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Abstract: The success of organizations in the era of ever-changing business is greatly influenced by the 
adaptability, creativity, and innovation factors of employees, which are obtained through effective 
learning. Organizations that implement a learning culture encourage employees to adapt and internalize 
learning from past experiences. Employees who are active in training become more creative and 
adaptive, increasing their ability to deal with change. This study aims to explore the relationship 
between Individual Learning, Employee Adaptability, Employee Creativity, and Employee Innovation 
Behavior, especially in the State Civil Apparatus (ASN) in South Kalimantan. Through a quantitative 
approach with analysis using Partial Least Square (PLS), this study found that individual learning 
significantly affects employee adaptability and creativity, and contributes to their innovative behavior. 
The results of the study indicate the need for a longitudinal approach to understand the dynamics of 
changes in employee adaptability and creativity in the context of public services. This study identifies 
the importance of supporting factors such as management support and work environment that influence 
employee innovation. 
Keywords: Employee adaptability, Employee creativity, Innovation behavior, Individual learning, Public sector. 

 
1. Introduction  

The success of organizations in a rapidly changing business era depends on adaptability, creativity, 
and innovation, which are achieved through effective learning processes at various levels. Organizations 
that prioritize learning and innovation create a culture that supports employee adaptability. Through 
the learning process, all elements of the organization can identify lessons from past experiences and 
apply them to face future changes. Employees not only learn individually, but also collectively, so they 
can internalize learning outcomes and adapt to the dynamics of the work environment. This process 
allows organizations to take the right steps in facing market and technological changes.(Agung 
Kurniawan & Suswanta, 2020; Agus et al., 2023; Comedy & Ferianto, 2023). Creativity and adaptability 
are direct outcomes of effective learning. Employees who are actively involved in training develop skills 
that facilitate creative approaches to problem solving. Increased adaptability helps employees adjust to 
change. Employees with a strong learning background tend to be more confident in proposing new 
ideas and implementing innovative solutions, which ultimately encourages innovative behavior in the 
workplace. In the public sector, learning plays a vital role in shaping employees’ vision and work 
ethic.(Muhtadin, 2023; Yusuff, 2023). Learning designed to support adaptability, creativity, and 
innovation has a significant impact on employee performance. By providing opportunities for employees 
to participate in training, organizations not only improve their competencies, but also create an 
environment that encourages intrinsic motivation. Learning that focuses on improving adaptive and 
creative abilities makes employees better prepared to face challenges, contribute positively, and improve 
organizational performance. 

The Supervisory Leadership Program (PKP) enhances individual learning for ASN, encouraging 
them to develop leadership skills through independent learning. PKP creates a work environment that 
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supports employee growth by applying concepts learned in real situations. Through this learning, ASN 
are trained to think creatively and innovatively, generate new solutions, and improve the quality of 
public services. (Bakhtiar, 2023). With the industrial revolution 4.0, individual learning and 
commitment to self-improvement are key to facing complex adaptation challenges. Leaders also play a 
vital role in creating a climate of innovation and creativity, ensuring that organizations can adapt and 
thrive in a dynamic environment. 

Research in the last 10 years, reveals(Bagus et al., 2022).The study found that employee innovative 
behavior can be reflected by several dimensions, including: Use of computer technology. Use of available 
financial resources There is a close relationship between innovation and the use of technology, which is 
confirmed in civil servants in Badung Regency.(Fajar & Efendi, 2023). Spiritual leadership was found to 
have a positive effect on organizational performance. Organizational culture also has a positive effect on 
organizational performance. There is a positive effect of spiritual leadership on organizational culture, 
which is mediated by innovation behavior. The study noted that the people of Pamekasan Regency have 
a hard-working and innovative character in business. Spiritual values play an important role in their 
economic innovation behavior.(Ainulisany & Radikun, 2022).Knowledge sharing behavior has a 
significant role in mediating the relationship between organizational climate and innovative behavior in 
the workplace.(Riawan et al., 2021), the influence of Digital Learning: Digital learning has a positive 
and significant influence on workplace innovation (Y2) through individual readiness (Y1). Digital 
learning also has a positive and significant influence on individual readiness. Individual readiness shows 
a positive and significant influence on workplace innovation.(Sutopo et al., 2024), leadership support has 
a significant influence on proactive work behavior both directly and indirectly through work culture. 
Work culture functions as a mediator that strengthens the relationship between leadership support and 
proactive work behavior, thereby creating an environment that supports employees to behave 
proactively.(Yunus et al., 2021), learning organization has a positive and significant influence on 
innovative behavior in Indonesian Credit Guarantee Limited, both learning organization and work 
involvement have a significant influence simultaneously on innovative behavior.(Etikariena & Dewi, 
2024).The Role of Readiness to Change: Readiness to change serves as a partial mediator in the 
relationship between digital learning orientation and innovative work behavior. This means that digital 
learning orientation not only directly affects innovative behavior but also through readiness to 
change.(Syarif, 2023).Influence of Individual Creativity: Individual creativity has a significant influence 
on innovative work behavior. The results of the study showed that increasing individual creativity can 
increase innovative work behavior by up to 92%. Job satisfaction also showed a significant influence on 
individual creativity, where increasing job satisfaction can increase individual creativity by up to 83%. 
Although there is a significant influence, the influence of job satisfaction on individual creativity is said 
to be low, which may indicate that other factors also contribute to individual creativity.(Umalihayati et 
al., 2022), visionary leadership, learning organization, creativity, and work innovation have a significant 
influence on lecturer performance. Innovative behavior functions as a mediator indicating that visionary 
leadership, learning organization, and creativity affect lecturer performance through innovative 
behavior. Of the 26 indicators studied, 1 indicator was found to be in good condition (which needs to be 
maintained or developed), and 25 other indicators are still weak and need to be improved, with the order 
of priority handling.(Syahmirza & Prawitowati, 2022), Employee engagement has a positive and 
significant effect on employee creativity. Employee engagement also has a positive and significant effect 
on employee performance. Employee creativity has a positive and significant effect on employee 
performance.(Dwi et al., 2024). Learning Agility has a significant influence on Employee Innovative 
Behavior with a significance value of 0.00. Work Engagement also shows a significant influence on 
Employee Innovative Behavior with a significance value of 0.00. The results of the analysis show that 
Fcount (88.921) is greater than Ftable (3.05), which indicates that Learning Agility and Work 
Engagement simultaneously have a significant influence on Employee Innovative 
Behavior.(Noerchoidah et al., 2022), learning orientation has a significant influence on creative self-
efficacy and innovative behavior. This shows that a good learning orientation can increase employee 
self-confidence in creating and innovating. Creative self-efficacy has also been shown to have a 
significant influence on innovative behavior. This means that the higher an individual's belief in their 
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creative abilities, the higher the innovative behavior they show.(Magdalena, 2014). individual character 
has a significant influence on career improvement. This is supported by employee statements indicating 
that continuing studies aims to develop careers, meet job demands, and increase knowledge. The 
learning environment has also been shown to have a significant influence on individual character and 
careers. This suggests that a supportive environment can help employees develop positive character and 
encourage advancement in their careers.(Suparjo et al., 2024). The study shows that work discipline has 
a significant influence on innovative behavior. This shows that disciplined health workers are more 
likely to demonstrate innovative behavior in their work. Work culture has a significant influence on 
performance. This shows that a positive and supportive work environment can improve the performance 
of health workers. Training also shows a significant influence on the performance of health workers. 
This indicates that increasing skills and knowledge through training has a positive impact on 
performance.(Angelica et al., 2022). The study showed a significant positive relationship between 
Transformational Leadership and Turnover Intention, indicating that transformational leadership style 
can affect employees’ intention to leave their jobs. A significant positive relationship was also found 
between Organizational Citizenship Behavior and Turnover Intention, indicating that organizational 
citizenship behavior can contribute to turnover intention. Job Autonomy and Supportive Management 
were positively and significantly associated with Organizational Citizenship Behavior. This suggests 
that job autonomy and good managerial support can enhance citizenship behavior among 
employees.(Ningrum, 2020).Innovative Behavior has a positive and significant effect on Career Success. 
This indicates that increasing innovative behavior can contribute to an individual's career success in the 
company. Innovative Behavior also has a positive and significant effect on Self-Efficacy. This indicates 
that individuals who behave innovatively tend to have higher self-confidence in their abilities. Self-
Efficacy has a positive and significant effect on Career Success, indicating that an individual's self-
confidence can contribute to their career achievement.(Etikariena, 2020). The main results of the study 
indicate that knowledge sharing behavior is significantly correlated with innovative behavior in the 
workplace (r = .69, t(214) = 13.99, p < .01). This indicates a strong relationship between the two 
variables. Knowledge sharing behavior can significantly explain the proportion of variance in innovative 
behavior scores in the workplace (R² = .48, F = 195.61). This means that 48% of the variation in 
innovative behavior scores can be explained by knowledge sharing behavior scores. This figure shows a 
fairly significant influence. 

