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Abstract: At CV Ki

~

rana Mas Home
~

s Yogyakarta, the
~

re
~

 are
~

 si
~

gns of low i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or among e
~

mploye
~

e
~

s, as se
~

e
~

n from the
~

 lack of i
~

nte
~

rnal moti
~

vati
~

on to comple
~

te
~

 tasks 
opti

~

mally. Thi
~

s study ai
~

ms to analyze
~

 the
~

 i
~

nflue
~

nce
~

 of le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

, i
~

ntri
~

nsi
~

c 
moti

~

vati
~

on, and work e
~

ngage
~

me
~

nt on i
~

nnovati
~

ve
~

 work be
~

havi
~

or among e
~

mploye
~

e
~

s at CV 
Ki

~

rana Mas Home
~

s Yogyakarta. Thi
~

s study appli
~

e
~

s a quanti
~

tati
~

ve
~

 approach by di
~

stri
~

buti
~

ng 
que

~

sti
~

onnai
~

re
~

s to 81 e
~

mploye
~

e
~

s usi
~

ng a saturate
~

d sample
~

 te
~

chni
~

que
~

. Data analysi
~

s was 
pe

~

rforme
~

d usi
~

ng SmartPLS ve
~

rsi
~

on 4.0 software
~

. The
~

 re
~

sults of thi
~

s study re
~

ve
~

al that le
~

ade
~

r-
me

~

mbe
~

r e
~

xchange
~

 (LMX) has a posi
~

ti
~

ve
~

 but i
~

nsi
~

gni
~

fi
~

cant e
~

ffe
~

ct on i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or (I
~

WB). I
~

ntri
~

nsi
~

c moti
~

vati
~

on has a posi
~

ti
~

ve
~

 and si
~

gni
~

fi
~

cant e
~

ffe
~

ct on i
~

nnovati
~

ve
~

 
work be

~

havi
~

or. Work e
~

ngage
~

me
~

nt has a posi
~

ti
~

ve
~

 and si
~

gni
~

fi
~

cant e
~

ffe
~

ct on i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or. Thus, thi
~

s study shows that i
~

ncre
~

asi
~

ng i
~

ntri
~

nsi
~

c moti
~

vati
~

on and work e
~

ngage
~

me
~

nt 
plays a major role

~

 i
~

n e
~

ncouragi
~

ng e
~

mploye
~

e
~

 i
~

nnovati
~

on. 
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INTRODUCTION 
  Human re

