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	 Background:	In	 today’s	 organizational	 environment,	 employee	
performance	 is	 critically	 influenced	 by	 innovation	 ambidexterity,	 agile	
leadership,	and	organizational	climate.	
Objective:	This	 study	 aims	 to	 analyze	 the	 influence	 of	 innovation	
ambidexterity,	 agile	 leadership,	 and	 organizational	 climate	 on	 job	
performance	among	distance	learning	lecturers	in	Indonesia.	
Methods:	A	quantitative	approach	using	Partial	Least	Squares	Structural	
Equation	Modeling	 (PLS-SEM)	was	employed.	Data	were	collected	 from	
363	 lecturers	 via	 a	 structured	 5-point	 Likert-scale	 questionnaire.	
Reliability	and	validity	were	assessed	using	Cronbach’s	alpha,	composite	
reliability,	AVE,	outer	loadings,	HTMT,	and	R²,	while	common	method	bias	
was	controlled	using	full	collinearity	variance	inflation	factors	(FCVIFs).	
Hypothesis	testing	was	conducted	using	path	coefficients	and	t-statistics	
(α	=	0.05).	
Results:	Innovation	ambidexterity	had	the	strongest	significant	impact	on	
job	 performance	 (β	 =	 0.5718;	 t	 =	 10.1420),	 followed	 by	 organizational	
climate	 (β	 =	 0.1476;	 t	 =	 3.8438)	 and	 agile	 leadership	 (β	 =	 0.1196;	 t	 =	
3.0233).	The	model	explained	47.42%	of	the	variance	in	job	performance	
(R²	=	0.4742;	adjusted	R²	=	0.4698)	and	showed	no	evidence	of	common	
method	bias	(FCVIF	=	1.902).	
Conclusion:	Effectively	 integrating	 innovation	 ambidexterity,	 agile	
leadership,	 and	a	 supportive	organizational	 climate	enhances	employee	
performance.	 Organizations	 are	 recommended	 to	 institutionalize	
balanced	innovation	strategies,	foster	adaptive	leadership,	and	cultivate	a	
positive	work	environment	to	optimize	productivity.	
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INTRODUCTION	

The	 modern	 business	 environment,	 marked	 by	 technological	 upheaval,	 market	
unpredictability	Britchenko	(2023),	and	increasing	competitive	instability,	forces	businesses	to	
constantly	 seek	 new	 and	 creative	 opportunities	 in	 addition	 to	 maintaining	 operational	
performance	(Porter,	2008).	

The	 intricacy	 of	 modern	 work	 dynamics	 necessitates	 this	 research.	 Theoretically,	
combining	 job	 performance,	 leadership,	 organizational	 climate,	 and	 innovation	 ambidexterity	
into	 a	 single	 empirical	 framework	 will	 enhance	 the	 organizational	 behavior	 literature	 by	
providing	 a	 more	 sophisticated	 causal	 explanation	 at	 the	 individual	 level	 and	 extending	 the	
application	 of	 social	 exchange	 theory	 to	 the	 dualistic	 field	 of	 innovation	management	 (Chang,	
2016;	 Diesel	 &	 Scheepers,	 2019;	 Ramish	&	Malik,	 2024).	 Practically,	 the	 results	 of	 this	 study	
should	 offer	 leaders	 and	 HR	 professionals	 evidence-based	 recommendations	 for	 developing	
adaptive	 leadership	 strategies	 Schmitt	 (2026),	 establishing	 favorable	 organizational	 climate	
conditions,	and	enhancing	employees’	capacity	to	balance	exploration	and	exploitation	in	order	
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to	achieve	peak	performance	(Brix,	2019).	
Numerous	 leadership	 philosophies,	 including	 transformational,	 agile,	 and	 authentic	

leadership,	have	been	shown	to	have	a	substantial	impact	on	both	individual	and	organizational	
performance	(Buttigieg	et	al.,	2023;	David	et	al.,	2025;	Rauniar	&	Cao,	2025;	Zhao,	2024).	Agile	
leadership,	 which	 emphasizes	 adaptability	 and	 flexibility,	 has	 been	 demonstrated	 to	 reduce	
work–family	role	conflict,	thereby	improving	performance	and	job	satisfaction	(Aftab	et	al.,	2022).	

