quality
and meet the market demands by producing
knowledgeable and skillful graduates. The
educated youth is a symbol of the working
inventory that highlights the availability,
accessibility, and utilization of the resources.
Universities are the platforms that increase
entrepreneurial education and spirit that lead

to the creation of employment, knowledge
creation, and distribution, development of
science and art, flourishing and promoting
culture, and help refine the services sector of
any nation. To meet this end, universities need
to be updated professionally with sound
management that is capable, creative,
innovative, and enriched in entrepreneurial
leadership (Sutanto, 2017). The massive
growth of information and communication
technology keeps increasing the flow of
globalization around the Earth.

One of the critical elements of successful
universities is the employees’ creativity.
Creativity is a popular notion and is highly
valued by organizations and universities. The
problem-solving through artistic, scientific, or
organizational forms can better lead to
creativity (Wang et al., 2022). Creativity also
explains the novel use of new tools for
problem-solving.  Helplessness is  also
discussed in the previous literature with a
connection with creativity; without such
conditions, there are rare chances of creative
works (Hass et al., 2016). The outcomes of
creative thinking and creativity are all new
patterns, new perceptions, new ideas, and
innovative products.

Learning, a key to organizational
development, refers to acquiring new things,
lessons, ideas, and patterns that further the
agenda of organizational creativity and
innovation. Organizational learning portrays a
change, transformation, and modification of
organizational knowledge (Schulz, 2017).
Scholars pay attention to the fact that
organizations progress in response to staff
learning capabilities. It is said that such
learning develops capabilities in employees,
and thus, the targets of achieving creativity,
innovation, and organizational performance
can be better harnessed. The increasing
attention of researchers and academicians
toward learning capabilities is that universities
and other organizations depend heavily on
learning the organizational culture and new
agenda of the changing environment (Liao et
al.,, 2017). Employees' learning capabilities
and the flow experience are integral parts of
staff development and enhancing their
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performance. Organizations that prioritize the
factors will experience positive outcomes in
employee engagement, high productivity, and
organizational effectiveness. Recently,
Inthavong et al. (2023) analyzed the role of
learning in an organization and checked its
impact on  sustainable  organizational
performance through the mediating role of
organizational networking and moderation of
organizational innovation. They found that
organizational learning is a key to
organizational success and performance.

Flow experience refers to “the state in
which people are so intensely involved in an
activity that nothing else seems to matter; the
experience itself is so enjoyable that people
will do it even at great cost, for the sheer sake
of doing it” (Csikszentmihalyi, 1990).
Individuals' positive and nice feelings during
working periods are crucial for organizational
development. Flow experiences help provide
immediate and correct feedback, reducing
distractions and promoting a sense of
enjoyment, autonomy, and control (Kim et al.,
2019). Organizational learning, flow
experience, and organizational performance
are associated with leadership in any
organization. The continuous learning and
grooming atmosphere can be created only
with the help of effective leadership. Such
leadership helps translate expectations into
realities and dreams into actual performance
(Neufeld et al., 2008). Effective leadership also
involves creating a positive work culture that
encourages collaboration, creativity, and
innovation. This includes recognizing and
valuing the contributions of each team
member, promoting diversity and inclusion,
and providing opportunities for professional
growth and development (Hill & Bartol, 2015).

The context of this study is unique in the
sense that the study has selected the Khyber
Pakhtunkhwa (KP) province of Pakistan to get
the data. KP faces different socio-economic
and educational issues, calling for a fresh
examination of higher education performance.
University administrations in KP face
administrative and financial issues that can be
better resolved by understanding the
leadership role and their futuristic and

sustainable policy management (Ali & Ahmad,
2021). This study will explore the creative
endeavors that would provide the basis for
formulating policies regarding faculty and staff
development. This study also contributes to
the understanding and creation of new ideas
for gaining a competitive advantage. This study
uniquely attempts to grasp the staff learning
capabilities and consequently improve the
overall performance of higher education
institutions in KP Pakistan. The study provides
a new mediation in the shape of flow
experience that has rarely been investigated in
the case of HEls. The mediation of flow
experience signifies the fact that employees
have attachments to their work and working
settings. The study also takes effective
leadership as a moderator variable and argues
that effective leadership can change the level
of organizational performance in the presence
of creativity and innovation as well as
organizational learning. The leadership
translates dreams into reality and molds
creative ideas into practical solutions.
Leadership effectiveness is a primary driver of
better performance by creating an atmosphere
where employees work happily without stress
and strain. The study attempts to know the
perceived organizational performance of

higher education institutions in Khyber
Pakhtunkhwa, Pakistan. Moreover,
understanding organizational performance

can help identify the grey areas that need
immediate attention and solutions.

