LAMPIRAN
LAMPIRAN 1. KUESIONER PENELITIAN

KUESIONER PENELITIAN

PERAN DUKUNGAN ORGANISASI PERSEPSIAN DALAM MEMEDIASI
HUBUNGAN ANTARA KEPEMIMPINAN INKLUSIF DAN PERILAKU INOVATIF
KARYAWAN DI PT INDUSTRI KERETA API (PERSERO)

Salam sejahtera Bapak/Ibu/Saudara/i pegawai PT Industri Kereta Api (Persero)!

Perkenalkan, saya Laurentius David Ardian Putra, mahasiswa Program Studi Manajemen,
Fakultas Bisnis dan Ekonomika, Universitas Atma Jaya Yogyakarta. Saat ini, saya sedang
menyusun tugas akhir sebagai bagian dari persyaratan akademik untuk menyelesaikan studi
dengan melakukan penelitian mengenai "Peran Dukungan Organisasi Persepsian Dalam
Memediasi Hubungan Antara Kepemimpinan Inklusif dan Perilaku Inovatif Karyawan
di PT Industri Kereta Api (Persero)".

Adapun kriteria responden penelitian ini sebagai berikut:

1. Pegawai yang memiliki masa kerja minimal 2 tahun di PT Industri Kereta Api
(Persero).

Sehubungan dengan penelitian ini, saya memohon kesediaan Bapak/Ibw/Saudara/I untuk
berpartisipasi dalam pengisian kuesioner ini. Segala informasi yang diberikan akan dijaga
kerahasiaannya dan hanya digunakan untuk kebutuhan penelitian.

Apabila terdapat pertanyaan mengenai kuesioner ini, Bapak/Ibu/Saudara/i dapat
menghubungi saya melalui: laurentiusdavid74@gmail.com

Saya ucapkan terima kasih atas waktu dan kesediaan Bapak/Ibu/Saudara/i dalam mengisi
kuesioner ini.

Salam Hangat,

Laurentius David Ardian Putra
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LAMPIRAN 2. KUESIONER PROFIL RESPONDEN

BAGIAN 1
Profil Responden

Petunjuk Pengisian Bagian I:

2

Isilah kuesioner dibawah ini dengan jujur sesuai profil diri Anda.
Berilah tanda centang (V) pada kolom pilihan jawaban Anda.

Pada bagian ini, responden diminta mengisi data diri sesuai dengan poin berikut:

1.

Jenis Kelamin

l:] Laki-laki D Perempuan

Nomor Telepon

(Nomor telepon akan digunakan untuk menghubungi Bapak/Ibu apabila terdapat
Jjawaban yang tidak lengkap)

. Usia

[[]<20Tahun [ ]20-30Tahun []30-40 Tahun [_]>40 Tahun

Pendidikan Terakhir

[Jsmasmx [ Jp3 [Jpast []s2

Jabatan

DStaf DSupel'visor DSpcsiaIis Pratama DManager DSpesialis Muda
Masa Kerja di PT INKA (Perscro)

[J<2Tahun [ J2-5Tahun []6-10Tahun [_J11- 15 Tahun

[Ji6-20 Tahun [_]>20 Tahun

Divisi
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LAMPIRAN 3. PERNYATAAN TERKAIT KEPEMIMPINAN INKLUSIF

1.

BAGIAN I
Kepemimpinan Inklusif

Petunjuk Pengisian Bagian I1:

inklusif memiliki tiga dimensi yaitu keterbukaan, ketersediaan, dan aksesibilitas.

Isilah kuesioner dibawah ini dengan jujur sesuai kondisi yang Anda alami.

Kepemimpinan Inklusif adalah kepemimpinan yang menciptakan lingkungan kerja yang

aman, terbuka, serta mendorong pengembangan ide dan kreativitas karyawan. Kepemimpinan

2. Berilah tanda centang (\/ ) pada kolom pilihan jawaban Anda.
| Sangat —:
' No Pernyataan Tidak | 98K | Netral Setuju :ang.a N
Setuju Setuju etuju
|

Atasan saya bersedia untuk
mendengarkan ide-ide baru.

Atasan saya memperhatikan peluang
baru untuk meningkatkan proses kerja.

Atasan saya terbuka untuk
mendiskusikan tujuan yang diinginkan
dan cara-cara baru untuk mencapainya.

