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Abstract - This estudy einvestigates ethe eimpact eof eself-leaderships ewithin eemployees ein ethe emanufacturing 

eindustry ein eIndonesia etowards eemployee einnovation eand echecks eon ethe eimpact eof emediation efrom eknowledge 

esharing eto ethis erelationship. e125 eemployees ein ethe emanufacturing eindustry eparticipate ein ethis eresearch. eThe 

eresult eof eresearch eclaimed ethat eself-leadership ehas ea epositive eand esignificant eeffect eon eknowledge esharing eand 

eemployee einnovation. eLikewise, eknowledge esharing ehas ea epositive eand esignificant eeffect eon eemployee 

einnovation. eTherefore, ethe eresult eof ethe eresearch eshowed ethat eknowledge esharing ehas ea epartial emediation 

eimpact eon ethe erelationship ebetween eself-leadership eand eemployee einnovation. 
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I. INTRODUCTION 
 

Investing ein einnovation eis eequal eto eholding eoptions efor ethe efuture, eand ean eorganization’s einnovation eis 

ethe esource eof econtinuous ecompetitive eadvantage efor ethe eorganization eitself e(Berraies eet eal., e2014). eOther ethan 

ethat, einnovation ehas ea erole ein edeveloping enew ecompetitive eways ein edoing ebusiness eoperations, edealing ewith 

echallenges, eresolving ethe emarket eorder eand ethe eexisting eorganization e(Masduki eAsbari, eNovitasari, eet eal., 

e2021; eFikri eet eal., e2021; eNovitasari, eAsbari, eet eal., e2021; eNovitasari, eSupiana, eet eal., e2021; eNovitasari, 

eSupriatna, eet eal., e2021; ePramono eet eal., e2021), ereducing ethe estress ein ethe ework eenvironment, eand eimproving 

eproductivity eand ework equality e e(Asbari, eFayzhall, eGoestjahjanti, eWinanti, eet eal., e2020; eAsbari e& eNovitasari, 

e2021; eFayzhall eet eal., e2020). 
Organization’s einnovation eis estarted efrom einnovative ebehavior efrom eeach eof ethe eorganization’s 

emembers e(Masduki eAsbari, ePurwanto, eFayzhall, eWinanti, ePurnamasari, eet eal., e2020; eMasduki eAsbari, 

eWijayanti, eHyun, ePurwanto, e& eSantoso, e2020; eMasduki eAsbari, eWijayanti, eHyun, ePurwanto, eSantoso, eet eal., 

e2020; eMasduki eAsbari, ePrasetya, eet eal., e2021; ePurwanto, eBernarto, eet eal., e2020). eEvery emember efunctions eas 

ethe eorganization’s efoundation eto einnovate ein ecreating, emanifesting, eand emaintaining enew eideas e(Asbari, 

eWijayanti, eet eal., e2020; eAsbari eet eal., e2021; eNovitasari eet eal., e2020; eSuprapti eet eal., e2020). eInnovative ebehavior 

eis edefined eas ethe edeliberate eintroduction eand eimplementation ein ea eparticular erole, egroup, eor eorganization’s 

eideas, eprocess, eproduct, eor enew eprocedures eto eadoption eunit ethat eis erelevant eand edesigned eto esignificantly 

ebenefit ethe eindividual, egroup, eor eeven esociety e(West e& eFarr, e1989). eInnovative ebehavior eof ean eemployee ein 

ethe eworkplace eis ethe ebasis eof eevery eorganization ethat ehas ehigh eperformance e(Turnipseed e& eTurnipseed, e2013) 

ebecause ethe einnovative eideas emade ethrough ethe einnovative ebehavior efunctions eas ethe ebasis eto edevelop 

ecompetitiveness, eeither efor eproducts eor eservices e(Agistiawati e& eAsbari, e2020; eAmri eet eal., e2021; ePurwanto, 

eAsbari, eet eal., e2020; ePurwanto, eHidayat, eet eal., e2021; eSilitonga eet eal., e2021). 
Previous estudies eadmitted ethat eknowledge eis ethe ekey eto eimprove einnovation e(for einstance, eLin, e2007; 

eMangiarotti e& eMention, e2015; eRadaelli eet eal., e2014). eSharing eof eknowledge, eespecially econsidering eit eas ethe 

edeterminant eof einnovative ebehavior. eSharing eknowledge eis ethe eprocess ethat eenables eknowledge eowned eby ean 

eindividual eor ea egroup eto ebe etransferred eto ethe eorganizational elevel, ewhere eit ecan ebe eimplemented ein ethe 

edevelopment eof eproducts, eservices, eand enew eprocesses e(Van eDen eHooff e& eDe eRidder, e2004). eIn eother ewords, 

ean eindividual’s eknowledge eprovides ematerials ethat eare eneeded eby ethe eorganization eto ecreate eknowledge eand 

einnovations e(Agistiawati eet eal., e2020; eHutagalung eet eal., e2020). eHowever, eif ethe eknowledge eis enot eshared ewith 
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ethe eother eindividuals eor egroups ein ean eorganization, ethen ethat eknowledge ewill eremain ein ethe edomain eof 

eindividuals eand ewill ehave eless eor eno eimpact eon ethe eorganization’s eperformance eor einnovative eskills 

e(Subramaniam e& eYoundt, e2005). e 
 Innovative ebehavior eis etraditionally econsidered eto ebe emore eimportant ein ethe emanufacturing esector, 

ewhere ethe edevelopment eof enew eproducts eare eimportant e(Masduki eAsbari, ePurba, eet eal., e2021b; eNovitasari, 

eKumoro, eet eal., e2020; ePurwanto, eAsbari, eet eal., e2021; eSopa eet eal., e2020). eBesides ethat, eresearchers ehave 

eidentified ewhat ekind eof eresources eare erelevant eto esuccessful einnovation ein ethe emanufacturing esector e(Asbari, eet 

eal., e2021; ePurwanto eet eal., e2020; ePutra eet eal., e2021; eSopa eet eal., e2020). eHowever, estudies ethat ehave ebeen 