Literature Review and Hypotheses
Development

Organizational Learning

Organizational learning (OL) has been
regarded as one of the strategic measures to
achieve long-term organizational success.
Developing a business environment, the
proper response to various challenges, and
identifying new and critical opportunities for
growth are due to organizational learning (Liao
& Wu, 2009). One of the traditional ways to
measure learning has been to use so-called
"learning curves" and ‘"experience curves’
however, such curves are considered
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inadequate measuring tools (Argote & Argote,
2013). Organizational learning is a complex
and multidimensional construct consisting of
different sub-processes. Jerez-Gomez et al.
(2005) took OL as a multifaceted perspective,
including organizational commitment, a
systems perspective, experimentation and
openness, and management knowledge
transfer. Considering the current environment
of uncertainty, universities need to keep
learning  constantly. In addition, the
development of OL in organizations relies on
the  development of  well-structured
knowledge. As a result, universities can
provide OL capabilities that support individual

learning. We also found that learning
organizations  incorporate  organizational
development and learning into their

operations. An organization should develop
the ability to learn independently or as a group
to satisfy consumers' demands (Basheer et al.,
2018). An organization with a culture of
organizational learning is not simply a
knowledge repository but a means of
transforming that knowledge into something
useful. The development of core competence
should be based on feedback received from
customers, channels, and competitors. An
organization must have strong learning
capabilities to innovate, generate, accept, and
implement new ideas, processes, products,
and services (Gomes et al., 2021).

Working on learning capability in
universities, Akhtar et al. (2011) concluded
that higher education institutions are the
learning centers where future leadership is
prepared; they must set their internal structure
to be learning-oriented where the staff learning
capabilities are continuously improving.
Continuous learning develops a sense of
ownership, autonomy, and control over things,
leading to higher productivity, motivation, and
job satisfaction (Egan et al.,, 2004).
Organizational learning capabilities facilitate
collaboration among different industries. The
learning environment must learn from and use
other organizations' technical and
informational resources. Similarly, universities
are more connected regarding knowledge
creation, distribution, and exchange. Various

government institutions, like public sector
organizations, collaborate for learning and
development, and they are imperative for the
smooth functioning of the government.
Organizations prioritizing learning and
development often seek partnerships and
collaborations with external entities to access
new knowledge and expertise (Costa et al.,
2018; Zahoor & Al-Tabbaa, 2020). It is also
argued that breaking down communication
barriers is mandatory for clarifying goals and
targets. Previous research explains that an
organization supports organizational learning
to develop notable characteristics like
participatory decision-making. In participative
decision-making, all the employees are
involved, and their opinions are valued (Chiva
et al.,, 2007). It can be summarized that
organizational learning capabilities lead to
organizational performance. In the light of the
above literature, this study posits that;

H1: Staff creativity has a significant effect on
organizational performance.

Staff Creativity

Staff creativity heavily impacts organizational
performance and effectiveness. When
universities or other organizations encourage
their staff to be innovative and creative, it will
lead to successfully achieving their goals.
Creativity helps generate new perspectives
and unique ideas that provide the basis for
decision-making, problem identification and
solving, and timely task completion. Creativity
sparks diversity of skills, rejuvenates abilities,
and increases knowledge, meaningful views,
and greater experiences (Kremer et al., 2019).
According to Lee and Kim (2021), creativity is
an individual's ability to produce something
unique, both in terms of outcomes that can be
measured and ideas (actions that make
something new and different). Creative
employees can contribute to the long-term
survival of an organization by generating new
and potentially useful ideas for developing
new products, services, processes, and
routines or improving existing ones (Akgunduz
et al.,, 2018). According to Ye et al. (2020),
creative employees create ideas, products, or
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procedures that are new or original and have
the potential to benefit the organization as a
whole.

Creativity helps to perform well since
creativity fosters a culture that helps
organizations achieve greater efficiency,
respond more appropriately and quickly to
opportunities, and adjust to change, grow, and
compete in the dynamic and competitive
business environment (Israel-Fishelson &
Hershkovitz, 2022). Students can think
positively and differently when they are
creative enough. Innovative solutions and
plausible connectivity between different
subjects and topics are among the key issues
that learners face, and such problems can be
tackled wusing creativity. Creativity also
promotes critical thinking among students and
employees. Those individuals with creative
powers will be calm, serious, problem-solvers,
initiators, and flexible in their learning and
understanding ventures. Effective
communication and the art of deep learning
have a close relationship with the creative
environment in organizations, and the targets
can be materialized with the help of creative
thinking (Zywiofek et al., 2022). Based on the
rationale, it can be argued that staff creativity
promotes organizational performance, and
this study proposes that;

H2: Staff learning capabilities have a
significant effect on organizational
performance.