~

source
~

s are
~

 consi
~

de
~

re
~

d the
~

 most valuable
~

 asse
~

t for an organi
~

zati
~

on, and i
~

f 
de

~

ve
~

lope
~

d prope
~

rly, the
~

y can be
~

come
~

 an unli
~

mi
~

te
~

d i
~

nve
~

stme
~

nt (Affandi & Guspul, 2023). 
One

~

 characte
~

ri
~

sti
~

c of hi
~

gh-pe
~

rformi
~

ng human re
~

source
~

s i
~

s i
~

ndi
~

vi
~

duals who have
~

 a 
compe

~

ti
~

ti
~

ve
~

 e
~

dge
~

, maki
~

ng human re
~

source
~

s a ke
~

y factor i
~

n runni
~

ng an organi
~

zati
~

on be
~

cause
~

 
the

~

y are
~

 the
~

 one
~

s who wi
~

ll carry out the
~

 organi
~

zati
~

on's vi
~

si
~

on and mi
~

ssi
~

on (Widjaja, 2020). 
I

~

nnovati
~

ve
~

 work be
~

havi
~

or i
~

s be
~

havi
~

or i
~

n whi
~

ch a pe
~

rson di
~

splays and appli
~

e
~

s ne
~

w i
~

de
~

as i
~

n 
the

~

i
~

r work (Re
~

ano e
~

t al. 2022). I
~

nnovati
~

ve
~

 work be
~

havi
~

or can be
~

 i
~

nflue
~

nce
~

d by vari
~

ous 
factors, i

~

ncludi
~

ng le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

, i
~

ntri
~

nsi
~

c moti
~

vati
~

on, and work e
~

ngage
~

me
~

nt. 
Base

~

d on i
~

ni
~

ti
~

al obse
~

rvati
~

ons at CV Ki
~

rana Mas Home
~

s Yogyakarta, i
~

t was found that the
~

re
~

 
we

~

re
~

 si
~

gns of low i
~

nnovati
~

ve
~

 work be
~

havi
~

or among e
~

mploye
~

e
~

s, as se
~

e
~

n from the
~

 lack of 
i

~

nte
~

rnal moti
~

vati
~

on among e
~

mploye
~

e
~

s to comple
~

te
~

 tasks opti
~

mally. As a re
~

sult, opportuni
~

ti
~

e
~

s 
to cre

~

ate
~

 i
~

nnovati
~

ons i
~

n work proce
~

sse
~

s have
~

 not be
~

e
~

n fully uti
~

li
~

ze
~

d. I
~

n addi
~

ti
~

on, 
opportuni

~

ti
~

e
~

s to i
~

ntroduce
~

 i
~

nnovati
~

ons i
~

n work proce
~

sse
~

s have
~

 not be
~

e
~

n maxi
~

mi
~

ze
~

d, 
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whe
~

the
~

r i
~

n te
~

rms of i
~

mprovi
~

ng se
~

rvi
~

ce
~

 quali
~

ty, work e
~

ffi
~

ci
~

e
~

ncy, or cre
~

ati
~

ve
~

 i
~

de
~

as that can 
add value

~

 to the
~

 company.  
  Le

~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 i
~

s base
~

d on a re
~

ci
~

procal re
~

lati
~

onshi
~

p that be
~

ne
~

fi
~

ts both 
le

~

ade
~

rs and e
~

mploye
~

e
~

s. Thi
~

s the
~

ory i
~

s not only about worki
~

ng re
~

lati
~

onshi
~

ps, but also supports 
fe

~

e
~

dback be
~

twe
~

e
~

n le
~

ade
~

rs and e
~

mploye
~

e
~

s (D. Sari & Kistyanto, 2020). Accordi
~

ng to Me
~

rcy 
Kananu e

~

t al. (2020) and Nor Mustaffa Kamal Bi
~

n Ahmad, (2020), le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 
has a posi