efocusing eon ethe especific eaction einfluencing einnovative ebehavior ewithin eemployees ein emanufacturing eindustries 

eare estill erare. eThe emajor ereason efor ethe eresearch egap eis eperhaps elocated ein ethe econtext eof especific eservices: 

einnovation ein ea emanufacturing eindustry eis econsidered eto ebe ea ecomplex equestion. eGallouj e& eDjellal e(2010) 

eclaimed ethat einnovation ein ean eorganization ehappens ewhen ethere eis ea echange ein eone eor ea efew echaracteristics eor 

eskills ethat edefine ea ecertain eservice ecorrectly. eIn ean eera ethat eemphasize ethe eneeds eof echange, ecreativity, eand 

einnovation ein eresponding eto ecustomer’s eneeds, emaintains ethe equality eof estudy ecould eresult ein ea econtinuous 

ecompetitive eadvantage e(Hutagalung, eNovitasari, eet eal., e2021; eNovitasari, eKumoro, eet eal., e2021; eNugroho eet eal., 

e2021; eSuroso, eNovitasari, eet eal., e2021; eTiara eet eal., e2021; eWiyono eet eal., e2021). eEmployees ehave ean eimportant 

erole ein eensuring einnovation ein emanufacturing eindustries, eand etheir eskills eto einnovatively ehave ethe epotential eto 

econtribute ein ethe erelationship eof esuccessful estudies e(Slåtten e& eMehmetoglu, e2015). eEmployees ewere easked eto 

edo ea ecertain ebehavior edetermined eby ethe ework edescription; etherefore, einnovative ebehavior emay enot eoften ebe 

echarged eby ethem. eHowever, eprofessional eemployees eperform etheir ework eindependently. eAs ea eresult, ethe 

einnovation ethat ehas ea erelationship ewith eprofessional eemployees eis eseen eto ebe ein ethe eimportant eresearch efield. 
 The ework eof ethe eemployees ein ethis eindustry erevolution eera e4.0 eemphasized emore eon ethe ewide 

eindependence eand eautonomy. eThe ejob enowadays edemands ea ehigher elevel eof einterpersonal einteraction ewith ethe 

eskills eto ehandle ethe eneeds eand ewants eof eheterogenic estakeholders. eEmployees eare eallowed eto euse ethe epolicy eof 

etheir eindividuals ein edifferent esituations, eand ethey erely eon etheir eskills eto edetermine ethe etechnical edevelopment 

eand eimplementation. eTherefore, einnovative ebehavior eis emore eemphasized efor eemployees eand ethey eare eseen eas 

ethe eheart eof ethe einnovative eservices ein ethe emanufacturing eindustry e(Chiu eet eal., e2011). e eAside efrom ethe 

eimportant erole eof eprofessional eemployees ein eensuring ean eorganization’s einnovation, ethere eare ea efew etypes eof 

eresearch ethat eare edone ein ethis ekind eof esetting. eBesides ethat, eprofessional eemployees eutilize etheir enew eand 

eunique eexperience eobtained ethrough einteraction ewith ecollege estudents eand etheir ecolleagues ein ethe eworkplace, 

eand etheir eperformance eis ebased eon ethe eknowledge eobtained eby ethose eexperiences. eWhen ethe eprofessional 

eemployees eshare etheir eknowledge eand eexperiences, ethen ethis ewill eimprove etheir eorganizational eperformance ein 

ethe emanufacturing eindustry eas ea ewhole. eTherefore, esharing eknowledge eis ehighly eimportant ein ean eorganization 

eof ethe emanufacturing eindustry e(Admiral eet eal., e2021; eHutagalung, eAdmiral, eet eal., e2021; eJumiran eet eal., e2020; 

ePebrina eet eal., e2021; eSutardi eet eal., e2020). eFor ethe eintuition eof ethe emanufacturing eindustry, ewhich eis ehighly 

edependent eon ethe einteractions ewithin eemployees, eas ewell eas ewithin eemployees eand eother estakeholders, eit eis 

eimportant eto ecreate ea eculture eof esharing eappropriate eknowledge. eAndrews e& eDelahaye e(2000) ereported ethat 

ealthough esharing eknowledge eis eimportant, eit ehappens eonly eafter ea esense eof etrust eis edeveloped. eTherefore, ethey 

eemphasized ethe eimportance eof etrust ein eestablishing eknowledge esharing. eResearchers edefined etrust eas ethe 

epositive ebehavior etowards epeople eand ethe ewillingness eto ebe eneeded eby eeach eother e(Mayer eet eal., e1995). 

eAlthough eno edefinition eof etrust eis eaccepted euniversally, egenerally eagreed ethat etrust eenables ecooperative 

ebehavior, epromotes enetworking erelationships, ereduces econflicts, eand efacilitates ethe eformation eof ethe ework 

egroup e(Mayer eet eal., e1995). eAdditionally, eWang eet eal. e(2014) etook enote ethat etrust eis ethe esignificant eelement ein 

esharing eeffective eknowledge eand einnovative eperformance. e 
 Some eprevious eresearchers eshowed ethat eknowledge esharing ebrings eup eand epositively einfluences 

einnovative ebehavior e(Subramaniam e& eYoundt, e2005). eIn eaddition, ethe efunction eof eknowledge esharing eis eboth 

ea econsequence eof etrust etowards ethe eleaders eand eantecedents eof einnovative ebehavior. eTherefore, eresearchers 

eassumed ethat eknowledge esharing emediate eSelf-leadership eand einnovative ebehavior. eNext, ethe eauthor echecked 

eon ehow eSelf-leaderships einfluence einnovative ebehavior eand eexplained ethe erole eof emediation efrom eknowledge 

esharing ein ethis erelationship. eThe eauthor’s econceptual eframework erefers eto ethe eexisting eliterature eregarding 

eorganizational etrust, eknowledge emanagement, eand einnovative ebehavior e(for einstance, eClegg eet eal., e2002; 

eMooradian eet eal., e2006). eConceptual eframework, eas eshown ein eFigure e1 estated ethat eSelf-leadership ehas ea 

esignificant eimpact eon eknowledge esharing, ewhich ein eturn ewould ehave ean eimpact eon ethe einnovative ebehavior. 

