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Abstract

The aim of this study was to address the gap concerning the importance of constructing an integrated model with
leadership, perceived organizational support, and cultural intelligence as three independent variables. Previous
exploration bas consistently shown the influence of the variables on innovative work bebavior. Specifically, the
current study conceptualized leadership variable as innovation leadership. The analysis explored the impact of
innovation leadership, perceived organizational support, and cultural intelligence on innovative work bebavior,
Jfocusing on the role of knowledge sharing in strengthening this relationship.Data was collected through a
structured guestionnaire and analyzed nsing SEM-PLS, concentrating on high-order constructs. Subsequently,
a quantitatively oriented survey approach was used in the design, and the population was represented in the
sample using a proportional random sampling approach.The results showed that cultural intelligence and
perceived organizational support played crucial roles in determining innovative work bebavior, and knowledge
sharing could moderate the relationship between innovation leadership and innovative work behavior. Despite
the evidence that leadership conld influence innovative work bebavior, innovation leadership did not inberently
contribute significantly to innovative work bebavior. In this scenario, leaders could not effectively use their abilities
to enconrage optimal innovative bebavior among employees. The theoretical significance of this study was in
adpancing the social science exchange theory, explicitly showing that engaging in positive bebavior promoted the
establishment of high-quality exchange connections. Consequently, this study provided a practical contribution to
the banking industry by examining the factors influencing the enbancement of innovative work bebavior among
employees.

Keywords: Innovation Leadership, Perceived Organizational Support, Cultural Intelligence, Knowledge
Sharing, Innovative Work Bebavior

Introduction

The fourth industrial revolution is unfolding at the beginning of this century, merging digital,
physical, and biological technologies and instigating transformative changes in various aspects
(Maynard, 2015). Compared with the previous revolutions, the present one advances
exponentially, not linearly, as it transforms entire systems across countries, companies,
industries, and society (Park, 2016). One of the sectors affected by these changes is the banking
industry. According to Malviya (2020), three significant trends are recorded, namely 1) a focus
on enhancing customer experience for revenue generation, 2) an emphasis on technological
innovation, and 3) a drive to increase cost-effectiveness. As part of the service sector, the
banking industry is exploring innovative approaches to customer service provision (Alam,
2013). This implies that banks need to possess the capability to both attract and retain new
customers through superior service. To address this challenge, banks are expected to prioritize
service innovation (Fujii et al., 2014).

In examining employees across various banks in India, Garg (2017) showed that individuals
maintaining positive working relationships with their organizations and supetriors tend to show
innovative behavior in service provision while receiving support in navigating work-related
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challenges. Furthermore, in developing countries, banking managers need to efficiently manage
creative behavior to meet the evolving needs of customers and rapidly changing market
conditions. Managers are expected to empower employees by promoting an innovative spirit,
proactively approaching challenges, and being willing to take risks (Kér, 2016). This approach
improves the effectiveness of managing employees' innovative behavior. The manifestation of
employee innovative behavior is attributed to knowledge and human resources in the
organization, as well as employee motivation, influenced by the quality of connections between
the organization, employees, and supetiors.

Innovation is the primary driver behind organizational competitive advantage, with innovative
employee behavior forming the micro foundation of organizational innovation (Lukes &
Stephan, 2017). Organizations prioritizing innovation maintain positive relationships with
human resource management practices, particulatly in the banking industry. These practices
include recruitment, training, compensation, and performance processes (Farouk et al., 2010).
Service-oriented organizations focusing on Innovative Work Behavior (IWB) improve service
innovation and strengthen the bond between customers and organizations, improving
organizational performance and competitiveness (Zhang et al., 2022). Extensive literature
focused on innovative employee behavior, exploring organizational climate and creativity for
innovation, which has been summarized in meta-analytic studies (T. M. Amabile et al., 1996;
Hunter et al.,, 2007). Additionally, factors including organizational culture (Scott & Bruce,
1994), psychological contracts (T. T. Kim et al., 2018), knowledge sharing (KS) (T. T. Kim &
Lee, 2013), autonomy (Sénmez & Yildirim, 2019), personality (Sénmez & Yildirim, 2019), and
leadership style (Dhar, 2016) play crucial roles in determining IWB. Nagarajan (2005) affirmed
that organizational justice, job design, and psychological contracts influence IWB.

