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Abstract 

This research investigates the impact of Leader-Member Exchange (LMX) and Perceived Organizational 

Support (POS) on Innovative Work Behavior (IWB), with self-efficacy acting as a mediator. Utilizing a 

causal approach and drawing on human resource management theories, the study targeted all employees 

of PT Sabas Indonesia. A representative sample of fifty employees was selected to provide comprehensive 

insights. Data collection methods included detailed documentation, systematic observation, and structured 

questionnaires, ensuring robust data gathering. Quantitative data analysis was conducted using the Partial 

Least Square (PLS) software, known for its efficiency in handling complex models. The findings indicate 

that both LMX and POS significantly influence IWB, highlighting the importance of supportive and 

effective leader-member interactions and organizational backing. Additionally, LMX and POS were found 

to have a notable impact on self-efficacy, which in turn mediates the relationship between POS, indirect 

LMX, and IWB. These results underscore the critical role of self-efficacy in enhancing innovative behaviors 

in the workplace. 

 

Keywords: Leader-Member Exchange, Perceived Organizational Support, Self-efficacy, Innovative 

Work Behavior. 

 

INTRODUCTION 

Human Resources (HR) department plays a pivotal role in any organization, orchestrating and 

participating in all operational activities with precision and efficiency by leveraging high-quality resources. 

Unlike inanimate resources such as equipment and materials, employees bring a wealth of diverse 

perspectives, emotions, desires, and backgrounds, thereby making significant contributions to 

organizational goals (Karam et al., 2017). 

Employees who generate innovative ideas facilitate the development of new strategies, optimal 

performance, and increased efficiency. These creative contributions are often incentivized, thereby 

enhancing performance appraisals based on Key Performance Indicators (KPIs). According to (Barker 

Scott & Manning, 2024), employees who exhibit initiative and creativity demonstrate higher levels of job 

passion and efficiency compared to those requiring more direction. 

Innovative work behavior is characterized by employees' proactive engagement in exploring 

opportunities, addressing challenges, and improving processes beyond their defined roles. Such employees 

excel in fostering teamwork, seeking collaboration, and nurturing their ideas (Bahagia et al., 2024). Bibi 

and Afsar (2018) highlight that employees who demonstrate innovative behavior exceed their job 

requirements by developing unique and valuable ideas, thereby contributing significantly to the 
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organization's advancement.Innovative work behavior in the workplace is significantly influenced by 

LMX, defined by (Dar et al., 2023) as the interaction between leaders and members. When leaders assign 

task-related responsibilities to members, it enhances their sense of accountability. According to (Kmieciak, 

2020), innovative behavior, which involves uncertainty and is challenging, increases when individuals have 

access to job resources through strong connections with leaders. 

LMX is a complex, mutually beneficial relationship where leaders establish and maintain multiple 

connections with each subordinate, clearly defining their roles and responsibilities (Yukl & Gardner, 2020). 

Perceived organizational support also promotes innovative behavior. Employees' commitment is positively 

linked to the support they receive from the organization. Creating a supportive environment is essential, as 

perceived organizational support reflects employees' views on the support, attention, and recognition they 

get from their employer (Ekmekcioglu & Öner, 2024).  

Self-efficacy is another crucial factor. People with high self-efficacy have confidence in their 

capability to execute their responsibilities effectively. They are internally driven to apply their abilities, 

tackle job challenges independently, and achieve their goals (Zaini et al., 2022). Self-efficacy significantly 

impacts daily performance and overall company goals, underscoring the importance of fostering employee 

confidence and creating a valued work environment (Tan et al., 2023) 

Research based on resource conservation theory underscores the importance of leadership and 

supervisory roles as key factors influencing employee behaviors and attitudes. Studies by (Choi & Kang, 

2021) and (Garg & Dhar, 2017) show that LMX significantly influences creative behavior and employee 

performance. However, it remains to be seen if supervisors should be the sole drivers of innovation. 

Innovative behavior, a critical aspect of job performance, requires comprehensive processes and adequate 

resources to manage challenges effectively (Choi & Kang, 2021). LMX quality and perceived 

organizational support are crucial social and organizational resources, while self-efficacy is a key 

individual-level resource. Peng et al. (2023) discovered that self-efficacy impacts creative behavior by 

influencing peoples’ perceptions of their organizational and social environment. 

Although organizational support and LMX are recognized resources, the specific mechanisms 

through which they enhance self-efficacy are not well-explored. This study aims to advance understanding 

of resource conservation theory by examining how LMX, POS, and self-efficacy impact innovative 

behavior, emphasizing the importance of both leadership qualities and organizational factors in fostering 

workplace innovation. 

 

LITERATURE REVIEW 

Innovative Work Behavior.  

The term “innovative” encompasses efforts by individuals to harness creativity, imagination, and 

external stimuli to develop new solutions or products. Innovative work behavior (IWB), as defined by 

(Dahiya & Raghuvanshi, 2022), entails the introduction and execution of novel and advantageous ideas, 

processes, or products within one's role or organization. Srirahayu et al. (2023) describe IWB as the 

systematic generation and application of innovative concepts to improve performance at various 

organizational levels. Bos-Nehles et al. (2017) characterize it as deliberate actions aimed at creating and 

applying new ideas or methods. (Khan et al., 2020) further extend this to include the creation of innovative 

business models and organizational structures. (Suryosukmono et al., 2022) highlight that innovative 

behavior involves developing new ideas, leveraging work outcomes, and integrating novel concepts into 

work practices. F. D. Abun and Macaspac (2023), describe it as the process of creating, developing, and 

applying innovative ideas within one's duties and environment. Innovative behavior is also associated with 

modernization, reflecting the impact of innovation-driven changes on individual and societal attitudes and 

lifestyles. 
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Leader-Member Exchange.  

Leaders must engage in leader-member exchange (LMX) to enhance communication and 

relationships with their subordinates. Lee et al. (2019) emphasize that LMX focuses on the unique, 

individual relationships between a leader and each subordinate. The theory promotes the creation of distinct 

in-groups and out-groups within an organization, with in-group members enjoying higher performance, 

lower turnover, and greater work satisfaction (Aggarwal et al., 2020). 

LMX is the quality of interactions between leaders and their subordinates, underscoring the 

importance of trust and respect (Xie et al. 2020). Martin et al. (2018) highlight that LMX aims to boost 

organizational effectiveness by fostering positive, reciprocal relationships. Jufrizen et al. (2024) add that 

LMX involves leaders building complex, beneficial relationships with each subordinate to clarify roles and 

expectations. 

Studies show that LMX positively affects employees' creative behavior. This positive impact is 

often the result of a leadership style that fosters participatory interactions, encouraging active contribution 

towards organizational goals. Such an approach not only enhances members' creativity but also strengthens 

their sense of belonging and commitment. Effective communication from leaders boosts employee 

satisfaction, loyalty, and self-worth, ultimately improving morale and allegiance (Noor & Jufrizen, 2023). 

Conversely, leaders tend to form specialized exchange relationships with a select group of 

subordinates due to time constraints. Chen et al. (2018) highlight that leaders prioritize relationships with 

subordinates they trust and connect with personally. According to Robert and Vandenberghe (2020), these 

relationships evolve differently over time compared to those with subordinates outside this core group. 

