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Abstract. Innovative Work Behavior (IWB) is crucial for organizations aiming to thrive in dynamic markets and achieve sustainability. 
Despite its importance, there remains a fragmented understanding of the factors that foster IWB. This study explores the influence of Human 
Resource (HR) practices—Training and Development (TD), Rewards and Recognition (RR), Diversity Management (DM), and Work-Life 
Balance (WB)—on various dimensions of IWB such as Idea Exploration (IE), Idea Generation (IG), Idea Championing (IC), and Idea 
Implementation (II). Structural Equation Modeling (SEM) was used to analyze the data from 111 participants across 9 industries in the UAE. 
The results reveal that TD positively impacts IE but negatively affects IG, suggesting that while training encourages exploration, it inhibits 
idea generation. DM consistently positively influences all IWB dimensions, highlighting the importance of diversity in fostering innovation. 
Conversely, RR negatively impacts IG, IC, and II, indicating that excessive focus on rewards can stifle creativity. WB has a mixed impact; it 
negatively affects IE but enhances IG, IC, showing that a balanced work-life environment supports innovative behaviors. These findings 
provide valuable insights for organizations aiming to enhance innovation capabilities through targeted HR practices. It thus adds value to the 
latent literature of IWB. 

 
Keywords: Diversity Management, Human Resource Practices, Idea Championing, Idea Exploration, Idea Generation, Idea Implementation,  
Innovative Work Behavior, Rewards and Recognition, Training and Development, Work-Life Balance. 

 

1. INTRODUCTION 
Innovative Work Behavior (IWB) is increasingly recognized as a critical factor for organizations to adapt to 

dynamic markets and maintain sustainability. Studies indicate that fostering IWB can significantly enhance 
organizational performance and innovation capabilities (Lin et al., 2018). Despite its significance, there remains a 
fragmented understanding of what truly cultivates IWB in the workplace (Bos-Nehles & Veenendaal, 2017; 

Nadežda et al., 2021). 
The concept of IWB is still evolving, with varying behavioral dimensions and inconclusive findings from 

existing works (Choi et al., 2021; De Spiegelaere et al., 2014). Foremost, there is no generally accepted definition 
for IWB. Two prominent definitions often cited are by West and Farr (1990) and Janssen (2000), who define 
IWB as "the intentional creation, introduction, and application of new ideas within a work role, group, or 
organization to benefit role performance, the group, or the organization." However, this definition often overlaps 
with other behavioral constructs such as work creativity, organizational citizenship behavior, and 
intrapreneurship (De Spiegelaere et al., 2014). This overlap and the absence of a generally accepted definition 
confuse many researchers. 

Different authors have operationalized IWB in various ways: uni-dimensional (Scott & Bruce, 1998), bi-
dimensional (Dorenbosch et al., 2005), or multi-dimensional (Kleysen & Street, 2001). The inconsistency in these 
measures and the lack of established validity in foundational studies (Dahiya & Raghuvanshi, 2022) have led to 
cautious adoption by organizational leaders (Scott & Bruce, 1998; Janssen, 2000; Krause, 2004). Moreover, 
internal and external environments influence employees' IWB, complicating the identification of effective 
organizational practices. Human Resource (HR) practices have been proposed as critical in shaping IWB (Bos-
Nehles et al., 2017; Salas-Vallina et al., 2020). Previous research suggests that HR practices can significantly 
impact employees' innovative behaviors, whether examined as a bundle or individually. For example, training and 
development practices enhance performance and innovative behavior (Hoeppe, 2014; Birdi et al., 2012), while 
work-life balance practices positively affect employees' behavior (Yasir & Majid, 2019). 

Given these premises, this study aims to address the inconsistent findings in the literature by examining how 
specific HR practices—namely Training and Development (TD), Rewards and Recognition (RR), Diversity 
Management (DM), and Work-Life Balance (WB)—influence the dimensions of IWB, including Idea Exploration 
(IE), Idea Generation (IG), Idea Championing (IC), and Idea Implementation (II). 
Specifically, this study investigates whether: 
1.   TD practices positively relate to IWB in the IE and IG dimensions. 
2.   RR practices positively relate to IWB in the IG, IC, and II dimensions. 
3.   DM practices positively relate to IWB in the IE, IG, IC, and II dimensions. 
4.   WB practices positively relate to IWB in the IE, IG, IC, and II dimensions. 
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2. THEORETICAL BACKGROUND 
2.1. Innovative Work Behavior and Its Dimensions 