eThis emeans ethat eSelf-leadership, edirectly eand eindirectly, einfluences einnovative ebehavior eto eknowledge esharing. 

eIn ethe enext epart, ethe eauthor ewill egive ereasons efor ethe efour ehypotheses ethat earrange ethis econceptual eframework. 
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A. Self-Leadership and Knowledge Sharing 
 
 The trust within an organization’s members shows an individual’s confidence in other people’s truth of 
a statement and behavior. Trust is seen in a horizontal relationship between colleagues and a vertical relationship 
between leaders and the subordinate (Afsar & Masood, 2018; Maximo et al., 2019; Podsakoff et al., 1990). 
Employees may trust their colleagues but not their leaders, or vice versa. Therefore, the type of trust should be 
considered at different levels. Many previous types of research showed that a sense of mutual trust within members 
in an organization is one of the major factors to success in knowledge sharing in the organization. Afsar & Masood 
(2018) defined mutual trust as the level of hope that an organization’s members will reach the same purpose. They 
reported that mutual trust pushes knowledge sharing, which could result in a superior organization’s performance 
in the end. Likewise, Evans (2012) found a positive, strong relationship between trust and knowledge sharing, 
and they positively relate knowledge sharing with team effectiveness results.  
 When a Self-leadership decreases, employees will not reach an active collaboration relationship that 
would enable them to share knowledge. In such situations, they will hide or distort knowledge or other important 
information (Nonaka & Toyama, 2015). In a study about the relationship between knowledge sharing and Self-
leaderships, Renzl (2008) found that when the level of trust is high,  knowledge sharing will increase in the 
departments. The major factor that could prevent knowledge sharing within employees in the manufacturing 
industry is the fear of getting manipulated and losing power as well as their values as an impact of knowledge 
sharing. A Self-leadership could inhibit this kind of fear and positively influence knowledge sharing (Renzl, 
2008). Wang et al. (2014) emphasized the importance of Self-leaderships for knowledge sharing, by explaining 
that employees who trust their leaders would also trust the information that they obtain from the leaders. 
Therefore, the information circulation would be efficient. According to the findings from the previous studies 
regarding the relationship between Self-leadership and knowledge sharing, the author has made the hypothesis as 
stated below: 
 
H1: Self-leaderships significantly influence the behavior of knowledge sharing. 
 
B. Knowledge Sharing and Employee Innovation 
 
 Researchers ehave econcluded ethat eknowledge eassets ecould eincrease ethe eprobability eof ean eorganization 

ecreating eand eimplement einnovation e(Mangiarotti e& eMention, e2015). eHighlighting ethe eimportance eof 

eknowledge eto einnovate, eThornhill e(2006) ereported ethat ethe easset elevel eof ean eorganization’s eknowledge eis eequal 

eto eits einnovation elevel. eDue eto ethe eattachment eof eknowledge ein eindividuals, ethen eit eis enecessary eto eshare 

eknowledge ewithin ethe eorganization’s emembers eto ebuild ea enew eroutine eand ementality ethat ewould ehelp ethem ein 

esolving eproblems e(Nonaka e& eToyama, e2015). eTherefore, ethe eorganization eneeds epractice ein ecreating 

eknowledge eand, emost eimportantly, eknowledge esharing e(Alavi e& eLeidner, e2001). eAccording eto eMehrabani e& 

eShajari e(2012), eknowledge esharing ewithin ethe eorganization’s emembers etends eto emake enew eideas eto edevelop 

enew eproducts eand einnovation eprocess. eResearchers ewho efocused eon ethe erelationship ebetween eknowledge 

esharing eand einnovative ebehavior eagreed ethat eeffective eknowledge esharing ecould eresult ein einnovative ebehavior. 

eThis eis ebecause ethe ecreative eideas ethat eform ethe ebasis eof einnovation, eand ethose eideas ethat eare eresulted ethrough 

eeffective ecommunication ebetween ethe eemployees, eare edirected eto ea estrong etendency ebetween ethem eto ecreate 

einnovation. eDarroch e(2005) estated ethat ethe espread eof eknowledge ein ea eparticular eorganization einfluences 

einnovative ebehavior. eThis eprevious estudy eshows ethat eknowledge esharing ewithin eemployees eis ethe ebasis eto 

ecreate eknowledge ein ean eorganization eand eit eplays ean eimportant erole ein epushing einnovative ebehavior. eTherefore, 

ethe eauthor ehas emade ethe ehypothesis eas estated ebelow: 
 
H2:  Knowledge sharing significantly influence employee innovation. 
 
C. Self-Leadership and Employee Innovation 
 

One eof ethe egeneral echaracteristics eof eall etrusting esituations eis ethe ewillingness eto etake erisks e(Kmieciak, 

e2020). eIn eother ewords, edifferent efrom eanother epsychological econdition, etrust ein edemanding ea eparticular eperson 

eto eembrace eother epeople’s eweaknesses etogether ewith etheir erisks ethat eaccompanying ethem. eOne eof ethe efew 

eresults eof eperformance-related ewith eemployee’s etrust ein eone eanother eis einnovative ebehavior. eInnovative 

ebehavior etends eto ebe einformal eand evoluntary. eTherefore, ethis eis ethe etype eof ebehavior ethat ehas ean eextra erole. eAn 

eindividual ehas efull eresponsibility efor eany eform eof efailure. eDue eto ethis ekind eof erisk, ethere eis ea estrong 

erelationship ebetween eSelf-leadership eand einnovative ebehavior e(Vanhala e& eRitala, e2016). eIn ethe econtext eof ethe 
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eorganization, eemployees eare ehighly edependent eon etheir eleaders eto eobtain einformation, eresources, eand esocial 

esupport eto edevelop, eprotect eand ecreate etheir enew eideas e(Cahyono eet eal., e2020; eLestari eet eal., e2020; eNovitasari, 

eAsbari, eet eal., e2020; eWijayanti e echi ehyun, eC., ehutagalung, eleo, eAsbari, eM., eBudi eSantoso, eP., e& ePurwanto, eA., 

