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Abstract. This study examines how the personality trait of grit influences employees' 
creativity, interpersonal skills, and indispensable Proactive Work Behaviors (PWB) essential 
for the success of an organization. According to survey data from 500 employees in private 
Indonesian companies, individuals characterized by grit and unwavering commitment to 
long-term objectives showed increased levels of creativity, collaboration, and proactive 
initiative. In addition, the study indicates a positive correlation between grit and PWB, 
mediated by creativity and interpersonal skills, despite limited generalizability to specific 
industries. This preliminary evidence underscores grit's role in enhancing creativity and 
interpersonal skills, fostering PWB among employees, and encouraging practical 
implementation in organizational practices.  
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1. Introduction 
Every organization requires employees to show Proactive Work Behavior (PWB), particularly profit-
oriented businesses that are faced with the challenges of intense competition and uncertainty in an 
increasingly unpredictable future. PWB of employees plays a crucial role in forming empirically solid 
connections with individual, work-related, and team outcomes (Pratama et al., 2023). On an individual 
level, proactiveness stimulates career satisfaction (Smithikrai, 2022), enhances performance (Junker et 
al., 2022, Gunawan & Widodo, 2023), enhance competence (Bark et al., 2022), and fosters innovative 
work behavior (Nurjaman et al., 2019). Additionally, PWB enhances increased work motivation, 
impacting total employee performance (Ying et al., 2022). Fay et al. (2022) showed that proactiveness 
contributes to the development of work meaningfulness among employees. The increasing attention 
from practitioners is significant, specifically considering the situation in workplaces where passive 
employees outnumber proactive counterparts. These scenarios are not in accordance with the actual 
needs of companies, which demand proactive responses to address various challenges, competition, and 
future uncertainty.  

PWB is an individual's proactive engagement in work, making necessary adjustments based on 
actual workplace conditions. This multifaceted phenomenon includes self-initiative, anticipatory 
actions, and proactive measures such as leading, voicing ideas, innovating independently, and problem 
prevention (Boonyarit, 2023). Positive changes initiated at work reflect PWB (Cai et al., 2019), and 
actions taken to enhance or create new opportunities also fall within the scope (Zheng et al., 2020). 
PWB comprises workplace efforts and behaviors starting with an individual and adopted by other staff 
members to overcome obstacles and achieve objectives (Hou & Huang, 2021). Li (2020) stated that 
PWB includes two traits, namely consciously adjusting the surroundings of employees and engaging in 
deliberate action planning, consisting of deciding on, modifying, and achieving intended outcome. 
Furthermore, PWB is characterized by four indicators, including taking charge, voice, problem 
prevention, and individual innovation (Parker & Collins, 2010).  

PWB is not a spontaneous occurrence but is influenced by several factors, including grit, creativity, 
and interpersonal skills. Hermita et al. (2023) findings show that grit significantly impacts PWB, with 
persistence, a key grit indicator, correlating with innovation as a parameter (Corradini & D'Ippolito, 
2022, Holl et al., 2023). Grit is the tendency to work hard, diligently, and persistently consistently in 
the long term to achieve goals, including responding to challenges and facing difficulties and failure. 
Scholars also assert that creativity influences innovation and innovative behavior as crucial aspects of 
PWB (Akbari et al., 2019, Asbari et al., 2021, Hussain & Wahab, 2021, Gunawan & Widodo, 2021, 
Juliana et al., 2021). Creativity is the ability to generate new, original, unique, valuable, and useful ideas, 
concepts, approaches, strategies, services, or goods. Furthermore, Gençer (2019) and Hasan et al. (2020) 
stated that interpersonal skills play a positive role in PWB. Interpersonal skills are the capability to 
communicate verbally and non-verbally in building social interactions with other people effectively.  

Other studies show that grit not only influences PWB but also positively impacts creativity (Widodo 
& Gunawan, 2021, Seo & Lee, 2023) and interpersonal skills (Yang et al., 2022). However, conflicting 
findings in previous studies have created a gap requiring scientific clarification to prevent confusion 
among practitioners and academics. Gonlepa et al. (2023) showed a connection between creativity and 
grit, while Bas et al. (2015) established a significant relationship between innovation in PWB and grit. 
Previous research's contradictory results have created a gap requiring scientific clarification through 
research to avoid confusion among practitioners, academics, and researchers. Based on the 
discrepancies, this study aims to explore the influence of grit, creativity, and interpersonal skills on 
employees’ PWB, impact of grit on creativity and interpersonal skills, and to establish a new empirical 
model showing the causal relationship between grit and PWB through creativity and interpersonal skills. 
The findings are expected to enhance understanding of the causal relationship between grit, creativity, 
interpersonal skills, and PWB through a mediation mechanism. Specifically for managers, grit and PWB 
serve as essential assets for achieving company objectives, winning competition, and addressing future 
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challenges. Therefore, managers need support from employees' creativity and interpersonal skills to 
achieve success. 
 