Addressing the definition and dimensional nature of IWB takes an ongoing debate among researchers due to 
its broad concept and substantial overlap with other constructs such as creativity, intrapreneurship, 
organizational citizenship behavior, and employee-driven innovation (De Spiegelaere et al., 2014). According to 
Lambriex-Schmitz et al. (2020), Kanter (1988) laid the foundation for IWB. However, Janssen (2000) proposed 
the term for the "intentional creation, introduction, and application of new ideas within a work role, group, or 
organization to benefit role performance, the group, or the organization." Janssen’s proposal has been widely 
adopted by de Jong & den Hartog (2010), Tuominen & Toivonen (2011), and Thurlings et al. (2015). 

As IWB evolves, so does its definition. Recent definitions, such as those by Afsar et al. (2020) and supported 
by Zhang et al. (2021), describe IWB as a "set of behavioral tasks that help employees develop, promote, and 
implement new and innovative ideas." This definition emphasizes that IWB is not limited to innovation. It 
includes idea development and implementation, broadening the concept beyond creativity (Farrukh et al., 2023). 

The dimensions of IWB vary among authors. Some view the construct as bi-dimensional, uni-dimensional, or 
multi-dimensional. For example, Scott and Bruce (1994) operationalize IWB as a "three-stage process: idea 
generation, coalition building, and implementation." Janssen (2000), however, developed a "multi-dimensional 
measure: idea generation, idea promotion, and idea implementation." De Jong and den Hartog (2010) argue that 
"each of the proposed dimensions must contribute to an overall construct of IWB" and validated this through 
Confirmatory Factor Analysis, resulting in four IWB dimensions: exploration, generation, championing, and 
implementation. Their large-scale study showed that the four-factor model performed better than competing 
models, clearly contributing to the overall construct of IWB. Consequently, this paper adopts these four IWB 
dimensions, described as follows: 

• Idea Exploration (IE) involves the discovery of an opportunity or the identification of a problem. It includes 
looking for ways to improve current products, services, or processes (Kanter, 1988; Farr & Ford, 1990; 
Basadur, 2004). 

• Idea Generation (IG) encompasses generating ideas about new products, services, or processes, 
improvements in current work processes, or general solutions to identified problems (Kanter, 1988). It 
involves asking critical questions about the current situations at work and activating innovation 
development by creating new, applicable, and potentially valuable ideas (Janssen, 2000). 

• Idea Championing (IC) focuses on individuals in informal roles who push creative ideas past obstacles in 
their organizations and help realize innovative ideas (De Jong & den Hartog, 2010). Championing includes 
finding support, building coalitions, expressing enthusiasm and confidence about the success of the 
innovation, being persistent, and involving the right people (Howell et al., 2005). 

• Idea Implementation (II) refers to the effort and result-oriented attitude needed to make ideas happen. It 
includes making innovations part of regular work processes and behaviors like developing new products or 
work processes and testing and modifying them (Kleysen & Street, 2001; Kanter, 1988). 

 
2.2. Human Resource Management and Innovative Behaviors  

Human Resource Management (HRM) is crucial in developing and transforming organizational culture 
through various practices. HRM is a communication channel between employers and employees, conveying 
important objectives and influencing employee outcomes (Abstein & Spieth, 2014). According to Mumford 
(2000), HR practices foster creativity, innovation, and organizational growth by enhancing individual employees' 
skills. Several studies have examined the role of HRM in promoting IWB through a bundle of practices, 
highlighting HRM's potential to influence and shape employees' attitudes and behaviors (Veenendaal & 
Bondarouk, 2015). Despite the existing knowledge, findings on HRM impacts on IWB remain fragmented (Bos-
Nehles et al., 2017). Stinglhamber and Vandenberghe (2003) argue that when employees perceive the 
organization provides value, the employees feel obliged to reciprocate by contributing positively, such as helping 
the organization achieve its goals. Therefore, HR practices tend to cultivate desired behaviors in employees while 
they discourage undesired ones. Moreover, Bos-Nehles and Veenendaal (2019) posit that individual perceptions of 
HR practices designed to foster high commitment significantly impact IWB. This perspective underscores the 
importance of aligning HR strategies with organizational goals to enhance innovation and performance. 
 