Agile	 leadership	enhances	employee	performance	 in	the	tourism	industry	(Abate	et	al.,	
2026;	 Khadair	 et	 al.,	 2024).	 In	 the	 context	 of	 SMEs,	 transformational	 leadership	 is	 especially	
crucial	since	it	increases	corporate	social	responsibility	(CSR)	as	a	mediator	and	improves	work	
performance	(Manzoor	et	al.,	2019;	Ranjit,	2020).	Transformational	and	agile	leadership	have	also	
been	demonstrated	 to	 enhance	 teacher	 performance	 in	 the	 education	 sector	 (Samodien	 et	 al.,	
2024).	

Nursing	research	indicates	that	head	nurses’	agile	leadership	positively	impacts	nursing	
staff	 members’	 job	 reputation	 and	 workplace	 spirituality	 (Mostafa	 Mohamed	 et	 al.,	 2024).	
Additionally,	 improved	performance	 and	helpful	 team	behavior	 are	 positively	 associated	with	
high	levels	of	work	engagement	enabled	by	agile	leadership	(Li,	2024;	Peeters	et	al.,	2022).	

Leadership	style	impacts	trust	in	supervisors	and	the	organization	Babalola	(2016);	Lee	
(2022);	Yasir	(2016),	especially	agile	leadership	styles	Li	(2024),	which	in	turn	can	influence	job	
performance	 (Turan	 &	 Cinnioğlu,	 2022).	 In	 the	 industrial	 sector,	 transformational,	 agile,	 and	
empowering	 leadership	 play	 a	 greater	 role	 in	 performance	 than	 other	 factors	 such	 as	 social	
support	(Bayram	&	Öztırak,	2023).	Public	leadership	is	required	to	be	agile	Looks	(2024),	focusing	
on	accountability	and	rule-following,	which	is	also	related	to	public	service	motivation	and	job	
performance	(Barbier,	2025).	An	agile,	directive	leadership	style	is	considered	highly	effective	in	
improving	teacher	performance	in	schools	(Yılmaz	&	Özgenel,	2023).	

H1.	Agile	Leadership	has	a	positive	effect	on	Job	Performance.	
Organizational	climate	 is	a	critical	 factor	that	can	 influence	 job	performance	 in	various	

industrial	 and	 national	 contexts.	 These	 two	 factors	 show	 a	 positive	 correlation,	 according	 to	
earlier	 studies.	 Berberoglu	 (2018)	 found	 that	 organizational	 climate	 is	 a	 key	 variable	 that	
significantly	 influences	organizational	commitment	and	performance	perceptions,	especially	 in	
the	public	hospital	sector.	Similar	findings	were	also	presented	by	Khan	(2024),	who	found	that	
the	quality	of	an	organization’s	internal	work	environment	influences	employee	performance	in	
the	 public	 sector	 in	 India.	 They	 stated	 that	 a	 conducive	 organizational	 climate	 encourages	
employee	productivity	and	work	effectiveness		(Khan	&	Ahmad,	2024).	Another	study	conducted	
by	Tsai	(2015)	shows	that	a	good	organizational	climate	in	the	hospitality	and	tourism	sector	also	
contributes	to	improved	employee	performance.	According	to	other	research,	job	performance	is	
consistently	 impacted	 by	 organizational	 climate	 in	 both	 developed	 and	 developing	 nations	
(Berberoglu,	 2018).	 Empirical	 evidence	 from	 a	 variety	 of	 contexts	 supports	 several	 theories	
demonstrating	how	organizational	climate	affects	job	performance	(Ehrhart	et	al.,	2025).	These	
findings	highlight	the	importance	of	fostering	a	positive	work	environment	in	order	to	enhance	
overall	employee	performance	(Farmanesh	et	al.,	2023).	
H2.	Organizational	Climate	has	a	positive	effect	on	Job	Performance.	

Hwang	 (2023)	demonstrate	 that	open	 innovation	 serves	 as	 a	moderating	 factor	 in	 the	
relationship	 between	 organizational	 ambidexterity	 and	 firm	 performance.	 Additionally,	
organizational	 ambidexterity	 significantly	mediates	 the	 relationship	 between	 open	 innovation	
and	firm	performance,	as	well	as	the	effect	of	open	innovation	itself.	