2. Literature Review and Hypothesis Development 

2.1. Grit and Proactive Work Behavior (PWB)  
Grit gained popularity due to its substantial influence on the lives of individuals and organizations. 
Scholars at the individual level empirically confirmed the significant effect of grit on performance 
(Faust & Rosendale, 2023, Wetzler et al., 2023, Cormier et al., 2023) and organizational citizenship 
behavior (Farroukh et al., 2023). In an educational context, grit influences student academic 
achievement (Alhadabi & Karpinski, 2020, Vinson et al., 2023) and enhances teachers' professional 
competence (Widodo, 2021), impacting lecturer job satisfaction through affective commitment (Gustari 
& Widodo, 2021). Furthermore, at the organizational level, grit showed a positive impact on 
organizational performance (Lee, 2022). 

Duckworth et al. (2011) defined grit as the inclination to pursue challenging long-term objectives 
with tenacity and ardor, reiterating persistence as a key to long-term success (von Culin et al., 2014; 
Duckworth, 2016). Widodo and Gunawan (2021) described grit as the tendency to work hard, persevere, 
and remain resilient in the face of challenges for an extended period, aiming to achieve significant life 
goals. According to Duckworth and Quinn (2022), grit comprised two indicators, consistency of interest 
and persistence of effort, which are crucial for reaching high-level objectives. 

Despite the increasing popularity of grit, specific research on the relationship between grit and PWB 
remained scarce. Publications such as Suendarti et al. (2020), Widodo and Chandrawaty (2021), and 
Hermita et al. (2023) suggested that grit impacted innovative behavior. Other works showed significant 
connections between grit, voice behavior (Nisar et al., 2020), and innovation (Guarascio & Tamagni, 
2019, Arenas et al., 2020, Corradini & D'Ippolito, 2022, Holl et al., 2023). These publications 
collectively showed that grit influences innovation as an indicator of PWB, where consistency of 
interests and persistence of effort stimulated increased innovation as a proxy for PWB. Therefore, the 
first hypothesis (H1) suggested that Grit directly affects employees’ PWB. 

 

2.2. Creativity and Proactive Work Behavior (PWB)  
Recognizing creativity as a fundamental component of competitiveness at all levels—individual, 
team/group, organizational (firm), and global—resulted in increased popularity of innovation (Widodo 
& Gunawan, 2021). Empirical evidence showed the impact of employees’ creativity on business 
development, profitability, and organizational performance (Chen et al., 2021; Zhang et al., 2023). This 
was evident through higher levels of employees’ creativity enhancing performance and production 
(Ichdan et al., 2023, Arokiasamy et al., 2022), comprising contextual, tasks (Kaveski & Beuren, 2020, 
Suryanto et al., 2021, Kurniawanti et al., 2023), and creative performances (Toyama et al., 2023). 
Additionally, in the educational context, creativity of teachers significantly influenced pupils (Machali 
et al., 2021), signifying the crucial role of innovation for individual and organizational success.  

Ilma and Desiana (2023) described creativity as valuable and unique ideas, while Lee et al. (2020) 
defined it as the ability to generate original and worthwhile concepts. Miao and Cao (2019) stated how 
originality led to innovative concepts, items, or methods, including the use of creative techniques and 
technology. According to Corazza and Lubart (2021), it included the real-world application of 
information to generate novel findings. Widodo and Gunawan (2021) reiterated that in education, 
innovation referred to the resources, strategies, tactics, approaches, and styles used in the teaching and 
learning process. Various scholars stated that creativity produced something new, either in the form of 
concepts, ideas, services, or goods, intending to find effective solutions (Ichdan et al., 2023). Individuals 
who tapped into creative potential were more inclined to address tasks and assignments with innovative 
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thinking and problem-solving skills (Kurniawanti et al., 2023). The ability to generate new and useful 
ideas empowered individuals to devise original strategies and solutions, eventually improving task 
performance.  