e2020). eBy etrusting ethe eleaders, ean eemployee ewill emost eprobably edevelop enew eand euseful eideas, esince ethey ewill 

efeel ecomfortable eexploring enew eways eof edoing esomething e(Asbari, ePrasetya, eet eal., e2021; eAsbari, ePurba, eet eal., 

e2021b; eSuroso eet eal., e2021). eWhen ea eleader eand etheir esubordinate edevelop epartnership eand ecreate ea egroup, ethe 

eleader ecould egive etheir esubordinate emore echances eto euse ethe epolicy eand emake etheir eown edecisions ethat ewould 

epromote einnovative ebehavior. eBesides ethat, ewhen ethe etrust elevel ebetween eleaders eand etheir esubordinates 

eincreases, ethe einnovative ebehavior eof eemployees ein ethe edevelopment eof ethe eorganization ewill ealso eincrease 

e(Seo eet eal., e2016). 
 Collaborative business within colleagues is highly important to create ideas (Amabile et al., 2005). 
Although the generation of ideas and evaluations in an organization can sometimes be a solitary activity, in more 
general, members of the workgroup the colleagues influence the individual’s innovation (Scott & Bruce, 1994). 
Likewise, Amabile et al., (2005) stated that collaboration within colleagues is important to create innovative ideas. 
According to the finding of a previous study regarding the relationship between trust and innovative behavior, the 
author has made the hypothesis as stated below: 
 
H3: Self-leaderships has a significant influence on employee innovation. 
 
D. Mediation of Knowledge Sharing between Self-Leadership and Employee Innovation 
 
 As explained before, some researches have shown that knowledge sharing brings up and positively 
influences innovative behavior (Darroch, 2005; Subramaniam & Youndt, 2005). In addition, the function of 
knowledge sharing is both a consequence of trust and antecedents of innovative behavior. Therefore, researchers 
assumed that knowledge sharing mediate trust and innovative behavior. The next is the author checks on how this 
type of interpersonal trust influences innovative behavior and explains the role of mediation from knowledge 
sharing in this kind of relationship. The author’s conceptual framework refers to the existing literature about 
organizational trust, knowledge management, and innovative behavior (for instance, Mooradian et al., 2006) who 
stated that trust between colleagues and leaders have a significant impact on knowledge sharing, which in turn 
could have a positive impact towards innovative behavior. This means that the trust between colleagues and 
leaders influences innovative behavior, directly and indirectly through knowledge sharing. Therefore, the author 
has made the hypothesis as stated below: 
 
H4: Self-leadership has a significant influence on employee innovation through knowledge sharing as mediation  
 
 According eto eSekaran, e& eBougie e(2016) etheoretical eframework eis ethe efoundation ethat eunderlies ethe 

ewhole eresearch eproject. eFrom ethe etheoretical eframework, ethe ehypothesis ethat ecould ebe etested eis eformulated eto 

efind eout ewhether ethe eformulated etheory eis evalid eor enot. eThen, ethis etheory ewill ebe emeasured eby ethe ecorrect 

estatistical eanalysis. eReferring eto ethe etheory eand eprevious eresearches, ethen ethe eauthor ehas emade ethe eresearch 

emodel eas eshown ebelow: 
 

 
Figure 1. Research Conceptual Model 
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II. METHOD 

 
 The emethod eused ein ethis eresearch eis ethe equantitative emethod. eData ecollection eis edone eby espreading 

equestionnaires eto eevery eemployee ein ethe emanufacturing eindustry ein eIndonesia. eThe epopulation ein ethis eresearch 

eis e263 eemployees. eThe equestionnaire ewas espread eby esimple erandom esampling etechnique. eQuestionnaire eresults 

ethat ewere ereturned evalidly ewere e125 esamples. e(47.5% efrom ethe ewhole epopulation) 
 The einstrument eof eself-leadership erefers eto ethe einfluence ethat epeople eexert eover ethemselves eand ethe 

eintention eto econtrol etheir eown ebehaviors. eResearchers emeasured ethis econstruct eby eusing esix eitems e(SL1-SL6) 

ethat eis edeveloped eby eYun eet eal. e(2006). eKnowledge esharing erefers eto ethe eactual esharing eof ethe eknowledge 

eobtained eby eemployees ethrough ean eindividual’s eexperience ein ethe eworkplace. eThis estudy eused efour eitems efrom 

ethe emeasuring estandards eof eLee e(2001) eto eshare eknowledge eand etwo eitems efrom ethe estudy edone eby eFaraj e& 

eSproull e(2000). eSo, ethe eauthor eused esix eitems e(KS1-KS6) eto emeasure ethe elevel eof eknowledge esharing. 

eEmployee einnovation emeans ethat eemployees eoffer enew eideas ein ethe eeffort eof eimproving ean eorganization’s 

eperformance; enext, ethey ework eto echange ethose eideas einto ereality. eThe eresearcher eadopted efive eitems e(EI1-EI5) 

edeveloped eby eScott e& eBruce e(1994) eto emeasure einnovative ebehavior. eAll evariables eare emeasured ein ethe efive-
points eLikert escale etype. eEvery eclosed equestions/statement, efive eanswer eoptions eare egiven, ewhich econsist eof: 

estrongly eagree e(SA) ewith e5 escores, eagree e(A) ewith e4 escores, eNeutral e(N) ewith e3 escores, edisagree e(DA) ewith e2 

escores, eand estrongly edisagree e(SDA) ewith e1 escore. eThe emethod ein edata eprocessing eis eby eusing ePLS eand 

eSmartPLS e3.0 esoftware eas ethe etool. eFor efurther eitem’s elist eused ein ethis eresearch, ecan ebe eseen ein eTable e1 ebelow 
 