Previous studies reviewed for the study of Employee Adaptability and Creativity of ASN Employees 
in South Kalimantan face several gaps that are important to identify. The gaps obtained include 
employee work behavior can fluctuate due to seasonal or situational variations that cannot be observed 
in a short period of time. Longer longitudinal research is needed to understand the dynamics and 
changes in adaptability and creativity of ASN employees in South Kalimantan. The purposive sampling 
technique used in this study can cause bias if the respondent selection criteria are not appropriate. If 
respondents do not represent the entire population, the results of the study may not be generalizable to 
all ASN employees in South Kalimantan. A random sampling approach can increase the 
representativeness of the research results. Cross-sectional research only provides a picture at one point 
in time. This does not allow for observation of changes or dynamics in Employee Adaptability (Z1) and 
Employee Creativity (Z2) over time. Longitudinal research is needed to explore how individual learning 
(X) and employee adaptability develop and influence innovative behavior (Y) in a sustainable manner, so 
it is necessary to consider individual learning variables (X) and work engagement as independent 
variables. Other factors that may influence innovative behavior, such as management support, work 
environment, and motivation, were not analyzed, thus requiring a more holistic understanding. 

 
This study offers an in-depth look at how the adaptability and creativity of ASN employees in South 

Kalimantan are influenced by various factors and how they contribute to innovative behavior in a more 
comprehensive manner.This study develops an in-depth approach to examine the relationship between 
Individual Learning, Employee Adaptability, Employee Creativity, and Employee Innovation Behavior 
in the context of the State Civil Apparatus (ASN) in South Kalimantan. In this study, the analysis stage 
begins with Outer Loading, ensuring that each indicator has strong validity with a value of > 0.70. This 
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step is important to ensure the validity of constructs such as Individual Learning (X), Employee 
Adaptability (Z1), Employee Creativity (Z2), and Employee Innovation Behavior (Y). This study also 
validates the reliability and convergent validity using Composite Reliability and Average Variance 
Extracted (AVE), with a standard composite reliability value of > 0.70 and AVE > 0.50. Discriminant 
Validity testing using the Fornell-Larcker criteria ensures that each construct has adequate 
discriminant validity. In addition, this study will assess the model with Inner Model Evaluation through 
R Square and Adjusted R Square analysis to measure the influence of independent variables (Individual 
Learning) on mediation variables (Z1 and Z2) and dependent variables (Y). The R Square value of > 
0.50 indicates a fairly good model strength. Path Coefficients are then used to measure the significance 
of the path with a t-statistic value of > 1.96 and a p-value < 0.05, ensuring that the identified influence is 
significant. F Square evaluation is also carried out to measure the magnitude of the effect of each 
variable, distinguishing between large effects (> 0.35), medium (0.15-0.35), and small (0.02-0.15).  

The uniqueness of this study lies in the Blindfolding test to measure Q Square, which shows 
predictive relevance in the context of ASN adaptability and creativity in South Kalimantan. This study 
not only evaluates the direct (partial) path between these variables, but also takes into account the 
mediation path, namely the influence of Individual Learning on Employee Innovation Behavior through 
Employee Adaptability and Employee Creativity. With this comprehensive model, the study offers new 
insights into how individual learning can influence ASN innovative behavior by increasing employee 
adaptability and creativity, which is important in enhancing organizational responsiveness and 
effectiveness in the public sector. 

This study aims to investigate the relationship between Individual Learning (X), Employee 
Adaptability (Z1), Employee Creativity (Z2), and Employee Innovation Behavior (Y) among State Civil 
Apparatus (ASN) in South Kalimantan. Through in-depth analysis, this study aims to identify how much 
influence individual learning has on employee adaptability and creativity and how both contribute to 
innovative behavior. The results of this study are expected to provide a better understanding of the 
factors that support innovation in the context of public services, especially in the ASN environment. 

This study uses a quantitative method with a path analysis approach to test the relationship 
between predetermined variables. The study was conducted through a survey involving ASN employees 
in South Kalimantan, using a questionnaire designed to measure the constructs of Individual Learning, 
Employee Adaptability, Employee Creativity, and Employee Innovation Behavior. Data analysis was 
carried out using statistical software to ensure the validity and reliability of the data obtained. With a 
comprehensive model, this study is expected to describe the dynamics of interaction between variables 
and provide valuable insights for employee development in the public sector. 

In theory, this study contributes to the human resource management literature by enriching the 
understanding of the relationship between individual learning and innovation in the public sector. The 
findings are expected to be used as a reference for further research in the context of employee 
adaptability and creativity, as well as presenting a relevant analysis model for similar studies. In 
practice, the results of this study can provide recommendations for organizational leaders in designing 
more effective employee development programs, by emphasizing the importance of individual learning 
as a key factor in driving innovation and improving ASN performance. 
 
 

2. Research Methodology 
2.1. Design 

This study uses a quantitative approach with an associative approach, which aims to identify and 
measure the relationship between existing variables. This associative approach is appropriate for 
research conducted at the Regional Human Resources Development Agency (BPSDMD) of South 
Kalimantan Province, with a focus on the adaptability and creativity of ASN employees. By using 
quantitative methods, this study can test hypotheses empirically and statistically to determine the 
extent to which the relationship between variables can be measured.(Alzahrani et al., 2024; Kante & 
Michel, 2023). The Partial Least Square (PLS) model is used to analyze the mediating role of variables 
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in the influence of Individual Learning (X) on Employee Innovation Behavior (Y) through two 
mediating variables, namely Employee Adaptability (Z1) and Employee Creativity (Z2). PLS is an 
appropriate method for research with an associative approach because it is able to handle complex 
models with many variables and take into account direct and indirect relationships between these 
variables. This approach allows to test whether Employee Adaptability (Z1) and Employee Creativity 
(Z2) act as partial or full mediators in the relationship between Individual Learning (X) and Employee 
Innovation Behavior (Y)(Afsar et al., 2020; Jadhav & Ekbote, 2021; Tajuddin et al., 2015). This study is 
important to understand how individual learning can improve ASN employees' adaptability and 
creativity, which ultimately has a positive impact on their innovative behavior. Thus, the PLS approach 
not only measures the strength of the relationship between variables, but also explores how mediating 
variables affect the relationship, providing a comprehensive picture of the dynamics of employee 
adaptability and creativity in South Kalimantan. 
 