Atasan saya bersedia untuk
diajak berkonsultasi mengenai
masalahmasalah yang dihadapi.

Atasan saya hadir dalam tim dan selalu
siap sedia jika diperlukan.

konsultasikan.

Atasan saya bersedia menjawab
pertanyaan profesional yang ingin saya

Atasan saya bersedia mcn&engarkan
permintaan saya terkait pekerjaan.

Atasan saya mendorong saya untuk
menghubungi dirinya terkait masalah
yang muncul.

Atasan saya dapat Jﬁlubungi untuk

mendiskusikan masalah yang muncul.
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LAMPIRAN 4. PERNYATAAN TERKAIT PERILAKU INOVATIF

KARYAWAN

BAGIAN I

Perilaku Inovatif Karyawan

Perilaku Inovatif Karyawan adalah rangkaian kegiatan yang berkaitan dengan penciptaan
ide. promosi ide, dan realisasi ide untuk tcknologi, proses, teknik, atau produk baru. Perilaku
inovatif melibatkan tiga tahap utama yaitu penciptaan ide, promosi ide, dan realisasi ide.

Petunjuk Pengisian Bagian I11:

1. Isilah kuesioner dibawah ini dengan jujur sesuai kondisi yang Anda alami.

2. Berilah tanda centang W ) pada kolom pilihan jawaban Anda.

i 7 Sangat
Mo Pernyataan Tidak | 192K | Negra) | Setuju | S208%
Setuju Setuju Setuju

Saya menciptakan ide-ide baru untuk
masalah pekerjaan yang sulit.

Saya mencari metode, teknik, atau

2. | .
instrumen kerja yang baru.

3 Saya menghasilkan solusi inovatif
untuk masalah pekerjaan yang ada.

4 Saya mengumpulkan dukungan untuk
ide-ide inovatif dari rekan kerja.

5 Saya mendapatkan persetujuan dari

atasan untuk ide-ide inovatif.

Saya membuat pejabat penting dalam
6 | perusahaan merasa antusias terhadap
ide-ide inovatif yang saya ajukan.

Saya mengubah ide inovatif menjadi
sebuah penerapan yang berguna.

Saya memperkenalkan ide-ide inovatif
8 | ke dalam lingkungan kerja dengan cara
yang sistematis.

Saya melakukan evaluasi
9 | kebermanfaatan dari ide-ide inovatif
yang telah direalisasikan.
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LAMPIRAN 5. PERNYATAAN TERKAIT DUKUNGAN ORGANISASI
PERSEPSIAN

BAGIAN IV
Dukungan Organisasi Persepsian

Dukungan Organisasi Persepsian adalah keyakinan karyawan tentang sejauh mana
perusahaan menghargai kontribusi dan peduli dengan kesejahteraan karyawan.

Petunjuk Pengisian Bagian IV:

No Pernyataan

1. Isilah kucsioner dibawah ini dengan jujur sesuai kondisi yang Anda alami.

2. Berilah tanda centang (V) pada kolom pilihan jawaban Anda.

Sangat
Tidak
Setuju

Tidak
Setuju

T

Netral | Setuju

Sangat |
Setuju

Manajemen peduli dengan pendapat
saya.

Manajemen benar-benar peduli dengan
_ kesejahteraan saya.

L]

| Manajemen sangat
3 | mempertimbangkan tujuan dan
| values saya.

Manajemen memberikan bantuan ketikal
saya memiliki masalah pekerjaan.

_ dengan jujur.

Manajemen bersedia mentoleransi
5  kesalahan saya jika saya mengakui

Manajemen akan memanfaatkan saya
" | sccara berlebihan jika ada kesempatan.

Manajemen kurang menunjukkan

perhatian kepada saya.
Manajemen bersedia membantu saya
8 | ketika saya membutuhkan bantuan

| khusus terkait pekerjaan.
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LAMPIRAN 6. SURAT PERSETUJUAN PENELITIAN

»INKA

Madiun, 10 April 2025

No. : 028/PN/222/INKA/2025
Lampiran @ -

Perihal . Persetujuan Penelitian

Kepada Yth.
UNIVERSITAS ATMA JAYA YOGYAKARTA

Menanggapi surat permohonan 535/Pen/l tentang Permohonan Penelitian maka dengan ini
kami sampaikan bahwa jadwal pelaksanaan penelitian di PT INKA (Persero) sebagaimana
nama tersebut dibawah:

No Nama Perguruan Tinggl | Jurusan/Prodi Lokasi Penelitian
HC & GA -
1 Laurentius David Universitas Atma Sl Pengembangan
Ardian Putra Jaya Yogyakarta Organisasi, SDM dan
Sistem

Yang sudah dapat kami setujui dengan jadwal sebagai berikut :
Mulai tanggal : 10 April 2025 - 10 Mei 2025
Pelaksanaan Penelitian dengan persyaratan:
1. Membawa copy Surat Persetujuan ini saat hari Pertama masuk Penelitian
2. Mengumpulkan Scan KTP, Kartu Mahasiswa dan Pas Foto dalam bentuk file pdf
pada link berikut s.id/SyaratMagangINKA;
3. Menyerahkan Surat Pernyataan yang telah ditandatangani dengan materai 10000
rupiah, form ada di s.id/formsrtpernyataan
4. Untuk Penelitian Jurusan Teknik diharuskan membawa alat pelindung diri yang terdiri
dari helm berwama kuning polos, baju kerja lapangan dan safety shoes.(Milik
Pribadi);
5. Tidak diperbolehkan mengambil gambar, data, serta benda di Area PT. INKA
(Persero) dalam bentuk apapun tanpa seizin Petugas;
6. Pelanggaran dalam bentuk apapun dapat dikenakan sanksi mulai pembatalan
Penelitian sampai blacklist almamater yang bersangkutan;
7. Melaporkan ke Bag. Keamanan terlebih dahulu jika membawa barang-barang milik
pribadi dalam bentuk apapun;
8. Bagi peserta laki laki penampilan rambut harus rapi tidak boleh panjang.
Demikian kami sampaikan, dan atas kerjasamanya diucapkan terima kasih.

PT INDUSTRI KERETA API (Persero)
Kantor Pusat *JI. Yos Sudarso No. 71 Madiun, Telp. (62-351) 452271 - 74, Facs. (62-351) 452275, Website : www.inka.co.id, email : sekretariat@inka.co id
Kantor Perwakilan  : JI. Tebet Barat VIIl No. 03 Tebet, Jakarta Selatan 12810 (62-21) 28543770
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LAMPIRAN 7. HASIL OUTER LOADINGS

Outer loadings

Matrix
Kl PIK POS
0.706
0.777
0731
0.707
0721
0.718
0.792
0.708
0.724
0.705
0.739
0.778
0.797
0.782
0.783
0.811
0.327
0.732
0.736
0.823
0.787
0.782
0.828
0.798
0.778
0.810
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LAMPIRAN 8. HASIL UJI RELIABILITAS

Construct reliability and validity

Overview
Cronbach's alpha Composite reliability (rho_a) Composite reliability (rho_c) Average variance extracted (AVE)
0.852 0.854 0.512 0.536
0.916 0.518 0.530 0.558
0.919 0.520 0.934 0.639

LAMPIRAN 9. HASIL UJI VALIDITAS DISKRIMINAN

Fornell-Larcker criterion
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Indicators
Name No. Type
Ki 1 MET
K12 2 MET
K3 3 MET
Ki4 4 MET
KIS 5 MET
Kie 6 MET
K7 7 MET
Kig 8 MET
PIK1 0 MET
PlI2 1 MET
PIK3 12 MET
PlK4 13 MET
PIKS 14 MET
FIK& 15 MET
PIKT 16 MET
FIKE 17 MET
FIKS 18 MET
POS1 19 MET
PO52 20 MET
POS3 21 MET
PO5S4 2 MET
POS5 23 MET
POSE 24 MET
POST 25 MET
POSE 26 MET

Missings

= T T R = =T =T = T T = = T = B = T = R = = =)

Mean

4293
4305
42387
4228
4341

4156
4299
4311
4192
4162
4317

Median

4000
4000
4000
4000
4000
4000
4000
4000

5.000

5.000

LAMPIRAN 10. STATISTIK DESKRIPTIF

Scale min

2000
2000
2000
2000
2000
2000
2000
2000
2000
2000
2000
2000

2000

1.000

Scale max

5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000
5.000

Observed min
2000
2000
2000
2000
2000
2000
2000
2000
2000
2000
2000
2000

2000

1.000

Ob

118

max

5.000 0.695
5.000 0.795
5.000 0727
5.000 0.698
5.000 0.690
5.000 0698
5.000 0742
5.000 0.652
5.000 0749
5.000 0750
5.000 0814
5.000 0.790
5.000 0791
5.000 0.751
5.000 0.806
5.000 0.789
5.000 0.602
5.000 0761
5.000 0.842
5.000 0794
5.000 0.819
5.000 0.802
5.000 0768
5.000 0935
5.000 0.608