Flow Experience

Csikszentmihalyi  (1990) pioneered the
concept of flow experience, explaining it as a
conscious state where anybody is so absorbed
in an activity that they can easily do it without
thinking. There is so much immersion and
focus on the things that it needs little effort to
consider. The condition is  where
organizational staff or incredibly engaged in
activities enjoy being a part of them
(Csikszentmihalyi, 1991). Employees feel an
enhanced focus, a lot of strength, and total
concentration while performing certain
activities in their routine tasks, like watching
movies or participating in games (Ettis, 2017).

Flow experience has many applications in our
lives and makes activities interesting, for
example, sports activities, online shopping,
surfing websites, and ICT use (Tuunanen &
Govindji, 2015). Published research used the
concept in game-based learning and
concluded that engaging learners/students in
learning activities enhances their focus. In such
an absorbing situation, students may become
automatic with their studies, remain unaware
of time, and perform their activities
pleasurably (Hsieh et al., 2013; Hwang et al.,
2012; Khan et al., 2017). Sun et al. (2017)
argued that learning activities are immersive
when learners reach the flow state, and then
they will overcome various challenges
proactively leading to superior learning
outcomes. Chang et al. (2017) established that

flow experiences give learners intense
concentration, enabling them to ignore
unrelated thoughts, resulting in losing

consciousness in work and thus giving higher
satisfaction and increased performance.

The flow experience aligned with job
satisfaction ~ contributes to employees’
productivity and enhances organizational
performance. Employees enjoy their work,
have clarity of goals, balance their challenges
and skills, and develop their attention and a
sense of control. The flow experience is an
internal or intrinsic motivation that leads to a
better feeling about jobs. Contentment from a
job, fulfillment, and happiness resulting from
employee flow experience are the outcomes
of the flow experience (Maeran & Cangiano,
2013). Considering the above explanation, it
can be stated that flow experience can
mediate between the staff's learning
capabilities, staff creativity, and organizational
performance. The following hypotheses are
posited;

H3: Staff flow experience mediates between

staff creativity and organizational
performance.

H4. Staff flow experience mediates between
staff  learning  capabilities  and

organizational performance.

Leadership Effectiveness
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Among the leading factors of organizational
effectiveness, past research works examined
and concluded that effective leadership is a
fundamental driver of effectiveness. Chemers
(2014) termed effective leadership as the
process where one person influences others
through assistance and due support.
Leadership effectiveness includes leaders'
ability to control their fellows to perform their
roles diligently and achieve organizational
goals (Dhar & Mishra, 2001; Ha et al., 2016).
Leadership effectiveness can be judged by
how leaders have influenced attaining desired
objectives and producing organizational
outcomes. The adaptability of leadership to
changing circumstances is the essence of
organizational success and has been
considered the most effective way to achieve
targets (Uhl-Bien & Arena, 2018). Armstrong
(2006) elucidated that leaders are responsible
for managing human resources functions,
collaborating with other departments, and,
importantly, providing effective leadership,
setting and enhancing strategic standards.
Various approaches were proposed to
leadership, including analyzing what leaders
like, what and how they do, how their
followers have their influence, how the various

Khan et al. (2019) assessed the
effectiveness of leadership. They informed
that multiple outcomes have been reported,
including the performance and growth of
leaders and the performance of their teams,
the ability to work under stress and confront
various challenges. Similarly, followers’
perceptions about their leaders, commitment
to the group objective, psychological and
physiological well-being, and development of
followers. Copeland (2015) nurtured and
developed a multivariate model that aimed to
predict leaders’ effectiveness. The model
assesses how leaders can responsibly and
ethically  contribute to  organizational
commitment and growth. This study views that
organizational performance can be enhanced
through effective leadership. Effective
leadership will help strengthen the bond of
staff learning capabilities, creativity, and
organizational performance. Therefore, this
study hypothesizes that;

H5: Effective leadership moderates the
relationship between staff creativity and
organizational performance.

Effective leadership moderates the
relationship between staff learning

Hé:

leadership styles affect situational conditions, CZ?%?;EEE; and organizational
and explaining the way they make significant P )
changes in their organizations (Yukl, 2008).
Figure 1
Theoretical Framework of the Study
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Methodology

Research Design

The survey-based design was selected for the
study, commonly used in business studies
where the researchers are mainly interested in
knowing the attitudes, perceptions, beliefs,
reactions, behaviors, ideas and opinions of a
different population group. This design is used
for understanding any study's descriptive and
inferential statistics (Holtom et al., 2022).