The study by Garg (2017) on employees in Indian banks revealed that those with high-quality working
relationships who received superior support to resolve workplace challenges tended to show
innovative service behavior. These relationships motivate employees toward service excellence and
innovative service delivery. A similar study in Jordan described the significance of motivational,
inspirational leaders promoting creativity among banking employees (Suifan & Al-Janini, 2017),
contributing to innovative employee behavior. Banking managers in developing nations must enhance
their efficiency in managing innovative behavior to meet consumer needs and adapt to market
dynamics. To increase the efficacy of managing creative behavior, managers should empower
individuals with autonomy, cultivate a culture of continuous innovation, show proactivity, and
embrace risk-taking (Kér, 20106). Innovation behavior is crucial in the banking sector for improving
competition. Innovation behaviot otiginates from a company's knowledge and human tesources,
along with employee motivation driven by quality relationships between the organization, employees,
and superiors. In the service business context, the dynamic nature of client expectations increases the
demand for IWB among employees. Consequently, a leader capable of providing excellent service can
effectively stimulate the growth of innovative behavior among employees (Akram et al., 2020).

The achievement of promoting IWB is intrinsically related to the way a leader engages with subordinates
(Scott & Bruce, 1994). Effective leadership necessitates cultivating interpersonal connections with
associates, surpassing economic and social transactions. This includes promoting a sense of satisfaction
and dependence in the leader (Bass, 1985) and earning admiration from followers (Conger et al., 2000).
Leaders must be supportive when individuals need encouragement or assistance during challenging
situations to enhance the relationship between superiors and subordinates. Furthermore, it incorporates
recognizing and appreciating subordinates for their performance, achievements, and contributions. The
action helps to provide opportunities for skill development, offer consultation before making decisions,
encourage participation in decision-making, delegate additional responsibilities and authorities, and trust
subordinates to make decisions without secking the leadet's approval (Yukl et al, 2009). The positive
behavior of a leader improves norms of mutual concern and trust between superiors and subordinates,
encouraging subordinates to show positive behavior, including innovative contributions to their work.
In the service business context, where client expectations are dynamic, there is an increased need for
workers' IWB. Therefore, a leader possessing practical service skills can stimulate the development of
innovative behavior among employees, thereby improving organizational growth (Akram et al., 2020).
The investigation on developing innovative work behavior (IWB) in this study includes innovation
leadership (IL), perceived organizational support (POS), cultural intelligence (CI), and knowledge sharing
(KS), as shown in Figure 1.

Figure 1: Theoretical Framework.
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Literature Review

Schumpeter (1934) defines innovation as a novel combination of new or existing knowledge,
resources, equipment, and other factors. On the other hand, innovativeness is an organizational
inclination to innovate or develop new products (Ettlie et al., 1984). From a corporate
perspective, innovativeness involves introducing something new to the industry, consumers,
the market, and the world (Asurakkody & Shin, 2018). According to Farr (1990), IWB is the
proactive action by individuals to generate new ideas, processes, products, or procedures
through intentional efforts in their work roles, groups, or organizations. Consequently, the
phenomenon is critical for organizational success, as innovation cannot be achieved without
employees' contributions.

The individual's innovative behavior is a result of interacting systems, namely leaders (Scott &
Bruce, 1994), POS (Alpkan et al., 2010; L. Qi et al., 2019), and CI (Fan et al., 2020; Korzilius
et al., 2017). Regarding innovation, the Leader-Member Exchange (LMX) theory suggests that
the quality of the relationship between leaders and team members plays a crucial role in
influencing innovation. This includes how superiors and subordinates are engaged in the
development process, the decision-making latitude, and the allowable autonomy of
subordinates. Leaders' positive behavior can create a sense of obligation among employees by
establishing favor exchanges, thereby promoting indebtedness on various levels, including
trust, control of organizational resources, and competence (M. S. Kim & Koo, 2017).
Employees with a high level of LMX with their leaders may feel compelled to work harder,
yielding positive organizational outcomes, one is the demonstration of IWB (M. S. Kim & Koo,
2017).

Innovative Leadership and Innovative Work Behavior

Many studies describe the crucial role of leadership in the innovation process. However, they
often focus on leadership styles or actions to encourage creativity (T. M. Amabile, 1988). This
traditional leadership approach is more pertinent to predicting productivity outcomes than
innovation (Waldman & Bass, 1991). The Leader-Subordinate Exchange theory can describe
leadership associated with innovation, as the leadet's role influences IWB by modifying
innovative behavior based on expectations received from others (Scott et al., 1994).