2.2. Population and Sampling 

This study involved 132 respondents who were employees who participated in the 2023 Supervisory 
Leadership Training (PKP) at the Regional Human Resources Development Agency (BPSDMD) of 
South Kalimantan Province.(Saether, 2019a; Shafi et al., 2020). The selection of respondents was carried 
out using the census method or saturated sample, where the entire population of 160 PKP employees in 
2023 was divided into four batches: Batch 1 (40 people), Batch 2 (20 people), Batch 3 (20 people), and 
Batch 4 (52 people). By using the census method, this study observed the entire population so that the 
results can be generalized directly to all employees who participated in the PKP training at the 
BPSDMD of South Kalimantan Province. This study aims to analyze the adaptability and creativity of 
ASN employees in South Kalimantan through the main variables, namely Individual Learning (X), 
Employee Adaptability (Z1), Employee Creativity (Z2), and Employee Innovation Behavior (Y). 
 
2.3. Procedures and Data Collection 

Data collection for this study was carried out through two main methods, namely questionnaires 
and in-depth interviews. The questionnaire was distributed to all respondents totaling 132 employees 
who participated in the 2023 Supervisory Leadership Training (PKP) at the BPSDMD of South 
Kalimantan Province. This questionnaire was designed to measure variables such as Individual 
Learning (X), Employee Adaptability (Z1), Employee Creativity (Z2), and Employee Innovation 
Behavior (Y)(Novita & Anjaningrum, 2023; Saether, 2019b), using a Likert scale to facilitate 
quantitative data analysis. In addition, in-depth interviews were conducted with selected employees to 
gain a deeper understanding of their experiences, perceptions, and factors that influence their 
adaptability, creativity, and innovative behavior in the workplace. Data from both methods were 
integrated to obtain comprehensive and valid results. 
 
2.4. Operational Variables 

The operational variables in this study include four main constructs: Individual Learning (X), 
Employee Adaptability (Z1), Employee Creativity (Z2), and Employee Innovation Behavior (Y). 
Individual Learning (X) is measured through learning initiatives, learning needs analysis, personal 
goals, learning resources, and learning strategies, with 9 questions (IL1–IL9). 
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Table 1. 
Operational variables. 

No Construct Construct items Question items Item code Reference 

1 
Individual 
learning (X) 

1) Self-study 
initiative 

2) Learning needs 
analyst 

3) Setting personal 
learning goals 

4) Search for learning 
resources 

5) Choosing the right 
learning strategy 

9 grains IL 1 – IL 9 

(Bourke & 
Roper, 2017; 
Xiaobao et al., 
2023) 

2 
Employee 
adaptability 
(Z1) 

1) Employee 
adaptation to 
changes in the 
work 
environment 

2) Employee 
readiness to 
face new tasks 

3) Employee 
flexibility in 
work approach 
(Z1.2) 

10 grains EA 1 – EA 10 

(Afsar et al., 
2020; Agustin et 
al., 2023; Gaur, 
2020; Poláková 
et al., 2023) 

3 
Employee 
creativity 
(Z2) 

1) Creation of new and 
original ideas by 
employees. 
2) Different 
views on seeing the 
problem 
3) Dare to take 
risks inshare 
unconventional ideas 

7 grains EC 1 – EC 7 

(Afsar et al., 
2020; Jadhav & 
Ekbote, 2021; 
Tajuddin et al., 
2015) 

4 
Employee 
innovation 
behavior (Y) 

1) Idea 
exploration 
2) Idea 
generation 
3) Idea 
championing 
4) Idea 
implementation 

6 grains Y1 – Y8 

(Ghobakhloo et 
al., 2023; 
Siqueira et al., 
2021; Wang et 
al., 2022) 

 
Employee Adaptability (Z1) includes adaptation to change, readiness to face new tasks, and 

flexibility in work approaches, with 10 questions (EA1–EA10). Employee Creativity (Z2) is assessed 
from the creation of new ideas, different perspectives, and the courage to share unconventional ideas, 
consisting of 7 items (EC1–EC7). Employee Innovation Behavior (Y) includes exploration, creation, 
submission, and implementation of ideas, with 6 questions (Y1–Y8). 
 
2.5. Research Procedures 

This study with the Outer Loading stage, where this value must be > 0.70 to ensure the validity of 
the indicator against the construct (eg, indicators for Individual Learning (X), Employee Adaptability 
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(Z1), Employee Creativity (Z2), and Employee Innovation Behavior (Y)). After that, Composite 
Reliability and Average Variance Extracted (AVE) are used to test reliability and convergent validity, 
with the expected composite reliability value > 0.70 and AVE > 0.50(Dash & Paul, 2021). Furthermore, 
the Discriminant Validity test (Fornell-Larcker Criterion) ensures that the construct has discriminant 
validity, where the square root AVE of each construct must be greater than the correlation between 
constructs. The next stage is the Inner Model Evaluation, which involves the analysis of R Square and 
Adjusted R Square to see how much the independent variable (Individual Learning (X)) affects the 
mediating variables (Z1 and Z2) and the dependent variable (Y), with an R Square value > 0.50 
indicating a fairly strong model(Meesala & Paul, 2018; Zhang et al., 2024). After that, the Path 
Coefficients test is used to evaluate the significance of the path, where the t-statistic value > 1.96 (p-
value < 0.05) indicates a significant effect. F Square is also evaluated to see the large effect of each 
variable (eg, Individual Learning (X) on Z1 and Z2) with the criteria > 0.35 (large), 0.15 - 0.35 
(moderate), and 0.02 - 0.15 (small). Finally, the Blindfolding test for Q Square measures the predictive 
relevance of the model, where the Q Square value > 0 indicates good predictive relevance in the context 
of adaptability and creativity of ASN employees in South Kalimantan(Herberger & Oehler, 2024; 
Rahmadi & Mutasowifin, 2021; Yilmaz, 2018). 
 
3. Results and Discussion 
3.1. Results 
3.1.1. Outer Model 

Outer loading and reliability parameters and validity measured using Cronbach's Alpha and 
Average Variance Extracted (AVE), these results show strong consistency and validity in the research 
model related to Employee Adaptability and ASN Employee Creativity in South Kalimantan. 

 
Figure1. 
Structural equation outer model. 

 
The outer loading values for the variables "Employee Adaptability" (EA), "Employee Creativity" 

(EC), "Employee Innovation Behavior" (EIB), and "Individual Learning" (IL) have outer loading values 
above 0.7, which means that each indicator has a strong and relevant relationship with the latent 
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variables being measured. This shows that all indicators meet the established standards and are reliable 
in measuring their respective constructs. 
 
Table 2. 
Outer model value.  