Table 1. Research Items List 

Notation Item References 

   
Self-Leadership (SL) Yun et al. (2006) 
SL1 I esolve eproblems ewhen ethey epop eup ewithout ealways egetting emy 

esupervisor’s estamp eof eapproval e 
 

SL2 I esearch efor esolutions eto emy eproblems eon ethe ejob ewithout 

esupervision 
 

SL3 I efind esolutions eto emy eproblems eat ework ewithout eseeking emy 

esupervisor’s edirect einput 
 

SL4 I eassume eresponsibilities eon emy eown  
SL5 I esolve emy eown eproblems ewithout ebeing edependent eon esolutions 

efrom eabove 
 

SL6 I etake einitiatives eon emy eown  
   
Knowledge Sharing (KS) Lee (2001); Faraj & Sproull (2000) 
KS1 I share my knowledge based on my working experience with other 

people 
 

KS2 I share my abilities obtained from previous education and training  
KS3 Employees with more knowledge are free to give other members 

knowledge that is difficult to be found and/or about special skills 
 

KS4 Employees share knowledge and special skills  
KS5 Employees share knowledge about various things  
KS6 Employees share knowledge obtained from the mail, magazines, 

journals, and other social media 
 

   
Employee Innovation (EI) Scott & Bruce (1994) 
EI1 I attempted to create creative ideas to improve performance  
EI2 I attempted to find technology, process, technique, and/or new ideas  
EI3 I developed adequate plans and schedules to implement new ideas  
EI4 I promote and advertise ideas to other people  
EI5 I am an innovative person  

 
 
 

III. RESULT AND DISCUSSION 
 
A. Result 
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There eare e125 eemployees ethat eparticipated ein etotal, ewith ethe egreatest enumber eof emen e(82%). 

eRespondents ehave edifferent eage egroups, ewith e<30 eyears eold e(46%), ebetween e30-40 eyears eold e(26%), eand e>40 

eyears eold e(28%). eThere eare ealso edifferent eyears eof eservice eof ethe eemployees, ewith ethe egreatest enumber eof ein-
between e5-10 eyears e(52%) ealong ewith ehigh eschool/college eas ethe emajority eof ethe ehighest eeducation e(66%). 

Stages eof emeasuring eon etesting emodel einvolve econvergent evalidity etest eand ediscriminant evalidity. 

eWhile ethe evalue eof eCronbach’s ealpha eand ecomposite ereliability eis eneeded ein etesting efor econstruction ereliability. 

ePLS eanalysis eresults ecould ebe eused eto etest efor eresearch ehypothesis eif eall eindicators ein ethe ePLS emodel ehave emet 

ethe erequirements eof econvergent evalidity, ediscriminant evalidity, eand ereliability etest. e 
 A econvergent evalidity etest eis edone eby eseeing ethe evalue eof ethe eloading efactor eof eeach eindicator etowards 

ethe econstruct. eIn emost ereferences, ewith efactor eweighing efrom eat eleast e0.5 eis econsidered eto ehave evalidity ethat eis 

estrong eenough eto eexplain ethe elatent econstruct e(Chin, e1998; eGhozali, e2014; eHair eet eal., e2010). eIn ethis eresearch, 

ethe eminimum elimit eof eloading efactor ethat eis eaccepted eis e0.5, ewith ethe econdition eof eAVE escore efor eevery 

econstruct, ewhich eis e e> e0.5 e(Ghozali, e2014). eAfter egoing ethrough edata eprocessing ewith eSmartPLS e3.0. eall 

eindicators ewill ehave ethe eloading efactor evalue eabove e0.5 eor ehave emet ethe erequirements eof ean eAVE escore eabove 

e0.5. eThe efit eor evalid emodel ein ethis eresearch ecan ebe eseen ein eFigure e2. eTherefore, ethe econvergent evalidity eof ethis 

eresearch emodel ehas emet ethe erequirements. eLoading efactors, eCronbach's ealpha, ecomposite ereliability, eand eAVE 

ein eevery econstruct ecan ebe eseen ein eFigure e2 eand eTable e2. e 
 Discriminant evalidity eis edone eto eensure ethat eevery econcept eof eeach elatent evariable eis ein econtrast ewith 

ethe eother elatent evariables. eA emodel ehas ea egood ediscriminant evalidity eif ethe equadratic evalue eof eAVE ein eeach 

eexogenous econstruct e(value eon ethe ediagonal) eexceeds ethe ecorrelation ebetween ethe econstruct ewith ethe eother 

econstruct e(value ebelow ediagonal) e(Ghozali, e2014). eThe eresult eof ediscriminant evalidity eresearch eis edone eby ethe 

equadratic evalue eof eAVE, ewhich emeans eby eseeing ethe eFornell-Larcker eCriterion eValue ethat eis ementioned ein 

eTable e4. eThe ediscriminant evalidity etest eresult eshown ein eTable e3 eabove eindicates ethe ewhole econstruct ehaving ea 

esquare eroot evalue eof eAVE eabove ecorrelation evalue ewith ethe eother elatent econstruct e(through eFornell-Larcker 

eCriterion). eLikewise, ethe ecross-loading evalue eof eall eitems efrom eanother eindicator eis ementioned ein eTable e4, eso 

eit ecan ebe econcluded ethat ea emodel ehas emet ea ediscriminant evalidity e(Fornell e& eLarcker, e1981). eNext, ecollinearity 

eevaluation eis edone eto ediscover ewhether ethere eis ecollinearity ein ethe emodel. eTo efind eout eabout ethe ecollinearity 

eproblem, eVIF eestimation efrom eevery econstruct eis erequired. eIf ethe eVIF escore eis ehigher ethan e5, ethen ethe emodel 

ewill eshow ea ecollinearity eproblem e(Hair eet eal., e2014). eIt eis eshown ethe esame eway eas ein eTable e5, eall eVIF escore 

ethat eis eless ethan e5 emeans ethat ethe emodel ehas eno ecollinearity. 
 Construct ereliability ecan ebe eassessed efrom ethe evalue eof eCronbach’s ealpha eand ecomposite ereliability 

efrom eeach econstruct. eThe evalue eof ecomposite ereliability eand eCronbach’s ealpha eis esuggested eto ebe emore ethan 

e0.7 e(Ghozali, e2014). eReliability etest eresults ein eTable e2 eabove eshow ethat eall econstruct ehas ecomposite ereliability 

evalue eand eCronbach’s ealpha evalue ehigher ethan e0.7 e(> e0.7). eIn econclusion, eall econstruct ehas emet ethe ereliability 