Influencing out-group subordinates presents significant challenges due to the inherently limited 

mutual influence in these relationships. Leaders often rely on their formal authority, coercive measures, and 

minimal reward power to manage these individuals. Members of the out-group are anticipated to adhere 

strictly to their formal role requirements, which include following established rules, procedures, and 

directives from their leaders. In return, they receive standard compensation, such as wages, which is part of 

a basic reciprocal agreement. According to (Peyton et al., 2019), this arrangement restricts the depth of 

influence leaders can exert over out-group subordinates, leading to a more transactional and less dynamic 

relationship. 

Conversely, LMX has a substantial and positive effect on employees' creative behavior. Leaders 

who engage in participatory leadership and effective communication foster a more inclusive and supportive 

work environment. This approach not only enhances employees' job satisfaction and loyalty but also boosts 

their self-worth. Research consistently shows that high-quality LMX relationships promote employees to 

exhibit increased innovative behavior by fostering an environment where their contributions are valued and 

their creativity is nurtured. Additionally, LMX has been found to improve employees' self-efficacy, which 

further reinforces the positive impact of effective leadership on performance. Studies by (Al Bloushi et al., 

2024); (Pranata et al., 2024); (Cui, 2024); (Choi & Kang, 2021); (Mustafa et al., 2023); (Alsughayir, 2017) 

and (Ardianti & Handoyo, 2019), provide robust evidence supporting these findings, demonstrating that 

effective leader-member interactions enhance both individual performance and overall organizational 

outcomes. 

 

H1:  Leader-Member Exchange Affects Self_Efficacy  

H2:  Leader-Member Exchange Affects Innovative Work Behavior.  

H6:  Leader-Member Exchange Affects Innovative Work Behavior Mediated by Self_Efficacy 
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Perceived Organizational Support.  

 POS denotes employees' views on how effectively the organization recognizes their contributions, 

offers help, and values their welfare. Maan et al. (2020) define it as the degree of trust employees have 

based on the recognition and support they receive. Imran et al. (2020) further characterize it as the belief 

that the organization appreciates their contributions and takes their well-being into account. Jeong and Kim 

(2022) describe it as the overall view employees have of the organization's dedication to their welfare, 

shaped by interactions with organizational policies, resource allocation, and supervisor relationships. 

The level of organizational support significantly influences employee motivation. When 

employees perceive that their efforts are valued through fair compensation, involvement in 

decision-making, or supportive leadership, they are more likely to remain committed and contribute 

positively. Conversely, insufficient support can lead to decreased effort and higher turnover, as employees 

may seek other opportunities if they feel unappreciated (Gigliotti et al., 2019).  

POS refers to employees’ belief in the positive treatment they receive from their employer. Sun 

(2019) notes that this perception fosters a sense of obligation to reciprocate through greater commitment 

and positive engagement. Based on social exchange theory, (Kao et al., 2023) suggest that favorable 

treatment from an employer motivates employees to actively support organizational goals and contribute 

meaningfully. Employees who feel supported by their supervisors are more prone to be content and perform 

more effectively, as this support aids in their professional development and skills enhancement (Oubibi et 

al., 2022). POS also enhances self-efficacy, resilience, and optimism (Roemer & Harris, 2018).  

Chen & Hsieh, (2023) discovered that employees' views of organizational support greatly boost 

their self-assurance and effectiveness. Supporting this, (Talat Islam & Ahmed, 2019), highlighted that such 

support boosts confidence in job performance and intrinsic motivation. (Inam et al., 2021) further 

highlighted the essential role of supervisors in promoting employees' self-efficacy through verbal 

encouragement and guidance, which not only reinforces employees’ belief in their abilities but also helps 

them leverage their strengths to improve overall performance. (Musenze et al., 2021) similarly noted that 

verbal persuasion from supervisors can effectively trigger and sustain positive self-efficacy. POS reflects 

an organization’s commitment to treating employees positively, encouraging a feeling of responsibility 

among them to respond with heightened commitment and contribution to the organization, based on the 

principle of reciprocal advantage (Sun, 2019).  

Research supports that POS positively affects self-efficacy (Vipyana & Syah, 2023; Islam & 

Ahmed, 2018; Musenze et al., 2020) and significantly influences innovative work behavior (Ekmekcioglu 

& Öner, 2024); (Wijaya, 2023); (Utomo et al., 2023).  

 

H3:  Perceived Organizational Support Affects Self-Efficacy.  

H4:  Perceived Organizational Support Affects Innovative Work Behavior. 

H7:  Perceived Organizational Support Affects Innovative Work Behavior Mediate Self-Efficacy. 

 

Self-Efficacy.  

Self-efficacy profoundly impacts decision-making, effort, persistence, and emotional responses 

during task performance. Rieder et al., (2021), characterize it as an individual's evaluation of their own 

capability to accomplish tasks, achieve goals, and overcome challenges. Initially, Bandura viewed 

self-efficacy as context-specific, but later research expanded it to include generalized self-efficacy, 

reflecting overall confidence in one’s abilities across various situations (Pratiwi & ., 2021). 

Code (2020) defines self-efficacy as the confidence in one's ability to influence both personal and 

external factors. Individuals with high self-efficacy effectively manage job-related challenges and are 

motivated to persist rather than leave their roles (Abun et al., 2021). Self-efficacy significantly enhances 

individuals' confidence, motivating them to seek additional knowledge and information necessary for 
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successful task completion. It fundamentally reflects a conviction in one's personal abilities, confidence, 

and resourcefulness, which are crucial for generating creative solutions and demonstrating innovative 

behavior. Individuals with high individuals with high self-efficacy are more inclined to participate in 

innovative activities, driven by their strong belief in their ability to overcome challenges and utilize 

available resources effectively. This self-assurance prompts them to identify problems, develop novel 

ideas, and implement these solutions within their organization (Teng et al., 2020). Studies by (Teng et al., 

2020); (Newman et al., 2018) and (Gkontelos et al., 2023) verifies that self-efficacy enhances innovative 

work behavior, suggesting that individuals with greater self-efficacy are more inclined to offer creative and 

inventive contributions in their work environments. 

  

H5: Self-Efficacy Affects Innovative Work Behavior 

 

Based on previous discussions and current research, LMX and POS support influence IWB, with 

self-efficacy moderating this effect. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Research Framework 

 

Source: Developed by the researcher for this research (2024) 

 

METHODS 

For this research, a survey method was used to gather samples from a similar population. An 

explanatory research approach was employed to clarify causal relationships and test hypotheses. The study 

is categorized as causal research within a quantitative framework, focusing on all permanent employees at 

PT Sabas Indonesia, totaling 50 individuals. A saturated sample approach was applied, involving 46 

employees from the company. 