We relied on a single method (mon-
method); therefore, only a survey-based
questionnaire was decided to be used for data
collection from the university employees. The
data has been gathered on the predetermined
patterns using the rationale of previous papers
and the problem-solving ability of the
approach (Gottfredson & Aguinis, 2016). A set
of premises that have already been tested and
are considered precise, clear, efficient, and
scientifically inquired are all used in this
approach. The empirical observation and the
questionnaire-based survey of the university
employees make the deductive approach a
feasible option.

Population, Sampling, and Data
Collection Techniques

The current study's population is employees of
all universities located in Khyber Pakhtunkhwa
(KP) province, Pakistan. As per the Higher
Education = Commission Islamabad, 43
universities in KP are chartered by the
provincial or federal government. The 32

universities are in the public sector, while the
remaining 11 universities are working in the
private sector. More than 14000 employees
(faculty and administration employees) work
in all the universities in KP. Out of the total
universities in KP, the study takes the three
public sector universities and three private
sector universities as a target population in the
southern region to select a reasonable sample.

To specify the target population and
sample size calculations, this study relied on
the employees working as full-time employees
of the universities in the southern region of KP.
In this regard, the universities in Kohat, Bannu,
and Dera Ismael Khan Divisions were focused.
Three government and public sector agencies
and three universities from the private sector
were targeted for data collection.

The three universities from public and
three universities were taken on the rationale
to justify that the data represents both the
private and public sectors, including the
ownership basis of the universities and their
impact on performance. The software smart-
PLS can be run on a small size as there is no
restriction on a large sample size in the
software. So, the sample size is suitable
enough to cope with the analysis better and
more reliably. Table 1 below gives details of
the target population. This study used the
Yamane (1967) sample size formula to
determine the sample size. This formula is
considered very appropriate in the case of a
large population.Table 2 is evident specifying
the procedure;

Table 1

Formula (Sample Size)
E Sample Size
0.05 15000 400
Formula used n = 15000/ (1+15000 (0.0025)) )
n=N/1 + Ne? n =400 Sample: 400

As already mentioned, our target population
was the employees of southern area
universities of KP. So, the researcher arranged
it personally and used the online method to
approach the potential respondents.

The study managed the focus group
before distributing the questionnaire to
correct the content and face validity-related
issues. The changes were incorporated into
the questionnaire, and they were suggested by
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the experts. The focus group consisted of
three professors and a few experts in the field
to prove that the questionnaire is a valid
instrument and covers all the related and
relevant factors of the proposed concepts
(Sim & Waterfield, 2019). The focus group
provided valuable suggestions by exploiting
their collective knowledge and experiences.
They helped gain a deeper understanding of

The researchers also conducted pilot
testing in the preliminary phase to evaluate
and refine the instruments, distribution
procedures, or interventions before
distribution or carrying out the main large-
scale study. The questionnaire was pilot-
tested with initial small-scale distribution to
the employees. The pilot testing revealed
some redressed grey areas before going to a

employees' preferences and experiences, large-scale research design and data
proposed feedback, and discussed other collection.
topics requiring insights from this study.
Table 2
Operational definition of the variables, Demographic & Research Variables
Research Variables
SN Variables Definition Source
| Setaeaivy PO NGBS Gatimiand
(SO) S valuabl Arbabisarjou 2011)
organization.
“Staff Learning capability can be described
Staff Learning as the concept that consists of the practices,
2 Capabilities mechanisms, and management structures (Alegre and Chiva,
(SLC) that can be implemented to promote 2008)
learning in an organization.”
Flow ‘Flow describes a state of complete . . .
. . . - (Csikszentmihalyi,
3 Experience absorption or engagement in an activity and
. . o 1990)
(FE) refers to the optimal experience.
. “The leader's ability to effectively influence
Leadership N
) followers and other organizational
4 Effectiveness (Yukl, 2005).
(LE) stakeholders to reach the goals of the
organization"
Organizational  “Organizational performance is the ability of (King et al., 2010;
5 Performance an organization to reach its goals and Delaney and
(OP) optimize results.” Huselid. 1996)
Data Analysis Technique strengths and impact per the proposed model

The data was analyzed through SmartPLS using
structural equation modeling (SEM). Because
of the various pluses of the SEM, this study
opted for PLS-SEM. The SEM is a more robust
analytical technique involving the
measurement scale and structural results. The
SmartPLS software resolving SEM has many
advantages over the simple regression model.
Its predictability power is more sound and
reliable than other techniques. It can
simultaneously work on the latent and
observed variables to correctly assess their

(Sarstedt & Cheah, 2019).
SEM is a powerful statistical technique

used in management sciences, and it
combines factor analysis and regression
analysis that help researchers examine
complex relationships among different

variables. SmartPLS provides a user-friendly
interface, and the software is mainly popular in
various fields of management and social
sciences research (Ramayah et al., 2017).
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Ethical Considerations

The study followed all the ethical standards to
protect participants' due rights, privacy,
welfare, and well-being and warrant reliability
and credibility. This has helped secure the
study from potential biases and errors and
helped conclude lucidly and reasonably. All
the processes and procedures were fulfilled
predetermined and best by following the
requisite regulations and guidelines
considered vital for conducting research in any
particular context. Some key aspects of ethics
that were considered are no risk of harming
the respondents, informed consent,
confidentiality and anonymity, Beneficence
and non-maleficence, respectful dealing with
the respondents, avoiding any conflict of
interest, and research integrity and reviewing
the steps by experts.