Excess kurtosis
0.651
0032

0.140
0014
0.866
0391
£.191
0586
0.132
0782
0738
0181
0055
40523
024
0.135
0440
0.058
0.584
0062
0308
0052
0347
0.158
40125

Skewness
0796
0296
0693
0.560
0902
0906
0526
0.660
0842
0348
0979
0853
<0699
0773
0,380
012
0,604
0612
0917
L0708
0796
0736
0,653
<0843
0428

l‘_’E] Copy to Excel/Word

Cramér-von Mises p value
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
Q000
0000
Q000
0.000
QU000
0.000
0uD00
0.000
0u000
Q000
0.000
Q000
0uD00
Q000
0.000
0.000
0uD00



LAMPIRAN 11. HASIL ANALISIS KORELASI

Correlations

LAMPIRAN 12. HASIL UJI KOEFISIEN DETERMINASI

R-sguare

COverview

R-square R-square adjusted
0.621 0.617
0.471 0.468
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LAMPIRAN 13. HASIL UJI Q-SQUARE

PLSpredict LV summary - PLS-SEM

Q?predict RMSE MAE
PIK 0.512 0.711 0.561
POS 0.461 0.746 0.564
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LAMPIRAN 14. PATH COEFFICIENTS DIRECT EFFECT

SmartPLS report

Please cite the use of SmortPLS: Ringle, C. M., Wende, 5., and Becker, J.-M. 2024, “SmartPLS 4." Bonningstedt: SmartPL5, https.//www.smartpls.com.
back to navigation

Final results

Path coefficients

Mean, STDEV, T values, p values

Original sample [O)

Sample mean (M) Standard deviation [STDEV) T statistics (| O/STDEV]) Pvalues
0.428 0.424 0.074 5.820 0.000
0.686 0.689 0.046 14 872 0.000
0.430 0435 0.077 5.578 0.000

LAMPIRAN 15. PATH COEFFICIENTS SPECIFIC INDIRECT EFFECT

Specific indirect effects

Mean, STDEV, T values, p values

CQriginal sample (&) Sample mean (M) Standard deviation (STDEV) T statistics (| O/STDEV]) Pvalues

Kl - POS -> PIK
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LAMPIRAN 16. JURNAL ACUAN PENELITIAN
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[34-36). i atin process, (i.e. engaging in
movative actvites)rather than the innovation autcome (i., new products) (6,37] which
was beyond th ivity (7). In this study, ¥ hou'
{: , “draw from i general,
i P [7]. For decad i types of
leadership have il P ive behavior in organiza-
tions [25]. Amabile et al. (1996) proposed . supervisory d orga-
were closely related to innovation [39].
From i i ploy
Dehavior in multiple ways. First, yees 10 engage in innovi
tive proces [10], Conger and Kanunge considered inclusion as  process o improving inier-
nal o intrinsic motivation [41].
leadod to more i innovative behavior [40,42]. Second,
based on organizational su y [43], employees’ work lied i
ti . i luding information,
and v for innovati or [4]. “Leader inclusiveness s directed toward

and i in inclusion was based
on employees basic hining that

and potential atabsiinuig b 146} T addr, Randel 2 2018 s hts the
inclusive I

tions” [27]. When tmpdaym were sapported by their leader, they would get more autonormy
ssl.

d equity, and sh e
ining theic d
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Through iate inclusi leads dan envi where
gter ibility [45], had more decisi i
i 1 [49]. General il-
ability, and accessibility facilitated in [17]. Innovative
noted as " havior™ [41]. d

tures reshaped followers’ perception of support and enbanced more innovative behaviar [15].
“Ths, based on arganizational support theory (1], we formulated the folowing hypothes
Hypothesis 1: Inclus positively related

Perceived organization support

i i iy ” 5
this section, i will be darified. leadership affects POS
b first, and v the effect of PO ive behavior will be

explained.
According to organizational support theory |43, employee’s perception of favorable treat-
ment receivd from the organization,such ss superviso support should ncrcase POS [

ztional suppart 53] Inclusive mu could provide benefits thatsubordinates could makeuse
of Suppor their contri-
butions were valued and ther well-being were cared sbout 14, and should enhance POS.
“Thu ta POS, and we.
proposed the follawing hypotheses:

Hypothesis 2: Inclusive leadership is positively related to POS.