2.3. HR Practices and IWB: Hypothesis Development  
2.3.1. Training & Development (TD) and Idea Exploration & Generation  

Training can significantly enhance IWB by improving thought processes and providing educational 
opportunities that enhance task domain expertise (Shalley & Gilson, 2004). The relationship between TD and 
IWB can be best understood through the social exchange construct, where employees need to reciprocate 
through positive attitudes and behaviors that are not formally rewarded or contractually enforceable (Sanders et 
al., 2010). Hoeppe (2014) emphasized that TD escalates employee performance. Furthermore, Birdi et al. (2012) 
found that TD is positively related to IG but unrelated to II. Similarly, Veenendaal and Bondarouk (2015) 
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asserted that perceptions of TD significantly affect IG. Thus, TD enhances employees' innovative behavior 
(Mumford, 2000; De Jong & Den Hartog, 2010). Based on theoretical insights and empirical evidence, this study 
supports the following Hypothesis: 

Hypothesis 1: TD has a positive and significant relationship with IWB in terms of IE (H1a) and IG (H1b) 
 
2.3.2. Rewards & Recognition (RR) and Idea Generation, Championing, & Implementation 

When rewarded, employees become more committed and produce innovative ideas, enhancing company 
proficiency (Khan et al., 2020). Rewards can significantly increase employees' attention towards their jobs and 
improve overall company performance (Baer et al., 2003). However, the role of rewards in promoting creativity 
and innovation remains less investigated (Mascareño et al., 2020). Thneibat et al. (2022) found that performance-
based rewards are directly associated with employees' IWB based on structural equation modeling. Based on this 
information, this study proposes Hypothesis 

Hypothesis 2:  RR has a positive and significant relationship with IWB in terms of IG (H2a), IC (H2b), and II 
(H2c). 
 
2.3.3. Diversity Management (DM) and Idea Exploration, Generation, Championing, & Implementation  

Various studies support the notion that organizational diversity is positively related to performance, 
innovation, and IWB (Østergaard et al., 2011). Effective diversity management can enhance cross-cultural 
learning and knowledge sharing, fostering IWB within business firms (Backes-Gellner & Veen, 2009; Kaiser & 
Müller, 2013). However, some studies have reported mixed results concerning the relationship between DM and 

IWB. Bogilović et al. (2020) argue that employee diversity can hinder effective IWB due to dissimilarity, 
proximity, and the creation of multiple subgroups. Conversely, other authors suggest that effectively managed 
employee diversity can bring more perspectives and ideas to business firms, fostering innovation and creativity 
(Bassett-Jones, 2005; Van der Vegt & Janssen, 2003). For example, Gupta (2011) found that workplace diversity 
positively relates to creativity, innovation, and competitive advantage. Similarly, Syed et al. (2021) found that 
DM positively affects IWB through employee engagement and affective commitment. Based on the outcomes of 
previous studies, this study supports this Hypothesis: 

Hypothesis 3: DM has a positive and significant relationship with IWB in terms of IE (H3a), IG (H3b), IC 
(H3c), and II (H3d). 
 
2.3.4. Work-Life Balance (WB) and Idea Exploration, Generation, Championing, & Implementation 

WB supporting employers include flexi-time, job-sharing, transitioning from full-time to part-time work, 
compressing working hours, home-working, term-time-only working, and paid leave to care for dependents in an 
emergency (Wood, 2018). WB benefits relate to motivation, engagement, and creativity in the workplace. WB 
could be an effective complementary means to assess the innovativeness of firms (Vidal & Pasamar, 2017). 
Mohammed and Al-Qaisi (2022) found that WB is associated with IWB. Additionally, Lestari and Satrya (2020) 
suggest that WB mediates the relationship between work autonomy and IWB. Based on these premises, this 
study proposes this Hypothesis: 

Hypothesis 4: WB has a positive and significant relationship with IWB in terms of IE (H4a), IG (H4b), IC 
(H4c), and II (H4d). 
 
3. METHODOLOGY 
3.1. Research Design 

This study employed a quantitative research design using Structural Equation Modeling (SEM) to analyze 
the relationships between HR practices and IWB. SEM is particularly suitable for this study as it examines 
complex relationships between observed and latent variables, providing a comprehensive understanding of how 
different HR practices influence various dimensions of IWB. According to Kline (2015), SEM combines factor 
analysis and multiple regression analysis, making it ideal for simultaneously testing models involving multiple 
variables. This capability is crucial for exploring the multifaceted nature of IWB and its antecedents in the form 
of HR practices. 

Based on the review of the literature and the supporting hypotheses, the research framework is shown in 
Figure 1: 
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Figure 1:  The Framework and Main Hypotheses of the Study. 