Data Analysis

level than the cutoff level of 0.70, as endorsed
by (Nunnally, 1978). The individual item-wise
reliability of constructs was somehow ranging
from 0.59 to 0.78.

Demographic Details of the Respondents

Pilot-testing

The questionnaire was sent to a few professors
of Bannu University, Gomal University, and
Kohat University, taking their views on
suitability and clarity to assess the face
validity, They recommended the instrument by
suggesting a few changes that were duly
incorporated before the final data collection.
Furthermore, exploratory factor analysis (EFA)
was executed to confirm that the instrument
selected was able to support the data. The
overall reliability of the instrument in terms of
alpha coefficients was 0.78, showing a higher

Table 3 explains the demographic information
of the employees that were participants in this
study. The respondents were diversified in
age, education, experience, location,
university, and income level. The respondent
profile revealed 52.7% male respondents and
47.3% female. The age-wise distribution of the
respondents showed that the data is rich in
age-wise groups. In terms of size, the larger
group in our data set is 34.1 % of the
respondents, which have between 2000 and
4000 students.

Regarding education, a higher response
rate was found, with 33.6% of respondents
having a bachelor’s degree and 32.1% having a
master's degree. From the experience
perspective, the highest responses were
obtained from 44.5% of respondents with less
than two years of online shopping experience.
The employees were also  diverse
geographically, and in terms of the location of
the universities as described, the data was
collected from the southern districts. Hence,
the majority (43%) of respondents were Kohat
University and Preston University Kohat
employees. The responses of 7 % of
employees were from the universities in Dera
Ismail Khan.

Table 3
Demographic details of the respondents
Group Frequency Percentage
Gender Male 339 52.7
Female 303 47.3
Total 642 100
Group Frequency Percentage
Age less than 20 Years 105 16.4
20 to 40 219 34.1
41 to 60 201 31.3
above 60 117 18.2
Total 642 100
314 Global Economics Review (GER)
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Group Frequency Percentage

Group Frequency Percentage
Experience less than 2 year 132 20.6
2 to 4 years 301 46.9
5to 7 years 161 25.1
8 to 12 years 40 6.2

13 to 15 years 4 .6
Above 15 years 4 .6

Total 642 100

Group Frequency Percentage
Ownership Private 18 2.8
Public 624 97.2
total 100 100

Group Frequency Percentage
Location D.!.Khan 45 7.0
Lakki Marwat 69 10.7
Bannu 139 21.7
Kohat 278 43.3
Others 111 17.3
Total 642 100

Common Method Bias loadings, alpha coefficient, composite

When the required data is gathered from a
single source, such as the same level of
participants for measuring the
independent/dependent constructs, or when a
single source of data collection is used, it
might breed the issue of common method bias
(Podsakoff et al., 2003). For common method
bias, the most commonly used method is
Harman’s single-factor test. While considering
the study’s hypotheses, the test explains that if
a single factor explains more than 50% of the
total variance, bias is threatened (Podsakoff et
al., 2003). The results of the study show that
using EFA (taking all items in the research), no
single factor caused the major portion of the
variance. The results show the first factor
accounts for only 31.0% of the variance.
Therefore, the findings communicate that the
common method bias did not exist in this
serious, creating any issue.

Reliability and Validity of the Scale

This study evaluated the measurement and
structural model, including hypotheses testing
using SEM through partial least squares (PLS)
estimation. As suggested by Hair et al. (1998),
this study attempted to analyze the factor

reliability (CR), and average variance extracted
(AVE) to know the model's structural
measures.

As shown in Table 4, the factor loadings of
all items were above the threshold level, i.e.,
greater than 0.60, except SC5-SC12, DIA1, FL1,
LE5-LE9, and OP5 and OP6, which were then
eliminated on the ground of lower factor
loadings (De Souzabido & Da Silva, 2019).
Fornell and Larcker (1981) suggested a
threshold level for factor loadings; the value of
factor loadings should be above 0.60. The
recommended cutoff levels for the alpha
coefficient, CR, and AVE are 0.70, 0.70, and
0.50 (Fornell & Larcker, 1981; Hair, 2010; Hair
et al., 1998; Nunally & Bernstein, 1978). In the
case of this study, the values of the alpha
coefficient and CR are greater than 0.70, and
the AVE for all variables is above 0.50. Thus,
the findings advocate a good convergent
validity.