Innovative work behavior includes generating new ideas, devising solutions, and creating 

technologies. Key indicators of this behavior are problem-solving with original ideas, discovering new 

methods, producing unique solutions, rallying support, obtaining approvals, engaging team members, and 

effectively applying innovations (Afsar & Umrani, 2020). LMX is vital for fostering effective 

communication and strong leader-subordinate relationships, with key indicators including attachment, 

loyalty, contribution, and respect (Robert & Vandenberghe, 2020). POS reflects how employees view the 

company’s appreciation and care, impacting job satisfaction and reducing turnover. Indicators of support 

encompass incentives, growth opportunities, work environment, and employee well-being (Al-Omar et al., 

2019). Self-efficacy relates to a person's belief in their capacity to reach objectives, assessed through task 

Self-Efficacy 

POS 

Innovative Wok Behavior 

LMX 
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difficulty, behavioral scope, and confidence level (Guslina, 2023). The sample size was sufficient for SEM, 

with data gathered through private interviews and surveys. The analysis utilized PLS, a reliable technique 

with minimal assumptions (Hair & Alamer, 2022). 

 

RESULTS 

 

The demographic profile shows that most respondents are men (69.60%, n = 32) and aged 30-39 

years (52.20%, n = 24). A significant majority hold a bachelor's degree (78.30%, n = 36), and most are 

married (93.50%, n = 43). 

Table 1. Respondents' Demographics 

 

No. Characteristics Description Frequency % 

1 Gender Man 

Woman 

32 

14 

69.60 

30.40 

Total 46 100 

2 Age < 30 Years 

30-39 Years 

40-50 Years 

> 50 Years 

7 

24 

9 

6 

15.20 

52.20 

19.60 

13.00 

Total 46 100 

3 Education High school 

Diploma 

Bachelor 

Masters 

5 

3 

36 

2 

10.90 

6.50 

78.30 

4.30 

Total 46 100 

4. Marital status Not Married 

Married 

3 

43 

6.50 

93.50 

Total 46 100 

Source: Processed Data (2024) 

 

Convergent validity is assessed using three tests: item reliability, composite reliability, and average 

variance extracted (AVE). It gauges how well indicators reflect different aspects of a concept. Higher 

convergent validity indicates a better ability to represent the studied variable. Item reliability, or indicator 

validity, is evaluated through the loading factor value, which illustrates the relationship between each 

indicator and its construct. An optimal loading factor is above 0.7, while a value above 0.5 is generally 

acceptable (Rönkkö & Cho, 2022).  

https://radjapublika.com/index.php/MORFAI


964 Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

 
 

 
 
 
 
 

 

 
 

  

 
Figure 1. Standardized Loading Factor Inner and Outer Model 

 

Figure 1 shows that all loading factors exceed 0.5, indicating that all indicators are valid and 

should be retained. This confirms that each indicator reliably represents the latent variables: LMX, POS, 

IWB and Self-Efficacy. Composite reliability assesses construct reliability using Cronbach's alpha and 

principal component analysis (PCA). While Cronbach's alpha provides a lower limit for reliability, 

composite reliability offers a more precise measure. Generally, a composite reliability score and Cronbach's 

alpha above 0.6 are considered indicators of high reliability (Taber, 2018). 

Table 2. Composite Reliability 

 

 
Cronbach's 

Alpha 
rho_A 

Composite 

Reliability 

Innovative Work Behavior 0.951 0.960 0.957 

Leader-Member Exchange 0.927 0.939 0.942 

Perceived Organizational 

Support 
0.909 0.924 0.926 

Self Efficacy 0.930 0.939 0.943 

 Source: Data Processing Results (2024) 

Table 2 presents the composite reliability values: IWB at 0.957, LMX at 0.942, POS at 0.926, and 

Self-Efficacy at 0.943. Cronbach's alpha values are: IWB = 0.951, LMX = 0.927, POS = 0.909, and 

Self-Efficacy = 0.930. All values exceed the 0.6 threshold, indicating strong reliability.  Average Variance 

Extracted (AVE) measures how much item variance is explained relative to measurement error. An AVE 

exceeding 0.5 signifies robust convergent validity, demonstrating that the latent variable explains more than 

https://radjapublika.com/index.php/MORFAI


965 
Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

Volumes 4 No. 3 (2024) 

 

LEADER-MEMBER EXCHANGE AND PERCEIVED ORGANIZATIONAL SUPPORT ON 

INNOVATIVE WORK BEHAVIOR : MEDIATING ROLES OF SELF-EFFICACY  

  

Khauliyah Liyana1, Jufrizen2*, Bahril Datuk3 

 
 
 
 

50% of the variance in its indicators. 

Table 3. Average Variance Extracted (AVE) 

 

 Average Variance Extracted (AVE) 

Innovative Work Behavior 0.622 

Leader-Member Exchange 0.676 

Perceived Organizational Support 0.585 

Self Efficacy 0.651 

Source: Data Processing Results (2024) 

 

Table 3 shows the AVE values: IWB = 0.622, LMX = 0.676, POS = 0.585, and Self-Efficacy = 

0.651. Each AVE is above 0.5, confirming strong convergent validity. Discriminant validity is evaluated by 

analyzing cross-loadings and comparing AVE with squared correlations between constructs. Effective 

discriminant validity is indicated by higher correlations of indicators with their respective constructs rather 

than with other constructs. Subsequent details provide the discriminant validity metrics for each indicator. 

Table 4. Discriminant Validity 

 

 

Innovative 

Work 

Behavior 

Leader-Member 

Exchange 

Perceived 

Organizational 

Support 

Self 

Efficacy 

IWB1 0.542 0.485 0.511 0.502 

IWB10 0.887 0.885 0.851 0.879 

IWB11 0.854 0.773 0.813 0.815 

IWB12 0.826 0.775 0.780 0.817 

IWB13 0.821 0.773 0.782 0.818 

IWB14 0.805 0.755 0.764 0.778 

IWB2 0.552 0.523 0.473 0.531 

IWB3 0.880 0.879 0.840 0.871 

IWB4 0.862 0.777 0.826 0.829 

IWB5 0.830 0.777 0.789 0.824 

IWB6 0.843 0.841 0.808 0.835 

IWB7 0.791 0.745 0.745 0.761 

IWB8 0.877 0.814 0.858 0.873 

IWB9 0.525 0.502 0.444 0.499 

LMX1 0.525 0.502 0.544 0.499 

LMX2 0.887 0.885 0.851 0.899 

LMX3 0.863 0.869 0.823 0.871 

LMX4 0.833 0.779 0.787 0.835 

LMX5 0.835 0.882 0.795 0.833 

LMX6 0.813 0.858 0.772 0.789 

LMX7 0.821 0.873 0.782 0.818 

LMX8 0.805 0.855 0.764 0.778 

POS1 0.735 0.782 0.795 0.733 

POS2 0.713 0.758 0.772 0.689 

POS3 0.867 0.808 0.844 0.800 

POS4 0.522 0.500 0.546 0.498 
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POS5 0.793 0.785 0.862 0.809 

POS6 0.676 0.632 0.770 0.691 

POS7 0.693 0.639 0.807 0.716 

POS8 0.505 0.453 0.652 0.499 

POS9 0.656 0.617 0.786 0.664 

SE1 0.825 0.773 0.776 0.832 

SE2 0.750 0.794 0.813 0.844 

SE3 0.723 0.764 0.784 0.795 

SE4 0.860 0.802 0.835 0.867 

SE5 0.465 0.534 0.487 0.540 

SE6 0.888 0.881 0.853 0.907 

SE7 0.733 0.706 0.772 0.779 

SE8 0.679 0.669 0.685 0.736 

SE9 0.875 0.865 0.841 0.898 

Source: Data Processing Results (2024) 

Table 4 reveals that discriminant validity values, or loading factors, show higher correlations with 

their own variables than with others, confirming the correct placement of indicators. This suggests that each 

indicator effectively measures its intended construct. The R-squared metric reveals the extent to which the 

independent variables account for the variation in the dependent variable. An R-squared of 0.25 indicates a 

weak model, 0.75 represents a robust model, 0.50 signifies a moderate model. The R
2
 values from the 

SmartPLS 3.0 analysis, detailed in the figures and tables, reflect the model’s overall strength and its ability 

to account for data variability. 