 
3.2. Respondents 

The study population comprised employees from various organizations in the UAE. GPower software was 
utilized for an a priori analysis to estimate the optimal sample size necessary for achieving adequate statistical 
power (Faul et al., 2007). This approach ensures that the study can detect significant effects and relationships 
between HR practices and IWB dimensions, thereby minimizing the risk of Type I and Type II errors (Kang, 
2021). For a medium effect size (f² = 0.15), a power level of 0.80, and an alpha level of 0.05, GPower calculated 
that 88 participants are needed; however, given the complexity of the SEM model, which includes nine latent 
variables and 41 observed variables, a larger sample size is required for robust model estimation. Consequently, 
111 participants from nine industries in the United Arab Emirates were recruited for this study to ensure reliable 
detection of significant effects. 
 
3.3. Instrument 

The research instruments used in this quantitative investigation were adapted from various established 
sources, including de Jong and den Hartog (2010), Zhu et al. (2014), Dahiya and Raghuvanshi (2021), Bos-Nehles 
et al. (2017), and Lambriex-Schmitz et al. (2020). Some statements in the instruments were modified to fit the 
specific contexts of this study. The final instruments consisted of 7 statements related to IWB classification, 8 
statements related to the IWB dimensions, and 26 statements related to HR practices. To ensure clarity and ease 
of response, the survey employed a Likert scale with 5 response categories: 1 (strongly disagree) to 5 (strongly 
agree). Internal consistency was assessed by calculating Cronbach's alpha, with all variables yielding Cronbach's 
alpha values above 0.70, indicating good internal consistency. 
 
Table 1: Reliability Test Result. 

Variables 
No. of 
Statements 

 
Cronbach’s Alpha 

 
Interpretation 

Innovative Work 
Behavior (IWB) 

7 
0.752 

There is good internal consistency among the items within this group. 

IWB Dimensions 8 
 
0.845 

There is an excellent level of internal consistency among the items, 
indicating that the dimensions of IWB are being measured reliably. 

HR Practices 26 0.972 
There is an excellent internal consistency among the items, confirming 
that the HR practices are being measured with high reliability. 

 
3.4. Data Collection Process 

Data were collected over four weeks in 2024 through online surveys. Participants were recruited from 
various organizations and invited to participate via email. Each email included a detailed explanation of the 
study's purpose, procedures, and the importance of their contribution. In addition, the participants were assured 
of confidentiality and anonymity, with clear instructions that their responses would be used solely for research 
purposes and reported only in aggregate form. Informed consent was obtained from all participants before they 
began the survey. They were informed that participation was voluntary, and they could withdraw from the study 
without any negative consequences. 
 
 



 Journal of Management World 2025, 1: 457-466 

461 

3.5. Data Analysis 
This study utilized SEM with the Semopy library in Python. Full Information Maximum Likelihood (FIML) 

was used as the estimator, ensuring robust handling of missing data. Sequential Least Squares Programming 
(SLSQP) was employed as the optimizer to refine model parameters. Hypothesis testing was based on p-values 
calculated by Semopy, determining the statistical significance of relationships within the model. Model fit was 
assessed using multiple fit indices, including the chi-square test, Comparative Fit Index (CFI), Goodness of Fit 
Index (GFI), Adjusted Goodness of Fit Index (AGFI), Normed Fit Index (NFI), Tucker-Lewis Index (TLI), and 
Root Mean Square Error of Approximation (RMSEA). These fit indices helped ensure that the model accurately 
represented the data, providing a reliable basis for interpreting the results. 

SEM analysis using Semopy provides several key metrics to evaluate the model fit and overall adequacy, as 
shown in Table 2. 
 
Table 2: Model Fit Metrics and Results. 

 Chi2 Chi2 P-Value Chi2 Baseline CFI GFI AGFI NFI TLI RMSEA AIC BIC 
386.84 1 16631.02 1.018 0.977 0.975 0.977 1.02 0 171.43 445.095 

 
The chi-square value of 386.84 with a p-value of 1 suggests that the model fits the data well. Typically, a 

lower chi-square value and a p-value closer to 1 indicate a good fit, as the model's predictions closely match the 
observed data. The baseline chi-square value of 16631.02 is significantly higher, indicating that the specified 
model is much better than the baseline model, which assumes no relationships among variables. 