~

ti
~

ve
~

 and si
~

gni
~

fi
~

cant i
~

nflue
~

nce
~

 on i
~

nnovati
~

ve
~

 work be
~

havi
~

or. Me
~

anwhi
~

le
~

, re
~

se
~

arch 
by (Wisobroto et al., 2025) shows that le

~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 has no si
~

gni
~

fi
~

cant e
~

ffe
~

ct on 
i

~

nnovati
~

ve
~

 work be
~

havi
~

or. Whe
~

n the
~

 i
~

nflue
~

nce
~

 of le
~

ade
~

r me
~

mbe
~

r e
~

xchange
~

 on i
~

nnovati
~

ve
~

 
work be

~

havi
~

or i
~

s te
~

ste
~

d se
~

parate
~

ly, i
~

t re
~

sults i
~

n no si
~

gni
~

fi
~

cant di
~

ffe
~

re
~

nce
~

 be
~

twe
~

e
~

n the
~

 two 
vari

~

able
~

s. Too hi
~

gh a quali
~

ty of le
~

ade
~

r me
~

mbe
~

r e
~

xchange
~

 can have
~

 a ne
~

gati
~

ve
~

 i
~

mpact on 
i

~

nnovati
~

ve
~

 work be
~

havi
~

or whe
~

re
~

 te
~

am me
~

mbe
~

rs who are
~

 close
~

 to the
~

 le
~

ade
~

r e
~

xpe
~

ri
~

e
~

nce
~

 a 
de

~

cre
~

ase
~

 i
~

n i
~

nnovati
~

ve
~

 be
~

havi
~

or due
~

 to fe
~

e
~

li
~

ng too se
~

cure
~

, whi
~

ch can re
~

duce
~

 ri
~

sk taki
~

ng. 
  E

~

ngage
~

me
~

nt i
~

n an acti
~

vi
~

ty for the
~

 sake
~

 of e
~

njoyme
~

nt, i
~

nte
~

re
~

st, or i
~

nhe
~

re
~

nt pe
~

rsonal 
sati

~

sfacti
~

on i
~

s calle
~

d i
~

ntri
~

nsi
~

c moti
~

vati
~

on. Thi
~

s i
~

s usually done
~

 voluntari
~

ly and spontane
~

ously 
to fulfi

~

ll psychologi
~

cal ne
~

e
~

ds or i
~

nte
~

re
~

sts, wi
~

thout any e
~

xte
~

rnal e
~

ncourage
~

me
~

nt (Qiu, 2025). 
I

~

ntri
~

nsi
~

c moti
~

vati
~

on was found to have
~

 a si
~

gni
~

fi
~

cant posi
~

ti
~

ve
~

 i
~

nflue
~

nce
~

 on i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or Ni
~

lasari
~

 e
~

t al. (2022) and Rajak and Sole
~

man, (2022), whe
~

re
~

 i
~

ntri
~

nsi
~

cally moti
~

vate
~

d 
e

~

mploye
~

e
~

s te
~

nd to be
~

 more
~

 acti
~

ve
~

 i
~

n cre
~

ati
~

ng and i
~

mple
~

me
~

nti
~

ng ne
~

w i
~

de
~

as for the
~

i
~

r work. 
Howe

~

ve
~

r, i
~

n the
~

 study by Karade
~

ni
~

z e
~

t al. (2021) the
~

re
~

 was no si
~

gni
~

fi
~

cant re
~

lati
~

onshi
~

p 
be

~

twe
~

e
~

n i
~

ntri
~

nsi
~

c moti
~

vati
~

on and i
~

nnovati
~

ve
~

 work be
~

havi
~

or. Whe
~

n le
~

ade
~

rshi
~

p i
~

s unfai
~

r, 
e

~

mploye
~

e
~

s wi
~

th hi
~

gh i
~

ntri
~

nsi
~

c moti
~

vati
~

on actually show lowe
~

r i
~

nnovati
~

ve
~

 be
~

havi
~

or. 
  Work e

~

ngage
~

me
~

nt i
~

s a conce
~

pt i
~

n busi
~

ne
~

ss manage
~

me
~

nt whe
~

re
~

by e
~

mploye
~

e
~

s are
~

 
hi

~

ghly i
~

nvolve
~

d i
~

n the
~

i
~

r work and have
~

 a hi
~

gh le
~

ve
~

l of e
~

nthusi
~

asm for the
~

i
~

r jobs 
(Fiernaningsih et al., 2022). Si

~

mi
~

larly, e
~

mploye
~

e
~

s wi
~

th hi
~

gh le
~

ve
~

ls of work e
~

ngage
~

me
~

nt are
~

 
more

~

 li
~

ke
~

ly to e
~

ngage
~

 i
~

n i
~

nnovati
~

ve
~

 work be
~

havi
~

or wi
~

thi
~

n the
~

 organi
~

zati
~

on. Komang e
~

t al. 
(2020) and Sabuhari

~

 e
~

t al. (2025) state
~

 that work e
~

ngage
~

me
~

nt has a posi
~

ti
~

ve
~

 i
~

nflue
~

nce
~

 on 
i

~

nnovati
~

ve
~

 work be
~

havi
~

or, be
~

cause
~

 e
~

mploye
~

e
~

s who i
~

nve
~

st i
~

n the
~

i
~

r work physi
~

cally and 
e

~

moti
~

onally are
~

 more
~

 li
~

ke
~

ly to cre
~

ate
~

, e
~

ncourage
~

, and i
~

mple
~

me
~

nt ne
~

w conce
~

pts. Othe
~

r 
studi

~

e
~

s show that work e
~

ngage
~

me
~

nt that i
~

s too low or too hi
~

gh can re
~

duce
~

 i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or, and work e
~

ngage
~

me
~

nt i
~

s not the
~

 domi
~

nant factor but rathe
~

r othe
~

r factors that shape
~

 
I

~

WB (D. K. Sari
~

 e
~

t al. 2021 and Montani
~

 e
~

t al. 2019).  
  The

~

 gaps i
~

n pre
~

vi
~

ous re
~

se
~

arch provi
~

de
~

 an opportuni
~

ty for re
~

se
~

arche
~

rs to furthe
~

r 
e

~

xami
~

ne
~

 the
~

 i
~

nflue
~

nce
~

 of le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

, i
~

ntri
~

nsi
~

c moti
~

vati
~

on, and work 
e

~

ngage
~

me
~

nt on i
~

nnovati
~

ve
~

 work be
~

havi
~

or at CV Ki
~

rana Mas Home
~

s Yogyakarta. Thi
~

s ai
~

ms 
to gai

~

n a more
~

 compre
~

he
~

nsi
~

ve
~

 unde
~

rstandi
~

ng and stre
~

ngthe
~

n e
~

mpi
~

ri
~

cal e
~

vi
~

de
~

nce
~

 re
~

gardi
~

ng 
the

~

 re
~

lati
~

onshi
~

p be
~

twe
~

e
~

n the
~

se
~

 vari
~

able
~

s i
~

n the
~

 local organi
~

zati
~

onal conte
~

xt.  
 