Various types of creativity, including pattern recognition, associations, incremental, radical, and 
divergent as well as convergent thinking were identified (Bessant & Tidd, 2018). Huang et al. (2020) 
distinguished its multifaceted concept, comprising cognitive, emotional, and psychomotor elements. 
However, scholars proposed five indicators for measuring creativity, namely fluency, flexibility, 
originality, elaboration, and redefinition (Guilford, 1950; Widodo & Gunawan, 2021), which were used 
in this study as a theoretical synthesis. Despite the multifaceted nature of creativity, there was a lack of 
specific research in the literature that investigated the relationship between creativity and PWB. 
Conversely, numerous similar or adjacent publications were relatively available. For instance, creativity 
was found to influence behavior (Asbari et al., 2021, Hussain & Wahab, 2021, Kim, 2020, Widodo & 
Gustari, 2020, Gunawan & Widodo, 2021). Additional studies showed a significant relationship 
between creativity and innovation, serving as an indicator of PWB (Juliana et al., 2021, Neto et al., 
2019, Tsegaye et al., 2019). This suggested that creativity impacted PWB, forming the basis for the 
second hypothesis (H2).  

 

2.3. Interpersonal Skills and Proactive Work Behavior (PWB)  
Interpersonal skills gained increasing attention among practitioners due to the empirical evidence 
showing the impact on employees and organizations. Recent studies showed that interpersonal skills 
influenced performance (Rahim et al., 2020, Suci et al., 2022), including contextual performance 
(Gustari & Widodo, 2023), as well as work readiness, motivation (Prikshat et al., 2020, Indrawati et al. 
2023), and the potential to reduce workplace violence (Campos Cornejo et al., 2023). Additionally, Van 
Rensburg and Goede (2020) asserted that effective interpersonal skills foster professional relationships, 
conflict resolution, and a healthy work environment, facilitating collaboration with co-workers, 
managers, and clients. This importance extends to both peer-to-peer connections and the supervisor-
subordinate dynamic (Beenen et al., 2021), crucial for achieving optimal job readiness through 
comprehensive training in skills, attitudes, and knowledge necessary for workplace success (Indrawati 
et al., 2023). 

Traditionally defined as the ability to communicate verbally and nonverbally as well as forming 
social relationships (Febrianita & Hardjati, 2019), interpersonal skills comprised soft skills showed in 
communication, teamwork, and problem-solving (Chamorro-Premuzic et al., 2010). According to 
Mariepazh (2012), an individual’s ability to form empathetic and fruitful connections was determined 
by interpersonal abilities. The taxonomy of interpersonal skills included effective listening, presenting, 
discussing and defending views, transferring as well as receiving knowledge, negotiating with 
individuals from diverse backgrounds, understanding group dynamics, collaborating with colleagues, 
and showcasing empathy and motivation (Candy et al., 1994; Birkett, 1993). This study synthesized 
theoretical indicators from Candy et al. (1994) and Birkett (1993) for measuring interpersonal skills. 

Although interpersonal skills gained increased popularity, there was a significant scarcity of 
specific studies exploring the relationship with other variables, including Positive Work Behavior. The 
investigation into the causal connection between interpersonal skills and PWB posed challenges, with 
only a limited number of similar studies available. Gençer's (2019) study proved the significant 
influence of interpersonal skill-group dynamics on PWB. Another study showed that interpersonal 
abilities within team dynamics positively impacted innovativeness, a crucial parameter for PMB (Hasan 
et al., 2020). Fischer et al. (2019) found that intrinsic motivation, functioning as a proxy for 
interpersonal skills, significantly correlated with PWB and influenced innovative performance. These 
empirical discoveries reiterated the pressing importance of conducting further studies on the 
relationship between interpersonal skills and PWB. Based on the findings, a third hypothesis was 
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proposed. 
H3: Interpersonal skills directly influenced employees’ PWB. 

 

2.4. Grit and Creativity 
Empirically, grit not only showed a connection to PWB but also exerted influence on creativity. Scholars 
convincingly showed that grit influenced creativity (Grohman et al., 2017, Rojas & Tyler, 2018, Widodo 
& Gunawan, 2021, Seo & Lee, 2023), underscoring grit as an essential antecedent to creativity. 
Consequently, improving employees’ grit would lead to an increase in innovation. For instance, 
individuals with a strong drive to achieve long-term objectives and the perseverance to overcome 
challenges typically engaged in extensive task elaboration and redefinition. Based on these findings, 
the fourth hypothesis was formulated. 