Fmployees' innovative hehavior can he stimulated by fostering a work context in which
employces fecl supported to generate, promote, and realize inventive ideas and concepts
Innovation and spontancous problem solving may additionally be associated with perceived
support [55, 56]. First, on the basis of social exchange theory [37], POS should elicit the norm

of recipracity,leading to employee’s obligation to help the arganization to achieve its goals, as

el s he expacttion tht incrased ffrt o the arganzaion'sbealf ol he moticed and

revarded [52]. Employees ived high levels of POS were y to feel a duty of

caring for and helpit s gos

1 that * POS create bl

organization” 23] Thi i ployess” tothe orga

nization and the will of etention, Fw " ding to the social £

principle of ty), empl i would
[55]. Barksdale and Werner (2001)

argued that PO i ployees to better fulfllin-s (59, Similarly,

emplayees wh et more POS esperence  better needs-supplie fit,and increased cetivity

‘>

 reated to POS, posi
tively predicted intovative behavior (20} Conversely, when employess perceived ow support
of organization, their involvement in innovation would be lessened [55]. Therefore, we suggest

the following hypothesis:
Hypothcsis 3 POS uptyimvd) xelated toemploye innovative behavior.
nce employ through POS. Accord-
y .),1, desired inclusion, permission, and resources

cmployms reccived from the leader and organization, the higher the POS and the more moti-
vated and obliged they were o reciprocate by being morc engaged in innovative behaviors.

Emp yttuned o laders behavior and cxamined jons for informa-
on onhat d eractions [60]. Ta assist them in
unleashing their innovation poncmun cmployeesmay requin  generl seme that eaders

.0n

Employee

Inclusive

. innovative
leadershi
P / behavior
/i
Perceived
organizational
support
H4
Fi 2 The bypothesis model.
g 30,137k pe 212091 0%
Ifa leader was inclusi chall loyees were likely to p
daati ortand p " i was

creativity [63). Leadership can affect i

innovation [1].
Inclusiveleaders,by tellectually dm\u!anng e subordinaes, hampioning innovati,
and helped cstablish W Eher

o 7 SR T
support progressive care nurses was indlusive kdllnshlp 164]. Inclusive leadership delivered to
employees the uniqe perseption of suppor from leaders \m...m increase employee inno

vative behavior. Taken together, POS i
‘more creative solutions and approaches (o address issues [55] mnu. e propused the follow
ing hypothesis

5 —_— i
innovative behavior.
The hypothesis model of our study s illustrated in

Research design
Sample and procedures

such bank, law affices, Sinnpec, and retailing stores in 6 cities in China. Initial contacts with
these companies were via connections to current and former MBA students. We used three

Fisnbergerand Stinghate proposedhat POS e iploeesdeslo gobal bt b B TRRLIEL ways to reduce the bias (6] First,a h interval
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tes and their matching supervisors were randoely selected, and sl empl{yy‘ses m.n

the freedom to in this study.
pdm it random moustof money (5-20 R forexch guesionoains cnmplncd To
rease their fear -

ndents were i 1o return th
y was assured. The survey

e plxtd intoa sealed

q\u‘mnnnnn:s were coded before being distributed.
Time (1) we sdministered quesionales o401 sployes i 127 e who were
asked to p d tenure) and

perceived inclusive leadership. We received wsible responses frm 361 rmpluyn-:\ in 116
feams for  resprnse rate o 90.77%. mm months ater, we conducted the econd survey
(12 p ipatein the T1 survey and 112
P P

were asked to rate inates’ i reported by

¥ 5 i pe Asa result, we obtained

leted questionnai pl P 56.36%) and 75 matched

pos £66.96%) after ing mi Of the sample, 61.10% of

spou ¥
degree, 41.20% employees got college degree or below, 4.80% employees gol master degree or
aboves the tenure of emplayees ranged from 1 year (o 10 years (40.7% of employees warked

1-3 years, ploy -6 years, 18.1% of empl 710 years).
Ethics lypnwll
An was not requi institutional guidelines and national laws regula-
tions ical behaviors existing i We just con-
ducted questionnaire survey further cthics board since our
research did not involve inical i Also, the content of the
ire di nsili and moral topics. Tn
the first g of the questionnaire, informatian an consent procadures was induded and par
ip: was  compltion. Mean-
iali "l‘hcln)'\‘nﬁll’ he questi s
tem, which can 1

e e Cormpely o b o o dsop 0wt ey, Oy o Wha WG w1
‘participate were recruited.