Leader-Member Exchange (LMX) 
  Le

~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 i
~

s a re
~

ci
~

procal re
~

lati
~

onshi
~

p forme
~

d be
~

twe
~

e
~

n a le
~

ade
~

r and 
e

~

ach of hi
~

s subordi
~

nate
~

s, so that the
~

 le
~

ade
~

r can more
~

 e
~

asi
~

ly di
~

re
~

ct and e
~

xplai
~

n the
~

 role
~

 of 
e

~

ach me
~

mbe
~

r (Megarani et al., 2024) (Khasanah and I
~

zzati
~

, 2021). LMX i
~

s base
~

d on soci
~

al 
e

~

xchange
~

 the
~

ory, whi
~

ch e
~

mphasi
~

ze
~

s re
~

ci
~

proci
~

ty i
~

n the
~

 re
~

lati
~

onshi
~

p be
~

twe
~

e
~

n le
~

ade
~

rs and 
me

~

mbe
~

rs. I
~

n thi
~

s si
~

tuati
~

on, the
~

 i
~

nte
~

racti
~

on be
~

twe
~

e
~

n supe
~

ri
~

ors and e
~

mploye
~

e
~

s take
~

s place
~

 i
~

n 
two di

~

re
~

cti
~

ons and i
~

ts quali
~

ty may vary base
~

d on i
~

ndi
~

vi
~

dual characte
~

rs and e
~

xi
~

sti
~

ng 
condi

~

ti
~

ons (Ve
~

rme
~

ule
~

n e
~

t al. 2022). Accordi
~

ng to Ge
~

han and Yuli
~

anti
~

, (2024) le
~

ade
~

r-
me

~

mbe
~

r e
~

xchange
~

 has four mai
~

n i
~

ndi
~

cators, name
~

ly (affe
~

cti
~

on) about mutual love
~

 bui
~

lt on 
i

~

nte
~

rpe
~

rsonal attracti
~

on be
~

twe
~

e
~

n le
~

ade
~

rs and me
~

mbe
~

rs, (loyalty) about e
~

xpre
~

ssi
~

ons of mutual 
support be

~

twe
~

e
~

n le
~

ade
~

rs and me
~

mbe
~

rs, (contri
~

buti
~

on) about the
~

 amount of work acti
~

vi
~

ti
~

e
~

s 
carri

~

e
~

d out by le
~

ade
~

rs and me
~

mbe
~

rs to achi
~

e
~

ve
~

 common goals, and (profe
~

ssi
~

onal re
~

spe
~

ct) 
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about the
~

 e
~

xte
~

nt to whi
~

ch le
~

ade
~

rs and me
~

mbe
~

rs stri
~

ve
~

 to bui
~

ld a good re
~

putati
~

on i
~

nsi
~

de
~

 and 
outsi

~

de
~

 the
~

 organi
~

zati
~

on, accordi
~

ng to the
~

i
~

r fi
~

e
~

ld of work. 
 
Intrinsic Motivation  

 I
~

ntri
~

nsi
~

c moti
~

vati
~

on i
~

s a dri
~

ve
~

 that come
~

s from wi
~

thi
~

n ourse
~

lve
~

s. Thi
~

s occurs whe
~

n 
we

~

 do some
~

thi
~

ng be
~

cause
~

 we
~

 e
~

njoy i
~

t, not be
~

cause
~

 we
~

 e
~

xpe
~

ct a re
~

ward or fe
~

e
~

l pre
~

ssure
~

d by 
othe

~

rs (Long e
~

t al. 2024). Whe
~

n some
~

one
~

 i
~

s confi
~

de
~

nt i
~

n the
~

i
~

r own abi
~

li
~

ty to succe
~

e
~

d i
~

n a 
task or job, i

~

t can tri
~

gge
~

r i
~

ntri
~

nsi
~

c moti
~

vati
~

on to put i
~

n more
~

 e
~

ffort to i
~

mprove
~

 the
~

i
~

r 
pe

~

rformance
~

 (Ne
~

wman e
~

t al. 2020). Havi
~

ng a pe
~

rsonal i
~

nte
~

re
~

st i
~

n a gi
~

ve
~

n task wi
~

thout 
e

~

xte
~

rnal i
~

nflue
~

nce
~

 le
~

ads to the
~

 de
~

ve
~

lopme
~

nt of i
~

ntri
~

nsi
~

c moti
~

vati
~

on. The
~

re
~

fore
~

, e
~

mploye
~

e
~

 
moti

~

vati
~

on i
~

s also i
~

mportant i
~

n shapi
~

ng e
~

mploye
~

e
~

 be
~

havi
~

or that can he
~

lp organi
~

zati
~

onal 
growth (Syahputra, 2021) (Megarani et al., 2024). I

~

n the
~

 study of Si
~

di
~

k e
~

t al. (2022), the
~

re
~

 are
~

 
fi

~

ve
~

 i
~

ndi
~

cators of i
~

ntri
~

nsi
~

c moti
~

vati
~

on such as achi
~

e
~

ve
~

me
~

nt, re
~

cogni
~

ti
~

on from othe
~

rs, 
re

~

sponsi
~

bi
~

li
~

ty, the
~

 work i
~

tse
~

lf, and se
~

lf-de
~

ve
~

lopme
~

nt. 
 
Work Engagement 

 A condi
~

ti
~

on i
~

n whi
~

ch an i
~

ndi
~

vi
~

dual has a me
~

ani
~

ngful purpose
~

 i
~

n the
~

i
~

r work, 
e

~

stabli
~

she
~

s posi
~

ti
~

ve
~

 re
~

lati
~

onshi
~

ps wi
~

th work and coworke
~

rs, and de
~

monstrate
~

s good pe
~

rsonal 
i

~

nvolve
~

me
~

nt physi
~

cally, cogni
~

ti
~

ve
~

ly, and e
~

moti
~

onally i
~

s the
~

 de
~

fi
~

ni
~

ti
~

on of work e
~

ngage
~

me
~

nt 
(Lai

~

 e
~

t al. 2020).  Thi
~

s scale
~

 i
~

nclude
~

s i
~

te
~

ms that asse
~

ss thre
~

e
~

 i
~

ndi
~

cators of work e
~

ngage
~

me
~

nt 
such as (vi

~

gor) hi
~

gh e
~

nthusi
~

asm and e
~

ne
~

rgy i
~

n work, (de
~

di
~

cati
~

on) a se
~

nse
~

 of e
~

nthusi
~

asm, 
pri

~

de
~

, and me
~

ani
~

ng towards work, (absorpti
~

on) a condi
~

ti
~

on of be
~

i
~

ng comple
~

te
~

ly i
~

mme
~

rse
~

d 
i

~

n work to the
~

 poi
~

nt of di
~

ffi
~

culty bre
~

aki
~

ng away (Me
~

ri
~

no-Soto e
~

t al. 2022). The
~

 two mai
~

n 
factors that i

~

nflue
~

nce
~

 work e
~

ngage
~

me
~

nt are
~

 psychologi
~

cal we
~

ll-be
~

i
~

ng and i
~

nte
~

rpe
~

rsonal 
communi

~

cati
~

on (Dwi
~

 Astuti
~

 and Dhi
~

ni
~

 Dhani
~

a, 2022).  
 
