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Keywords Abstract

Servant Leadership; This research aims to calculate, analyze and describe the influence of

(1) servant leadership towards psychological empowerment, (2)
Innovative Work servant leadership towards work craft, (3) psychological empowerment
Behavior; towards innovative work behavior, (4) work craft towards innovative

work behavior, and (5) servant leadership towards innovative work
Psychological behavior. It also examines how psychological empowerment mediates
Empowerment; the influence of servant leadership on work behavior innovation and

the role of work craft in mediating the influence of servant leadership
Crafting Jobs: on innovative work behavior. The study results show that servant

leadership has a significant direct effect on psychological
empowerment, and Servant leadership has a significant direct effect on
work craft. There is a positive influence of psychological empowerment
on innovative work behavior.

1. Introduction

Currently, all aspects of life are required to compete to show the best because it is the best who
will be able to survive to remain competitive in the changing demands of globalization. An institution
should prepare itself to face the challenges in a world full of global turmoil. For example, the rapid
development of world business has led to intense and tough market competition. Business actors
produce and introduce their products daily with new creativity and innovation, so competition is
inevitable. If business actors do not try to be innovative in producing their products, their business
will be run over by other competitors.
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Not only that, but the role of human resources has also changed in line with the rapid progress of
science and technology. Competition is becoming increasingly open, and the business environment is
increasingly complex. Amid the complexity of global competition, creativity is an important factor for
companies from various business sectors. The World Economic Forum has even predicted creativity
as one of the skills (besides analytical thinking and active learning) companies need the most in
2022(Ratcheva & Leopold, 2018).

In line with the previous opinion, La Prade & Wright (2019) stated that 61% of Chief Executive
Officers (CEOs) from 64 different countries chose creativity as a characteristic that employees must
possess in the future. Supporting the previous opinion, the survey results from International Business
Machines (IBM) state that there is a need for workers who have digitalization skills and soft skills.
Based on figure 1. in 2016, there were 12 core competencies sought by executives, and creativity
ranked seventh (IBM, 2018).

2016 2018 Behavioral skills Core/technical skills
1 Willingness to be flexible, agile, and adaptable to change
1 Time management skills and ability to prioritize
3 Ability to work effectively in team environments
4 Ability to communicate effectively in business context

Analytics skills and business acumen

echn bilities for STEM

Capacity for innovation and creativity

Basic computer and software/application skills

9@ __—® &  Ethics and integrity

10 @— 0

1 1 dii iting, a it t
12 t atio ifi i

Figure 1
Skills Needed for the 2018 Workforce
Source: IBM (2018)

For an employee, creativity can help improve the ability to carry out the tasks assigned and
succeed in a career or job. Innovative employees will always come up with new ideas so that
employees and the company can carry out their activities more effectively and efficiently. However,
in the global realm, Indonesian society's innovation index is low compared to other countries.

Martin Prosperity Institute (2022) surveys assess a country's innovation based on technology,
talent, and tolerance indicators. The innovative behavior of the Indonesian people is included in the
lowest ranks. In line with the previous opinion, the Global Innovation Index (GII) ranks world
economies based on their innovation capabilities.

Table 1. Indonesia's Creativity Index for 2019-2021

Gll Innovation inputs Innovation outputs
2021 87 87 84
2020 85 91 76
2019 85 87 78

Source: Global Innovation Index (2021)
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Table 1. shows Indonesia's ranking for the last three years. It is seen that the availability of data
and changes in the GII model framework affect the comparison of GII ratings from year to year. The
statistical confidence interval for Indonesia's ranking in GII 2021 is between ranks 80 and 87.1n 2021
Indonesia ranked 87th in innovation inputs, higher than last year but the same as 2019. For
innovation output, Indonesia ranks 84th. This position is lower than in 2020 and 2019.

The description above illustrates that creativity is one of the behaviors that need to be considered
by institutions, including banking institutions. The increasingly competitive and dynamic banking
business has forced companies to constantly release new products and services to meet consumer
demands in a rapidly changing world.(Prabowo et al., 2018). Therefore, innovative behavior is crucial
for the company's success (Lu et al., 2015). The ability of businesses in urban areas (e.g., Jakarta and
Bandung) to innovate and improve their products and services is a determining factor for economic
and social growth (Macek & Starc-Peceny, 2019).