Table 5. R-Square Test 

 

 R Square R Square Adjusted 

Innovative Work Behavior 0.982 0.981 

Self Efficacy 0.967 0.967 

Source: Data Processing Results (2024) 

Table 5 reveals that LMX, POS, and Self-Efficacy collectively account for 98.20% of the variance 

in IWB, as evidenced by an R2 value of 0.982. This indicates a strong influence of these variables on IWB, 

with only 1.80% unexplained. Similarly, LMX and POS explain 96.70% of the variance in Self-Efficacy, 

according to an R-squared value of 0.967, leaving 3.30% unexplained. The F2 statistic assesses the 

influence of independent variables on dependent variables. An F2 of 0.02 indicates a minor effect, 0.15 

signifies a medium effect, and 0.35 represents a significant effect. The F-Square values from SmartPLS 4.0, 

detailed in the figures and tables, illustrate the extent of these influences and the overall strength of the 

model. 

Table 6. F-Square 

 
Innovative Work 

Behavior 
Self Efficacy 

Innovative Work Behavior   

Leader-Member Exchange 0.432 1.283 

Perceived Organizational Support 0.085 0.643 

Self Efficacy 0.415  

 Source: Data Processing Results (2024) 
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Table 6 reveals the relationships between variables, with F-Square values indicating the strength of 

these effects. LMX shows a substantial impact on IWB with an F2 value of 0.432. Self-Efficacy has a large 

effect on both LMX and IWB, as indicated by an F-Square value of 1.283. POS has a minimal effect on 

IWB (F-Square = 0.085) but a notable impact on Self-Efficacy (F-Square = 0.643). Self-Efficacy also has a 

considerable effect on IWB (F-Square = 0.415). These results highlight the varying degrees of influence 

among the variables. LMX and Self-Efficacy are significant drivers of IWB, while POS primarily affects 

Self-Efficacy with a lesser direct impact on IWB. This analysis seeks to evaluate the importance of these 

connections within the structural model, concentrating on both direct and indirect effects as outlined in the 

following path coefficient table. 

Table 7. Direct and Indirect Effects 

 

 T-Statistics P Values Information 

Leader-Member Exchange -> Innovative Work 

Behavior 
4.825 0.000 Accepted 

Leader-Member Exchange -> Self-Efficacy 10.213 0.000 Accepted 

Perceived Organizational Support -> Innovative 

Work Behavior 
2.467 0.014 Accepted 

Perceived Organizational Support -> Self-Efficacy 7.175 0.000 Accepted 

Self-Efficacy -> Innovative Work Behavior 4.944 0.000 Accepted 

Leader-Member Exchange -> Self-Efficacy -> 

Innovative Work Behavior 
4.257 0.000 Accepted 

Perceived Organizational Support -> Self-Efficacy 

-> Innovative Work Behavior 
4.160 0.000 Accepted 

Source: Processed Data (2024) 

Table 7 summarizes the Smart PLS 4.0 analysis results. The findings indicate that LMX and POS 

significantly affect IWB, with t-values of 4.825 (p = 0.000) and 2.467 (p = 0.014), respectively, confirming 

Hypotheses 1 and 2. Additionally, LMX and POS also significantly impact Self-Efficacy (SE), with 

t-values of 10.213 (p = 0.000) and 7.175 (p = 0.000), validating Hypotheses 3 and 4. The effect of 

Self-Efficacy on IWB is also significant, with a t-value of 4.944 (p = 0.000), supporting Hypothesis 5. 

Mediation analysis shows that Self-Efficacy significantly mediates the relationship between LMX and IWB 

(t = 4.257, p = 0.019) and between POS and IWB (t = 4.160, p = 0.000), validating Hypotheses 6 and 7.  

In summary, LMX and POS are pivotal in boosting Self-Efficacy and IWB, with Self-Efficacy 

serving as an essential mediator. These findings confirm both the indirect and direct effects outlined in the 

hypotheses and emphasize the complex interconnections among these variables, as depicted in the path 

coefficient diagram. 
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Figure 2. Path Coefficient 

 

 

DISCUSSION 

The Effect of Leader-Member Exchange on Innovative Work Behavior.  

The hypothesis testing reveals that LMX has a a p-value of 0.000 and path coefficient of 0.381, 

demonstrating a significant impact on Innovative Work Behavior (IWB) at PT Sabas Indonesia. LMX, as 

defined by (Yukl & Gardner, 2020), involves a complex, reciprocal relationship where leaders tailor 

interactions to clarify roles and responsibilities. The findings suggest that participatory leadership 

significantly enhances members' creativity and commitment. Effective communication and supportive 

leadership foster a strong sense of belonging and satisfaction, boosting members' self-worth and loyalty to 

the organization (Al Bloushi et al., 2024). These results corroborate previous studies (Mustafa et al., 2023); 

(Alsughayir, 2017); (Mulligan et al., 2021) and (Ardianti & Handoyo, 2019), affirming that high-quality 

LMX significantly influences IWB. 

 

The Effect of Perceived Organizational Support on Innovative Work Behavior.  

The study's results show that Perceived Organizational Support (POS) has a a p-value of 0.014 and 

path coefficient of 0.143, indicating a significant impact on Innovative Work Behavior (IWB) at PT Sabas 

Indonesia. This suggests that POS is crucial for enhancing employee well-being and innovation, reflecting 

the organization’s commitment to its employees. According to social exchange theory, employees who feel 

supported are more motivated to contribute positively and stay with the organization (Sun, 2019); (Kao et 

al., 2023). Conversely, a lack of support can lead to disengagement and lower productivity (Gigliotti et al., 

2019). These results are consistent with earlier studies by (Bonaiuto et al., 2022); (Ekmekcioglu & Öner, 

2024); (Wijaya, 2023); (Al-Taie & Khattak, 2024) and (Utomo et al., 2023) reinforcing the importance of 
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POS in driving employee innovation. In summary, this study highlights the essential role of POS in 

fostering IWB, showing that strong organizational support enhances employee engagement and creativity. 

 

The Effect of Self-Efficacy on Innovative Work Behavior.  