The exploration of Alharbi (2021) on IL shows differences between innovative and
traditional leadership behavior. An innovative leader is expected to have various
leadership style characteristics. For example, transformational leadership can inspire
logical thinking and creative idea generation (Afsar et al., 2014). Providing autonomy,
growth opportunities, and diverse skills can motivate employees to learn new things
and increase participation in creativity and innovation (Afsar & Umrani, 2019). With
an internalized moral perspective and relational transparency, authentic leadership
focuses on followers and acts ethically, leading to positive employee performance for
the company's best interests (Schuckert et al., 2018). Moreover, entreprenecurial
leadership incorporates creating new ideas to solve problems, appreciating and
supporting employees' innovative ideas, and developing strategies to facilitate
innovation (Li et al., 2020). Self-leadership aids individuals in developing IWB by
providing self-management, self-motivation, and self-influence on thoughts and
behavior (Kor, 2016). Alharbi (2021) also explained that to become an innovative
leader, There is a need to discard the notion of "best practices," expedite decision-
making and empower members to take multiple initiatives or problem-solving
approaches.

Sen (2007) stated that a leader embracing innovation should be well-versed in history, attuned
to current conditions, and adept at predicting the future. Moreover, the leader should establish
a vision and mission capable of reshaping and creating new political, economic, cultural, and
technological conditions to address present and future challenges and fulfill the demands of
individuals in organizations and countries. These leaders believe they can and should shape the
future through shared visions, courageous actions, and calculated risk-taking. A shared vision
incorporates core beliefs and articulates strong desires, aspirations, and dreams for achieving
significant objectives. It also provides focus, sets direction, motivates and unites people in a
collective effort, and supports fundamental values for effective implementation.

www.KurdishStudies.net
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1L incorporates diverse leadership philosophies to influence and inspire employees to generate
cutting-edge products, services, and ideas (Alharbi, 2021). Furthermore, IL catalyzes novel
ideas in the workplace by promoting an environment that nurtures creativity and efficiently
manages innovation (Kremer et al., 2019). This variable is believed to drive the achievement of
the organization's vision and objectives, with leadership possessing the skills, moral principles,
and expertise to recognize current threats and foresee potential adverse effects (Sen & Eren,
2012). Lastly, it should possess explicit knowledge and values (Farkas & De Backer, 1990),
particularly understanding social ideas, beliefs, intuitions, transactions, and imagination (Lebow
& Simon, 1997). IL must comprehend their organization's approaches, rules, processes, and
technology to determine how, what, and why when resolving issues encountered (Sen et al.,
2013).

Today's predominant leadership challenge comptises navigating complex and ambiguous
conditions compared to previous times—a situation where the future is uncertain. To address
these conditions, Wollmann (2020) contended that a leader must offer clear guidance and
inspire organizational members to engage with the organization and contribute (sustainable
purpose). The leader should be prepared to embrace change, possess a high sense of curiosity,
be open, experimental, and capable of overcoming uncertainty and unexpected obstacles
(traveling organization). Additionally, leaders should manage connectivity to prevent the
development of disconnected strategies and processes. With flexible connectivity, it becomes
possible to balance various interests in the company and among stakeholders (connecting
resources).

As explained above, no single leadership style perfectly describes the concept of IL. However,
this study argued that, for sustainable goals, traveling organizations and connecting resources
come closest to describing IL and can motivate innovative behavior among employees. Based
on this explanation, the first hypothesis is formulated as follows:

H1 = IL has a significant positive effect on IWB
Perceived Organization Support and Innovative Work Behavior

Eisenberger (1986) introduced the concept of POS to elucidate how to strengthen employee
commitment to the organization. This concept comprises improving general beliefs about how
much the organization values employees' contributions and cares about their well-being. Employees
who perceive high levels of organizational support tend to feel valued by the organization, as it
shows care for their welfare (Mayes et al., 2017). A leader who embraces new ideas, technologies,
and processes promotes a sense of value and care among employees (L. Qi et al., 2019). POS that
encourages employees intellectually to propose alternative solutions to existing problems or
enhance current procedures will promote employee innovative behavior (Nazir et al., 2019).

For employees introducing new ideas to challenge established norms, their innovative behavior may
face resistance from colleagues secking to maintain the status quo or avoid the uncertainty associated
with change. Consequently, employees with innovative capabilities may opt for the safer path or avoid
situations requiting change (Agarwal, 2014). This is where the organization's role becomes crucial in
meeting employees' needs and welfare, enhancing employee motivation and performance for
engaging in innovative behavior. Organizations should ensure that every employee perceives the
organization positively, achieved through supetior support by recognizing new ideas, providing job
secutity, and offering work autonomy (Afsar & Badir, 2017). Other studies show that employees with
a positive POS contribute value-added innovation, deliver better service quality, show exceptional
performance, and consistently apply new ideas in their work (Altunoglu & Bulgurcu Giirel, 2015).