The Comparative Fit Index (CFI) value of 1.018 is well above the conventional threshold of 0.90, indicating 
an excellent fit between the model and the data. While CFI values greater than one can sometimes occur due to 
the estimation method or model constraints, they generally signify a good fit. The Goodness of Fit Index (GFI) 
and Adjusted Goodness of Fit Index (AGFI) values are close to 1, with the GFI at 0.977 and AGFI at 0.975, 
suggesting that the model explains a large proportion of the variance in the data. 

The Normed Fit Index (NFI) and Tucker-Lewis Index (TLI) values indicate the model's fit compared to a 
null model (one with no relationships among variables). Both indices are above the threshold of 0.90, suggesting a 
good fit. The TLI value exceeding one further confirms an excellent fit. On the other hand, a Root Mean Square 
Error of Approximation (RMSEA) value of 0 indicates a perfect fit, RMSEA values below 0.05 are generally 
considered indicative of a close fit, and values approaching 0 are ideal. This suggests that the model has a minimal 
error in approximating the population covariance matrix.  

Furthermore, the Akaike Information Criterion (AIC) and the Bayesian Information Criterion (BIC) are used 
to compare models. Lower values of AIC and BIC indicate a better fit. In this case, the low values of AIC (171.43) 
and BIC (445.095) further suggest a well-balanced model.  

These fit indices collectively confirm that the data strongly supports the specified relationships between HR 
practices and IWB dimensions, providing a reliable basis for interpreting the results. 

The excellent fit indices and the very low RMSEA suggest that the model accurately represents the data, 
supporting the specified relationships between HR practices and IWB dimensions. This firm model fit supports 
the hypothesis that HR practices such as TD, RR, DM, and WB significantly impact various dimensions of IWB. 
Organizations can leverage these insights to design and implement HR practices that foster an innovative work 
environment. The positive fit indices suggest that the practices examined in the study are critical for enhancing 
IE, IG, IC, and II within organizations. The robust model fit encourages further research to refine and expand 
the model, potentially including additional HR practices or exploring other mediators and moderators. 
 
4. FINDINGS 

The Structural Equation Modeling (SEM) analysis reveals several significant relationships between HR 
practices and Innovative Work Behavior (IWB) dimensions. Table 3 provides a summary of the SEM results. 
 
Table 3: Summary of Results of SEM. 

Relationship Estimate Std. Err. p-value Positive Significance 
IE ~ TD 10.0136 0.003655 < 0.05 Supported 
IE ~ DM 0.7436 0.00414 < 0.05 Supported 
IE ~ WB -10.0095 0.00457 < 0.05 Not Supported 
IG ~ TD -45.2645 0.00135 < 0.05 Not Supported 
IG ~ RR -38.3096 0.00126 < 0.05 Not Supported 
IG ~ DM 17.1027 0.00169 < 0.05 Supported 
IG ~ WB 62.3163 0.00134 < 0.05 Supported 
IC ~ RR -7.4439 0.00639 < 0.05 Not Supported 
IC ~ DM 3.6169 0.00751 < 0.05 Supported 
IC ~ WB 3.7172 0.00761 < 0.05 Supported 
II ~ RR -10.6863 0.00572 < 0.05 Not Supported 
II ~ DM 4.8728 0.00672 < 0.05 Supported 
II ~ WB 5.1499 0.00688 < 0.05 Supported 
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4.1. Training & Development  
The excellent fit Hypotheses Result:  H1 has partial significance; (TD supports IE [H1a] but not IG [H1b]). 

The significant positive effect of TD on IE indicates that TD activities are strongly associated with exploring 
new ideas. When employees are given opportunities to learn and develop new skills, they are more likely to 
engage in behaviors that seek out, explore, and consider new possibilities or solutions. This positive impact may 
result from enhanced skills, exposure to new ideas, and increased employee confidence (Birdi et al., 2012). 
Furthermore, training programs that emphasize creative thinking and problem-solving can significantly 
contribute to fostering an innovative mindset (Shalley & Gilson, 2004). 

Conversely, the substantial negative effect of TD on IG presents an intriguing and unexpected finding. 
Typically, one might expect TD to positively influence all aspects of innovative work behavior, including 
generating new ideas. However, this negative relationship suggests that while TD encourages exploration, it can 
simultaneously create conditions that inhibit the free generation of new ideas. This inhibition could stem from 
overemphasizing specific methodologies or solutions that restrict creative thinking. Alternatively, it can reflect a 
temporary effect where increased knowledge and skills raise standards for what constitutes a viable idea, thus 
temporarily suppressing idea generation (de Jong & den Hartog, 2010). 
 