The hypothesis testing reveals that Self-Efficacy significantly impacts Innovative Work Behavior 

(IWB) at PT Sabas Indonesia, with a p-value of 0.000 and path coefficient of 0.478. Self-Efficacy, 

characterized as trust in one's capacity to influence actions and outcomes (Pratiwi & ., 2021), is crucial for 

handling workplace challenges. Individuals with strong self-efficacy are driven to overcome obstacles and 

stay committed to their roles despite difficulties (Abun et al., 2021) enhancing their self-confidence and 

enabling them to gather essential information to complete tasks effectively. High self-efficacy fosters 

creativity and innovation, as individuals with a firm belief in their capabilities are more inclined to engage 

in proactive problem-solving and idea implementation (Teng et al., 2020). This study aligns with earlier 

study by (Teng et al., 2020); (Newman et al., 2018); (Sofiyan et al., 2022) and (Gkontelos et al., 2023), all 

of which highlight the positive influence of self-efficacy on IWB. 

 

The Effect of Leader-Member Exchange on Self-Efficacy.  

The hypothesis testing analysis showa that LMX significantly impacts Self-Efficacy at PT Sabas 

Indonesia, with a p-value of 0.000 and a path coefficient of 0.585. This suggests that LMX is essential in 

boosting employee self-efficacy. LMX pertains to the quality of the relationship between supervisors and 

their subordinates, which, when positive, fosters improved performance, trust, positive attitudes, and 

loyalty among employees. Conversely, poor relationships lead to adverse effects. Employees with high 

LMX perceive themselves as having a good working relationship with their supervisors and strive to meet 

their expectations (Lee et al., 2019). The formation of exchange relationships varies between in-group and 

out-group subordinates. Leaders, due to time constraints, tend to build stronger relationships with a select 

few subordinates based on personal compatibility, ability, and trustworthiness (Chen et al., 2018); (Yukl, 

2010). In-group subordinates experience a different developmental trajectory in their exchanges with 

leaders compared to out-group members. For out-group subordinates, the relationship is primarily based on 

formal role requirements, where compliance ensures standardized benefits such as salary (Peyton et al., 

2019). These findings align with previous research by (Pranata et al., 2024); (Cui, 2024) and (Choi & Kang, 

2021), all of which demonstrate that LMX positively influences self-efficacy. 

 

The Effect of Perceived Organizational Support on Self-Efficacy.  

At PT Sabas Indonesia, hypothesis testing reveals a significant relationship between POS (POS) and 

self-efficacy, with a p-value of 0.000 and a path coefficient of 0.414. This underscores the critical role POS 

plays in enhancing employees' self-efficacy. When employees sense adequate support from the 

organization, they tend to be more satisfied with their work and perform better, seeking rewards that benefit 

the business. According to (Oubibi et al., 2022), this support includes satisfaction with income, career 

advancement, and skill development. Roemer and Harris (2018) highlight that perceived organizational 

support significantly contributes to developing essential resources like self-efficacy, resilience, and 

optimism among employees. Chen & Hsieh, (2023) suggest that individuals build their self-beliefs based on 

their perceptions, so a supportive environment can boost self-efficacy and confidence. Islam and Ahmed 

(2018) emphasize that the attention and encouragement employees expect from their employers are crucial 

for developing their confidence. Inam et al. (2021) add that employees who feel supported are intrinsically 

motivated and confident in their job performance.  According to (Ibrahim Abaasi Musenze et al., 2021), 

supervisors can enhance self-efficacy by using persuasive language to encourage employees to utilize their 

strengths and improve performance. This study aligns with previous research by (Vipyana & Syah, 2023; 

Islam & Ahmed, 2018; Musenze et al., 2020), all of which found that POS positively influences 
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self-efficacy. 

 

Self-efficacy mediates the effect of Leader-Member Exchange on Innovative Work Behavior. 

 The hypothesis testing results reveal that self-efficacy significantly mediates the relationship 

between LMX and IWB, with a p-value of 0.000 and a path coefficient of 0.280. This indicates that 

self-efficacy effectively mediates the impact of LMX on innovative behavior at PT Sabas Indonesia. LMX 

positively influences IWB, largely due to a leadership style that promotes collaborative interactions. This 

approach fosters a culture of innovation and strengthens employees' identification with the organization. 

Leaders who communicate effectively enhance employee satisfaction and create a positive work 

environment, boosting morale and loyalty. Supportive leaders further reinforce employees' self-worth and 

creativity (Noor & Jufrizen, 2023). 

 

The Effect of Perceived Organizational Support on Innovative Work Behavior Mediated by 

Self-Efficacy.  

The analysis shows that self-efficacy significantly mediates the relationship between POS and 

IWB, with a p-value of 0.000 and a path coefficient of 0.198. This indicates that self-efficacy is crucial in 

moderating how POS influences IWB at PT Sabas Indonesia. POS reflects the positive treatment employees 

receive from their organization, which fosters a reciprocal obligation to contribute to the organization's 

success (Sun, 2019). According to social exchange theory, employees who feel supported are more likely to 

align their efforts with organizational goals (Hamida & Rahayu, 2020) (Kao et al., 2023). Employees who 

perceive strong support are intrinsically motivated and confident in their ability to perform effectively 

(Inam et al., 2021). Additionally, verbal encouragement from managers can boost employees' self-efficacy, 

motivating them to enhance their performance (Musenze et al., 2021). 

 

CONCLUSION  

At PT Sabas Indonesia, the findings of the research indicate that the factors of Leader-Member 

Exchange (LMX), Perceived Organizational Support (POS), and Self-Efficacy have a significant influence 

on Innovative Work Behavior (IWB). Furthermore, Self-Efficacy acts as an effective mediator for the 

effects of Leader-Member Exchange (LMX) and Perceived Organizational Support (POS) on Innovative 

Work Behavior (IWB). LMX and POS are also interrelated concepts. 

These findings result in the formulation of a number of different propositions. It is imperative that 

office executives at PT Sabas Indonesia make the enhancement of the working environment a top priority in 

order to foster a positive relationship between employees and supervisors. The company must make 

investments in the well-being of its employees. With the provision of thorough training, the recognition of 

great performance, the promotion of educational opportunities, and the provision of opportunities for 

professional advancement, this may be accomplished. It is essential, in order to improve overall 

performance, to increase the level of collaboration among staff members and to create a more positive work 

environment for employees. 

In subsequent research, other variables should be included, and the sample size should be increased, 

in order to get a more comprehensive understanding of the factors that influence imaginative work 

behavior. The purpose of this study was to investigate LMX, POS, and self-efficacy; however, the sample 

size was rather small, consisting of just 46 participants. The investigation followed scientific protocols. By 

doing more research into these variables, it may be possible to gain a deeper knowledge of the mechanisms 

that govern employee performance. 