Measures

tished in top journal. The orginal cvwere sl i English. Thus, we it the
bk transtation procedures recommended by Brislin (1980) [6] 10 translate the measures. A
management scholar wh was nmm in both Fnglish and Chinese ransated the items Imm
inese. We th
items from Chinese back into lansluh Ve alio asked & mansgemsent researcher o check the
English and Chis and

solved through discussion. Furthermorc, before finalizing the formal queilnlnn:ut and sur-
Ve, pre-survey ducted to guarantee the i
and diction to th d, L then on feedback

PLOS ONE | Hips ot /10,1371 fpurral pone. 0212081 - February 28, 2019 7114

pre-survey. L we used a five-point Likert
from "1 gree” to "5 mulh.gm: [t
Inclusive Leadership: W leadership .,, aine-iem scale that were

ped by i et l(zom)[b]( 1, rated.
b Hirak, P, Cornel and chaubroeck (2012) (67 and Choi, -n-m and Kang 2016) ()
Asample item weas: “The manager is open to hearing new ideas” The reliability coeflicient
(Cronbach's Alpha) of the scale in this study was 0.927, indicating that the scale has good
by

; The cight

le by Eisenberger (1956) [43]
. The scae has been wed by
Edwards and Peccei (2015) [m)] md Zumrch and Boylc (oi3) 7014 slmyh' item was: My
organization takes pride in work’ (cr
ach's Alpha) of th sale i thisstudy eas 0.952,indlicting hatthe scle had good relibily.

Tnnovative behavior: The nine-item scale by Janssen (2000) [31] was used ta measure
employee innvative behavior (T2, rated by supervisor). The scale had heen used by Janssen
(2003) [58] and Agarwal, Datta, Blake-Beard, and Bhargava (2012) [71]. The scale measured
cmployee innovative behavior bascd on three lsprxh of“ideas put lorwn\‘l." “promotion of
ideas,” and “apply the idea of
(idea generation)." The (© mnhn(h’s Alpha) is study
01951, indicating that the scale had gond reliabilty

Control variables: Rased on previous research (7274, we selected gender, age, educatian,
and eflects work d ol
i i

for their

and innovative behavior.
Results
Descriptive statistics
Table ! peseated desciptes sttt lations. Consistent with
study, as shown in Table 1, to employee innovat

behavior (= 0.302:p <0.01) and POS (r = 0,697 p <001, and POS was positivly relted ta
emplayee innovative behavior (r = 0,279 p <0.01).

Tests of hypotheses
To test hypolhesized main effects and mediation effect, we followed Hayes” approach [77] and
i 1, including 95% b d intervals
Table 1.
Variale [ e [ @ [ 1 [ 2 f 1 s e [ 7
1 Ciender s | I
245 st | s | e |1 |
Fy vy N I ] |
+ Temune s | e | ws | e s i I
5. Incusn kadership 2441 a0 s | 047 % ' |
6.POS e | 730 112 | 016 102 87" 1 |
7. nnavatve behavioe sse0 06 e | s 264 st v | 1
o
oo,
* p <005 (two-taled)
httpe:i/dai 0r/10.137 1ournal pone 0212091 1001
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Table 2. Unstandardiced coeficients of the model.