Innovative Work Behavior 

 I
~

nnovati
~

ve
~

 work be
~

havi
~

or i
~

s a se
~

ri
~

e
~

s of be
~

havi
~

ors to i
~

ntroduce
~

 ne
~

w i
~

de
~

as that can be
~

 
de

~

ve
~

lope
~

d and i
~

mple
~

me
~

nte
~

d wi
~

th the
~

 ai
~

m of i
~

mprovi
~

ng e
~

mploye
~

e
~

 pe
~

rformance
~

 i
~

n an 
organi

~

zati
~

on (One
~

s Charli
~

 e
~

t al. 2023). E
~

mploye
~

e
~

s who have
~

 i
~

nnovati
~

ve
~

 work be
~

havi
~

or wi
~

ll 
always stri

~

ve
~

 to i
~

nnovate
~

 i
~

n fulfi
~

lli
~

ng the
~

i
~

r duti
~

e
~

s and re
~

sponsi
~

bi
~

li
~

ti
~

e
~

s. Such as from the
~

 way 
of communi

~

cati
~

on, comple
~

ti
~

ng work to i
~

ncre
~

ase
~

 organi
~

zati
~

onal e
~

ffe
~

cti
~

ve
~

ne
~

ss (Prase
~

tyono e
~

t 
al. 2022).  Jai

~

n e
~

t al. (2025) outli
~

ne
~

s di
~

ffe
~

re
~

nt i
~

ndi
~

cators of i
~

nnovati
~

ve
~

 work be
~

havi
~

or, 
name

~

ly i
~

de
~

a e
~

xplorati
~

on, i
~

de
~

a ge
~

ne
~

rati
~

on, i
~

de
~

a champi
~

oni
~

ng and i
~

de
~

a i
~

mple
~

me
~

ntati
~

on. The
~

 
mai

~

n factors that i
~

nflue
~

nce
~

 i
~

nnovati
~

ve
~

 work be
~

havi
~

or are
~

 the
~

 nature
~

 of knowle
~

dge
~

, 
moti

~

vati
~

on to share
~

, opportuni
~

ti
~

e
~

s to share
~

, and organi
~

zati
~

onal culture
~

 (Anggrai
~

ni
~

 and 
Mansyur, 2024). Mulli

~

gan e
~

t al. (2021) argue
~

 that good le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 
re

~

lati
~

onshi
~

ps i
~

ncre
~

ase
~

 e
~

mploye
~

e
~

 aware
~

ne
~

ss and the
~

i
~

r work e
~

ngage
~

me
~

nt, whi
~

ch i
~

n turn 
re

~

sults i
~

n be
~

tte
~

r cre
~

ati
~

ve
~

 be
~

havi
~

or i
~

n the
~

 workplace
~

. 
 
Hypothesis Development 
The Influence of Leader-Member Exchange on Innovative Work Behavior 

 Whe
~

n followe
~

rs i
~

nte
~

rpre
~

t the
~

 le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 re
~

lati
~

onshi
~

p as posi
~

ti
~

ve
~

, i
~

t 
posi

~

ti
~

ve
~

ly i
~

nflue
~

nce
~

s e
~

mploye
~

e
~

 atti
~

tude
~

s and be
~

havi
~

or i
~

n ge
~

ne
~

ral (Wagne
~

r and Koob, 2022). 
I

~

nformati
~

on, physi
~

cal and me
~

ntal e
~

ffort, and mate
~

ri
~

al re
~

source
~

s shape
~

 the
~

 quali
~

ty of the
~

 
le

~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 re
~

lati
~

onshi
~

p, but the
~

 most i
~

mportant factor i
~

s soci
~

al support i
~

n the
~

 
le

~

ade
~

r-followe
~

r re
~

lati
~

onshi
~

p (Jave
~

d e
~

t al. 2021). I
~

n a study by Wi
~

di
~

astuti
~

 and Kusmaryani
~

 
(2020), the

~

y found that e
~

mploye
~

e
~

 i
~

nnovati
~

ve
~

 work be
~

havi
~

or doe
~

s not only de
~

pe
~

nd on 
e

~

mploye
~

e
~

 cogni
~

ti
~

ve
~

 ski
~

lls but also on support from e
~

xte
~

rnal parti
~

e
~

s, one
~

 of whi
~

ch i
~

s the
~

 
le

~

ade
~

r. Thi
~

s i
~

s i
~

n li
~

ne
~

 wi
~

th re
~

se
~

arch by Habi
~

ba Si
~

ddi
~

qui
~

 e
~

t al. (2025) and Me
~

te
~

 and Sökme
~

n 
(2021), whi

~

ch showe
~

d that le
~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

 has a posi
~

ti
~

ve
~

 and si
~

gni
~

fi
~

cant e
~

ffe
~

ct on 
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i
~

nnovati
~

ve
~

 work be
~

havi
~

or. From thi
~

s de
~

scri
~

pti
~

on, the
~

 fi
~

rst hypothe
~

si
~

s can be
~

 formulate
~

d as 
follows: 
H1: Le~ade~r-me~mbe~r e~xchange~ has a posi~ti~ve~ i~nflue~nce~ on i~nnovati~ve~ work be~havi~or. 
 