To evaluate the discriminant validity, the
study used the approach suggested by (Gefen
& Straub, 2005). The researcher followed
Fornell and Larcker (1981) by analyzing the
discriminant validity and comparing the
correlations between factors with the square
root of the AVE of all variables. Results in Table
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4.17 reveal that the study’s results have
acceptable discriminant validity because the
square root of the AVE is above the correlation
between components. This study assessed the
items in the item loadings and cross-loadings
to build the correlations. The findings show
that all related variables' item loadings are
higher than their cross-loadings for all other

latent constructs. As a result, the results
showed good discriminant validity. For
descriptive statistics and correlation among
variables, SPSS version 26 was used. Table 19
determines the results of descriptive statistics
and correlations, showing that most of the
variables are positively correlated with each
other.

Table 4
Factor loadlings, Cronbach’s alpha, CR and AVE
Constructs Construct Short form Loadings CR AVE
SC1 .693 833 .53
Staff creativity SC2 .769
SC3 .786
SC4 .765
Experimentation EX1 172 757 01
p EX2 790
. . RT1 .830 .833 71
Risk-taking RTO 860
Interaction with the IEE 092 823 61
external environment IEE2 841
IEE3 .803
DIA2 702 .759 .63
Dialogue DIA3 .789
DIA4 .804
Participative decision PDM1 766 .882 .62
making PDM2 765
PMD3 .823
Flow experience FL1 .800 .887 725
FL2 .883
FL3 .869
Leadership LE1 751 777 51
Effectiveness
LE2 .600
LE3 .687
LE4 .688
Organizational OP1 768 847 58
Performance
OP2 .792
OP3 761
OP4 727
Table 5
Descriptive Statistics and Correlations
Variables 1 2 3 4 B 6 7 8 9 10 «
1. Gender -
2. Size .804
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Variables 1 2 3 4 5 6 7 8 9 10 «a
3. Years -.026 -.091

4. Ownership type -.024 .012 .009

5. Location -014 .008 .055 -.055

6. Staff creativity -038 -022 .006 -.019 .280 .754 71
7. Staff learning capability ~ -.006 -.044 -.005 -.024 .493 .650 .732 .83
8. Flow experience -036 -.021 .038 .040 .281 .680 .625 .851 .81
9. Leadership Effectiveness  .023 -.018 .043 -.054 .533 .338 .546 .377 .714 72
10.Organizational 027 -045 -002 -030 273 599 673 548 439 762 76

performance

Note: Diagonal elements are the square root of the average variance extracted from each construct. N=642;

*0<.01, *o<.05

Structural Model and Hypotheses Testing

This study validated the structural model
based on the proposed hypotheses after
getting an acceptable measurement model
and finding the content, convergent, and
discriminant validity. The results evidence that
standardized paths were used to analyze the
proposed hypotheses and the relationships
among variables. Using suggestions from
previous research by Henseler et al. (2009), the
path significance level was computed through
the resampling method (Chin, 1998) with 2000
iterations. As shown in Figure 3, the staff
creativity (f = 0.251, p<0.01) and SLC (B =
0.380, p<0.01) were positively and
significantly influencing organizational
performance, thus supporting hypotheses H1
and H2. Figure 3 also shows that the model
explains 51.5% of the variance in flow
experience, i.e., the explanatory power of the

model for flow experience is 51.5%, indicating
a good predictive power. Moreover, the
results signify that staff creativity (f = 0.494,
p<0.01) and SLC (8 = 0.296, p<0.01) both have
a positive and significant effect on flow
experience, confirming hypotheses H3 and 4.
Flow experience (8 = 0.105, p<0.05) positively
influences  organizational performance.
Therefore, the study approves hypothesis
(H5). The model shows that the predictors
bring a 60.8% change in organizational
(university) performance. The results also
show that staff creativity (indirect effect=
0.057, p < 0.05) and SLC (indirect effect=
0.034, p < 0.05) have positive and significant
indirect effects on organizational performance
through flow experience. Thus, mediation
results indicate that hypotheses H6 and H7
were supported.
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Figure 2
Structural model results
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This study used Smart-PLS software to test the
moderating effects of leadership effectiveness
on flow organizational performance.
Hypotheses H6 and H7 posit that leadership
effectiveness has a moderating impact on
organizational performance. Results of the
study, as shown in Table 20, indicate that the
interaction term of (leadership effectiveness x
staff creativity) (B = 0.060, p<0.05) has a
significant influence on organizational
performance, thus supporting hypothesis Ho6.
Furthermore, the study’s results show that the
interaction term of (leadership effectiveness x

SLC) (B = 0.054, p<0.05) too significantly
impacts organizational performance,
confirming hypothesis H7.