This	study	supports	the	claim	that	senior	executive	performance	can	be	enhanced	by	a	
company’s	 capacity	 to	 concurrently	manage	 innovation	 discovery	 and	 exploitation	 (Lin	 et	 al.,	
2013).	Other	studies	by	Mokhtarzadedeh	(2022)	and	Tian	(2020)	demonstrate	that	innovation	
ambidexterity	is	crucial	for	enhancing	job	performance	in	micro,	small,	and	medium	enterprises	
(MSMEs),	particularly	among	senior	management	and	business	owners.	

Meanwhile,	 Hald	 (2020),	 in	 their	 research,	 found	 that	 innovation	 ambidexterity	 has	 a	
positive	effect	on	job	performance	in	new	product	development	(NPD)	projects,	especially	among	
top	managers.	Another	line	of	research	indicates	that	innovation	ambidexterity	is	not	limited	to	
underdeveloped	 nations	 (Bustinza	 et	 al.,	 2020;	 Lema	 et	 al.,	 2021).	 Overall,	 previous	 studies	
Mokhtarzadedeh	 (2022)	 and	 Tian	 (2020)	 provide	 strong	 support	 for	 the	 hypothesis	 that	
innovation	ambidexterity	has	a	positive	influence	on	job	performance,	regardless	of	country	type	
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or	organizational	context.	
H3.	Innovation	Ambidexterity	has	a	positive	effect	on	job	performance.	

	
METHOD	

This	study	used	a	quantitative	design	with	a	survey	method	and	a	correlational	approach	
to	 examine	 the	 relationship	 between	 innovation	 ambidexterity,	 agile	 leadership,	 and	
organizational	 climate	 on	 job	 performance.	 Data	 from	 363	 distance	 learning	 lecturers	 were	
collected	 through	 a	 5-point	 Likert-scale	 questionnaire	 that	 had	 been	 tested	 for	 validity	 and	
reliability.	

Data	 analysis	 was	 conducted	 using	 PLS-SEM	 through	 outer	 and	 inner	 model	 testing,	
including	Cronbach’s	alpha,	AVE,	outer	loadings,	HTMT,	and	R²	to	assess	the	reliability,	validity,	
and	predictive	power	of	the	model.	Hypothesis	testing	was	conducted	through	path	coefficient	
analysis	and	t-statistics	with	a	significance	threshold	of	1.96,	along	with	common	method	bias	
assessment	using	full	collinearity	variance	inflation	factors	(VIFs	≤	3.3).	This	approach	was	chosen	
because	of	its	ability	to	handle	complex	structural	models	and	limited	sample	sizes,	allowing	the	
research	results	to	be	presented	comprehensively	and	with	empirical	validity.	

	
RESULTS	AND	DISCUSSION	

	
Table	1.	Internal	Consistency	Reliability	
Variable	 Cronbach	Alpha	 Description	

Innovation	Ambidexterity	 0.8220	 Very	Good	
Job	Performance	 0.8199	 Very	Good	
Agile	Leadership	 0.8081	 Very	Good	

Organizational	Climate	 0.8191	 Very	Good	
	
Reliability	testing	in	this	study	uses	the	Cronbach’s	alpha	method	to	evaluate	the	internal	

consistency	of	each	variable	(Izah	et	al.,	2023).	The	test	results	show	that	all	variables—namely	
Innovation	Ambidexterity,	Job	Performance,	Agile	Leadership,	and	Organizational	Climate—have	
Cronbach’s	alpha	values	above	0.80,	which	is	categorized	as	very	good	(Taber,	2018).	Izah	(2023)	
stated	that	 the	 ideal	Cronbach’s	alpha	value	 is	 in	 the	range	of	0.80	to	0.90,	because	this	range	
indicates	 high	 internal	 consistency	 without	 indicator	 redundancy	 that	 can	 threaten	 content	
validity.	The	minimum	acceptable	value	is	0.70,	or	0.60,	while	the	recommended	maximum	value	
is	0.95	to	avoid	excessively	redundant	indicators.	

In	this	study,	Innovation	Ambidexterity	recorded	the	highest	value	at	0.8220,	followed	by	
Job	Performance	(0.8199),	Organizational	Climate	(0.8191),	and	Agile	Leadership	(0.8081).	These	
results	indicate	that	all	variables	demonstrate	excellent	internal	consistency	and	are	reliable	for	
use	in	the	research	model	(Hair	et	al.,	2021).	