 

https://radjapublika.com/index.php/MORFAI


971 
Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

Volumes 4 No. 3 (2024) 

 

LEADER-MEMBER EXCHANGE AND PERCEIVED ORGANIZATIONAL SUPPORT ON 

INNOVATIVE WORK BEHAVIOR : MEDIATING ROLES OF SELF-EFFICACY  

  

Khauliyah Liyana1, Jufrizen2*, Bahril Datuk3 

 
 
 
 

REFERENCES 

Abun, D., Nicolas, M. T., Apollo, E., Magallanes, T., & Encarnacion, M. J. (2021). Employees’ 

self-efficacy and work performance of employees as mediated by work environment. International 

Journal of Research in Business and Social Science (2147- 4478), 10(7), 01–15. 

https://doi.org/10.20525/ijrbs.v10i7.1470 

Abun, F. D., & Macaspac, L. G. R. (2023). Promoting Innovative Work Behavior Through Innovative 

Work Environment. Divine Word International Journal of Management and Humanities (DWIJMH), 

2(3), 0–2. https://doi.org/10.62025/dwijmh.v2i3.33 

Afsar, B., & Umrani, W. A. (2020). Transformational leadership and innovative work behavior. European 

Journal of Innovation Management, 23(3), 402–428. https://doi.org/10.1108/EJIM-12-2018-0257 

Aggarwal, A., Chand, P. K., Jhamb, D., & Mittal, A. (2020). Leader–Member Exchange, Work 

Engagement, and Psychological Withdrawal Behavior: The Mediating Role of Psychological 

Empowerment. Frontiers in Psychology, 11(March), 1–17. https://doi.org/10.3389/fpsyg.2020.00423 

Al-Omar, H. A., Arafah, A. M., Barakat, J. M., Almutairi, R. D., Khurshid, F., & Alsultan, M. S. (2019). 

The impact of perceived organizational support and resilience on pharmacists’ engagement in their 

stressful and competitive workplaces in Saudi Arabia. Saudi Pharmaceutical Journal, 27(7), 1044–

1052. https://doi.org/10.1016/j.jsps.2019.08.007 

Al-Taie, M., & Khattak, M. N. (2024). The impact of perceived organizational support and human 

resources practices on innovative work behavior: does gender matter? Frontiers in Psychology, 

15(June). https://doi.org/10.3389/fpsyg.2024.1401916 

Al Bloushi, B., Mehmood, K., Jabeen, F., & Alharmoodi, A. (2024). The nexus between epistemic curiosity 

and innovative work behavior: role of leader-member exchange and work engagement. Personnel 

Review, ahead-of-p(ahead-of-print). https://doi.org/10.1108/PR-09-2020-0716 

Alsughayir, A. (2017). The Effect of Leader-Member Exchange on Innovative Work Behavior in the Saudi 

Hospitality. International Journal of Business and Management, 12(6), 115–125. 

https://doi.org/10.5539/ijbm.v12n6p189 

Ardianti, P., & Handoyo, S. (2019). the Effect of Leader Exchange on Innovative Work Behavior Through 

Work Engagement. Russian Journal of Agricultural and Socio-Economic Sciences, 96(12), 237–242. 

https://doi.org/10.18551/rjoas.2019-12.30 

Bahagia, R., Daulay, R., Arianty, N., & Astuti, R. (2024). Transformational leadership , emotional 

intelligence , and innovative work behavior : Mediating roles of knowledge sharing at public hospitals 

in Indonesia. Problems and Perspectives in Management, 22(1), 103–114. 

https://doi.org/10.21511/ppm.22(1).2024.10 

Barker Scott, B. A., & Manning, M. R. (2024). Designing the Collaborative Organization: A Framework 

for how Collaborative Work, Relationships, and Behaviors Generate Collaborative Capacity. Journal 

of Applied Behavioral Science, 60(1), 149–193. https://doi.org/10.1177/00218863221106245 

Bibi, A., & Afsar, B. (2018). Leader-member exchange and innovative work behavior: The role of intrinsic 

motivation, psychological empowerment, and creative process engagement. Perspectives of 

Innovations, Economics, and Business, 18(1), 25–43. https://doi.org/0.15208/pieb.2017.3 

Bonaiuto, F., Fantinelli, S., Milani, A., Cortini, M., Vitiello, M. C., & Bonaiuto, M. (2022). Perceived 

organizational support and work engagement: the role of psychosocial variables. Journal of 

Workplace Learning, 34(5), 418–436. https://doi.org/10.1108/JWL-11-2021-0140 

Bos-Nehles, A., Bondarouk, T., & Nijenhuis, K. (2017). Innovative work behaviour in 

knowledge-intensive public sector organizations: the case of supervisors in the Netherlands fire 

services. The International Journal of Human Resource Management, 28(2), 379–398. 

https://doi.org/10.1080/09585192.2016.1244894 

Chen, W. T., & Hsieh, M. H. (2023). Environmental self-identity, self-efficacy, and the emergence of green 

https://radjapublika.com/index.php/MORFAI


972 Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

 
 

 
 
 
 
 

 

 
 

  

opinion leaders: An exploratory study. Heliyon, 9(6), e17351. 

https://doi.org/10.1016/j.heliyon.2023.e17351 

Chen, X.-P., He, W., & Weng, L.-C. (2018). What Is Wrong With Treating Followers Differently? The 

Basis of Leader–Member Exchange Differentiation Matters. Journal of Management, 44(3), 946–

971. https://doi.org/10.1177/0149206315598372 

Choi, W., & Kang, S. (2021). Innovative Behavior in the Workplace : An Empirical Study of Moderated 

Mediation Model of Self-Efficacy , Perceived Organizational Support, and Leader–Member 

Exchange. Behavioral Sciences. 

Code, J. (2020). Agency for Learning: Intention, Motivation, Self-Efficacy and Self-Regulation. Frontiers 

in Education, 5(February), 1–15. https://doi.org/10.3389/feduc.2020.00019 

Cui, X. (2024). The Impact of Leader-Member Exchange on General Self-Efficacy: Evidence from China. 

Asian Journal of Management Analytics, 3(2), 497–514. https://doi.org/10.55927/ajma.v3i2.8598 

Dahiya, R., & Raghuvanshi, J. (2022). Validation of innovative work behaviour scale: Indian apparel 

manufacturing sector. Asia Pacific Management Review, 27(2), 120–136. 

https://doi.org/10.1016/j.apmrv.2021.06.002 

Dar, N., Kundi, Y. M., & Soomro, S. A. (2023). Leader–member exchange and innovative work behavior: 

a 2-1-1 model. Management Decision, 61(9), 2629–2644. https://doi.org/10.1108/MD-08-2022-1113 

Ekmekcioglu, E. B., & Öner, K. (2024). Servant leadership, innovative work behavior and innovative 

organizational culture: the mediating role of perceived organizational support. European Journal of 

Management and Business Economics, 33(3), 272–288. 

https://doi.org/10.1108/EJMBE-08-2022-0251 

Garg, S., & Dhar, R. (2017). Employee service innovative behavior. International Journal of Manpower, 

38(2), 242–258. https://doi.org/10.1108/IJM-04-2015-0060 

Gigliotti, R., Vardaman, J., Marshall, D. R., & Gonzalez, K. (2019). The Role of Perceived Organizational 

Support in Individual Change Readiness. Journal of Change Management, 19(2), 86–100. 