 
The Influence of Intrinsic Motivation on Innovative Work Behavior 

Condi
~

ti
~

ons whe
~

re
~

 e
~

mploye
~

e
~

s have
~

 i
~

ntri
~

nsi
~

c moti
~

vati
~

on can e
~

ncourage
~

 i
~

nnovati
~

ve
~

 
work be

~

havi
~

or. Such condi
~

ti
~

ons wi
~

ll make
~

 the
~

m e
~

njoy the
~

i
~

r work more
~

 and fe
~

e
~

l the
~

i
~

r 
acti

~

vi
~

ti
~

e
~

s are
~

 e
~

njoyable
~

, so that i
~

t wi
~

ll he
~

lp e
~

mploye
~

e
~

s ge
~

ne
~

rate
~

 i
~

nnovati
~

ve
~

 and cre
~

ati
~

ve
~

 
i

~

de
~

as (Ri
~

ani
~

 and Wi
~

jayanti
~

, 2022). The
~

 hi
~

ghe
~

r a pe
~

rson's i
~

ntri
~

nsi
~

c moti
~

vati
~

on, the
~

 hi
~

ghe
~

r 
the

~

 i
~

nnovati
~

ve
~

 work be
~

havi
~

or, and organi
~

zati
~

ons ne
~

e
~

d to promote
~

 the
~

 i
~

mportance
~

 of 
moti

~

vati
~

on through i
~

nte
~

nsi
~

ve
~

 trai
~

ni
~

ng and ski
~

lls for te
~

am bui
~

ldi
~

ng to i
~

mprove
~

 i
~

nnovati
~

ve
~

 
work be

~

havi
~

or i
~

n e
~

mploye
~

e
~

s (Ali
~

 e
~

t al. 2022). I
~

n the
~

 study of Sugi
~

anti
~

 e
~

t al. (2020 ), the
~

 
re

~

sults showe
~

d that i
~

ntri
~

nsi
~

c moti
~

vati
~

on has a posi
~

ti
~

ve
~

 and si
~

gni
~

fi
~

cant e
~

ffe
~

ct on i
~

nnovati
~

ve
~

 
work be

~

havi
~

or. I
~

n li
~

ne
~

 wi
~

th the
~

 re
~

se
~

arch of Prase
~

tyo and Purwoto, (2024) whi
~

ch showe
~

d the
~

 
re

~

sults of i
~

ntri
~

nsi
~

c moti
~

vati
~

on have
~

 a posi
~

ti
~

ve
~

 and si
~

gni
~

fi
~

cant e
~

ffe
~

ct on i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or. From thi
~

s de
~

scri
~

pti
~

on, the
~

 se
~

cond hypothe
~

si
~

s can be
~

 formulate
~

d as follows: 
H2: I~ntri~nsi~c moti~vati~on has a posi~ti~ve~ i~nflue~nce~ on i~nnovati~ve~ work be~havi~or. 
 
The Influence of Work Engagement on Innovative Work Behavior 

E
~

mploye
~

e
~

s de
~

monstrate
~

 hi
~

gh le
~

ve
~

ls of e
~

nthusi
~

asm, de
~

di
~

cati
~

on, and joy through work 
e

~

ngage
~

me
~

nt, whi
~

ch i
~

s base
~

d on a se
~

nse
~

 of conne
~

cti
~

on to the
~

 organi
~

zati
~

on. The
~

y have
~

 hi
~

gh 
le

~

ve
~

ls of e
~

ne
~

rgy and e
~

nthusi
~

asm, are
~

 i
~

nspi
~

re
~

d by the
~

i
~

r work, and have
~

 a posi
~

ti
~

ve
~

 re
~

lati
~

onshi
~

p 
wi

~

th the
~

i
~

r work (Jufri
~

ze
~

n e
~

t al. 2024). Work e
~

ngage
~

me
~

nt i
~

s i
~

mportant be
~

cause
~

 organi
~

zati
~

ons 
wi

~

ll know how much e
~

mploye
~

e
~

 pe
~

rformance
~

 contri
~

bute
~

s to e
~

ncouragi
~

ng work e
~

ngage
~

me
~

nt 
(Ri

~

swan e
~

t al. 2021). I
~

n othe
~

r words, whe
~

n e
~

mploye
~

e
~

s re
~

cogni
~

ze
~

 that the
~

i
~

r work i
~

s 
me

~

ani
~

ngful to the
~

mse
~

lve
~

s and the
~

i
~

r e
~

mploye
~

rs, the
~

y wi
~

ll de
~

monstrate
~

 i
~

nnovati
~

ve
~

 acti
~

ons i
~

n 
the

~

 workplace
~

 (Pukke
~

e
~

re
~

e
~

 e
~

t al. 2020). The
~

 fi
~

ndi
~

ngs of Bannay e
~

t al. (2020) re
~

se
~

arch i
~

ndi
~

cate
~

 
that work e

~

ngage
~

me
~

nt has a posi
~

ti
~

ve
~

 e
~

ffe
~

ct on i
~

nnovati
~

ve
~

 work be
~

havi
~

or. From thi
~

s 
de

~

scri
~

pti
~

on, the
~

 thi
~

rd hypothe
~

si
~

s can be
~

 formulate
~

d as follows: 
H3: Work e~ngage~me~nt has a posi~ti~ve~ i~nflue~nce~ on i~nnovati~ve~ work be~havi~or. 
 