Efeas Hypothesis Bt s 95% confidence nterval
Diccteffect Inchuve lnde s — Fmplayos imaovatie beuvioe e oan T 050
Incuveleadershp — POS sar oost fotn.097;
FOS — Employee innnatve bsior a2 089 fonz.ow
Indireteffect ozne 005 loss, 0327
Note: N =25,
“psoan,
*penos
g 10157 umal pons 1212091102
inMp ion 7.4 sftware 5] ized coefficient
‘estimates fc i lr\blt.‘../\ﬁtr e educati
and tenure, inch i innovative behavior (B

p

03397, SE = 0.081, p <0.01, 95%CT = [0.183, 0.503]). Because the CI did not contain zero,

Thus, Hypothesis | indicating that ceived more i

leadership, they nclusive leadership dtivel

related to POS (3 0843 SE - 0,068, p <001, 97HCL [uuo 057]),supporting Hypoth-
they

‘esis 2, This result indic hi

experienced mare POS. POS relate =
0. 0068, p <0.01, S3%CT = 0.1 112,0. mn supporting Hypathesis 3. This result
that wh they demon

strated more innovative hehavior. Inclusive leadership was positively related to employee
innovative behavior through POS (5 = 0.206 =0.059, p <0.01, 95%C1 = [0.092, 0.327]).
3 et PO £ 3 :
employee innovative behavior,

Conclusion and discussion
I this study we aimed 10 nvestigate how and why inclusive leadership influenced employee

y. Con-
sistent with onganizational support theory, we found thatinclusive leadership ws, postivly
related to employee avior and POS. inclusive
leadership and emplayee imnovaive hebavior. Thatis, when employees perceived hat laders
showed their new i lo -
being mor v ion and th their innovative
behavior.

‘Theoretical implications.
Th First, the findings sug-
gested that P e i
which i pori ippo
beh Scal e B i the innovation
Titerature. i loyee' i 7.
Tnclusive leadership was likely 0 ct 3 an nnovation fauhln(mg foece. Tnclusive leadership
by ncresing P
intellectually o being forth o orimprove cxisting
procedures.
PLOS ONE | hitps/dol.0g/10.1371/jcurnal pone.0212081  February 28, 2019 914



"his research s sdvanced th inlusive eadership literaturs by complementing the clasic

theory with
[50], thercby ipport-basad
Joyees’ POS. Although th €inclusive leadershi
attention in recent years, i
fthe construct or its theoretical innings. This lack and practi-
y of hip [79]. Our study stud-

5 ship on POS ¥
behavior, which respanded to the view that “the inclusion construct and its underlying theo-
retical busis need greater development” [29] and “much work remains ta be done tn advance
theary elaed 0 our undersianding of inclusive leadership” (15].

Second, our results hi the role of POS
inclusive leadership and ior. This to the litera-
ture in that it showed POS as a medi hinchasive

employee innovatie behavior. In the past mtlrch, studieshad not st explored te mecha
nism

n du‘wxipcam

for through POS, Our flnslmgs wer consistent witha ie fom Eiseberger, Falo, & Davt
amastro's saying that *perceived support might he associated with constructive innovation™

the p dership on employ
ior proposed an i d i Advanciny
ploy: behavior were critical s i dl
X idiosyncratic
our findings illustrated | and its lead advance

novative hehavior through inclusive leaders

Practical implications

Inad i t i lied on employe innovative

Dehavior, it was i Jeaders can stimulate their fi 151]. The

hearetical modelpraposed in  this s aper could infoem maagers ofow t improve mplopes

was risky, requiring employees to
devi prac-

change and
s

hip P
in this wa hip in order to encourage

more, ng pro-

ild hely d with
necessary skills tn provide wwon Vo employees.

Moreover, the finding that POS mediated the relationship between inclusive leadership and

employee innovative behavior suggested the need of payi g iciido e underl
nism lhrm!h which ip follow
inclusive iployees’ new ideas,
w(hnnlagtm and products,and valuing thei effotsto increase mployees POS. Furthermore,
‘managers such. nd autonomy to
employees to stimulate more innovative behavior.
Iy, given that peop’ iy in their satus quo, it was of critical
that could this
PPLOS ONE | https idoi orp 10,1371 fpurnal pone. 0212001 February 28, 2019 10114

g . Our findis d i ship wasa
driver of employee innovative behavior.

Limitations and future research

everal ls this study ‘While mentioning the study's limita-
tions, we  suggested dircctions for that
the sample sizefrom e arganiation is small, which may reduce ynaalu ion, thus limiting
the use of The current y provide con
ervaiveesimaie of hypotheses esing, suggesting potentalysronger eflcsinindustries
where innovation are much higher (e.g., technology). Future rescarch could advance our

2 i ¢ per sumple

size.
Second, betwe d
cmployes innovative behavior,although other mechanisess may exit (¢, psychological
it could
i dlationship between inclusive leadership and i i 1d

ther typ. h astask
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