Innovative behavior is considered risky, typically by employees committed to the organization
(Nazir et al., 2019). The degree of employee commitment can be influenced by fairness in
decision-making, supetiors' concern for employee welfare, and acknowledgment of employee
contributions (Rhoades & Eisenberger, 2002). Additionally, organizational support can be
realized through managerial practices, including encouraging idea generation, providing
adequate free time for developing new ideas, allowing freedom in decision-making,
implementing a performance-based system to motivate innovation, and permitting risk-taking
for the implementation of new ideas (Alpkan et al., 2010). Based on this information, the
following hypotheses are proposed:

H2 = POS has a significant positive effect on IWB
Kurdish Studies
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Cultural Intelligence and Innovative Work Behavior

Earley (2003) defined CI as an individual's ability to navigate diverse cultural settings effectively.
Consequently, it focuses on an individual's capacity to thrive in various intercultural contexts,
in line with broader definitions of intelligence that show the ability to adapt to specific
environments (Hong et al,, 2015). According to Hu (2019), active employee interaction
increases innovative ideas and behavior. Individuals with high CI are motivated to
communicate effectively with colleagues from diverse cultural backgrounds. The acquisition of
adequate, valuable, and up-to-date information stimulates thinking, encourages innovative
ideas, and promotes the adoption of innovative behavior by integrating various existing
information. High CI aids employees in seeking information assistance from colleagues,
improving the generation of innovative ideas and engagement in innovative behavior.

CI can address cultural diversity issues that impede team collaboration. Additionally, it is a
competency capable of reducing perceptions of cultural differences and breaking down cultural
barriers between team members (Puyod & Charoensukmongkol, 2019; Rockstuhl & Ng, 2008;
Young et al., 2017). People tend to develop positive perceptions and react more favorably
toward those who are culturally similar, making it easier to share knowledge and achieve
innovative performance (Ratasuk & Charoensukmongkol, 2020). Additional study suggests
that individuals with high CI find it easier to obtain relevant information, generating potential
ideas for innovation (Fan et al., 2020). Korzilius (2017) describes the significant influence of
CI, particularly in multicultural relations. A lack of multicultural competence makes it
challenging for an individual to interact with people from other cultures due to a lack of
understanding of values, desires, talents, or knowledge of cultures different from their own. CI
is a cross-cultural competency comprising adaptation processes through encounters with other
cultures (cognition), motivation to adapt (motivation), and active learning and adaptation to
other cultures (behavior) (Earley & Ang, 2003). Cl is selected for this study due to the diverse
regional cultures in Indonesia, which can impact employee interactions. As a result, the
following hypothesis is proposed:

H3 = CI has a significant positive effect on IWB
The Moderating Role of Knowledge Sharing

Du Plessis (2007) defined innovation as a knowledge process that concentrates on developing
commercially viable solutions. The innovation process combines and diffuses diverse
knowledge to create new knowledge, thereby developing new products and services.
Knowledge plays a crucial role in enhancing an organization's competitive advantage,
prompting many organizations to consider knowledge management an essential element of
Human Resource Management (HRM) (Obeidat et al., 2016). Additionally, knowledge creation
incorporates the conversion between tacit and explicit knowledge. Explicit knowledge can be
casily explained and documented, whereas tacit knowledge is challenging to articulate (Nonaka,
1994). Many argue that converting tacit knowledge into explicit knowledge is difficult due to
its nature, which is best communicated through direct interaction and storytelling (Goffin &
Koners, 2011). The presence of tacit knowledge in businesses is critical due to its inherent
qualities of being non-imitable, unique, and easily transferable. Moreover, tacit knowledge can
enhance the manifestation of IWB, which is crucial for effectively adapting to and navigating
changes in the dynamic corporate environment (Isik et al., 2021). The sharing of information
and knowledge is a fundamental element in knowledge management. Consequently, KS is
viewed as behavior (process or operation) in which individuals exchange knowledge
(information, skills, and expertise).

KS can act as a variable that has a direct relationship or as a mediating or moderating variable
in influencing innovative work behavior. Akram (2020) reported that in their research, KS
among colleagues has a direct positive and significant impact on employees' IWB and can
mediate between organizational justice and employee IWB. A study by Khorakian (2019)
describes KS as sharing best practices and mistakes that have been made, both of which
positively affect IWB. This study stated that KS directly influences innovative work behavior
and can mediate between ethical and innovative work behavior. Apart from being a mediator,
KS can also be used as a moderating factor. As stated by Afsar (2019), KS can mediate between
transformational leadership and innovative work behavior. In other words, the relationship
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between transformational leadership and IWB strengthens as the KS process becomes
effective. Usmanova (2020) presented research that showed different results from three
previous studies, stating no significant relationship between KS and IWB. This study suggests
that the relationship between KS and IWB can be strengthened by enhancing the appropriate
communication patterns between superiors and employees through spiritual stimulation and
incentives for collaboration.