Additionally,	 this	 reliability	 test	 supports	 professional	 guidance	 that	 Cronbach’s	 alpha	
values	must	adhere	to	specific	criteria	to	ensure	measurement	accuracy.	Therefore,	the	reliability	
test	results	provide	a	solid	foundation	for	further	data	analysis	in	this	study	(Izah	et	al.,	2023).	

	
1.	Convergent	Validity	Result	

	
Table	2.	Convergent	Validity	Test	

Variables	 Indicators	 Loading	Factors	 Composite	Reliability	 AVE	
Innovation	Ambidexterity	 IA1	 0.4440	 0.8791	 0.6045	

IA2	 0.8378	
IA3	 0.8937	
IA4	 0.9029	
IA5	 0.7136	

Agile	Leadership	 AL1	 0.6701	 0.8638	 0.5611	
AL2	 0.8047	
AL3	 0.8075	
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AL4	 0.6625	
AL5	 0.7860	

Organizational	Climate	 OC1	 0.8240	 0.8739	 0.5833	
OC2	 0.7697	
OC3	 0.8253	
OC4	 0.7674	
OC5	 0.6126	

Job	Performance	 JP1	 0.7586	 0.8738	 0.5808	
JP2	 0.7393	
JP3	 0.7783	
JP4	 0.7595	
JP5	 0.7741	

 
The	test	results	showed	that	most	indicators	met	the	criteria	(outer	loading	≥	0.70),	such	

as	IA4	(0.9029),	IA3	(0.8937),	IA2	(0.8378),	and	OC1	(0.8240),	among	several	others.	However,	
indicator	 IA1	recorded	an	outer	 loading	of	0.4440,	which	 falls	below	the	minimum	acceptable	
threshold	of	0.70	Hair	(2021)	and	even	below	the	exploratory	threshold	of	0.50.	This	deficiency	
was	addressed	by	 retaining	 IA1	 in	 the	model	while	explicitly	 acknowledging	 its	measurement	
limitation.	The	low	loading	of	IA1	suggests	that	this	indicator	captures	only	a	marginal	proportion	
of	 the	 Innovation	 Ambidexterity	 construct	 variance.	 Despite	 this	 limitation,	 the	 composite	
reliability	(0.8791)	and	AVE	(0.6045)	of	the	Innovation	Ambidexterity	construct	remain	above	
acceptable	 thresholds,	 indicating	 that	 the	 overall	 construct	 reliability	 is	 not	 materially	
compromised.	 Future	 studies	 are	 advised	 to	 either	 refine	 or	 replace	 IA1	 with	 a	 more	
discriminating	item	to	improve	indicator-level	validity.	

	
2.	Discriminant	Validity	Result	

The	complete	results	of	the	Discriminant	Validity	test	are	presented	in	the	following	table:	
	

Table	3.	Discriminant	Validity	Test	
Variable	 1	 2	 3	 4	

Innovation	Ambidexterity	 0.7775	 		 		 		
Agile	Leadership	 0.3442	 0.7490	 		 		

Organizational	Climate	 0.3561	 0.1122	 0.7638	 		
Job	Performance	 0.6655	 0.3330	 0.3647	 0.7621	

	
The	findings	of	the	discriminant	validity	test	show	a	rather	strong	correlation	(0.6655)	

between	 the	 dimensions	 of	 Innovation	 Ambidexterity	 and	 Job	 Performance.	 However,	 the	
Fornell–Larcker	criterion	is	still	satisfied	because	this	value	is	lower	than	the	square	root	of	the	
AVE	 of	 each	 construct	 (0.7775	 and	 0.7621),	 indicating	 that	 the	 two	 variables,	 albeit	 having	 a	
significant	empirical	association,	can	still	be	conceptually	distinguished	as	separate	constructs.	
Further	HTMT	(Heterotrait–Monotrait	Ratio)	checks	are	strongly	advised	to	ensure	there	are	no	
issues	with	a	 lack	of	discriminant	validity	or	measurement	overlap,	with	an	 ideal	 threshold	of	
<0.90	(or	<0.85	for	more	stringent	criteria),	given	the	closeness	of	these	correlation	values.	The	
discriminant	 validity	 of	 the	 research	 model	 is	 strengthened,	 however,	 by	 the	 extremely	 low	
correlation	(0.1122)	between	Agile	Leadership	and	Organizational	Climate,	which	indicates	that	
the	two	constructs	are	genuinely	distinct	and	measure	different	dimensions	empirically.	