Gkontelos, A., Vaiopoulou, J., & Stamovlasis, D. (2023). Teachers’ Innovative Work Behavior as a 

Function of Self-Efficacy, Burnout, and Irrational Beliefs: A Structural Equation Model. European 

Journal of Investigation in Health, Psychology and Education, 13(2), 403–418. 

https://doi.org/10.3390/ejihpe13020030 

Guslina, I. (2023). Impact of Positive Organizational Behavior on Self-Efficacy in Improving The Quality 

of Work of PT Kareta Sabila Employees. Eduvest - Journal of Universal Studies, 3(3), 647–655. 

https://doi.org/10.59188/eduvest.v3i3.766 

Hair, J., & Alamer, A. (2022). Partial Least Squares Structural Equation Modeling (PLS-SEM) in second 

language and education research: Guidelines using an applied example. Research Methods in Applied 

Linguistics, 1(3), 100027. https://doi.org/https://doi.org/10.1016/j.rmal.2022.100027 

Imran, M. Y., Elahi, N. S., Abid, G., Ashfaq, F., & Ilyas, S. (2020). Impact of perceived organizational 

support on work engagement: Mediating mechanism of thriving and flourishing. Journal of Open 

Innovation: Technology, Market, and Complexity, 6(3), 1–18. 

https://doi.org/10.3390/JOITMC6030082 

Inam, A., Ho, J. A., Zafar, H., Khan, U., Sheikh, A. A., & Najam, U. (2021). Fostering Creativity and Work 

Engagement Through Perceived Organizational Support: The Interactive Role of Stressors. SAGE 

Open, 11(3). https://doi.org/10.1177/21582440211046937 

Islam, T, & Ahmed, I. (2018). Mechanism between Perceived Organizational Support and Transfer of 

Training: Explanatory Role of Self-Efficacy and Job Satisfaction. Management Research Review, 

41(3), 296–313. 

https://radjapublika.com/index.php/MORFAI


973 
Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

Volumes 4 No. 3 (2024) 

 

LEADER-MEMBER EXCHANGE AND PERCEIVED ORGANIZATIONAL SUPPORT ON 

INNOVATIVE WORK BEHAVIOR : MEDIATING ROLES OF SELF-EFFICACY  

  

Khauliyah Liyana1, Jufrizen2*, Bahril Datuk3 

 
 
 
 

Islam, Talat, & Ahmed, I. (2019). Mechanism between perceived organizational support and transfer of 

training. Management Research Review, 41(3), 296–313. 

https://doi.org/10.1108/MRR-02-2017-0052 

Jeong, Y., & Kim, M. (2022). Effects of perceived organizational support and perceived organizational 

politics on organizational performance: Mediating role of differential treatment. Asia Pacific 

Management Review, 27(3), 190–199. https://doi.org/10.1016/j.apmrv.2021.08.002 

Jufrizen, J., Harahap, D. S., & Khair, H. (2024). Leader-Member Exchange and Employee Performance: 

Mediating Roles of Work Engagement and Job Satisfaction. Journal of Economics, Business, & 

Accountancy Ventura, 26(3). https://doi.org/10.14414/jebav.v26i3.3591 

Kao, J. C., Cho, C. C., & Kao, R. H. (2023). Perceived organizational support and organizational 

citizenship behavior–A study of the moderating effect of volunteer participation motivation, and 

cross-level effect of transformational leadership and organizational climate. Frontiers in Psychology, 

14(February), 1–15. https://doi.org/10.3389/fpsyg.2023.1082130 

Karam, E. P., Gardner, W. L., Gullifor, D. P., Tribble, L. L., & Li, M. (2017). Authentic Leadership and 

High-Performance Human Resource Practices: Implications for Work Engagement. In Research in 

Personnel and Human Resources Management (Vol. 35, pp. 103–153). Emerald Publishing Limited. 

https://doi.org/10.1108/S0742-730120170000035004 

Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The Interplay of Leadership Styles, 

Innovative Work Behavior, Organizational Culture, and Organizational Citizenship Behavior. SAGE 

Open, 10(1), 1–16. https://doi.org/10.1177/2158244019898264 

Kmieciak, R. (2020). Trust, knowledge sharing, and innovative work behavior: empirical evidence from 

Poland. European Journal of Innovation Management. https://doi.org/10.1108/EJIM-04-2020-0134 

Lee, A., Thomas, G., Martin, R., & Guillaume, Y. (2019). Leader-Member Exchange (LMX) Ambivalence 

and Task Performance: The Cross-Domain Buffering Role of Social Support. Journal of 

Management, 45(5), 1927–1957. https://doi.org/10.1177/0149206317741190 

Maan, A. T., Abid, G., Butt, T. H., Ashfaq, F., & Ahmed, S. (2020). Perceived organizational support and 

job satisfaction: a moderated mediation model of proactive personality and psychological 

empowerment. Future Business Journal, 6(1), 1–10. https://doi.org/10.1186/s43093-020-00027-8 

Martin, R., Thomas, G., Legood, A., & Dello Russo, S. (2018). Leader–member exchange (LMX) 

differentiation and work outcomes: Conceptual clarification and critical review. Journal of 

Organizational Behavior, 39(2), 151–168. https://doi.org/10.1002/job.2202 

Mulligan, R., Ramos, J., Martín, P., & Zornoza, A. (2021). Inspiriting innovation: The effects of 

leader-member exchange (lmx) on innovative behavior as mediated by mindfulness and work 

engagement. Sustainability (Switzerland), 13(10), 1–18. https://doi.org/10.3390/su13105409 

Musenze, I. A, Mayende, T. S., Wampande, A. J., Kasango, J., & Emojong, O. R. (2020). Mechanism 

between Perceived Organizational Support and Work Engagement: Explanatory Role of 

Self-Efficacy. Journal of Economic and Administrative Sciences, 1(1), 1–26. 

Musenze, Ibrahim Abaasi, Mayende, T. S., Wampande, A. J., Kasango, J., & Emojong, O. R. (2021). 

Mechanism between perceived organizational support and work engagement: explanatory role of 

self-efficacy. Journal of Economic and Administrative Sciences, 37(4), 471–495. 

https://doi.org/10.1108/JEAS-02-2020-0016 

Mustafa, G., Mubarak, N., Khan, J., Nauman, M., & Riaz, A. (2023). Impact of Leader-Member Exchange 

on Innovative Work Behavior of Information Technology Project Employees; Role of Employee 

Engagement and Self-Efficacy. Employee Responsibilities and Rights Journal, 35(4), 581–599. 

https://doi.org/10.1007/s10672-022-09429-y 

Newman, A., Herman, H. M., Schwarz, G., & Nielsen, I. (2018). The effects of employees’ creative 

self-efficacy on innovative behavior: The role of entrepreneurial leadership. Journal of Business 

https://radjapublika.com/index.php/MORFAI


974 Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

 
 

 
 
 
 
 

 

 
 

  

Research, 89(1), 1–9. 

Nikhil, S., & Arthi, J. (2018). Collective Efficacy, Group Potency and Group Performance: MetaAnalyses 

of Their Relationships, and Test of A Mediation Model. Journal of Organisation & Human 

Behaviour, 7(1), 20–26. 