Outer 
loading 

Outer 
loading 
standard 

Decision Cronbach's 
alpha 

Average 
variance 

extracted (AVE) 

Standard 
value 

Decision 

EA1 0.840 >0.7 Fulfilled 0.974 0.812 >0.5 Worthy 
EA10 0.860 >0.7 Fulfilled 
EA2 0.914 >0.7 Fulfilled 
EA3 0.923 >0.7 Fulfilled 
EA4 0.894 >0.7 Fulfilled 
EA5 0.929 >0.7 Fulfilled 
EA6 0.909 >0.7 Fulfilled 
EA7 0.917 >0.7 Fulfilled 
EA8 0.921 >0.7 Fulfilled 
EA9 0.899 >0.7 Fulfilled 
EC1 0.881 >0.7 Fulfilled 0.936 0.726 >0.5 Worthy 
EC2 0.832 >0.7 Fulfilled 
EC3 0.881 >0.7 Fulfilled 
EC4 0.904 >0.7 Fulfilled 
EC5 0.872 >0.7 Fulfilled 

EC6 0.871 >0.7 Fulfilled 
EC7 0.708 >0.7 Fulfilled 
EIB1 0.776 >0.7 Fulfilled 0.958 0.774 >0.5 Worthy 
EIB2 0.847 >0.7 Fulfilled 
EIB3 0.890 >0.7 Fulfilled 
EIB4 0.899 >0.7 Fulfilled 
EIB5 0.889 >0.7 Fulfilled 
EIB6 0.911 >0.7 Fulfilled 
EIB7 0.929 >0.7 Fulfilled 
EIB8 0.885 >0.7 Fulfilled 
IL1 0.762 >0.7 Fulfilled 0.941 0.681 >0.5 Worthy 
IL2 0.814 >0.7 Fulfilled 
IL3 0.777 >0.7 Fulfilled 
IL4 0.809 >0.7 Fulfilled 
IL5 0.857 >0.7 Fulfilled 
IL6 0.810 >0.7 Fulfilled 
IL7 0.857 >0.7 Fulfilled 
IL8 0.874 >0.7 Fulfilled 
IL9 0.859 >0.7 Fulfilled 
 

The Cronbach's Alpha value for all constructs (EA: 0.974, EC: 0.936, EIB: 0.958, and IL: 0.941) 
exceeds 0.7, indicating high internal consistency. This means that all items in each construct have good 
correlation and measure the same thing, namely adaptability, creativity, behavioral innovation, and 
individual learning. The AVE value for all variables is also greater than 0.5 (EA: 0.812, EC: 0.726, EIB: 
0.774, and IL: 0.681), indicating that the constructs have good convergent validity. This means that 
most of the indicator variance can be explained by latent variables, so this model is suitable for 
measuring employee adaptability and creativity of ASN employees in South Kalimantan. "Individual 
Learning" (X) affects "Employee Adaptability" (Z1) and "Employee Creativity" (Z2), which ultimately 
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affects "Employee Innovation Behavior" (Y) significantly. This model is valid and reliable in describing 
the relationship between individual learning and the adaptability, creativity, and innovation behavior of 
ASN employees in South Kalimantan. 

Fronell-Larcker criteria and Average Variance Extracted (AVE) values, the four variables in the 
study, namely Individual Learning (X), Employee Adaptability (Z1), Employee Creativity (Z2), and 
Employee Innovation Behavior (Y), show values that meet the eligibility criteria. The AVE of each 
variable is above the threshold of 0.50, which means that these variables have fairly good convergent 
validity. Specifically, Employee Adaptability (Z1) with an AVE value of 0.812 indicates that employee 
adaptability has a significant contribution to the absorption of variance in the model. 
 
Table 3. 
Value eligibility Fronell-Larcker criterion.  

Employee 
adaptability 

(Z1) 

Employee 
creativity 

(Z2) 

Employee 
innovation 
Behavior 

(Y) 

Individual 
learning 

(X) 

Average 
variance 
extracted 

(AVE) 

Decision 

Employee 
adaptability (Z1) 

0.901 
   

0.812 Worthy 

Employee 
creativity (Z2) 

0.887 0.852 
  

0.726 Worthy 

Employee 
innovation 
Behavior (Y) 

0.778 0.872 0.879 
 

0.774 Worthy 

Individual 
learning (X) 

0.817 0.801 0.753 0.825 0.681 Worthy 

 
Employee Creativity (Z2) also has an AVE value of 0.726, indicating that employee creativity is 

closely related to individual learning and employee adaptability. This is important in the context of 
research on the adaptability and creativity of ASN employees in South Kalimantan, where effective 
individual learning (X) can increase employee adaptability (Z1) and creativity (Z2), which ultimately 
drives innovative behavior (Y) of ASN employees. The AVE value and Fronell-Larcker criteria indicate 
that these variables are suitable for use in the analysis, ensuring that the research instrument used is 
able to measure the construct accurately and in depth. This confirms that the development of individual 
learning among ASN employees in South Kalimantan plays an important role in increasing adaptability 
and creativity, which has a positive impact on innovative behavior in their work environment. 
 
3.1.2. Inner Model 

Partial path analysis shows that the Individual Learning (X) variable has a significant effect on 
Employee Creativity (Z2) and Employee Innovation Behavior (Y), as well as on Employee Adaptability 
(Z1). The high Original Sample (O) and T Statistics values and P Values below 0.05 on the Individual 
Learning (X) path to Employee Creativity (Z2) (0.801; 23.861) and Employee Adaptability (Z1) (0.817; 
28.474) indicate that Individual Learning (X) plays an important role in increasing employee creativity 
and adaptability. In addition, Employee Creativity (Z2) also has a significant and large effect on 
Employee Innovation Behavior (Y) (0.792; 7.321), which means that employee creativity directly drives 
innovation behavior. 
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Figure 2. 
Structural equation inner model. 

 
However, the path from Employee Adaptability (Z1) to Employee Innovation Behavior (Y) showed 

insignificant results (P Value = 0.642), so this hypothesis was rejected. This shows that, although 
employee adaptability is important, in the context of ASN employees in South Kalimantan, adaptability 
does not directly affect employee innovative behavior. Instead, individual learning and employee 
creativity are more dominant in influencing innovation. Therefore, to improve ASN innovative behavior 
in South Kalimantan, organizations should focus on improving Individual Learning and Employee 
Creativity, because these two variables have a significant and positive influence on innovation, while 
Employee Adaptability needs to be further developed or perhaps combined with other factors to provide 
a greater impact on innovation. 
 
Table 4. 
Partial path hypothesis value. 

Partial path Original 
sample (O) 

T statistics 
(|O/STDEV|) 

P 
values 

Sig 
standard. 

Decision 

Employee adaptability (Z1) 
-> Employee innovation 
behavior (Y) 

-0.066 0.465 0.642 <0.05 Hypothesis 
rejected 

Employee creativity (Z2) -> 
Employee Innovation 
behavior (Y) 

0.792 7,321 0.000 <0.05 Hypothesis 
accepted 

Individual learning (X) -> 
Employee adaptability (Z1) 

0.817 28,474 0.000 <0.05 Hypothesis 
accepted 

Individual learning (X) -> 
Employee creativity (Z2) 

0.801 23,861 0.000 <0.05 Hypothesis 
accepted 

Individual learning (X) -> 
Employee Innovation 

0.173 2,710 0.007 <0.05 Hypothesis 
accepted 
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behavior (Y) 

 
The results of the mediation path analysis in the study on Employee Adaptability and ASN 

Employee Creativity in South Kalimantan, there are two mediation paths analyzed. First, the mediation 
path Individual Learning (X) -> Employee Adaptability (Z1) -> Employee Innovation Behavior (Y) 
shows that the Original Sample (O) value is -0.054, T Statistics is 0.464, and P Values are 0.643. 
Because the P value is greater than the significance standard of 0.05, this hypothesis is rejected. This 
shows that individual learning does not have a significant effect through employee adaptability in 
increasing the innovation behavior of ASN employees in South Kalimantan. On the other hand, the 
second mediation path, namely Individual Learning (X) -> Employee Creativity (Z2) -> Employee 
Innovation Behavior (Y), shows significant results with an Original Sample of 0.634, T Statistics of 
6.985, and P Values of 0.000. Because the P value is less than 0.05, this hypothesis is accepted. 
 
Table 5. 
Hypothesis value of mediation path. 

Mediation path Original 
sample 
(O) 

T statistics 
(|O/STDEV|) 

P 
values 

Sig 
standard. 