The	 discriminant	 validity	 of	 the	 model	 is	 therefore	 generally	 supported,	 despite	 the	
relatively	high	association	observed	between	Innovation	Ambidexterity	and	Job	Performance.	

	
3.	Discriminant	Validity	HTMT	Result	

The	 complete	 results	 of	 the	 Discriminant	 Validity	 HTMT	 test	 are	 presented	 in	 the	
following	table:	
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Table	4.	Discriminant	Validity	HTMT	Test	
Variable	 1	 2	 3	

Innovation	Ambidexterity	 		 		 		
Agile	Leadership	 0.4061	 		 		

Organizational	Climate	 0.4452	 0.1287	 		
Job	Performance	 0.7893	 0.3827	 0.4271	

	
All	 pairs	 of	 constructs	 exhibit	 HTMT	 values	 below	 the	 conservative	 threshold	 of	 0.85	

(range:	0.1287–0.7893),	according	to	the	findings	of	the	discriminant	validity	test	utilizing	HTMT	
criteria,	indicating	that	discriminant	validity	for	the	study	model	has	been	adequately	established.	
Nonetheless,	the	HTMT	value	between	Job	Performance	and	Innovation	Ambidexterity	(0.7893)	
is	comparatively	high	and	close	to	the	critical	threshold,	indicating	a	strong	empirical	relationship	
between	the	two	constructs.	This	finding	is	consistent	with	earlier	Fornell–Larcker	test	results	
and	suggests	the	need	for	caution	in	interpretation,	ensuring	that	the	two	concepts	continue	to	be	
treated	as	theoretically	distinct	constructs.	

Theoretical	 distinction	 between	 Innovation	 Ambidexterity	 and	 Job	 Performance:	
Although	the	HTMT	value	of	0.7893	reflects	a	strong	empirical	relationship,	these	two	constructs	
are	 conceptually	 distinct	 at	 the	 theoretical	 level.	 Innovation	 Ambidexterity	 refers	 to	 an	
individual's	or	an	organization's	behavioral	capability	to	simultaneously	pursue	exploratory	(new	
knowledge	 creation)	 and	 exploitative	 (existing	 knowledge	 utilization)	 activities—it	 is	 a	
competency	 or	 strategic	 orientation	 construct.	 Job	 Performance,	 by	 contrast,	 refers	 to	 the	
evaluative	 outcomes	 of	 work-related	 behavior,	 encompassing	 task	 proficiency,	 adaptive	
performance,	and	contextual	performance.	The	relationship	between	the	two	is	directional	and	
causal:	ambidextrous	innovation	behaviors	are	antecedents	that	drive	performance	outcomes,	not	
synonymous	with	 them.	 This	 directional	 causal	 logic,	 supported	 by	 empirical	 path	 coefficient	
analysis	 (β	=	0.5718,	T	=	10.1420),	 supports	 treating	 them	as	distinct	constructs	despite	 their	
strong	empirical	correlation.	
	
4.	R-Square	Result	
	

Table	5.	R-Square	Test	
Dependent	 R-Square	 R-Square	Adjusted	 Status*	

Job	Performance	 0.4742	 0.4698	 Moderate	
	
With	 an	 adjusted	 R-squared	 value	 of	 0.4698,	 the	 R-squared	 results	 indicate	 that	 the	

predictor	 variables	 account	 for	 47.42%	 of	 the	 variance	 in	 job	 performance	 (R²	 =	 0.4742),	
suggesting	model	stability	and	a	lack	of	overfitting	issues	(Ringle	et	al.,	2012).	According	to	Chin’s	
(2008)	 classification,	 this	 value	 falls	 into	 the	moderate	 range	 (0.33–0.67),	 indicating	 that	 the	
model	 has	 reasonably	 good	 explanatory	 power	 by	 PLS-SEM	 standards	 (Hair	 et	 al.,	 2021).	
However,	 future	 research	design	 refinement	 or	 the	 inclusion	of	 additional	 predictor	 variables	
could	further	improve	the	model	toward	the	substantial	category	(>0.67)	(Shmueli	et	al.,	2019).	