KS incorporates two fundamental components, namely "knowledge collection" and
"donation" (Kmieciak, 2020). Knowledge accumulation involves seeking intellectual capital
from others to acquire insights, while knowledge donation involves sharing personal
intellectual capital. The willingness to engage in KS is determined by an individual's attitude,
focusing on the group's interests and anticipating reciprocity, where group members
reciprocate by sharing knowledge. This study examines the role of KS in strengthening the
relationship between IL, POS, and CI on IWB. Accordingly, the following hypothesis is
proposed:

Hd4a = KS positively moderates the relationship between 11 and IWB
Hdb = KS positively moderates the relationship between POS and IWB
Hdc = KS positively moderates the relationship between CI and IWB

Methodology

Data Collection and Respondents

To accomplish the study objectives, a proportionate stratified random sampling approach was
used (Sekaran & Bougie, 2016). Samples were drawn from government banks in the West Java
region, consisting of 15 branches and 141 sub-branch offices. Respondents included
permanent employees in operational roles: lower-level, middle-level, and upper-level
management. The region was selected based on having the most significant number of
employees and customers to serve. A structured questionnaire was designed using Google
Forms and distributed via email and the WhatsApp platform to ensure a broader range of
responses. A selection of questions leading to predetermined criteria-based choices was
included to maintain questionnaire validity. Questionnaires were distributed after the company
where the respondent worked approved this research, and the respondent agreed to contribute
to filling out the questionnaire.

Sebelum kuesioner dibagikan kepada responden. Semua responden yang terlibat dalam
penelitian ini telah menyetujui untuk berpartisi dalam mengisi quesioner serta penyebaran
kuesioner telah disetujui oleh perusahaan tempat responden bekerja

Before collecting the primary data, a pilot study comprising 50 bank employees was conducted
to ensure the validity and reliability of the questionnaire. Test results showed that all items from
the questionnaire were valid and within the accepted reliability threshold, set at 0.7 (Hair et al.,
2018). Primary data collection occurred from January to March 2023, resulting in 469 valid
responses, representing 80.2% of the 585 questionnaires received. 116 respondents (19.8%)
had invalid answers due to not meeting predetermined criteria and showing straight-lining
patterns in the data.

Measurement

This study used a 48-item questionnaire adapted from previous exploration. IL comprised three
dimensions, namely sustainable purpose (Bass & Avolio, 1996), traveling organization (Miller
& Miller, 2020), and connecting resources (Afsar & Umrani, 2019). POS (Alpkan et al., 2010)
included five dimensions: management support for idea generation, allocation of free time,
flexibility in work, performance-based reward systems, and risk tolerance. CI (Ang et al., 2007)
comprised three dimensions: cognition, motivation, and behavior. On the other hand, KS
(Kmieciak, 2020) had two dimensions: knowledge collection and knowledge donation. IWB (J.
De Jong & Den Hartog, 2010) comprised three dimensions: idea creation, idea promotion, and
idea implementation. A Likert scale ranging from 1 (strongly disagree) to 7 (strongly concur)
was used to evaluate the questionnaire.

This investigation used Structural Equation Modeling (SEM) based on partial least squares

Kurdish Studies



4094 Determinants of Innovative Work Bebavior the Moderation Role of Knowledge Sharing in the Banking Industry

(PLS-SEM) using the SmartPLS 4 software with a copyright license. In addition, the study
analyzed reflective high-order contract (second-order) measurements using a two-stage strategy
and the construct score to examine the concept in greater depth at the indicator level (Hair et
al., 2022). PLS-SEM was chosen for its ability to generate latent variable scores for further
analysis, consistent with validating the theoretical framework from a predictive standpoint.

Results

The characteristics of the respondents in Table 1 showed a relatively balanced distribution
between male and female participants, with 258 female respondents (55.01%) and 211 male
respondents (44.99%). This suggested an even distribution of questionnaires among men and
women. The majority of respondents above 41 were 218 (46.48%). Regarding years of service,
the highest distribution was among those who had worked for more than 16 years, totaling 204
respondents (43.50%), followed by employees with 11-15 years of tenure, constituting 109
respondents (23.24%). The data on age and years of service showed that most respondents
were loyal employees who had been with the company since the beginning of their careers.
Additionally, the respondents were predominantly employees working in branch offices
(48.4%), with the majority employed in the credit department (27.93%) and front liners
(23.24%). Therefore, most respondents were operational employees directly participating in
customer interactions.