 H4: Grit directly impacted employees’ creativity. 
 

2.5. Grit and Interpersonal Skills  
Grit also showed indications of a positive relationship with interpersonal skills. Yang et al. (2022) 
proved that grit influenced interpersonal stress, specifically how well employees could manage stress. 
This suggested that grit played a role as a determinant of interpersonal skills, showing an enhancement 
could have implications for interpersonal skills. Employees showing commitment over extended 
periods were prone to knowledge-sharing, driven and empathetic, collaborating effectively to achieve 
objectives. Additionally, individuals persistently working toward long-term objectives were not only 
open to different perspectives but also enthusiastic about sharing, debating, and defending opinions. 
The employees further showed proficiency in knowledge transfer, understanding group dynamics, and 
cooperative work, leading to the formulation of the fifth hypothesis. 

 H5: Grit directly influenced employees’ interpersonal skills.  
 

2.6. The Mediation Role of Creativity and Interpersonal Skills 
Several previous findings showed that grit influenced creativity (Widodo & Gunawan, 2021, Seo & Lee, 
2023) and interpersonal skills (Yang et al., 2022). Conversely, creativity and interpersonal skills were 
shown to influence PWB (Asbari et al., 2021, Gunawan & Widodo, 2021, Juliana et al., 2021, Gençer, 
2019, Hasan et al., 2020). This empirical evidence showed the mediating role of creativity and 
interpersonal skills in the causal relationship between grit and employees’ PWB. However, there was a 
need for a study specifically investigating the influence of grit on PWB with the mediation of creativity 
and interpersonal skills. The mediation relationship was elucidated by the dynamics of sustained high 
grit levels in employees over an extended period, stimulating creativity and interpersonal skills, 
consequently impacting PWB. For instance, employees committed to long-term objectives exemplified 
task elaboration willingly shared knowledge, and collaborated for innovation, expediting company 
problem-solving and enhancing competitiveness. Given this logical framework, it became essential to 
investigate the mediating role of creativity and interpersonal skills in the influence of grit on employees’ 
PWB. These findings justified the formulation of the subsequent hypotheses. 

H6: Grit indirectly affected employees’ PWB mediated by creativity.  
H7: Grit indirectly influenced employees’ PWB mediated by interpersonal skills.  
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3. Research Methods 

3.1. Research Participants 
The study sample, comprising five hundred employees in private Indonesian organizations, excluded 
superiors or co-workers at the same level from assessments due to the supervisor’s tendency to be 
reluctant and face difficulties in objectively evaluating subordinates. This exclusion aimed to avoid 
non-objective assessments that could potentially disrupt the findings. The sampled employees were 
obtained from various sectors, including consumer goods, finance, commerce, services, and investment. 

The selected sample primarily operated in Java Island's six provinces, serving as major business 
and industrial hubs in Indonesia, namely Jakarta, West Java, Banten, Central Java, Yogyakarta, and 
East Java. The demographic composition of the sample showed that the majority were female (54.6%), 
aged between 20 and 25 (54%), with high school or equivalent education (48.2%), single (63%), 
possessing less than five years of job experience (61%), holding staff positions (69.6%), and having a 
permanent employment status (50.2%). 