Noor, S. F. H., & Jufrizen, J. (2023). Leader-Member Exchange Terhadap Kepuasan Kerja: Mediasi 

Komitmen Organisasi dan Perceived Organizational Support. Jurnal Ilmiah Manajemen Dan Bisnis, 

24(1), 26–41. https://doi.org/10.30596/jimb.v24i1.14891 

Oubibi, M., Fute, A., Xiao, W., Sun, B., & Zhou, Y. (2022). Perceived Organizational Support and Career 

Satisfaction among Chinese Teachers: The Mediation Effects of Job Crafting andWork Engagement 

during COVID-19. Sustainability, 14(2), 263–275. https://doi.org/10.3390/su14020623 

Peng, M. Y. P., Xu, C., Zheng, R., & He, Y. (2023). The impact of perceived organizational support on 

employees’ knowledge transfer and innovative behavior: comparisons between Taiwan and mainland 

China. Humanities and Social Sciences Communications, 10(1). 

https://doi.org/10.1057/s41599-023-02242-4 

Peyton, T., Zigarmi, D., & Fowler, S. N. (2019). Examining the relationship between leaders’ power use, 

followers’ motivational outlooks, and followers’ work intentions. Frontiers in Psychology, 9(FEB), 

1–20. https://doi.org/10.3389/fpsyg.2018.02620 

Pranata, Y., Ahadiat, A., Hayati, K., & Erlina, R. (2024). The Influence of Leader Member Exchange ( 

LMX ) on Employee Performance through Work Motivation and Self-Efficacy as Mediation 

Variables : Study on Radar Lampung Employees. Asian Journal of Economics, Business and 

Accounting, 24(7), 188–200. https://doi.org/10.9734/ajeba/2024/v24i71402 

Pratiwi, I. W., & . H. (2021). The Effect of Self-Efficacy and Learning Achievement of Students in the 

Class of 2016/2017 at Borobudur University, Jakarta. KnE Social Sciences, 2020, 352–364. 

https://doi.org/10.18502/kss.v4i15.8223 

Rieder, A., Eseryel, U. Y., Lehrer, C., & Jung, R. (2021). Why Users Comply with Wearables: The Role of 

Contextual Self-Efficacy in Behavioral Change. International Journal of Human-Computer 

Interaction, 37(3), 281–294. https://doi.org/10.1080/10447318.2020.1819669 

Robert, V., & Vandenberghe, C. (2020). Locus of Control and Leader–Member Exchange: A Dimensional, 

Contextualized, and Prospective Analysis. Frontiers in Psychology, 11(October), 1–14. 

https://doi.org/10.3389/fpsyg.2020.537917 

Roemer, A., & Harris, C. (2018). Perceived organisational support and well-being: The role of 

psychological capital as a mediator. SA Journal of Industrial Psychology, 44, 1–11. 

https://doi.org/10.4102/sajip.v44i0.1539 

Rönkkö, M., & Cho, E. (2022). An Updated Guideline for Assessing Discriminant Validity. Organizational 

Research Methods, 25(1), 6–14. https://doi.org/10.1177/1094428120968614 

Sofiyan, S., Sembiring, R., Danilwan, Y., Anggriani, R., & Sudirman, A. (2022). Innovative Work 

Behavior and Its Impact on Teacher Performance: The Role of Organizational Culture and Self 

Efficacy as Predictors. Journal of Education Research and Evaluation, 6(1), 44–52. 

https://doi.org/10.23887/jere.v6i1.38255 

Srirahayu, D. P., Ekowati, D., & Sridadi, A. R. (2023). Innovative work behavior in public organizations: A 

systematic literature review. Heliyon, 9(2), e13557. https://doi.org/10.1016/j.heliyon.2023.e13557 

Sun, L. (2019). Perceived Organizational Support: A Literature Review. International Journal of Human 

Resource Studies, 9(3), 155–175. 

Suryosukmono, G., Praningrum, P., & Pareke, F. J. (2022). Linking Person-Job Fit and Perceived 

Organization Support to Increase Public Employee Performance: The Role of Innovative Behavior in 

https://radjapublika.com/index.php/MORFAI


975 
Multidiciplinary Output Research For Actual and International Issue |MORFAI JOURNAL 

E-ISSN: 2808-6635 | https://radjapublika.com/index.php/MORFAI 

Volumes 4 No. 3 (2024) 

 

LEADER-MEMBER EXCHANGE AND PERCEIVED ORGANIZATIONAL SUPPORT ON 

INNOVATIVE WORK BEHAVIOR : MEDIATING ROLES OF SELF-EFFICACY  

  

Khauliyah Liyana1, Jufrizen2*, Bahril Datuk3 

 
 
 
 

Workplace. Asia Pacific Management and Business Application, 010(03), 275–290. 

https://doi.org/10.21776/ub.apmba.2022.010.03.3 

Taber, K. S. (2018). The Use of Cronbach’s Alpha When Developing and Reporting Research Instruments 

in Science Education. Research in Science Education, 48(6), 1273–1296. 

https://doi.org/10.1007/s11165-016-9602-2 

Tan, A. B. C., van Dun, D. H., & Wilderom, C. P. M. (2023). Lean innovation training and transformational 

leadership for employee creative role identity and innovative work behavior in a public service 

organization. International Journal of Lean Six Sigma, 15(8), 1–31. 

https://doi.org/10.1108/IJLSS-06-2022-0126 

Teng, C. C., Hu, C. M., & Chang, J. H. (2020). Triggering creative self‐efficacy to increase employee 

innovation behavior in the hospitality workplace. The Journal of Creative Behavior, 54(4), 912–925. 

Utomo, H. J. N., Irwantoro, I., Wasesa, S., Purwati, T., Sembiring, R., & Purwanto, A. (2023). Investigating 

the Role of Innovative Work Behavior, Organizational Trust, Perceived Organizational Support: an 

Empirical Study on Smes Performance. Journal of Law and Sustainable Development, 11(2), 1–19. 

https://doi.org/10.55908/sdgs.v11i2.417 

Vipyana, B., & Syah, T. Y. R. (2023). Pengaruh Perceived Organizational Support terhadap Self Efficacy, 

Work Engagement dan Career Satisfaction pada Pegawai Rumah Sakit di Jakarta. Judicious, 4(1), 38–

49. https://doi.org/10.37010/jdc.v4i1.1241 

Wijaya, E. (2023). The Role of Perceived Organizational Support (POS) and Innovative Work Behavior 

(IWB) on SMEs Performance with Organizational Trust as Mediation Variable. International Journal 

of Social and Management Studies, 4(1), 61–71. https://doi.org/10.5555/ijosmas.v4i1.270 

Xie, Z., Wu, N., Yue, T., Jie, J., Hou, G., & Fu, A. (2020). How Leader-Member Exchange Affects Creative 

Performance: An Examination From the Perspective of Self-Determination Theory. Frontiers in 

Psychology, 11(October), 1–10. https://doi.org/10.3389/fpsyg.2020.573793 

Yukl, G., & Gardner, W. L. (2020). Leadership in Organization (9th ed.). Pearson Education. 

Zaini, L. M., Asmony, T., Putra, D., & Sakti, B. (2022). The Effect of Transformational Leadership, 

Self-Efficacy on Innovative Work Behavior, and Organizational Commitment as Intervening 

Variables (Study on Junior High School Teachers in Gerung District, West Lombok Regency). 

International Journal of Multicultural and Multireligious Understanding, 9(12), 388–400. 

http://ijmmu.comhttp//dx.doi.org/10.18415/ijmmu.v9i12.4278 

 

 

 

https://radjapublika.com/index.php/MORFAI