Table 1. Profile of respondents

Before exploring the measurement model analysis, verifying its validity and reliability was
crucial. The indicator reliability (Outer Loading factor), internal consistency reliability, and
convergent validity served as measures for assessing the reflective model's reliability and
construct validity (Hair et al., 2022). Convergent validity was assessed using the average
variance extracted (AVE), commonly called commonality. Moreover, AVE was considered
good when it had a minimum value of 0.5, showing that, on average, the construct explained
50% or more of the variance of the indicator. The reliability of the measurement model was
determined by outer loading, where a high outer loading on a construct implied that the related
indicators were in line with those captured by the construct. The standard for outer loading
was a minimum of 0.708, although a value between 0.40 and 0.70 could be acceptable if the
model already showed good internal consistency reliability and convergent validity.

Internal consistency reliability was assessed using Cronbach's alpha («) and composite reliability
(Cr). These values ranged from 0 to 1, with values close to 1 showing high reliability. Generally,
the acceptable minimum limit for Cronbach's alpha and composite reliability in the exploratory
study was between 0.60 and 0.70, while results between 0.70 and 0.95 represented a satisfactory
level of reliability. The structural model's relevance and predictive accuracy wete evaluated
using the Explanatory Power Model (R?) and effect size (f2). For example, R? quantified the
extent to which predictor factors contributed to the outcome construct. The rules for assessing
2 showed that values of 0.02 (small), 0.15 (medium), and 0.35 (large) determined the effect
size. Meanwhile, an effect value of <0.02 suggested no effect (Hair et al., 2019).

Table 2: Validity and Reliability Test.

In Table 2, each indicator had an outer loading greater than 0.708, indicating good reliability of
the existing instruments. AVE value exceeding 0.5 showed strong convergent validity,
affirming the quality of the study instrument. The internal consistency reliability test yielded a
score above 0.7 for both Cronbach's alpha and Composite reliability, confirming the
instrument's robust internal consistency and reliability. Additionally, the measurement results
of the Explanatory Power Model (Tabel 3) showed a moderate strength of 63.6% (R? = 0.636).
This meant that 63.6% of the variables influencing IWB were represented by 1L, POS, CI, and
KS, while the remaining 36.4% were influenced by factors not described in this model.
Typically, f2 analysis showed that POS (f2 = 0.021) and CI (f2 = 0.045) had a negligible impact,
while IL (f2 = 0.000) had no impact on IWB. However, when IL, POS, and CI were collectively
considered, CI became the factor with the most significant impact on IWB.

Table 3: Explanatory Power Model.
The hypothesis testing in this study incorporated 5000 bootstrap samples (Hair et al., 2022)
with a significance level of 0.05. The critical t value for two-sided testing, more significant than
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1.96, was acceptable for a significance level of 5% (p value<0.05). Path coefficients were
employed for structural model analysis, facilitating the interpretation of data by testing
hypothesized relationships between constructs. These coefficients typically ranged between -1
and +1, with values approaching +1 showing a strong positive relationship. The results in Table
4 show the outcomes of the structural model.

Table 4: Hypothesis Testing.

Hypothesis 1, examining the effect of IL on IWB, showed a negative and insignificant impact
(B=-0.020; T= 0.339 < 1.96; P= 0.735 > 0.05). This suggested that IL. had no positive effect
and exerted a weak influence, leading to the rejection of hypothesis 1. Hypothesis 2, testing the
influence of POS on IWB, produced significant positive results (3= 0.164; T= 2.372 > 1.96;
P=0.018 < 0.05), showing a strong positive influence. Therefore, hypothesis 2 was accepted.
Hypothesis 3, examining the impact of CI on IWB, showed a positive and significant influence
(B= 0.222; T= 3.026 > 1.96; P= 0.002 < 0.05), leading to the acceptance of hypothesis 3.

The subsequent test aimed to determine the moderating effect of whether KS could strengthen
the relationship between 1L, POS, and CI on IWB. The results showed that the interaction
between IL and IWB was not statistically significant in the negative direction (8= -0.090; T=
1.579 < 1.96; P= 0.114 > 0.05). This implied that KS could not strengthen or influence this
relationship, resulting in the rejection of hypothesis 4a. On the other hand, the interaction of
CI on IWB was statistically significant in the negative direction (3= -0.099; T= 2.214 > 1.96;
P= 0.027 < 0.05), signifying a substantial role of KS in reducing IWB influenced by CIL
Therefore, hypothesis 4c was rejected. Meanwhile, the interaction between POS and IWB was
statistically significant in the positive direction (3= 0.171; T= 2.429 > 1.96; P= 0.015 < 0.05).
This showed that KS significantly increased the relationship between POS and IWB, leading
to the acceptance of hypothesis 4b. Slope analysis was used to confirm the direction of the
moderation effect. Figure 2 showed that with high KS (+1 SD), the influence of POS on IWB
was higher than with no KS. However, Figure 3 shows the increase in IWB between high KS
(+1 SD) and low KS (-1 SD), indicating that low KS had a higher relationship between CI and
IWB.