Decision 

Individual learning (X) -> 
Employee adaptability (Z1) -> 
Employee innovation behavior (Y) 

-0.054 0.464 0.643 <0.05 Hypothesis 
rejected 

Individual learning (X) -> 
Employee creativity (Z2) -> 
Employee innovation behavior (Y) 

0.634 6.985 0.000 <0.05 Hypothesis 
accepted 

 
These results indicate that individual learning has a positive and significant influence through 

employee creativity in improving innovation behavior of ASN employees in South Kalimantan. This 
study reveals that although individual learning does not directly have a significant impact through 
adaptability, through employee creativity, individual learning is able to improve innovation behavior. 
This underlines the importance of encouraging creativity of ASN employees in South Kalimantan to 
improve innovation, while adaptability does not have a significant mediating role. 

Based on the results of statistical analysis in the study of employee adaptability and creativity of 
ASN employees in South Kalimantan, several constructs showed a significant contribution to employee 
innovation behavior. First, the Employee Adaptability construct (Z1) has an R Square of 0.668 and an 
Adjusted R Square of 0.666, which is included in the fairly good category. The Q Square value of 0.535 
also shows good predictive relevance. This shows that employee adaptability can be well explained by 
related variables, such as Employee Creativity (Z2) and Individual Learning (X). The Employee 
Creativity construct (Z2) has an R Square of 0.642 and an Adjusted R Square of 0.639, both of which are 
included in the fairly good scale, and a Q Square of 0.460 which indicates that employee creativity also 
has good predictive relevance. This shows that the individual learning process (Individual Learning (X)) 
plays a very important role in increasing employee creativity. The F Square value of 2,013 on the 
Individual Learning (X) -> Employee Adaptability (Z1) path and 1,792 on the Individual Learning (X) -
> Employee Creativity (Z2) path shows a large effect, underlining the importance of individual learning 
in strengthening employee adaptability and creativity. 
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Table 6. 
Path value decision f², Q2 and R². 

Construct R 
square 

R 
square 
scale 

R 
square 

adjusted 

Adjusted 
R square 

scale 

Q 
square 

Q 
square 
scale 

Track F 
square 

F 
square 
scale 

Employee 
adaptability 
(Z1) 

0.668 Pretty 
good 

0.666 Pretty 
good 

0.535 Good Employee 
creativity 
(Z2) -> 

Employee 
innovation 
behavior 

(Y) 

0.532 Big 
effect 

Employee 
creativity 
(Z2) 

0.642 Pretty 
good 

0.639 Pretty 
good 

0.460 Good Individual 
learning 
(X) -> 

Employee 
adaptability 

(Z1) 

2.013 Big 
effect 

Employee 
innovation 
behavior 
(Y) 

0.769 Very 
good 

0.764 Very 
good 

0.586 Good Individual 
learning 
(X) -> 

Employee 
creativity 

(Z2) 

1,792 Big 
effect 

 
The Employee Innovation Behavior (Y) construct shows higher results with an R Square of 0.769 

and an Adjusted R Square of 0.764, which is included in the very good scale. This indicates that 
employee innovative behavior is significantly influenced by their adaptability and creativity. The Q 
Square value of 0.586 also shows good predictive relevance, and the F Square value of 0.532 on the 
Employee Creativity (Z2) -> Employee Innovation Behavior (Y) path indicates that employee creativity 
has a large effect on innovative behavior. Overall, these results confirm that Individual Learning (X) has 
a significant influence on Employee Adaptability (Z1) and Employee Creativity (Z2), which ultimately 
affects Employee Innovation Behavior (Y). Efforts to improve the adaptability and creativity of ASN 
employees in South Kalimantan through individual learning can have a positive impact on employee 
innovative behavior. 

The SRMR in the Saturated Model shows a value of 0.056, which meets the eligibility criteria with 
a good category because it is below the threshold of 0.08. However, the SRMR in the Estimated Model 
reaches 0.098, which is still in the fairly good category (below 0.10), but needs to be considered to 
improve the model's fit. The d_ULS and d_G values in both models show good results, with lower 
values in the Saturated Model than the Estimated Model, indicating that the changes in this model are 
not significant. The Chi-Square in the Saturated Model and Estimated Model are 1734.115 and 
1806.609 respectively, indicating that this model is acceptable, although a lower Chi-Square value is 
more desirable. The NFI (Normed Fit Index) is at 0.733 for the Saturated Model and 0.721 for the 
Estimated Model, which is still in the fairly good category (0.70 - 0.90). 
 

Table 7. 
Fit model eligibility. 

Parameter Saturated model Estimated model Evaluation scale 
SRMR 0.056 0.098 SRMR < 0.08 = Good 
d_ULS 1,855 5,740 Good 
d_G 2,899 2,999 Good 
Chi-square 1734.115 1806.609 Model accepted 
NFI 0.733 0.721 0.70 - 0.90 = Good enough 
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In relation to Individual Learning (X), Employee Adaptability (Z1), Employee Creativity (Z2), and 

Employee Innovation Behavior (Y) in the context of Employee Adaptability and Creativity of ASN 
Employees in South Kalimantan, these results indicate that the model used is sufficient to explain the 
relationship between these variables. However, improvements in several parameters such as SRMR in 
the Estimated Model and improvements in NFI are needed to achieve a better level of model fit. This is 
important because understanding how individual learning (X) affects employee adaptability and 
creativity (Z1 and Z2), as well as innovation behavior (Y), requires a model that has a high level of fit to 
produce more accurate and applicable interpretations in the context of ASN in South Kalimantan. 
 
4. Discussion 

It is important to understand the relationship between variables and how they influence each other, 
as well as to find opportunities for policy improvements or interventions that can be implemented in 
South Kalimantan. The importance of individual learning as the main foundation in developing ASN 
employee adaptability and creativity. The results of the analysis show that "Individual Learning" has a 
significant effect on "Employee Adaptability" and "Employee Creativity," each with a high T-statistic 
value (28.474 and 23.861) and P-Values below 0.05. This suggests that efforts to improve individual 
learning, such as self-study initiatives, learning needs analysis, and personal learning goal setting, can 
strengthen employee adaptability and creativity. In the context of ASN in South Kalimantan, the 
recommended strategy is to strengthen training programs that focus on developing individual skills and 
self-learning management to improve employee ability to deal with change and foster creative ideas. 
The study highlights the path between "Employee Adaptability" and "Employee Innovation Behavior" 
which shows the hypothesis is rejected. This path has an Original Sample value of -0.066, indicating a 
negative and insignificant relationship with a T-statistic of 0.465 and a P-Value of 0.642 (greater than 
0.05). This indicates that although adaptability is important, adaptability alone is not enough to drive 
innovative behavior without other factors, such as creativity or organizational support. In this context, 
policies in South Kalimantan can be focused on creating a work environment that supports creativity 
and collaboration to increase innovative behavior, rather than relying solely on employee adaptability. It 
is necessary to focus on the importance of "Employee Creativity" in influencing "Employee Innovation 
Behavior." The analysis shows that "Employee Creativity" has a significant and positive influence on 
"Employee Innovation Behavior," with an Original Sample of 0.792, T-statistics of 7.321, and P-Values 
of 0.000. This confirms that employee creativity is a key factor in driving innovative behavior in the 
ASN environment of South Kalimantan. Therefore, the strategy that can be applied is to develop a work 
culture that encourages new ideas, as well as provide training that focuses on creative problem-solving 
techniques and the development of original ideas. Appreciating employee initiatives in putting forward 
new ideas is also important to increase employee confidence and courage in taking risks. 