4.2. Rewards & Recognition  

Hypotheses Result: H2 has No significance; all sub-hypotheses are rejected (RR does not support IG [H2a], 
IC [H2b], & II [H2c]). 

The analysis reveals a counterintuitive relationship between RR and various dimensions of IWB, specifically 
IG, IC, and II. Typically, one would expect RR to positively influence these dimensions, as rewards and 
recognition are designed to motivate and encourage innovative behaviors. However, the findings indicate an 
inverse relationship in this context. For IG, higher levels of RR are associated with lower levels of idea 
generation. This suggests that an excessive focus on rewards or an overly competitive environment creates 
pressure, inhibiting the free flow of creative ideas. While rewards aim to motivate, they inadvertently stifle the 
spontaneous and exploratory nature necessary for generating new ideas. Employees will become risk-averse, 
fearing failure or not meeting the reward criteria, reducing their engagement in the creative process (Baer et al., 
2003). 

Similarly, the negative relationship persists for IC. Increased RR correlates with a decrease in the tendency of 
employees to champion or advocate for new ideas. This could be due to reward structures not adequately 
recognizing the efforts required to advocate for new ideas. Instead, the focus will likely be on immediate, 
quantifiable outcomes, discouraging employees from engaging in the more challenging aspects of innovation. 
This finding aligns with the notion that intrinsic motivators such as personal growth and intellectual challenge 
will be more effective in promoting innovative behaviors than extrinsic rewards (Bos-Nehles et al., 2017). 
 
4.3. Diversity Management 

Hypotheses Result:  H3 has Positive significance. All sub-hypotheses are accepted (DM fully supports IE 
[H3a], IG [H3b], IC [H3c], and II [H3d). 

The analysis revealed that DM positively influences IE, suggesting that a diverse workforce fosters an 
environment where employees feel encouraged to explore new ideas and perspectives. Diverse viewpoints can 
stimulate curiosity and promote a broader approach to problem-solving. The strong alignment between the 
indicators of DM reinforces the validity and reliability of the DM construct within this study (Bos-Nehles & 
Veenendaal, 2017). 

Regarding IG, the positive relationship with DM underscores the role of diversity in enhancing creative 
processes within organizations. When employees from different backgrounds and experiences collaborate, they 
bring unique ideas and approaches that contribute to generating innovative solutions. This diversity of thought is 
crucial for creativity, as it helps challenge existing norms and assumptions, leading to more robust and novel 
ideas (Østergaard et al., 2011). 

In the IC dimension, DM also shows a positive impact, suggesting that diversity within the workforce 
supports the advocacy and promotion of new ideas. Employees in diverse teams can feel more empowered to 
champion their innovative ideas, knowing that the organization values and supports their unique perspectives. 
This empowerment is vital for progressing ideas from mere concepts to actionable plans, as it involves garnering 
the necessary support and resources for implementation. Furthermore, the significant relationships between DM 
and other HR practices, such as TD and RR, highlight the interconnectedness within HR practices, suggesting 

that a holistic approach to HR can enhance IWB (Bogilović et al., 2020). 
In terms of II, the positive effect of DM indicates that diversity management is crucial for successfully 

executing innovative ideas. A diverse team can bring varied skills and approaches essential for overcoming the 
practical challenges of implementing new ideas. The findings suggest that organizations that effectively manage 
diversity can enhance their overall innovative capacity, ensuring that ideas are generated, championed, and 
successfully brought to fruition. These results emphasize the importance of fostering a diverse and inclusive work 
environment to support all stages of innovation (Bassett-Jones, 2005). 
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4.4. Work-Life Balance 
Hypotheses Result: H4 has partial Positive significance. Hypotheses are accepted for H4b, H4c, & H4d (WB 

fully supports IG [H4b], IC [H4c], & II [H4d). However, it has no significance for IE (H4a). 
 

For IE, the analysis results indicate a negative relationship with WB, which suggests that employees are less 
inclined to explore new ideas when they perceive a better balance between their work and personal lives. One 
possible explanation is that employees who achieve an excellent work-life balance focus more on maintaining 
stability and routine rather than venturing into new and uncertain territories that idea exploration often requires. 
This insight implies that while work-life balance is crucial, organizations must also find ways to encourage 
exploratory thinking without disrupting employees' sense of balance (Baer et al., 2003). 