3.2. Procedure and Materials 
The study used a survey method with a quantitative approach, adopting a Likert scale questionnaire 
with five options—strongly disagree/never (score = 1), disagree/rarely (score = 5)—to obtain data. The 
questionnaire included an introduction ensuring respondent data confidentiality and agreement to use 
the data for articles published in international journals. An online survey was conducted using Google 
Forms, shareable via WhatsApp and email. The theoretical dimensions created by experts formed the 
basis for grit, creativity, interpersonal skills, and PWB indicators in the questionnaire. Grit indicators 
included Consistency of Interest (CI) and Persistence of Efforts (PE) (Duckworth & Quinn, 2009). 
Creativity indicators comprised Fluency (Flue), Flexibility (Flex), Originality (Orig), Elaboration 
(Elab), and Redefinition (Rede) (Guilford, 1950, Widodo & Gunawan, 2021). Interpersonal skills 
included Listening Effectively (LE), Presenting, Discussing, and Defending Views (PDDV), 
Transferring and Receiving Knowledge (TRK), Negotiating with individuals from diverse backgrounds 
(NPD), Understanding Group Dynamics and Collaborate with Colleagues (UGDC), Communicating in 
Written and Oral Format (CWOF), and being Empathetic and Motivated (EM) (Candy et al., 1994, 
Birkett, 1993). PWB indicators covered Taking Charge (TC), Voice (Voi), Problem Prevention (PP), 
and Individual Innovation (II) (Parker & Collins, 2010). Grit comprised eight items with an alpha 
coefficient (AC) of 0.884 and an adjusted item-total correlation coefficient (I-TCC) ranging from 0.390 
to 0.825. Creativity section had ten items with an AC of 0.876 and an adjusted I-TCC from 0.425 to 
0.781. For interpersonal skills, the fourteen items had an AC of 0.936 and a corrected I-TCC ranging 
from 0.462 to 0.845. The twelve items constituting PWB had an AC of 0.932 and a corrected I-TCC 
from 0.506 to 0.864. The study instrument was considered valid and reliable, as all variables had AC > 
0.70, and all items had adjusted I-TCC > 0.361 (Widodo, 2021). 

Concerns about General Method Bias (CMB) as a source of measurement error were raised by many 
experts in cross-sectional survey studies using self-report questionnaires (Widodo et al., 2022). 
Common Method Variance (CMV) introduced a disparity between reported association and the true 
correlation between variables, measured by CMB, potentially inflating the apparent correlation (Spector 
et al., 2019). Consequently, CMV posed a risk to the validity and consistency of the findings. Fuller et 
al. (2016) recommended adopting statistical and procedural changes to minimize and control CMV. 
The investigation used the correlation matrix technique and Harman's single-factor test as statistical 
mechanisms. According to Tehseen et al. (2017) and Kock (2020), the results of Harman's single-factor 
test showed a correlation coefficient among constructs (variables) lower than 0.90 and total variance 
extracted by a factor of 49.12%, falling below the recommended threshold of 50%. These findings 
strongly suggested the absence of CMV or CMB in the study's data. 
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3.3. Data Analysis 
Correlational and descriptive statistics were used to facilitate the data analysis for structural equation 
modeling (SEM). The direct significance of the path coefficient association was assessed using a 
student's t-test, while the indirect connection was evaluated through the Sobel (Z) Test (Abu-Bader & 
Jones, 2021). CMB, descriptive, and correlational analyses were conducted using SPSS version 22, and 
the SEM technique was carried out using LISREL version 8.80. 

4. Results 

4.1. Descriptive and Correlation Analysis 
The SPSS-based analyses indicated that standard deviation values (0.61 to 3.00) were smaller than the 
mean values (4.16 to 15.88). This discrepancy provided a concise summary of the data, prompting 
further investigation. Furthermore, the correlation study showed significant findings, with coefficient 
values ranging from 0.25 to 0.79 for all constructs (variables) together at p < 0.01. This showed mutual 
dependence between each indicator and every other. However, as the correlation coefficient did not 
exceed 0.8, there were no indications of multicollinearity symptoms in the relationship. 
 

4.2. Confirmatory Factor Analysis 
In SEM analysis, confirmatory factor analysis (CFA) was used to assess the representation of indicators 
for variables (constructs) (Hair et al., 2018). The measurement model estimate derived from CFA, 
presented in Table 1, showed validity through factor loading values of all indicators equal to or greater 
than 0.5. Simultaneously, credibility was assessed using construct reliability (CR), variance extracted 
(VE), and alpha (α) values. According to Hair et al. (2018), all variables showed strong reliability and 
satisfactory convergence, with CR, α, and VE values surpassing 0.70 and 0.50, respectively. 
 

Table 1: Results of The Measurement Model 

Constructs Indicators Factor 
Loading CR VE α 

Grit (X) CI .81 .766 .501 .884 PE .92 
Creativity (Y1) Flue .71 

.867 .569 .876 
Flex .74 
Orig .82 
Elab .85 
Rede .63 

Interpersonal Skills 
(Y2) 

LE .63 

.893 .546 .936 

PDDV .80 
TRK .81 
NPD .75 
UGDC .77 
CWOF .75 
EM .64 

PWB (Y3) TC .81 

.918 .737 .932 Voi .84 
PP .89 
II .89 
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4.3. Goodness of Fit 
The goodness of fit (GOF) test evaluated the correlation of the theoretical model with empirical data, 
with a high level of suitability showing a good fit. The results showed that eight of the eleven criteria 
indicated a moderate fit, while the remaining two exhibited poor GOF. The fulfilled criteria were GFI, 
NFI, NNFI, AGFI, CFI, RFI, Normed Chi-Square, and PNFI. RMSEA was the criterion with a moderate 
fit, while Sig. Probability and Chi-Square did not meet the requirements. Despite the challenges of large 
samples, as stated by Hair et al. (2018), such as the 500 individuals, the GOF test results remained valid 
(fit) as nine of the eleven samples met the criterion. 