This study is in line with(Agustin et al., 2023), inclusive leadership, open communication, and social 
support play an important role in strengthening employee adaptability skills during external changes, 
including the COVID-19 pandemic. Strategies for developing adaptability skills, such as understanding 
the concept of adaptability, implementing development strategies, and understanding the benefits for 
the company and employees.(Zuhaena & Harsuti, 2021), employee interactions involving a combination 
of high demands and high resources are considered ideal and contribute to innovative behavior. This 
suggests that the context of employee interactions influences the level of innovation in organizations. 
Innovative behavior emerges as a consequence of complex interactions between employees. Engaged 
employees tend to be more innovative because they implement coping strategies to deal with challenges 
that arise in the work environment.(Nurhayati et al., 2024), the influence of Organizational Culture: 
Organizational culture has a significant effect on teacher performance, with an original sample value of 
0.163. Organizational culture also has a significant effect on teacher professionalism, with an original 
sample value of 0.267. Professionalism has a significant effect on teacher performance, with an original 
sample value of 0.292. There is a significant indirect effect between organizational culture and teacher 
performance mediated by professionalism, with an original sample value of 0.070 and a p-value of 
0.009.(Khairunnisa et al., 2024).Significant Relationship. Psychological capital provides an effective 
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contribution of 29% to innovative work behavior, while 71% is influenced by other factors not measured 
in this study.(Sani & Annisa, 2019).The Influence of Inclusive Leadership: The results of the study show 
that Inclusive Leadership has a positive and significant effect on Employee Innovative Behavior. This 
shows that inclusive leadership encourages employees to innovate. Influence on Perceived 
Organizational Support: Inclusive leadership also has a positive and significant effect on Perceived 
Organizational Support. This shows that the support felt by employees from the organization increases 
with inclusive leadership. Influence of Perceived Organizational Support: Perceived Organizational 
Support has a positive and significant effect on Employee Innovative Behavior. This means that when 
employees feel supported by the organization, they tend to exhibit innovative behavior.(Aini, 
2022).Effect of Job Crafting: The results of the study showed that job crafting has a significant effect on 
creativity. This suggests that when employees actively change and adapt their jobs, it can increase their 
creativity. Job crafting also has a significant effect on work engagement. This indicates that employees 
who engage in job crafting are more engaged in their jobs. The study found that work engagement did 
not have a significant effect on creativity. This may indicate that work engagement alone is not enough 
to increase creativity.(Ghiffari & Purba, 2021).Mediation of Intrinsic Motivation: The results showed 
that intrinsic motivation mediates the relationship between CSE and employee creativity. This means 
that employees who have positive self-evaluation (high CSE) are more likely to have high intrinsic 
motivation, which in turn increases their creativity. The study found that learning organizational 
culture does not moderate the relationship between intrinsic motivation and employee creativity. This 
suggests that even though a learning culture exists, it does not affect how much intrinsic motivation 
contributes to creativity.(Hamdani Dalimunte, 2023).Influence of Social Capital: Describes how 
interpersonal networks and social relationships in the workplace can drive work innovation. Influence of 
Human Capital: Shows how individual knowledge, skills, and experience can enhance work innovation. 
Impact on Management Performance: Analyzes the extent to which work innovation contributes to 
improving employee management performance. 

On the mediation path, especially the path "Individual Learning" -> "Employee Creativity" -> 
"Employee Innovation Behavior" which shows significant results (Original Sample 0.634, T-statistics 
6.985, P-Values 0.000). This shows that employee creativity acts as a strong mediator between 
individual learning and innovative behavior. In this context, policy adaptation that encourages ASN to 
participate in continuous and innovative learning programs can strengthen this path. In addition, 
creating an incentive system for ASN who successfully implement innovative ideas can be an effective 
strategy to strengthen this mediation effect, so that employees are more motivated to improve their 
skills and apply them in their work. On the path "Individual Learning" -> "Employee Adaptability" -> 
"Employee Innovation Behavior" which shows the hypothesis is rejected, with an Original Sample value 
of -0.054, T-statistics 0.464, and P-Values 0.643. This shows that adaptability alone, without being 
supported by creativity or appropriate organizational support, is not enough to transform individual 
learning into significant innovative behavior. Therefore, the government in South Kalimantan can 
develop programs that not only emphasize adaptability in work, but also encourage creativity as a key 
to transformation. Focusing on an integrative approach between technical training and creativity can 
help maximize the effects of individual learning on innovation. 

The study can be implemented in the long term to improve "Employee Innovation Behavior" among 
ASN. Given the results of the analysis that creativity has a significant role in innovative behavior, and 
adaptability does not show a direct influence, the strategy can be focused on creative development 
programs for ASN in South Kalimantan. Providing a forum such as workshops, training, and innovation 
competitions can improve the ability of ASN to generate and implement new ideas. In addition, creating 
a flexible work environment and supporting employee initiatives to learn and innovate is an important 
step. This strategy will ensure that ASN in South Kalimantan are not only able to adapt, but also 
become creative and innovative agents of change in regional development. 
 
5. Conclusion and Suggestions 

This study on partial and mediation paths, it can be concluded that "Individual Learning" (X) has a 
significant influence on "Employee Adaptability" (Z1), "Employee Creativity" (Z2), and "Employee 
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Innovation Behavior" (Y). The T-statistics value for the path "Individual Learning" -> "Employee 
Adaptability" is 28.474 (P-Values 0.000) and for "Employee Creativity" is 23.861 (P-Values 0.000), 
indicating a very significant influence (P < 0.05). Meanwhile, the path "Employee Adaptability" -> 
"Employee Innovation Behavior" is not significant with T-statistics 0.465 and P-Values 0.642. 
However, "Employee Creativity" has a significant influence on "Employee Innovation Behavior" with a 
T-statistic value of 7.321 and P-Values of 0.000. In the mediation path, "Individual Learning" mediated 
by "Employee Creativity" shows a positive and significant influence on "Employee Innovation 
Behavior" (T-statistics 6.985, P-Values 0.000). In contrast, mediation through "Employee Adaptability" 
is not significant (T-statistics 0.464, P-Values 0.643). These results emphasize the importance of 
creativity in encouraging innovation of ASN employees in South Kalimantan. 

The study revealed that training and development programs for ASN employees in South 
Kalimantan need to focus on improving "Individual Learning" and "Employee Creativity" to maximize 
innovation. The government and organizations need to create a work environment that encourages 
creativity, provides access to learning resources, and provides incentives for employees who actively 
participate in innovation. Employee adaptability, although important, is not enough to directly 
encourage innovation. Therefore, an integrative approach that combines creative skills development and 
change management should be a priority in ASN training and development policies. 

Future research can further explore other factors that may mediate or moderate the relationship 
between "Individual Learning" and "Employee Innovation Behavior," such as organizational support, 
collaborative work climate, or the influence of transformational leadership. In addition, studies 
involving larger samples and variations in ASN job types can provide a more comprehensive 
understanding of the influence of work context on creativity and innovation. Further research can also 
evaluate the effectiveness of creativity-based training programs in various government agencies to 
identify the most effective strategies in improving employees' innovative abilities in various sectors. 
Thus, these findings are expected to be a reference for strengthening HR development policies that 
focus on innovation and creativity in public organizations in Indonesia. 
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© 2024 by the authors. This article is an open access article distributed under the terms and conditions 
of the Creative Commons Attribution (CC BY) license (https://creativecommons.org/licenses/by/4.0/). 
 
References 
[1] Afsar, B., Al-Ghazali, B.M., Cheema, S., & Javed, F. (2020). Cultural intelligence and innovative work behavior: the role 

of work engagement and interpersonal trust. European Journal of Innovation Management. 
https://doi.org/10.1108/EJIM-01-2020-0008 

[2] Agung Kurniawan, & Suswanta. (2020). Management of State Civil Apparatus in Realizing Good Governance. 
KEMUDI: Journal of Government Science, 5(01), 134–148. https://doi.org/10.31629/kemudi.v5i01.2305 

[3] Agus, AH, Yaqin, MA, & Rahman, KN (2023). Human Resource Management in Improving School Quality. Educatio, 
9(4), 143 — 170. https://doi.org/10.31949/educatio.v9i4.6233 

[4] Agustin, CS, Sari, TDV, Aisyah, P., & Anshori, MI (2023). Development of Employee Adaptability Skills. Nuansa 
Journal: Publication of Management Science and Islamic Economics, 1(4), 119–140. 