ethat eis erequired. 
 The ehypothesis etest ein ePLS eis ealso edenoted eas ean einner emodel etest. eThis etest ecovers ea esignificance etest 

ethat ehas ea edirect eand eindirect eimpact eas ewell eas ehow elarge eis ethe emeasurement eof ethe eexogenous evariable 

eimpact etowards ethe eendogenous evariable. eTo ediscover ethe einfluence eof eSelf-leaderships etowards eemployee 

einnovation ethrough eknowledge esharing eas ea emediation evariable eneeds ea edirect eand eindirect eimpact etest. eThe 

edirect eimpact etest eis edone eby eusing eT-Statistic etest ein ean eanalysis emodel ecalled ePartial eLeast eSquared e(PLS) 

ewith ethe ehelp eof eSmartPLS e3.0 esoftware. eWith ethe ebootstrapping etechnique, ethe eR esquare evalue eand 

esignificance etest evalue ecan ebe eobtained eas eshown ein eTable e5 eand eTable e6. 
 

 
Figure 2. Valid Research Model 
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Source: SmartPLS 3.0 Processing Result (2021) 
 

 
Table 2. Items Loadings, Cronbach’s Alpha, Composite Reliability, and Average Variance Extracted (AVE) 
 

Variables Items Loadings 
Cronbach’s 
Alpha 

Rho_A Composite 
Reliability 

AVE 

Self-leadership (SL) SL1 0.819 0.854 0.877 0.872 0.532 
SL2 0.763     

 SL3 0.684     
 SL4 0.700     
 SL5 0.706     
 SL6 0.697     
Knowledge Sharing (KS) KS1 0.776 0.864 0.866 0.899 0.596 
 KS2 0.783     
 KS3 0.746     
 KS4 0.791     
 KS5 0.739     
 KS6 0.796     
Employee Innovation (EI) EI1 0.835 0.853 0.855 0.895 0.631 
 EI2 0.743     
 EI3 0.752     
 EI4 0.830     
 EI5 0.807     

Source: SmartPLS 3.0 Processing Result (2021) 
 
 
Table 3. Discriminant Validity 
 

Variables EI KS SL 

    
EI 0.794     
KS 0.774 0.772   
SL 0.351 0.401 0.730 

Source: SmartPLS 3.0 Processing Result (2021) 
 
Table 4. Collinearity Statistics (VIF) 
 

Variables EI KS SL 

    
EI       
KS 1,192     
SL 1,192 1,000   

Source: SmartPLS 3.0 Processing Result (2021) 
 

 
Table 5. Nilai R Square 

 R Square R Square Adjusted 

EI 0.602 0.601 
KS 0.161 0.160 

Source: SmartPLS 3.0 Processing Result (2021) 
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Table 6. Hypotheses Testing 
Hypotheses Relationship Original 

Sample 
(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values Decision 

H1 SL -> KS 0.401 0.407 0.028 14,510 0.000 Supported 

H2 KS -> EI 0.755 0.754 0.019 38,735 0.000 Supported 

H3 SL -> EI 0.048 0.049 0.024 2,009 0.045 Supported 

H4 SL -> KS -> EI 0.303 0.307 0.023 12,895 0.000 Supported 

Source: SmartPLS 3.0 Processing Result (2021) 
 
 
 Based on Table 5 above, the R Square value of knowledge sharing (KS) is 0.161, which means that the 
knowledge sharing (KS) variable could be explained by the self-leadership (SL) variable with the percentage of 
16.1%, while the remaining 83.9% is explained by other variables not discussed in this research. On the other 
hand, the R Square value of employee innovation (EI) is 0.602, which means that the employee innovation (EI) 
variable could be explained by self-leadership (SL) and knowledge sharing (KS) variables with the percentage of 
60.2%, while the remaining 39.8% is explained by other variables not discussed in this research. Meanwhile, 
Table 6 shows the t-statistics and p-values that explain the influence within variables in this research mentioned 
before. 
 
B. Discussion 
  
 This estudy einvestigates ehow eSelf-leaderships einfluence einnovative ebehavior ewithin eemployees; enext, 

ethe erole eof emediation efrom eevery eknowledge ein ethis eexplored einfluence. eIn ethe ecompetitive eorganization 

eenvironment, esharing eknowledge ewith eother epeople eshows ethat ea eparticular eperson eis ewilling eto etake ethe erisk 

einvolved ein eevery eknowledge. eWhen ethe eemployees eare eunable eto etrust eeach eother, ethey etend eto ebe esensitive 

ein ethis erisk, eand ethey ecould ehide eor echange ethe eimportant einformation. eHowever, eif ethere eis ea ehigh elevel eof 

etrust, ethey ewill eform ea ework eenvironment, ewhere ethey ecan etake ethe erisk eand ehelp eeach eother eand ethey ewill 

emost eprobably eshare eknowledge ein ethat ekind eof eenvironment. eAccording eto eMayer eet eal. e(1995), eit eis 

eimportant eto eunderstand ethe erole eof erisk ein ethe eprocess eof etrust ebecause esomeone ehas eto etake ethe erisk eto ebe 

einvolved ein ethe eact eof etrust. eThey esuggest ethat ethe eresult eof etrust eis efrom ethe erisk-taking ein ea eparticular 

erelationship. 
 As ethe eperson ein echarge eof estudent eclass elearning, eemployees eas ethe eprovider eof eservice eutilize emany 

esubjective epieces eof eknowledge, ewhich eare ethe eknowledge ecollected efrom etime eto etime ethrough ework 

eexperience. eThis esubjective eknowledge ecould ebe etransferred evertically ebetween eleaders eand etheir esubordinates 

eas ewell eas ehorizontally ewithin ecolleagues. eIn eother ewords, ewhen ecertain einformation eis etransferred efrom ethe 

eleader eto ethe esubordinate, ethe esubordinate eshould econfident eenough ewith ethe eaccuracy eof ethe einformation eto ebe 

eshared. eThen ethe esubordinates etrust etheir eleaders, ethey ewould ealso etrust ethe einformation eobtained efrom ethe 