4.4. Hypothesis Testing 
The results from the hypothesis tests were presented visually in Figures 1 and 2, then summarized in 
Table 2. All hypotheses (H1 to H7) were significantly supported, showing significance at t/Z values 
exceeding the critical t/Z table values for α = 0.05 and 0.01. Specifically, grit, creativity, and 
interpersonal skills were found to positively affect PWB, with path coefficients (γ/β) and p-values as 
follows, (γ = 0.12, p < 0.05), (β = 0.25, p < 0.01), and (β = 0.47, p < 0.01). Additionally, grit showed 
positive effects on both creativity (γ = 0.61, p < 0.01) and interpersonal skills (γ = 0.65. p < 0.01). The 
smallest path coefficient observed was the impact of grit on PWB (γ = 0.12, p < 0.05), showing a 
relatively small but significant influence. The most substantial path coefficient was the influence of grit 
on interpersonal skills (γ = 0.65. p < 0.01), signifying a considerable and significant impact. 
Interpersonal skills also showed a greater impact on PWB compared to both grit and creativity. 
Furthermore, the influence of grit on interpersonal skills and creativity surpassed its effect on PWB. 
The indirect (mediation) relationship between grit and PWB, mediated by creativity and interpersonal 
skills, was found to be supported and significant. Grit showed a positive indirect effect on PWB 
mediated by creativity (β = 0.16, p < 0.01), while it positively impacts PWB indirectly through 
interpersonal skills (β = 0.31, p < 0.01). Interpersonal skills showed a more substantial mediating 
influence on PWB compared to creativity, correlating with the greater direct impact of grit on 
interpersonal skills (γ = 0.65) compared to creativity (γ = 0.61). 
 

 

 
 

Fig.1: Standardized structural model. 
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Fig.2: T-value Structural Model 
 

Table 2: Hypothesis Testing Results 
Hypothesis γ/ β T/Z-value Decision 

H1: Grit (X) and PWB (Y3) 0.12* 1.78 Supported 
H2: Creativity (Y1) and PWB (Y3) 0.25** 4.75 Supported 
H3: Interpersonal skills (Y2) and PWB (Y3) 0.47** 7.68 Supported 
H4: Grit (X) and creativity (Y1) 0.61** 11.25 Supported 
H5: Grit (X) and interpersonal skills (Y2) 0.65** 11.26 Supported 
H6: Grit (X) on PWB (Y3) mediated by creativity (Y1)  0.16** 9.17 Supported 
H7: Grit (X) on PWB (Y3) mediated by interpersonal skills (Y2) 0.31** 10.77 Supported 

* p < .05, ** p < .01 
 

5. Discussion 
The study shows that grit, creativity, and interpersonal skills influence employees' PWB, with grit 
positively impacting both creativity and interpersonal skills. Additionally, grit's influence on employees' 
PWB is mediated by creativity and interpersonal skills. The initial discovery shows the positive and 
significant impact of grit on employees’ PWB, underscoring it as a crucial antecedent for PWB. This 
positive impact suggests that improvements in grit are inclined to lead to increased levels of PWB. For 
instance, enhanced commitment to long-term objectives prompts employees to take charge by initiating 
voluntary actions focused on development, engaging in transformative activities, or innovating to 
expedite complex tasks. This discovery correlates with and supports previous research proving the 
influences of grit on PWB (e.g., Widodo & Chandrawaty, 2021, Hermita et al., 2023, Nisar et al., 2020, 
Corradini & D'Ippolito, 2022, Holl et al., 2023). Contrary to Bas et al.'s (2015) suggestion, the impact 
of grit on PWB remains indisputable. 