Figure 2: Sample Slope Analysis KS x POS to IWB.
Figure 3: Sample Slope Analysis KS x CI to IWB.
DISCUSSION

The testing of the six hypotheses resulted in several key insights. Firstly, the results partially
confirmed POS's significant and positive influence on IWB (H2) and CI on IWB (H3). In this
investigation, POS referred to employees' perceptions of the organization regarding managerial
practices and behavior patterns to support employees in generating sustainable competitive
advantages through IWB. The desired employee perception comprised encouraging management
to develop and generate new ideas, providing ample time for idea development without the burden
of routine work, supporting decision-making initiatives, endorsing performance-based
compensation or reward systems, and having organizational backing for risk-taking in implementing
created ideas (Alpkan et al., 2010). Among the five dimensions measured, it was identified that
freedom in work held the most significant influence in determining employee IWB. The next
influential dimension was the organization's tolerance for taking risks concerning implementing
ideas. Haq (2017) suggested that providing employees with the freedom to implement new ideas
facilitated experimentation to enhance work processes or create new products, and tolerance for
failure enhanced employees' understanding that innovation was in progress. Freedom at work also
motivated proactive employees to be more creative.

Additionally, freedom at work could be viewed as employee flexibility in performing tasks (X.
Qi et al.,, 2023). Employees with low flexibility could be stimulated by creating regulations that
reduce work requirements and encourage skill improvement. Moreover, highly flexible
employees benefited from increased challenges through greater flexibility in work demands. A
challenge in the banking industry, specifically government banking, was the compliance with
numerous regulations, indirectly impinging on employees' freedom to express new ideas. This
showed the crucial need for organizational support in promoting employee freedom at work,
particularly in the banking sector (Forbes.com, 2021).
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Concerning H3, the results disclosed that CI significantly and positively influenced IWB. These
results showed the importance of CI as a significant factor in leveraging diversity as an added
value for organizations to enhance IWB. Ratasuk (2020) suggested that individuals with high
CI showed higher levels of IWB due to their reduced tendency to cling to knowledge, enabling
increased creativity. ClI endowed individuals with enhanced verbal and non-verbal abilities,
facilitating more effective communication across cultures and promoting a deeper
understanding of multicultural experiences (Afsar et al., 2021). Moreover, it eased adaptation
to different cultural situations (Korzilius et al., 2017) and enhanced cross-cultural capabilities
(Fan et al., 2020), stimulating individual creativity to devise innovative solutions.

Secondly, the empirical results did not support Hypothesis 1 (H1), stating that IL did not show
a significant positive relationship with IWB. As described in the preceding section, studies on
IL characteristics remained scarce. Typically, explorations associated 1L with existing leadership
styles. It should be acknowledged that participative and supportive leadership significantly
impacts employee creativity (Tung & Yu, 20106). In parallel, investigation on entrepreneurial
leadership (Akbari et al., 2021), Transformational Leadership (Bak et al., 2022), Empowering
leadership (Hassi et al., 2022), inclusive leadership (Guo et al., 2023), and servant leadership
(Guo et al., 2023) showed their influence on IWB. This phenomenon was interesting, given the
theoretical and empirical evidence establishing leadership's crucial role in promoting or
hindering workplace creativity and innovation (Hughes et al., 2018). To enhance creativity and
innovation, innovation leaders had to adopt new approaches, embrace different approaches,
and maintain competitiveness. Trust and confidence in team members were crucial for
improving innovative attitudes. This included respecting subordinates' skills and experiences
and enabling them to innovate in task execution and idea generation (Alharbi, 2021).
Additionally, effective leadership comprised articulating a vision (J. P. J. de Jong & Den Hartog,
2007), providing constructive feedback (T. Amabile, 1996), clarifying tasks and roles (T.
Amabile, 1996), and motivating and encouraging subordinates (Zhou & Shalley, 2003).