Regarding	the	unexplained	variance	(52.58%),	several	theoretically	grounded	variables	
may	 further	 enhance	 the	 model’s	 predictive	 power.	 These	 include:	 (1)	 psychological	 capital	
(PsyCap),	encompassing	hope,	self-efficacy,	resilience,	and	optimism,	which	has	been	shown	to	
directly	 predict	 individual	 performance;	 (2)	 work	 engagement	 as	 a	 mediating	 mechanism	
between	 leadership	 and	 performance;	 (3)	 digital	 competence	 and	 technological	 self-efficacy,	
particularly	 relevant	 in	 distance	 learning	 contexts;	 (4)	 person–job	 fit	 and	 role	 clarity,	 which	
moderate	 the	 effectiveness	of	 organizational	 climate	on	performance	outcomes.	 Incorporating	
these	 constructs	 in	 future	 studies	 would	 provide	 a	more	 comprehensive	 causal	model	 of	 job	
performance	in	remote	and	hybrid	educational	settings.	
	
5.	Common	Methods	Bias	Testing	

To	ensure	the	validity	of	the	research	findings	and	mitigate	potential	bias	resulting	from	
data	 collected	 from	 the	 same	 source,	 the	 full	 collinearity	 variance	 inflation	 factor	 (FCVIF)	
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approach	was	used	to	assess	common	method	bias	(CMB)	(Kock,	2017).	It	was	determined	that	
CMB	 was	 not	 present	 in	 this	 study,	 as	 the	 test	 results	 revealed	 an	 FCVIF	 value	 for	 the	 Job	
Performance	variable	of	1.902,	which	 is	below	 the	 recommended	 threshold	of	3.3.	This	 result	
strengthens	the	study’s	internal	validity	and	provides	a	solid	basis	for	decision-making	and	future	
theory	development	in	the	context	of	management	and	business	science	by	confirming	that	the	
PLS-SEM	analysis	results	are	free	from	common	method	bias	distortion	(Kock,	2017).	
	
6.	Hypothesis	Testing	

 
Table	6.	Hypothesis	Testing	

Hypothesis	 Original	Sample	 Standard	Deviation	 T-Test	 Status	
Innovation	Ambidexterity	
→	Job	Performance	

0.5718	 0.0564	 10.1420	 Significant	
	

Agile	 Leadership	 →	 Job	
Performance	

0.1196	 0.0396	 30.233	 Significant	
	

Organizational	 Climate	→	
Job	Performance	

0.1476	 0.0384	 38.438	 Significant	
	

 
The	three	predictor	variables	demonstrate	a	positive	and	statistically	significant	impact	

on	job	performance,	as	confirmed	by	PLS-SEM	hypothesis	testing.	All	t-statistic	values	exceed	the	
critical	 threshold	 of	 1.96,	 confirming	 significance	 at	 the	 95%	 confidence	 level.	 [Note:	 The	 t-
statistic	 for	 Innovation	 Ambidexterity	 →	 Job	 Performance	 has	 been	 corrected	 to	 10.1420	
throughout	this	manuscript,	consistent	with	the	SmartPLS	output.	The	value	101.420	appearing	
in	an	earlier	table	draft	was	a	decimal	placement	error.]	Innovation	ambidexterity	has	the	most	
significant	influence	(path	coefficient	=	0.5718;	t	=	10.1420	>	1.96),	followed	by	organizational	
climate	(coefficient	=	0.1476;	t	=	3.8438)	and	agile	leadership	(coefficient	=	0.1196;	t	=	3.0233).	

	
Discussion	

The	 study's	 findings	 provide	 a	 thorough	understanding	 of	 how	organizational	 climate,	
agile	leadership,	and	innovation	affect	worker	performance.	With	a	path	coefficient	of	0.5718	and	
a	t-test	value	of	10.1420,	the	primary	results	show	that	innovation	ambidexterity	has	the	greatest	
impact	(Subramaniam,	2021).	

These	 results	 suggest	 that	 enhancing	 employee	 performance	 depends	 on	 an	
organization's	 capacity	 to	 successfully	 integrate	 the	 utilization	 of	 current	 resources	 with	 the	
exploration	of	novel	ideas	(Gu	&	Jung,	2013).	This	is	consistent	with	earlier	studies	showing	that	
innovation	 ambidexterity	 can	 boost	 productivity	 and	 efficiency	 in	 a	 range	 of	 organizational	
settings	(Hwang	et	al.,	2023;	Lin	et	al.,	2013).	