In contrast, the relationship between WB and IG is strongly positive. This finding highlights the importance 
of WB in fostering a conducive environment for creativity and generating new ideas. Employees who feel that 
their work-life balance is well-managed will likely experience lower stress levels and higher job satisfaction, 
significantly enhancing their creative capacities. The positive impact of WB on IG underscores the value of 
supporting employees' overall well-being to stimulate innovative thinking and idea generation. Organizations 
should implement policies and practices that promote a healthy work-life balance to boost creativity and 
innovation (Vidal & Pasamar, 2017). 

For IC, WB also shows a positive impact. This suggests that employees who enjoy a good work-life balance 
are more likely to advocate for and promote new ideas within the organization. When employees feel balanced 
and supported in their personal and professional lives, they are more inclined to take the initiative and push for 
the implementation of innovative ideas. This indicates that a supportive WB can empower employees to become 
innovation champions. Organizations should recognize and reward efforts to champion new ideas, fostering an 
environment where innovative thinking is encouraged (Abstein & Spieth, 2014). 

In terms of II dimension, its positive relationship with WB indicates that employees who perceive a good 
work-life balance are more effective in executing and implementing new ideas. A well-balanced work-life 
environment provides employees with the mental and emotional resources to tackle the practical challenges of 
bringing new ideas to fruition. These findings suggest that organizations should prioritize work-life balance 
initiatives as part of their strategy to enhance overall innovative capacity. By fostering a work environment that 
supports employees' personal and professional needs, organizations can ensure that ideas are generated, 
championed, and successfully implemented, leading to sustained innovation and competitive advantage. These 
insights imply that integrating work-life balance into the organizational culture is crucial for long-term success 
and continuous innovation (Choi et al., 2021). 
 
5. DISCUSSION 

The positive impact of TD on IE suggests that training enhances employees' ability to explore new ideas. 
This finding aligns with previous research indicating that training programs emphasizing creative thinking and 
problem-solving can significantly contribute to fostering an innovative mindset (Birdi et al., 2012; Shalley & 
Gilson, 2004). However, the negative impact of TD on IG indicates that while training encourages exploration, it 
might also create conditions that inhibit the generation of new ideas. These conditions prompt the organizations 
to design TD programs that balance structured learning with opportunities for free exploration, allowing 
employees to apply their knowledge in novel ways (Bos-Nehles et al., 2017). For HR strategy and innovation 
management, the negative impact of TD on IG implies re-evaluation of the structure and outcomes of learning 
and development activities and close monitoring and adjustment of TD program content and delivery to ensure 
they stimulate rather than stifle creativity (Abstein & Spieth, 2014). 

The analysis also reveals a counterintuitive relationship between RR and various dimensions of IWB, 
specifically IG, IC, and II. Higher levels of RR are associated with lower levels of idea generation, championing, 
and implementation. This shows that an excessive focus on rewards may create pressure or an overly competitive 
environment that inhibits the free flow of creative ideas. While rewards aim to motivate, they might 
inadvertently stifle the spontaneous and exploratory nature necessary for generating and implementing new 
ideas. Employees may become risk-averse, fearing failure or not meeting the reward criteria (Baer et al., 2003). 
This finding underscores the need for organizations to carefully design and implement their RR programs to 
support and enhance all stages of innovation genuinely. Organizations should provide a mix of intrinsic and 
extrinsic motivators to cater to diverse employee needs and preferences. Recognizing and rewarding the 
innovation process, not just the outcomes, can encourage ongoing creative efforts and mitigate the fear of failure. 
Tailoring RR programs to match the specific motivations and needs of employees engaged in innovative activities 
is crucial (De Jong & Den Hartog, 2010). By aligning RR strategies with employees' intrinsic motivations and by 
promoting a supportive innovation culture, organizations can better harness the creative and innovative potential 
of their workforce, ultimately leading to sustained competitive advantage (Farrukh et al., 2023). 

DM positively influences all dimensions of IWB, suggesting that a diverse workforce fosters an environment 
where employees feel encouraged to explore new ideas and perspectives. Diverse viewpoints can stimulate 
curiosity and a broader approach to problem-solving. This finding is consistent with previous research indicating 
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that diversity enhances creative processes and organizational performance (Østergaard et al., 2011; Bogilović et 
al., 2020). Effective diversity management can enhance cross-cultural learning and knowledge sharing, fostering 
IWB within organizations. A diverse team can bring varied skills and approaches essential for overcoming the 
practical challenges of implementing new ideas (Bassett-Jones, 2005). These results emphasize the importance of 
fostering a diverse and inclusive work environment to support all stages of innovation. Encouraging a culture 
that values diversity and inclusivity is essential for fostering innovation. Organizations should recognize and 
reward the outcomes of innovative efforts and the processes and collaborations that lead to these outcomes. 
Creating an environment where diverse perspectives are valued, and employees feel psychologically safe 
expressing their ideas can significantly enhance innovative behaviors (Salas-Vallina et al., 2020). 