eleaders, ewhich emakes ean eactive einformation ecirculation e(Kim, e2014). eSome eresearch econcluded ethat eSelf-
leadership eresults ein ea ehigher elevel eof eteamwork; etherefore, eemployees eare emore ewilling eto eshare eknowledge, 

ewhich eleads eto ethe eimprovement eof eperformance e(Renzl, e2008). 
 When ethere eis ea ehigh elevel eof etrust ewithin ecolleagues, ean eindividual ewill eexpect eany eform eof esupport 

efor etheir enew eideas efrom ethe ecolleagues eand ewill etry eto edo emany echanges ein etheir ework e(Kim eet eal., e2007). eIn 

eother ewords, etrust ewithin ecolleagues ewill epositively einfluence ethe einnovative ebehavior eof ea eparticular 

eemployee e(Berraies eet eal., e2014). 
 However, ethis eresult eof ethe eresearch eshows ethat etrust ewithin ecolleagues ewill enot edirectly einfluence 

einnovative ebehavior. eThis eresearch eshows ethat ealthough eemployees ecould edevelop ea egood erelationship ewith 

eone eanother, ethey eare eunable eto ecreate ea esatisfying einnovative ebehavior, eexcept eif ethere eis edirect 

ecommunication ewithin ethem. eThis emeans ethat eit edoes enot emake eany esense eto eexpect ethat etrust ewithin 

ecolleagues ewill eenable ethe eemployees eto ecatch eup eon einnovative ebehavior eand eimplement echanges eby 

ethemselves. ethe eauthor eassumes ethat ethis ematter eis emainly edue eto ethe eservice eprovider ecarrying eout eindividual’s 

ework eaccording eto etheir eschedule; eother ethan ethat, emany eservice eproviders eare etemporary eworkers. eTherefore, 
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ethe etrust ebetween ethem ewill eindirectly einfluence etheir einnovative ebehavior. eOtherwise, ethis eresult eof ethe 

eresearch eshows ethat eSelf-leadership esignificantly einfluences einnovative ebehavior. eWhen ean eemployee etrusts 

etheir eleaders, eas ea ereturn, ethe eleaders egive ethem emany efreedoms eto euse etheir epolicy ein edecision-making e(Tan 

e&Tan, e2000). eThis ewill egive eeasiness eto ethe eemployees eto etry enew eideas/methods ein ethe eworkplace, ewhich ein 

ethe eend ewill eresult ein einnovative ebehavior. eGolipour eet eal. e(2011) eexpressed ethat eemployee’s etrust ein etheir 

eleaders ewill emake ethem efeel emore emotivated eand ewilling eto ebe einitiative eand edevelop enew eideas. eFurthermore, 

eScott e& eBruce e(1994) ereported ethat ea emore eharmonious einteraction ebetween eleaders eand ethe esubordinate 

emeans ethat ethe esubordinates eare egiven ea elarger eautonomy ein ecarrying eout etheir ework eand emaking edecisions ein 

ethe eworkplace; etherefore, ea emore einnovative ebehavior ewill ebe eexpected efrom ethem. eAs ea eresult, ean eemployee 

eshould ebe econfident efor etheir eindependence ein ecarrying eout etheir ework-related ewith ethe ework ein eprocessing ethe 

erisk ethat eis ealso erelated ewith ethe einnovative ebehavior, eand eSelf-leadership eenables ethe eexpectation ethat eleaders 

ewill esupport ethe eindependent eperformance eand ealso eenable eflexible einnovative ebehavior. eThis eresearch eresult 

esupports ethe efindings ein ethe eprevious eresearch ethat ethere eis ea epositive erelationship ebetween eSelf-leaderships 

eand einnovative ebehavior e(for einstance, eBerraies eet eal., e2014). 
 Effective eknowledge esharing eby ethe eorganization’s emembers eis ebeneficial efor ethe einvolved 

eorganization eand epeople. eKnowledge ewill egradually edecrease ewithout eany eeffective edivision e(Kearns e& 

eLederer, e2003). eA efinding efrom ethis estudy ethat eshows eknowledge esharing einfluences einnovative ebehavior 

eemphasizes ethe eimportance eof esharing eknowledge eas ethe eantecedent eof einnovative ebehavior ereported ein ethe 

eprevious estudies e(for einstance, eDarroch, e2005; eThornhill, e2006). eDarroch e(2005) eidentified etwo etypes eof 

eknowledge ethat eare eresulted efrom ean eorganization; etangible eknowledge e(for einstance, ehuman ecapital eprofile, 

edata, eand eexplicit einformation) eand eintangible eknowledge e(for einstance, einformational eknowledge, eability, eand 

eemployee’s eexperience). eThe espread eof ethis ekind eof eknowledge einfluences ethe eemployee’s einnovative 

ebehavior. eThornhill e(2006) eproved ethat eknowledge eplays ea ekey erole ein ethe einnovation eprocess eand 

eorganizational eknowledge easset einfluences ethe elevel eof einnovation. 
 Effective ecommunication ein ean eorganization ewill edevelop ethe etendencies eof eemployees eto einnovate 

e(for einstance, ePark eet eal., e2014). ePark eet eal. e(2014) etook enote ethat eemployees ecould eand eshould econtribute eto 

emaking eorganizations emore einnovative ethrough etheir einformational ebehavior erelated eto etheir ework eand eroutine. 