Additionally,	 agile	 leadership	 improves	 performance,	 albeit	with	 a	 lower	 coefficient	 of	
0.1196	and	a	t-test	value	of	3.0233.	An	environment	that	encourages	and	supports	workers	 in	
accomplishing	company	objectives	can	be	created	through	effective	agile	leadership	(Alghamdi,	
2025;	Crnogaj	et	al.,	2022).	

Organizational	 climate,	 on	 the	 other	 hand,	 made	 a	 positive	 contribution	 with	 a	 path	
coefficient	of	0.1476	and	a	t-test	value	of	3.8438.	A	pleasant	workplace,	higher	employee	morale,	
and	increased	productivity	are	all	possible	with	a	favorable	organizational	climate	(Adinew,	2024;	
Hamed	 et	 al.,	 2023;	 Patterson	 et	 al.,	 2004).	 Overall,	 this	 study	 supports	 earlier	 research	
highlighting	 the	 significance	 of	 organizational	 climate,	 agile	 leadership,	 and	 innovation	 in	
enhancing	 job	performance	 (Surapto	et	 al.,	 2024).	The	 study	model	has	 sufficient	 explanatory	
power	to	account	for	variation	in	work	performance,	as	shown	by	the	R-squared	value	of	0.4742	
and	the	adjusted	R-squared	value	of	0.4698.	However,	the	R-squared	value	can	still	be	improved	
by	incorporating	additional	predictor	variables	that	may	not	have	been	considered	in	this	study.	

In	 order	 to	 ensure	 that	 the	 research	 findings	 truly	 reflect	 the	 relationships	 between	
constructs,	CMB	testing	using	FCVIF	produced	an	FCVIF	value	for	Job	Performance	of	1.902,	which	
is	below	the	threshold	limit	of	3.3	and	confirms	the	absence	of	bias.	In	order	to	maximize	employee	
performance,	firms	are	practically	encouraged	to	adopt	innovation	ambidexterity,	which	involves	
balancing	the	exploitation	of	current	resources	with	the	exploration	of	new	innovations	(Cao	et	
al.,	2023;	Khan	&	Ullah,	2025).	
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This	study	advances	the	understanding	of	factors	influencing	job	performance	specifically	
within	 the	 Indonesian	 distance	 learning	 higher	 education	 context.	 Importantly,	 the	
generalizability	of	these	findings	is	bounded	by	the	characteristics	of	the	sample:	363	distance	
learning	 lecturers	 from	 a	 single	 national	 context.	 Extrapolation	 of	 these	 results	 to	 broader	
organizational	contexts,	including	private	sector	firms,	international	settings,	or	industries	with	
different	structural	characteristics,	should	be	approached	with	caution.	The	findings	most	directly	
inform	management	practices	and	institutional	policies	within	distance	learning	universities	and	
comparable	academic	environments.	

These	findings	can	serve	as	a	basis	for	organizations	to	formulate	effective	strategies	to	
improve	 employee	 performance,	 whether	 through	 developing	 innovation,	 strengthening	 agile	
leadership,	or	creating	a	positive	organizational	climate	(Kurnia	&	Etikariena,	2024).	The	results	
of	 this	 study	 not	 only	 have	 academic	 value	 but	 also	 have	 significant	 practical	 impact	 on	 the	
business	world	(Pittz,	2024).	

The	 sample	 used	 in	 this	 study	 consists	 exclusively	 of	 distance	 learning	 lecturers	 in	
Indonesia,	 which	 represents	 a	 specific	 professional	 and	 cultural	 context.	 As	 a	 single-sector	
convenience	sample,	its	representativeness	of	broader	employee	populations	or	industries	cannot	
be	assumed.	Future	research	should	replicate	this	model	across	diverse	organizational	settings	—	
including	manufacturing,	healthcare,	 financial	 services,	 and	government	 sectors	—	and	across	
multiple	countries	to	test	the	cross-contextual	validity	of	the	proposed	structural	relationships.	
Additionally,	 incorporating	multilevel	analysis	or	longitudinal	designs	would	strengthen	causal	
inference	and	expand	the	theoretical	contributions	of	this	line	of	research	(McDermott,	2023).	