Thirdly, the analysis of KS as a moderator yielded three hypotheses, namely, KS positively
moderated the relationship between IL and IWB (H4a), the relationship between POS and IWB
(H4b), and the relationship between CI and IWB (H4c). These results showed that high
organizational support prompted employees to enhance diligence in fulfilling work responsibilities,
increasing employee participation and improved behavior (Eisenberger et al, 1990). Elevated
employee commitment manifested as a positive attitude towards the organization, fostering a social
exchange process. Positive attitudes included employees willingly sharing knowledge with
colleagues (Choi et al, 2022). Employees consistently allocated time to share work-related
information or ongoing ideas to facilitate KS. Moreover, employees actively looked for optimal
approaches and developed new ideas when confronted with challenging work issues
(implementation of ideas). However, KS did not strengthen the relationship between IL and IWB,
contrary to the results by Mittal and Dhar (2015), who stated that employee creativity was reinforced
through KS. High perceptions of leadership and creative self-efficacy could heighten employee
creativity, provided employees believed that sharing knowledge yielded supetior creative results.
Afsar, Masood and Umrani (2019) similarly stated that sharing knowledge was a facilitator, aiding
leadership in guiding employees toward innovation.

Finally, an anomaly appeared in the study results, and a typical example of this was KS, which
reduced the impact of the relationship between CI and IWB. This anomaly may have stemmed
from the characteristics of respondents in this study, which predominantly focused on
employees working in branch offices (48.4%) and sub-branches (30.3%), where the employee
emphasis leaned more towards operational banking activities such as credit positions (27.93%),
Frontliner (23.24%), and Sales/Marketing (15.57%). This situation burdened employees when
formal KS was required. On the contrary, leveraging their CI, they could innovate in their daily
work. The questionnaire analysis showed that bank employees enjoyed interacting with
colleagues from different cultures, effortlessly adapting to diverse cultural environments even
when different from their own. However, when it came to sharing knowledge, they were less
inclined to share skills or experiences, explicitly using the formal concept of knowledge
management. Due to their role in the banking operations, these employees had limited time to
share their knowledge, causing challenges when generating ideas related to their work
environment. Results might have differed if most respondents were based in the head office
and held non-operational positions such as Information Technology, Finance, and Human
Resources.
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Practical Implications

In general, this study was developed from the competitive strategies proposed by Porter (1997),
comprising an innovation process requiring the participation of human resources (Schuler &
Jackson, 1987). The three behavior factors, developed by (Scott & Bruce, 1994) and knowledge
management by Nonaka (1994), served as foundational assets for organizations in competition
(Barney, 1991; North & Kumta, 2018; Sarra et al., 2013). Settoon (1996) explained that desired
work behavior, whether appropriate or superior, depended on the nature of the relationship
with the superior. A relationship based on mutual trust, loyalty, interpersonal effects, and
respect yielded superior performance in expected behavior.

The current study offered several implications for management, particularly in the banking sector.
Specifically, the results showed that to enhance IWB, organizations needed to support employees
in idea generation, allowing them free time and autonomy to develop and implement ideas in their
daily work. In implementing these ideas, organizations should be flexible and willing to make
concessions if initial ideas do not meet expectations. The goal was to encourage employees to
continue being creative without fear. Finally, organizations should recognize and reward employees
for their creative achievements. To address existing cultural diversity, continuous interaction among
employees from different cultures, as shown through body language, speaking style, and actions,
could diminish perceived cultural differences and break down cultural batriers among team
members (Puyod & Charoensukmongkol, 2019; Rockstuhl & Ng, 2008; Young et al, 2017).
Frequent interaction facilitated the exchange of valuable information, triggering thoughts that
promoted innovative ideas and behavior by integrating diverse information sources (Hu et al.,
2019). As organizational trust grew and diversity management was effectively implemented,
employee motivation to share knowledge increased, turning it into a valuable source of ideas for the
organization.

Organizations still require the presence of an innovation leader because leaders play a
significant role in influencing employee creativity in innovation (Alsolami et al., 2016). To
achieve this, organizations should have encouraged their leaders to adopt new approaches and
approaches to stay competitive. Leaders needed to instill trust and confidence in their team
members, shaping attitudes based on subordinates' skills and experiences to improve
innovative employees who appreciate subordinates when performing tasks and presenting new
ideas. Additionally, a leader had to articulate a vision (J. P. J. de Jong & Den Hartog, 2007),
provide feedback (T. Amabile, 1996), explain tasks and roles (Amabile et al., 2004), and
motivate and encourage subordinates (Zhou & Shalley, 2003).

Limitations And Future Study

This study had several limitations that needed consideration for future exploration. Firstly, data
collection was limited to the banking industry in the West Java region, potentially limiting the
generalizability of the results to other sectors. Therefore, there is a need to broaden the scope
of the investigation across multiple industries and regions. Secondly, the investigation was
conducted during the COVID-19 pandemic, where lockdown policies, such as Work From
Home directive, might have influenced questionnaire results. As a result, future work was
recommended to consider respondents' conditions when sampling. Lastly, the study on IL was
challenging due to the absence of a definitive formula. Consequently, there is a need to explore
IL from various perspectives to enrich references on the subject.
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