eTherefore, ean eeffective eorganization eshould ehave ea esystem efor ethe eemployees eto eparticipate ein ethe emanagerial 

eprocess, ewhere ethey ecould ehelp eidentify ecreative eways eof einnovating. eThis eresearch eresult eshows ethat 

eknowledge esharing ewithin eemployees ewill epositively einfluence einnovative ebehavior eand eit ecan ebe eunderstood 

ein ethe esame epattern. eActive ecommunication ewithin eemployees eis ethe ebasis eto emake enew eideas eand egive 

echances eto esupport eand ehelp etheir ecolleagues. eWhen emore eemployees eshare eknowledge, ethen ethey ewill ebe eable 

eto edo emany echanges ein etheir ejob. 
 Finally, ethe eadditional eanalysis ein ethis eresearch eshows ea efull emediation erole efrom eknowledge esharing 

ein ethe erelationship ebetween etrust eand einnovative ebehavior eof ethe eemployees. eTo ethe eemployees, ealthough 

etrusting ecolleagues ewill enot ehave ea edirect einfluence eon ethe einnovative ebehavior eof eindividuals, ethis estudy 

eimplies ethat ethe eactivity eof eknowledge esharing eresulted efrom etrusting ecolleagues ewill ebecome ethe ebasis eof 

einnovative ebehavior. eAs ea ecomparison, eknowledge esharing ehas ea epartial emediation erole ein ethe erelationship 

ebetween eSelf-leaderships eand einnovative ebehavior. eThis emeans ethat, ealthough eSelf-leaderships ewill edirectly 

einfluence einnovative ebehavior, ebut ewill enot ehave eindirect einfluence etowards ethe eactivity eof eknowledge 

esharing. 
 
 

IV. CONCLUSION 
 
 This estudy einvestigates ethe evariable ethat ecaused ethe einnovative ebehavior eof eemployees eto eimprove ethe 

eorganization’s ecompetitiveness ein ethe emanufacturing eindustry. eParticularly, ethe eauthor eanalyzed ethe 

erelationship ebetween eemployee’s einnovative ebehavior eand etheir etrust etowards ecolleagues eand eleaders. eOther 

ethan ethat, ethe eauthor echecks efor ethe eimpact eof emediation efrom eknowledge esharing ein ethis erelationship. 

eRegarding ethe etheoretical econtribution, ethis eresearch eemphasized ethat eknowledge esharing eand etrust etowards 

ecolleagues eand eleaders eare eimportant efor eemployee’s einnovative ebehavior. eThis emeans ethat ethis estudy everified 

ethat eit eis ehighly eimportant efor ethe eemployees eto ecreate etrust ein eone eanother ethrough ethe eharmonious 

erelationship eto epush einnovative ebehavior. eThis eresult eof eresearch ehighlights ethe eimportance eof ea egroup’s 

edynamics, ewhere eemployees ecan eimprove ethe esense eof etrust. eOther ethan ethis edirect einfluence, ethis eresearch 

eresult ealso eshows ethat etrust ehas ean eindirect eimpact eon einnovative ebehavior ethrough eknowledge esharing. e 
 This eresearch eresult ealso ehas epractical emeaning. eThere eis ean einevitable eobstacle ein ethe eactivity eof 

eknowledge esharing ein ethe emanufacturing eindustry’s eorganization. eFor eexample, ea eparticular eemployee ethinks 
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ethat ethe eknowledge eis eobtained ethrough ework eexperience eas ea epart eof etheir eabilities. eTherefore, ethey ewill efeel 

ereluctant eto eshare etheir eknowledge ewith eother epeople, eor ethey ewill ejust eshare ea epart eof ethe eknowledge e(Aman 

e& eAsbari, e2020; eAsbari, eNurhayati, eet eal., e2019; eAsbari e& eNovitasari, e2020; ePurwanto, eAsbari, eet eal., e2020; 

eSantoso, eTukiran, eet eal., e2020). eThis eindividualistic ebehavior eprevents eknowledge eto ebe etransferred ein ethe 

eorganization eand ebreaks ethe ecommunication ewithin eemployees. eTherefore, eit eis enecessary eto ebe eprocessed eat 

ethe eorganizational elevel; eimproving ethe esense eof etrust ewithin eemployees eis eone eof ethe eways eto esolve ethis ekind 

eof eproblem. eThe eorganization’s emanager eof eservice eshould esupport ethe eactivity eof ethe eformal eor einformal 

ecommunity eof eemployees eand ecreate ea efriendly ework eenvironment. eBerraies eet eal. e(2014) esuggest ethe 

eempowerment eof eemployees eas eone eof ethe emanagerial epractices eto eimprove ethe esense eof etrust eof ethe 

eorganization. eThe eactivity eof eknowledge esharing eshould ebe epushed etogether ewith ethe eeffort eof ecreating etrust. 

eCreating ea eculture eof ehealthy eknowledge esharing ewith ea eknowledge-sharing esystem ewill epush ethe eemployee’s 

einnovation. 
 This estudy eis eimportant ebecause eit eempirically einvestigates evariables ethat einfluence einnovative 

ebehavior, eby eusing eemployees eas ea especific eanalytical etarget. eHowever, eone eof ethe elimitations eof ethis eresearch 

eis ewe einterpret eand eanalyze ethe evariable eas ea emultidimensional econcept. eRegarding einterpersonal etrust, eit eis 

epossible, eother ethan ethe emultilayer eapproach efrom ethe evertical eand ehorizontal etrust. eSecondly, ethe econcept eof 

einnovative ebehavior ecovers einnovation eat ethe elevel eof eorganization eand ecollective, eand ethis einnovation etype ehas 

ea edifferent emeaning ecompared ewith einnovation eat ethe eindividual elevel. efuture estudies ewill eresult ein ea emore 

esignificant eresult eif ethe einnovative ebehavior eis echecked emore econcretely eand ewith ea ewider espace. eThirdly, 

esince ethis eresearch eis ebased eon eself-reported edata, ethe ecommon emethod evariance emay ebe ea eproblem. eFurther 

eresearch eneeds eto ebe ecounted efrom ethe eperspective eof eother eemployees ein ethe eorganization eto eminimize ethe 

edata elimits ethat eare eself-reported. eFinally, ethis eresearch eis eexclusively efocused eon ethe eprivate efitness etrainer ein 

ea efitness eclub. eTherefore, eit eis einappropriate eto egeneralize ethe efindings ein ethis eresearch esample eto eall 

emanufacturing eindustry eorganizations. eTo esolve ethis ekind eof elimitation, ethis eresearch ecan ebe ereplicated ein 

edifferent eworking eenvironments. eIn eother ewords, efuture eresearch ecan ewiden ethe eresearch edesign eto eother 

eprofessions eand eput ein ethe ecross-organizational ecomparison. 
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