The analysis of the relationship between WB and various dimensions of IWB reveals some nuanced findings. 
WB negatively impacts IE, suggesting that employees might be less inclined to explore new ideas when they 
perceive a better balance between their work and personal lives. One possible explanation is that employees who 
achieve a good work-life balance may focus more on maintaining stability and routine rather than venturing into 
new and uncertain territories (Baer et al., 2003). In contrast, WB positively impacts IG, IC, and II, highlighting 
the importance of a balanced work-life environment for fostering creativity and implementing new ideas. 
Employees who feel that their work-life balance is well-managed will likely experience lower stress levels and 
higher job satisfaction, significantly enhancing their creative capacities. This suggests that organizations should 
implement policies and practices that promote a healthy work-life balance to boost creativity and innovation 
(Vidal & Pasamar, 2017). Additionally, recognizing and rewarding the innovation process, not just the outcomes, 
can encourage ongoing creative efforts and mitigate the fear of failure. 
 
6. CONCLUSION, RECOMMENDATION, & FUTURE RESEARCH 

This study comprehensively analyzes the relationships between various HR practices and dimensions of 
Innovative Work Behavior (IWB). The findings significantly affect organizational learning and development, HR 
management, and innovation strategy.  
Specifically, this study has four key findings:  

1.  The positive impact of TD on IE indicates that providing employees with opportunities to learn and 
develop new skills encourages them to explore new ideas. However, the negative impact of TD on Idea 
Generation (IG) suggests that while training encourages exploration, it might also create conditions that inhibit 
the generation of new ideas. This highlights the need for organizations to design TD programs that balance 
structured learning with opportunities for creative exploration and innovation.  

2.  The study reveals a counterintuitive negative relationship between RR and various dimensions of IWB, 
including IG, IC, and II. This suggests that an excessive focus on rewards may create pressure and inhibit 
creativity. Organizations should carefully design RR programs to support and enhance all stages of innovation, 
recognizing and rewarding the innovation process, not just the outcomes.  

3. DM positively influences all dimensions of IWB, underscoring the importance of fostering a diverse and 
inclusive work environment. A diverse workforce brings varied perspectives essential for generating innovative 
ideas. These findings support integrating DM into HR strategies to enhance organizational innovation 
capabilities.  

4. The mixed effects of WB on IWB dimensions indicate that while a good work-life balance boosts 
creativity, advocacy, and implementation of new ideas, it may reduce the inclination to explore new ideas. 
Organizations should promote WB initiatives that support employees' well-being without hindering their 
innovative potential. 

Based on these findings, the following are recommended: First, develop TD initiatives that foster an 
environment conducive to creativity and innovation, incorporating elements that target creative thinking, 
problem-solving, and challenging existing norms. Second, RR strategies should be tailored to match the specific 
motivations and needs of employees engaged in innovative activities, recognizing the process and outcomes of 
innovation. Third, policies and practices that support diversity and inclusivity should be promoted, such as 
inclusive hiring practices, diversity training programs, and initiatives encouraging cross-functional and cross-
cultural collaboration. Lastly, flexible working arrangements should be implemented, and employees' well-being 
should be supported to create a motivated and engaged workforce capable of generating and implementing 
innovative ideas.  

The excellent model fit and significant relationships identified in this study suggest that targeted HR 
practices can significantly enhance various dimensions of IWB. By leveraging these insights, organizations can 
design and implement HR strategies that foster an innovative work environment, ultimately leading to sustained 
competitive advantage in dynamic markets. This study contributes to a more cohesive framework for 
understanding how HR practices influence IWB, providing valuable recommendations for academic research and 
practical application in organizational settings. 

Future research should explore additional HR practices that may influence IWB and investigate other 
potential mediators and moderators that could further elucidate the relationships identified in this study. 
Expanding the sample size and diversity of industries represented could also enhance the generalizability of the 
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findings. Further studies could also examine the long-term impacts of HR practices on IWB and organizational 
performance. 
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