METHOD 

 Thi
~

s study use
~

s a quanti
~

tati
~

ve
~

 me
~

thod usi
~

ng pri
~

mary data obtai
~

ne
~

d di
~

re
~

ctly by 
re

~

se
~

arche
~

rs i
~

n the
~

 form of answe
~

rs from CV Ki
~

rana Mas Home
~

s Yogyakarta e
~

mploye
~

e
~

 
re

~

sponde
~

nts. The
~

 quanti
~

tati
~

ve
~

 approach ai
~

ms to focus on the
~

 the
~

ore
~

ti
~

cal basi
~

s whi
~

ch the
~

n 
formulate

~

s hypothe
~

se
~

s to te
~

st the
~

 re
~

se
~

arch mode
~

l. The
~

 study populati
~

on i
~

nclude
~

s all 81 
e

~

mploye
~

e
~

s of CV Ki
~

rana Mas Home
~

s Yogyakarta. Sampli
~

ng i
~

s base
~

d on the
~

 saturate
~

d 
sampli

~

ng te
~

chni
~

que
~

 me
~

thod whe
~

re
~

 all me
~

mbe
~

rs of the
~

 populati
~

on are
~

 use
~

d as sample
~

s. Data 
colle

~

cti
~

on was carri
~

e
~

d out usi
~

ng a que
~

sti
~

onnai
~

re
~

 wi
~

th a Li
~

ke
~

rt scale
~

 of 1-5 (strongly di
~

sagre
~

e
~

 
to strongly agre

~

e
~

) and data analysi
~

s usi
~

ng the
~

 Structural E
~

quati
~

on Mode
~

li
~

ng-Parti
~

al Le
~

ast 
Square

~

 (SE
~

M-PLS4) program. I
~

n thi
~

s study, four mai
~

n vari
~

able
~

s we
~

re
~

 me
~

asure
~

d, name
~

ly 
le

~

ade
~

r-me
~

mbe
~

r e
~

xchange
~

, i
~

ntri
~

nsi
~

c moti
~

vati
~

on, work e
~

ngage
~

me
~

nt, and i
~

nnovati
~

ve
~

 work 
be

~

havi
~

or. Le
~

ade
~

r me
~

mbe
~

r e
~

xchange
~

 was me
~

asure
~

d wi
~

th e
~

le
~

ve
~

n que
~

sti
~

on i
~

te
~

ms base
~

d on 
Jose

~

ph e
~

t al. (2011), such as "I
~

 re
~

ally li
~

ke
~

 my boss as a pe
~

rson." I
~

ntri
~

nsi
~

c moti
~

vati
~

on was 
me

~

asure
~

d wi
~

th si
~

x que
~

sti
~

on i
~

te
~

ms base
~

d on Oli
~

ve
~

r & Ande
~

rson, (1994), such as "I
~

 re
~

ally care
~

 
about my work." Work e

~

ngage
~

me
~

nt i
~

s me
~

asure
~

d wi
~

th se
~

ve
~

nte
~

e
~

n que
~

sti
~

on i
~

te
~

ms base
~

d on 
Uppathampracha and Li

~

u, (2022), such as “I
~

 am e
~

nthusi
~

asti
~

c about my work.” I
~

nnovati
~

ve
~

 
work be

~

havi
~

or i
~

s me
~

asure
~

d wi
~

th te
~

n que
~

sti
~

on i
~

te
~

ms base
~

d on De
~

 Jong and De
~

n Hartog, 
(2010), such as “I

~

 contri
~

bute
~

 to the
~

 i
~

mple
~

me
~

ntati
~

on of ne
~

w i
~

de
~

as.” 
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RESULTS AND DISCUSSION 
Respondent Characteristics 
  The~ re~sponde~nts i~n thi~s study consi~ste~d of 81 e~mploye~e~s of CV Ki~rana Mas Home~s 
Yogyakarta. The~ followi~ng de~tai~ls the~ re~sponde~nts' i~de~nti~ti~e~s, i~ncludi~ng ge~nde~r, age~, 
hi~ghe~st le~ve~l of e~ducati~on, e~mployme~nt status, mari~tal status, and le~ngth of se~rvi~ce~, are~ 
pre~se~nte~d i~n Table~ 1. 