[5] Aini, N. (2022). The effect of job crafting on creativity through work engagement as a mediating variable. Journal of 
Management Science (JIM), 10(2), 566–577. 

[6] Alzahrani, NA, Sheikh Abdullah, SNH, Adnan, N., Zainol Ariffin, KA, Mohammed Mukred, MS, Mohamed, I., & 
Wahab, S. (2024). Geographic information systems adoption model: A partial least squares-structural equation 
modeling analysis approach. Heliyon, 10(15), e35039. https://doi.org/10.1016/j.heliyon.2024.e35039 

[7] Angelica, D., Oktaviana, D., & Tanuwijaya, J. (2022). The Influence of Transformational Leadership and Organizational 
Citizenship Behavior on Turnover Intention in the Construction Industry. Publik: Journal of Human Resource 
Management, Administration and Public Service, 9(2), 125–143. https://doi.org/10.37606/publik.v9i2.290 

[8] Bagus, I., Dharmanegara, A., Harijanto, D., Jamaluddin, MR, & Agustina, I. (2022). Exploring the Dimensions of Civil 
Servant Innovative Behavior: An Empirical Study in Badung Regency. 11(2), 269–282. 

[9] Bakhtiar, R. (2023). Analysis of the Influence of Bureaucratic Reform on Employee Performance at the Transportation, 
Communication and Informatics Service of Pandeglang Regency. KRAKATAU (Indonesian of …, 1(2), 100–111. 
http://jurnal.desantapublisher.com/index.php/krakatau/article/view/100%0Ahttp://jurnal.desantapublisher.com/ind
ex.php/krakatau/article/download/100/145 

[10] Bourke, J., & Roper, S. (2017). Innovation, quality management and learning: Short-term and longer-term effects. 

https://creativecommons.org/licenses/by/4.0/


3208 

 

 
Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 6: 3193-3209, 2024 
DOI: 10.55214/25768484.v8i6.2680 
© 2024 by the authors; licensee Learning Gate 

 

Research Policy, 46(8), 1505–1518. https://doi.org/10.1016/j.respol.2017.07.005 
[11] Dash, G., & Paul, J. (2021). CB-SEM vs PLS-SEM methods for research in social sciences and technology forecasting. 

Technological Forecasting and Social Change, 173(July), 121092. https://doi.org/10.1016/j.techfore.2021.121092 
[12] Dwi, R., Br, R., & Astuti, K. (2024). The Relationship between Learning Agility and Work Engagement with 

Innovative Behavior in Employees. 501–512. 
[13] Etikariena, A. (2020). The Influence of Knowledge Sharing Behavior on Innovative Behavior in the Workplace of 

Employees of PT X and PT Y. Journal of Psychogenesis, 7(2), 116–128. https://doi.org/10.24854/jps.v7i2.1126 
[14] Etikariena, A., & Dewi, PBA (2024). Building Innovation in the Digital Era: The Influence of Digital Learning on 

Internship Employee Work Behavior through Readiness to Change. Psychopolytan: Journal of Psychology, 8(1), 16–26. 
https://doi.org/10.36341/psi.v8i1.4577 

[15] Fajar, A., & Efendi, J. (2023). The Influence of Spiritual Leadership on Organizational Culture as a Mediation Variable 
in Pamekasan' UMKM. Jurnal Entitas Sosiologi, 2. 

[16] Gaur, B. (2020). HR4.0: An Analytics Framework to redefine Employee Engagement in the Fourth Industrial 
Revolution. In 2020 11th International Conference on Computing, Communication and Networking Technologies, 
ICCCNT 2020. https://doi.org/10.1109/ICCCNT49239.2020.9225456 

[17] Ghiffari, AM, & Purba, DE (2021). CAN LEARNING ORGANIZATIONAL CULTURE MODERATE THE 
INDIRECT RELATIONSHIP BETWEEN CORE SELF-EVALUATION AND EMPLOYEE CREATIVITY 
THROUGH INTRINSIC MOTIVATION. Pharmacognosy Magazine, 75(17), 399–405. 

[18] Ghobakhloo, M., Asadi, S., Iranmanesh, M., Foroughi, B., Mubarak, M. F., & Yadegaridehkordi, E. (2023). Intelligent 
automation implementation and corporate sustainability performance: The enabling role of corporate social 
responsibility strategy. Technology in Society, 74(June), 102301. https://doi.org/10.1016/j.techsoc.2023.102301 

[19] Hamdani Dalimunte. (2023). The Influence of Social Capital and Human Capital on Employee Management 
Performance. 

[20] Herberger, T. A., & Oehler, A. (2024). The relationship of board diversity and stock performance in monistic and 
dualistic board structures: Results from Germany and UK. Journal of Corporate Accounting and Finance, 35(2), 135–
146. https://doi.org/10.1002/jcaf.22676 

[21] Jadhav, P., & Ekbote, N. (2021). Implementation of lean techniques in the packaging machine to optimize the cycle time 
of the machine. Materials Today: Proceedings, 46, 10275–10281. https://doi.org/10.1016/j.matpr.2020.12.162 

[22] Kante, M., & Michel, B. (2023). Computers in Human Behavior Reports Use of partial least squares structural equation 
modeling (PLS-SEM) in privacy and disclosure research on social network sites: A systematic review. Computers in 
Human Behavior Reports, 10(September 2022), 100291. https://doi.org/10.1016/j.chbr.2023.100291 

[23] Khairunnisa, M., Okfrima, R., & Candra, I. (2024). The Relationship between Psychological Capital and Innovative 
Work Behavior in Institution X. Psyche 165 Journal, 17(2), 152–157. https://doi.org/10.35134/jpsy165.v17i2.385 

[24] Komedi, K., & Ferianto, J. (2023). Concept and Application of Public Sector Human Resource Development in Indonesia 
(Institutional Existence of BPSDM). Musamus Journal of Public Administration, 6(1), 479–487. 
https://doi.org/10.35724/mjpa.v6i1.5317 

[25] Magdalena, P. (2014). THE INFLUENCE OF INDIVIDUAL CHARACTER AND LEARNING ENVIRONMENT 
ON CAREER IMPROVEMENT. 75–80. 

[26] Meesala, A., & Paul, J. (2018). Service quality, consumer satisfaction and loyalty in hospitals: Thinking for the future. 
Journal of Retailing and Consumer Services, 40, 261–269. 
https://doi.org/https://doi.org/10.1016/j.jretconser.2016.10.011 

[27] Metha Aurum Zukhrufani Ainulisany, & Tulus Budi Sulistyo Radikun. (2022). The Role of Organizational Climate on 
Innovative Work Behavior with Knowledge Sharing Behavior as a Mediator (Case Study in the Tourism Industry). 
Effector, 9(1), 87–100. https://doi.org/10.29407/e.v9i1.16971 

[28] Muhtadin, I. (2023). Leadership, and Work Motivation on Employee Performance. CV. AZKA PUSTAKA. 
https://books.google.co.id/books?id=4kfnEAAAQBAJ 

[29] Ningrum, CY (2020). The Influence of Innovative Behavior on Career Success Through Self-Efficacy of Employees of 
PT Bank Pembangunan Daerah Jawa Timur Tbk Head Office Surabaya. Equilibrium: Journal of Economics-
Management-Accounting, 16(1), 1. https://doi.org/10.30742/equilibrium.v16i1.635 

[30] Noerchoidah, N.-, Nurdina, N.-, & Ariprabowo, T.-. (2022). Knowledge Sharing in Mediating Creative Self-Efficacy and 
Creative Performance in SMEs in East Java. BALANCE: Economic, Business, Management and Accounting Journal, 
19(1), 33. https://doi.org/10.30651/blc.v19i1.9952 

[31] Novita, RR, & Anjaningrum, WD (2023). The Mediating Role of Value Perceived by Employee and Perceived HR 
Service Quality on the Influence of Employee Expectations on Employee Job Satisfaction. Ekonika: Journal of 
Economics, Kadiri University, 8(1), 24–41. https://doi.org/10.30737/ekonika.v8i1.2984 

[32] Nurhayati, N., Pada, S., Smpn, G., Bangkalan Regency, A., Chamariyah, C., & Mardi, N. (2024). The Influence of 
Organizational Culture on Teacher Work Performance with Teacher Professionalism as an Intervening Variable. 
JMCBUS: Journal of Management and Creative Business, 2(1), 289–307. 