The subsequent finding underscores the positive and significant effect of creativity on employees’ 
PWB, showing creativity as an important determinant for PWB. This positive effect implies that 
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improvements in creativity can foster increased PWB. For instance, enhancing employees’ flexibility, 
originality, elaboration, and redefinition at work can inspire the staff to innovate various company 
problems, eventually contributing to the company's competitiveness. These findings correlate and 
affirm the outcomes of previous studies showing that creativity significantly influences PWB (Asbari 
et al., 2021, Hussain & Wahab, 2021, Kim, 2020, Widodo & Gustari, 2020, Gunawan & Widodo, 2021, 
Juliana et al., 2021). 

The study further underscores the significant influence of interpersonal skills on employees’ PWB, 
establishing interpersonal skills as an important predictor of PWB. Similar to grit and creativity, this 
influence is positive, showing that improving interpersonal skills can potentially elevate employees’ 
PWB. For instance, employees’ well-versed in group dynamics and collaboration tend to offer creative 
solutions, articulate concepts or ideas to enhance working conditions, and engage in problem prevention 
to avert personal or professional issues. Similarly, employees with high levels of empathy and 
motivation are inclined to take charge by initiating voluntary actions focused on development and 
transformation, offering creative solutions, and expressing concepts or ideas to enhance the work 
environment. These findings correlate and affirm previous studies, such as Gençer (2019), Hasan et al. 
(2020), and Fischer et al. (2019), asserting the influential role of interpersonal skills on PWB. 

There also exists a positive influence of grit on creativity and interpersonal skills, underscoring 
grit’s potency as an exogenous variable that not only shapes PWB but also positively impacts creativity 
and interpersonal skills. This suggests that grit serves as a crucial predisposition for creativity and 
developing strong interpersonal skills. Employees with a steadfast commitment to long-term objectives 
often engage in extensive task elaboration and redefinition. Those committed to a project over an 
extended duration are more inclined to share and acquire knowledge, show drive and empathy, and 
collaborate effectively to achieve common objectives. The findings corroborate previous studies 
showing that grit influences creativity (Widodo & Gunawan, 2021, Seo & Lee, 2023) and interpersonal 
skills (Yang et al., 2022). The findings simultaneously contradict Gonlepa et al.’s (2023) claim that 
creativity influences grit, affirming the unequivocal impact of grit on creativity. 

The study explores the crucial role of creativity and interpersonal skills as mediators in the impact 
of grit on employees’ PWB. The findings correlate with previous research and affirm a significant 
empirical model outlining how grit influences PWB through the mediation of creativity and 
interpersonal skills. It strongly supports the mediating role of creativity and interpersonal skills in the 
relationship between grit and PWB. However, interpersonal skills evolve as having a more substantial 
mediating influence on PWB than creativity, correlating with the direct impact of grit on interpersonal 
skills, surpassing creativity. This implies that fostering interpersonal skills should receive greater focus 
than creativity in mediating the impact of grit on PWB. The findings contribute theoretically to the 
advancement of PWB studies within the framework of HRM, organizational behavior, and industrial/ 
organizational psychology. Additionally, the findings also offer practical implications for companies 
aiming to enhance employees’ PWB by leveraging the potential of grit, creativity, and interpersonal 
skills. Encouraging employees to participate in training or workshops focusing on these aspects, 
internally organized or external, can strategically benefit the company. Providing comprehensive and 
current information or references related to grit, creativity, and interpersonal skills can further enhance 
employees' proficiency in these areas. Therefore, a thorough and detailed discussion of the study 
findings is essential for practitioners and academics to derive meaningful insights and benefits. 

6. Conclusion  
In conclusion, this study presented substantial empirical evidence, indicating that persistent employees 
with grit not only showed PWB but also manifested enhanced creativity and interpersonal skills, 
forming a continuous cycle of proactivity. Instead of exclusively focusing on cultivating grit, managers 
achieved greater benefits by actively incorporating creativity training and team-building activities into 
talent development initiatives. Despite the need for cautious extrapolation due to the limited sample, 
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the documented mediated pathways held both theoretical significance and practical promise. Future 
research across diverse sectors, integrating additional sources and relevant variables, advanced the 
comprehension of the positive effects among the essential individual strengths, serving as intelligent 
motivators for organizational flourishing. Furthermore, company leaders considered implementing 
extensive training programs in grit, creativity, and interpersonal skills, guided by instructors, as a 
strategy for fostering employees’ PWB. This proactive strategy was crucial for maintaining success and 
preparing for the challenges, competition, and uncertainties in an increasingly unpredictable future. 
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