Table 1. Respondent Characteristics 
Cate~gory I~nformati~on Amount Pe~rce~ntage~ 

Ge~nde~r Woman 43 53.1% 
 Man 38 46.9% 
Age~ 20-30 ye~ars 22 27% 
 31-40 ye~ars 22 27% 
 41-50 ye~ars 28 35% 
 >50 ye~ars 9 11% 
last e~ducati~on Juni~or Hi~gh School 10 12.3% 
 Se~ni~or Hi~gh School 60 76.5% 
 Bache~lor's/Maste~r's/Doctoral 

De~gre~e~ 
11 11.2% 

E~mployme~nt status Pe~rmane~nt e~mploye~e~ 73 90.1% 
 Te~mporary e~mploye~e~s 8 9.9% 
Mari~tal status Marry 58 71.6 
 Not marri~e~d ye~t 17 21% 
 Wi~dow/wi~dowe~r 6 7.4% 
Ye~ars of se~rvi~ce~ <1 ye~ar 8 9.88% 
 1-3 ye~ars 37 45.68% 
 3-5 ye~ars 22 27.16% 
 >5 ye~ars 14 17.28% 

Source~: Pri~mary data proce~sse~d 2025 
 

 
Figure 1. Model Structure 

Source~: SmartPLS4 proce~sse~d (2025) 
E~xplanati~on: Le~ade~r-Me~mbe~r E~xchange~ (LMX), I~ntri~nsi~c Moti~vati~on (MI~),  

Work E~ngage~me~nt (WE~), I~nnovati~ve~ Work Be~havi~or (I~WB) 
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Validity Test 
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~

 work e
~

ngage
~

me
~

nt vari
~

able
~

, and state
~

me
~

nts 1, 2, 3, 4 i
~

n the
~

 
i

~

nnovati
~

ve
~

 work be
~

havi
~

or vari
~

able
~
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Table 1. Validity Test Results 

Variable Indicator Outer Loading Information 
 LMX2 0.707 Vali~d 
 LMX3 0.732 Vali~d 
 LMX7 0.736 Vali~d 
Le~ade~r-Me~mbe~r E~xchange~ (LMX) LMX8 0.783 Vali~d 
 LMX9 0.884 Vali~d 
 LMX10 0.858 Vali~d 
 LMX11 0.828 Vali~d 

I~ntri~nsi~c Moti~vati~on (MI~) 

MI~1 0.837 Vali~d 
MI~2 0.789 Vali~d 
MI~3 0.858 Vali~d 
MI~4 0.722 Vali~d 

 MI~5 0.770 Vali~d 

Work E~ngage~me~nt (WE~) 

WE~2 0.844 Vali~d 
WE~6 0.806 Vali~d 
WE~7 0.768 Vali~d 
WE~8 0.737 Vali~d 
WE~9 0.741 Vali~d 
WE~14 0.734 Vali~d 

I~nnovati~ve~ Work Be~havi~or (I~WB) 

I~WB5 0.704 Vali~d 
I~WB6 0.864 Vali~d 
I~WB7 0.859 Vali~d 
I~WB8 0.862 Vali~d 
I~WB9 0.829 Vali~d 

 I~WB10 0.837 Vali~d 
Source~: Pri~mary data , proce~sse~d 2025 
 
Reliability Test 
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Table 2. Reliability Test Results 
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Variables Cronbach's Alpha Composite Reliability Average Variance 
Extracted (AVE) 

Le~ade~r-Me~mbe~r E~xchange~ 0.896 0.918 0.618 
I~ntri~nsi~c Moti~vati~on 0.856 0.896 0.634 
Work E~ngage~me~nt 0.866 0.899 0.597 
I~nnovati~ve~ Work Be~havi~or 0.907 0.928 0.685 

Source~: Pri~mary Data, proce~sse~d 2025 
 
Inner Model  
R Square  
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Table 3. R Square Test 
Variable R Square R Square Adjusted 

I~nnovati~ve~ Work Be~havi~or 0.351 0.326 
Source~: Pri~mary Data, proce~sse~d 2025 
 
Fit model 
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Table 4. Suitability Test 

 Saturated Model Estimated Model 
SRMR 0.090 0.090 
D_ ULS 2,414 2,414 
D_G 1,356 1,356 
Chi~-square~ 534,555 534,555 
NFI~ 0.658 0.658 

Source~: Pri~mary Data, 2025 
 
Path Coefficients 

Table 5. Hypothesis Testing Results 

Variables 
Original 
Sample 

(O) 

Sample 
Mean (M) 

Standard 
Deviation 
(STDEV) 

T 
Statistics 

P 
Value 

H1. Le~ade~r-Me~mbe~r 
E~xchange~ → I~nnovati~ve~ 
Work Be~havi~or 

0.155 0.146 0.122 1,275 0.101 

H2. I~ntri~nsi~c Moti~vati~on → 
I~nnovati~ve~ Work Be~havi~or 

0.292 0.303 0.124 2,358 0.009 

H3. Work E~ngage~me~nt → 
I~nnovati~ve~ Work Be~havi~or 

0.233 0.246 0.119 1,964 0.025 

Source~: Pri~mary Data, 2025 
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 Work Engagement on Innovative Work Behavior 
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