Mediation of Flow Experience

The study hypothesizes that staff flow
experience mediates between staff creativity
and organizational performance and between
staff learning capabilities and university
performance. The results of the study clarify
that SC -> FE -> OP (8 = 0.057, p<0.05) and
SLC -> FE -> OP (8 = 0.034, p<0.05) both have
a significant indirect effect on university
performance. The results in Table 6 confirm
the mediation of the flow experience.

Table 6

Model Path Analysis
Causal Relationship Path coefficient t-value P-value Study Results
H1: Staff creativity ---->
Organizational performance 0.251 5.989 P<0.01 Supported
H2: Staff learning capaility -—--> 0.380 8607 P<001  Supported
Organizational performance
H3: Staff creativity --—-> Flow 0.494 13124 P<001  Supported
experience
H4. Staff learning capability -—> 0.296 703 P<001  Supported
Flow experience
H5: Flow experience —> 0.105 9630 P<0.05  Supported
Organizational performance
Indirect effects
H6: SC -> FE -> OP 0.057 2614 P<0.05 Supported
H7: SLC -> FE -> OP 0.034 2446  P<0.05 Supported
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Moderating effects

H8: SC x LE--—> Organizational 0.060 9490 P<005  Supported
performance

H9: SLC x LE ----> Organizational 0.054 9988  P<0.05 Supported
performance

Note= **p<.01, *p<.0

Discussion and Conclusion

Discussion

The study focused on  ascertaining
organizational (university) performance in
Khyber Pakhtunkhwa (KP), Pakistan. The study
used a sample of university employees in the
southern districts of KP to generalize and
analyze the data. Organizational performance
is enhanced by the leaders’ cooperative role in
creating an enabling environment for work and
the team’s efforts to achieve the targets
effectively (Contu, 2020). Organizational
performance leads organizations to position
themselves in the market with the available
human, informational, and financial resources.
Staff performance also influences the
performance of organizations in the short,
medium, or long term. To this end, the study
provides a base to understand the dynamics
and interaction of staff creativity and learning
and their consequential role in the
effectiveness of organizations. Staff creativity
impacts organizational performance,
especially in universities where their services
are more weighty to enhance performance
(Yamin, 2020). This study finds the role of
creativity factors such as staff creative thinking
and novel work and their relationship with
employees' flow experience that positively
affect firms’ innovation and performance.

The result of the study confirmed the
hypothesis and conjectured that the
university's performance can be enhanced by
enhancing the staff's creativity. The result is at
par with the previous studies, which reported
a positive effect of creativity on organizational
effectiveness, organizational innovation, and
performance (Kijkasiwat & Phuensane, 2020;
Lee et al., 2019; Mikalef & Gupta, 2021);
however, some negative results are also
documented, disassociating the knowledge

workers’ creativity with the performance of
organizations (Gong et al., 2013).

The learning capabilities comprise many
dimensions, like employees' experimentation,
risk-taking, interaction with the external
environment, dialogue, and participative
decision-making of employees in any
organization. The study found a significant and
positive relationship between employees'
learning capabilities and organizational
performance. The finding corresponds to the
earlier studies (Chen et al., 2020; Migdadi,
2019; Solis-Molina et al., 2021) that reported a
significant impact of learning capabilities on
organizational performance in different
contexts.  Learning  capabilities  equip
employees with new techniques, increase
their experimentation and conversation,
improve their risk-taking initiatives, and make
them a part of decision-making. Therefore, it is
logical to have a compelling link between

learning capabilities and organizational
performance.
Conclusion
Universities are considered hubs of

knowledge and sponsor agents for creating a
knowledge-based society. This study explores
university  performance by highlighting
creativity, organizational learning, flow
experience, and leadership effectiveness
variables. The performance of universities has
been under-researched in recent literature,
primarily through the lens of innovation,
creativity, and flow experience, which is
critical for the success of today’s academia.
This study investigated the intricate
relationship between staff creativity, staff
learning  capabilities, flow experience,
effective leadership, and university
performance. This study aims to deepen the
understanding of how independent variables
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affect organizational performance through
mediating flow experience and moderating
effective leadership in an academic setting.
With a growing emphasis on a comprehensive
conception of academia and higher education,
cultivating staff creativity and nurturing staff
learning strategies are essential to the success
and development of students and universities.
However, the precise mechanisms that unravel
staff creativity and learning capabilities
influence flow experience, which ultimately
leads to academic achievement, remain largely
untapped. This study aimed to discover the
relationship between staff creativity, staff
learning  capability, and organizational
performance directly and indirectly through
the mediation of staff flow experience and
evaluate the extent to which the proposed
factors affect the performance of higher
education institutions (HEISs).