[33] Poláková, M., Suleimanová, J. H., Madzík, P., Copuš, L., Molnárová, I., & Polednová, J. (2023). Soft skills and their 
importance in the labor market under the conditions of Industry 5.0. Heliyon, 9(8). 
https://doi.org/10.1016/j.heliyon.2023.e18670 

[34] Rahmadi, IH, & Mutasowifin, A. (2021). The Influence of Intellectual Capital on Financial Performance and Company 
Value (Case Study of Financial Sector Companies Listed on the Indonesia Stock Exchange in 2017-2019). INOBIS: 
Indonesian Journal of Business Innovation and Management, 4(2), 279–294. 



3209 

 

 
Edelweiss Applied Science and Technology 
ISSN: 2576-8484 

Vol. 8, No. 6: 3193-3209, 2024 
DOI: 10.55214/25768484.v8i6.2680 
© 2024 by the authors; licensee Learning Gate 

 

https://doi.org/10.31842/jurnalinobis.v4i2.183 
[35] Riawan, Kurnasih, R., & Cendriono, N. (2021). The Effect of Digital Learning on Innovation Ability Mediated by 

Individual Readiness in the COVID-19 Pandemic Situation. 2021, 6(1), 98–113. 
[36] Saether, E. A. (2019a). Motivational antecedents to high-tech R&D employees' innovative work behavior: Self-

determined motivation, person-organization fit, organization support of creativity, and pay justice. Journal of High 
Technology Management Research, 30(2), 100350. https://doi.org/10.1016/j.hitech.2019.100350 

[37] Saether, E. A. (2019b). Motivational antecedents to high-tech R&D employees' innovative work behavior: Self-
determined motivation, person-organization fit, organization support of creativity, and pay justice. The Journal of High 
Technology Management Research, 30(2), 100350. https://doi.org/10.1016/J.HITECH.2019.100350 

[38] Sani, F., & Annisa, A. (2019). The Effect of Inclusive Leadership on Employee Innovative Behavior Mediated by 
Perceived Organizational Support. E-Journal of Management, 27(2), 635–637. 

[39] Shafi, M., Zoya, Lei, Z., Song, X., & Sarker, MNI (2020). The effects of transformational leadership on employee 
creativity: Moderating role of intrinsic motivation. Asia Pacific Management Review, 25(3), 166–176. 
https://doi.org/10.1016/j.apmrv.2019.12.002 

[40] Siqueira, J.R., Peña-García, N., Ter Horst, E., Molina, G., & Villamil, M. (2021). The role of brand commitment in the 
retail sector: The relationship with open innovation. Journal of Open Innovation: Technology, Markets, and 
Complexity, 7(2), 154. https://doi.org/10.3390/joitmc7020154 

[41] Suparjo, Kumala, CM, Dana, YA, & Sunarsih, ES (2024). Efforts to improve employee performance through work 
discipline, job training, and innovative behavior. 13(2), 90–104. 

[42] Sutopo, T., Amin, S., & Indrawijaya, S. (2024). Leadership Support and Its Impact on Proactive Work Behavior 
Mediated by Work Culture (Study at PT. PLN (Persero) Customer Service Unit (ULP) Muara Sabak). Scientific 
Journal of Batanghari Jambi University, 24(2), 1840. https://doi.org/10.33087/jiubj.v24i2.5345 

[43] Syahmirza, J., & Prawitowati, T. (2022). The role of creativity and employee engagement as mediators in the influence 
of job satisfaction on millennial employee performance. INOBIS: Indonesian Journal of Business Innovation and 
Management, 5(4), 536–552. https://doi.org/10.31842/jurnalinobis.v5i4.249 

[44] Syarif, H. (2023). The Influence of Individual Creativity, Job Satisfaction On Innovative Work Behavior. Journal of 
Proceedings of the UNIMUS National Seminar, 6, 56–67. 

[45] Tajuddin, D., Ali, R., & Kamaruddin, BH (2015). Developing Talent Management Crisis Model for Quality Life of Bank 
Employees in Malaysia. Procedia - Social and Behavioral Sciences, 201(February), 80–84. 
https://doi.org/10.1016/j.sbspro.2015.08.133 

[46] Umalihayati, Wulandari, D., & Hardhienata, IHS (2022). Improving Lecturer Performance Through Strengthening 
Visionary Leadership, Learning Organizations, Creativity, and Innovative Behavior. Media Nusa Creative, 5–93. 

[47] Wang, H., Chen, X., Wang, H., & Xie, M. (2022). Employee innovative behavior and workplace wellbeing: Leader 
support for innovation and coworker ostracism as mediators. Frontiers in Psychology, 13(November), 1–15. 
https://doi.org/10.3389/fpsyg.2022.1014195 

[48] Xiaobao, P., Hongyu, C., & Horsey, E.M. (2023). The predictive effect of relative intuition on social entrepreneurship 
orientation: How do exploratory and exploitative learning and personal identity interact? Acta Psychologica, 
237(January), 103951. https://doi.org/10.1016/j.actpsy.2023.103951 

[49] Yilmaz. (2018). Psychological Implications for Al-Qur'an Memorizers Yusron. Medina-Te, 1(3), 1–13. 
http://dx.doi.org/10.1186/s13662-017-1121-6%0Ahttps://doi.org/10.1007/s41980-018-0101-
2%0Ahttps://doi.org/10.1016/j.cnsns.2018.04.019%0Ahttps://doi.org/10.1016/j.cam.2017.10.014%0Ahttp://dx.doi.o
rg/10.1016/j.apm.2011.07.041%0Ahttp://arxiv.org/abs/1502.020 

[50] Yunus, AA, Rajak, A., & Kamis, R. (2021). The Influence of Learning Organization and Work Engagement on 
Innovation Work Behavior at PT. Jamkrindo, North Maluku Branch. Journal of Synergy Management, 9(1), 74–86. 
https://doi.org/10.33387/jms.v9i1.5249 

[51] Yusuff, AA (2023). The Influence of Work Motivation, Work Ability, and Discipline on Employee Performance. NEM 
Publisher. https://books.google.co.id/books?id=dUnfEAAAQBAJ 

[52] Zhang, Q. Y., Kim, M. C., & Chang, M. (2024). The impact of SNS and Covid-19-related stress of Chinese students in 
Korea based on the transaction theory of stress and coping. Heliyon, 10(3), e24111. 
https://doi.org/10.1016/j.heliyon.2024.e24111 

[53] Zuhaena, F., & Harsuti, H. (2021). Employee Engagement and Innovative Behavior: A Literature Review. Journal of 
Management Research Widya Wiwaha College of Economics Master of Management Program, 8(2), 66–72. 
https://doi.org/10.32477/jrm.v8i2.293 

 

 