	
CONCLUSION	

This	 study	 provides	 comprehensive	 empirical	 evidence	 that	 employee	 performance	 is	
significantly	 shaped	 by	 the	 interplay	 of	 innovation	 ambidexterity,	 agile	 leadership,	 and	
organizational	climate.	Among	these	predictors,	innovation	ambidexterity	emerges	as	the	most	
influential	 factor	 (path	 coefficient	 =	 0.5718,	 t-value	 =	 10.1420),	 reinforcing	 the	 idea	 that	
sustainable	 performance	 gains	 are	 achieved	 when	 organizations	 successfully	 balance	 the	
exploitation	 of	 existing	 resources	 with	 the	 exploration	 of	 novel	 ideas.	 Agile	 leadership	 and	
organizational	climate	also	exert	positive	and	statistically	significant	effects	on	performance,	with	
path	coefficients	of	0.1196	(t	=	3.0233)	and	0.1476	(t	=	3.8438),	respectively,	highlighting	that	
adaptive	 leadership	behaviors	and	a	supportive	work	environment	are	critical	 for	maintaining	
employee	 motivation,	 morale,	 and	 productivity.	 These	 results	 collectively	 align	 with	 prior	
literature	emphasizing	the	strategic	importance	of	these	constructs	in	driving	job	performance.	

The	 proposed	 model	 demonstrates	 satisfactory	 explanatory	 power,	 accounting	 for	
47.42%	 of	 the	 variance	 in	 employee	 performance	 (R²	 =	 0.4742;	 adjusted	 R²	 =	 0.4698)	 (Chin,	
2008).	 Furthermore,	 the	 full	 collinearity	 variance	 inflation	 factor	 (FCVIF)	 value	 for	 job	
performance	is	1.902,	which	falls	well	below	the	3.3	threshold,	confirming	the	absence	of	common	
method	bias	and	reinforcing	the	methodological	robustness	of	the	findings.	

From	 a	 managerial	 perspective,	 organizations	 are	 strongly	 advised	 to	 institutionalize	
innovation	 ambidexterity	 by	 strategically	 aligning	 operational	 efficiency	 with	 exploratory	
initiatives,	 while	 simultaneously	 developing	 agile	 leadership	 competencies	 and	 nurturing	 a	
positive	 organizational	 climate	 through	 open	 communication	 and	 employee-centric	 practices.	
While	the	current	framework	offers	valuable	insights,	its	explanatory	capacity	could	be	further	
enhanced	in	future	studies	by	incorporating	additional	antecedents	or	testing	the	model	across	
diverse	 industry	 sectors	 and	 cultural	 settings.	 Ultimately,	 this	 research	 makes	 a	 meaningful	
contribution	 to	 both	 academic	 discourse	 and	 practical	 management,	 particularly	 for	 firms	
operating	in	innovation-driven	and	sustainability-focused	environments.	By	offering	actionable,	
empirically	 validated	 pathways	 to	 performance	 enhancement,	 the	 findings	 provide	 a	 solid	
foundation	for	designing	targeted	organizational	strategies	that	foster	agility,	innovation,	and	a	
supportive	workplace	culture.	

Specific	agile	leadership	implementation	strategies	for	distance	learning	contexts	include:	
(1)	Adaptive	meeting	cadence—leaders	should	conduct	weekly	virtual	stand-up	sessions	(15–20	
minutes)	and	bi-weekly	retrospective	reviews	to	maintain	team	alignment	and	address	obstacles	
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in	 real	 time;	 (2)	 Distributed	 decision-making—empowering	 faculty	 members	 to	 make	
pedagogical	 decisions	 within	 defined	 boundaries	 reduces	 bottlenecks	 and	 increases	 lecturer	
autonomy	 and	 ownership;	 (3)	 Iterative	 performance	 feedback—replacing	 annual	 evaluations	
with	monthly	micro-feedback	cycles	enables	continuous	performance	 improvement	and	 faster	
course	 correction;	 (4)	 Cross-functional	 collaboration	 sprints—organizing	 temporary	
interdisciplinary	 project	 teams	 for	 curriculum	 development	 or	 research	 initiatives	 fosters	
exploratory	 behaviors	 consistent	with	 innovation	 ambidexterity;	 and	 (5)	 Psychological	 safety	
cultivation—agile	leaders	should	explicitly	model	vulnerability	and	learning	from	failure,	which	
is	critical	for	encouraging	risk-taking	and	exploratory	innovation	in	academic	settings.	
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