In conclusion, the study emphasizes that
the flow experience is highly needed for
optimal learning, boosting employees’
motivation, ensuring optimal performance
under stress, and deepening their expertise.
The study found that staff creativity and
learning capabilities have a direct impact on
organizational performance as well as an
indirect influence through the flow
experience. Leadership effectiveness
moderates the relationship between flow
experience and organizational performance.
The results of this study shed light on the
multifaceted nature of staff creativity and its
impact on staff flow experience, having clear
implications for higher educational policies,
curriculum design in higher education, and
updated pedagogical practices.
Understanding how creativity interacts with
employees’ flow experience can impact
universities’ performance directly and
indirectly help inform administrators, learners,
educators, and policymakers in the higher
education sector in tailoring instructional
methods that augment student and staff
engagement, intrinsic  motivation, and
academic outcomes.

Furthermore, staff learning capability also
positively impacts university performance,
indicating that HEIs that provide an enabling
environment for continuous learning and
search for new knowledge would perform
better. This study ascertained the mediating
role of staff flow experience in the relationship
between staff creativity, learning capabilities,
and organizational performance. The results
validate the mediation, suggesting that HEls
must strengthen and create/underscore staff
flow experiences to pull the benefits of
creativity and learning. Effective leadership
was a moderator in this study, and the results
support the moderation of leadership
effectiveness. This result corresponds to the
notion that leadership drives organizational
performance. Leadership tasks such as
encouraging innovation, providing
inspirational roles to persuade learning and
creativity, providing professional
development opportunities, and fostering a
learning environment can enhance
universities’ performance.

This provides valuable insights into the
relationship between staff creativity, learning

capability, flow experience, and
organizational performance. The study’s
context was the universities or higher

education institutions in Khyber Pakhtunkhwa
province, Pakistan. The study develops our
understanding of the main drivers that lead to
the success and excellence of these
institutions. The study employed a broad
research design, using a mono-methods
approach to rating the employees' opinions on
the given variables. This approach allowed for
a thorough exploration of the research
questions and provided a holistic
understanding of the phenomena under
investigation.

Implications

The study provides various theoretical
implications to the refreshers, academia, and
course designers. The study highlighted the
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intricate
learning

relationship  among
capabilities, flow experience,
leadership effectiveness, and university
performance.  Theoretical insights inform
future research and theoretical frameworks in
academic and educational settings. The study
integrates the theory of creativity and learning
capability to understand the organizational
performance of universities in KP Pakistan. By
examining the proposed variables
simultaneously, the study enriches the
theoretical understanding of how creativity
and learning capability work together and
synergistically augment organizational
performance. This study on creativity research
focuses on individual-level outcomes and
emphasizes the collective aspects of
performance. The findings add to the studies
on organizational performance by
emphasizing the role of staff creativity and
staff learning capability in university and
higher education settings. The study highlights
that organizational performance is not solely
contingent on traditional indicators like
academic achievements or financial results. It
contributes that fostering creativity and
cultivating a learning-oriented environment
can critically and positively influence the
university's performance. By studying this
specific setting, the research expands our
understanding of organizational performance
in the higher education sector, which has
received relatively limited attention in
previous studies. The findings highlight the
unique challenges and opportunities faced by

creativity,

educational institutions in a developing
country, contributing to a more
comprehensive understanding of
organizational — performance in  higher

education. The findings of this study also have

implications for educational policies and
practices in the broader context. Policymakers
can use the evidence presented to emphasize
the importance of incorporating creativity and
learning in academic curricula at all levels. By
nurturing these skills early, students can
develop a mindset and capabilities that
contribute to their success in higher education
and beyond.

Limitations of the Study and Future
Research Directions

The study contributes to the existing body of
knowledge and extends the literature on
creativity, learning capabilities, and
organizational performance. While the study
makes valuable contributions, there are some
limitations. The study has used a limited
sample size of 642 responses, which affects
the data analysis and generalizability of its
findings. The research context of the current
study was the universities in KP province,
Pakitan. So, this should be considered, and the
results may not be used in contexts other than
educational. The time horizon of the study was
cross-sectional, indicating that longitudinal
designs can be considered for future studies—
another possible way to conduct a
comparative analysis across different types of
higher education institutions in KP Pakistan.
Future research can explore other mediating
and moderating mechanisms or variables that
can help understand the intricate relationships
among employees’ creativity, learning
capability, and organizational performance.
For instance, innovation, leadership styles,
organizational and university culture, different
types of capabilities, and government
regulations.
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