This study will examine innovative work behavior in banking institutions, namely the National
Savings Bank (BTN). Quoted on the official website, currently, BTN has several competitive
advantages, namely, the market leader in housing loans (KPR), focusing on the lower middle
consumer segment, loans secured by high-value property collateral, a wide and unique distribution
network, and high mortgage potential. But over time, in terms of home ownership loans (KPR), BTN
has quite a worrying rival. Seeing the high public interest in applying for mortgages, banks in
Indonesia are competing to offer their best products. There is no exception providing mortgage offers
with relatively low or cheap interest rates, including BRI with a 5% interest rate, BTN 3.75%, Mandiri
3.72%, BCA 7%, and BJB 0.05% (per month)(Rumah. com, 2022).

The tight competition in banking institutions requires bank BTN to continue to maintain its focus
on mortgages. The faster growth of the middle-class segment is a big market opportunity for Bank
BTN's mortgage business. However, BTN cannot just sit on a low-interest rate policy if banking
competition is getting tougher. BTN needs to innovate to increase product sales and services. Product
and service innovation cannot be separated from the thinking of human resources in a company.
Therefore, it is important to establish innovative work behavior for Bank BTN employees in facing
banking competition.

The results of the Researcher's interview with representatives of bank BTN employees led to the
result that innovative work behavior at bank BTN is still not paid attention to by the institution. This
is reflected in the habits of employees in doing work based on procedures that have been carried out
by seniors before. This is due to the lack of association between employees with one so that
employees only have limited information and knowledge. In addition, employees are not open to the
environment, and management tends to close themselves off. Another cause that makes it difficult for
employees to provide innovation is that it is less participatory from employees.

Several previous studies have stated that the factors influence innovative work behavior are
management factors such as leadership (Sutardi et al., 2021), organizational climate (Shanker & Farrell,
2017), organizational justice (Kim & Park, 2017), organizational culture (MA Khan et al., 2020) and some
personal factors such as self-efficacy (Al & Teoh, 2022), psychological empowerment (Prabowo et al.,
2018), craftwork (Afsar & Umrani, 2019), and personality (Li & Wang, 2017). To determine the factors
experienced by bank BTN employees related to innovative work behavior, Researchers conducted an initial
survey which was distributed to 60 respondents. The data from the survey are as follows.
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Table 2. Factors Affecting Innovative Work Behavior

Factor Statement Percentage (%)
Yes | Not

Leadership Leaders serve employees to develop innovation by | 31.7 68.3
being a mentor

Organizational | Job descriptions are clear and structured 93.3 6.7

Climate

Organizational | Managerial shows concern for employee rights 90 10

Justice

Self Efficacy I can find a way out of the problem even though 85 15
there are many obstacles

Psychological My opinion can be taken into consideration in the 30 70

Empowerment | company's decision making

Work Craft [ organize my work in such a way as to ensure that1 | 31.7 68.3
don't have to concentrate for too long

Personality If I believe in an idea, nothing will stand in the way 80 20
of making it happen

Source: Data processed By Researcher (2022)

Based on table 2. it is known that company leaders do not serve employees to develop innovation
by becoming mentors, with a presentation of 68.3% "no" answers. Furthermore, judging from the
organizational climate, the work is described clearly and structured, with 93.3% "yes" answers. The
organizational justice factor shows that bank BTN employees feel managerial concern for employee
rights with a 90% "yes" answer percentage. However, bank BTN employees’ opinions are not
considered in the company's decision-making. If left unchecked, this will have an impact on the weak
psychological empowerment of bank BTN employees.

In addition, bank BTN employees pay less attention to the craft factor at work, and this is indicated
by the answer "no" to the question, "I organize my work in such a way as to ensure that I don't have
to concentrate too long." On the other hand, the personality of bank BTN employees is classified as a
proactive personality where they will try to make an idea happen when they have an idea. It can be
concluded from the results of this initial survey that the personality of bank BTN employees shows a
proactive personality, but the lack of psychological empowerment, work craft, and effective
leadership has an impact on low innovative work behavior. So this research will focus on three
factors, namely leadership, innovative work behavior, and craftsmanship, to see their influence on
innovative work behavior.

This factor was chosen because the respondent's answer was "No," so the achievement of these
factors needed to be investigated to be able to agree with the results of previous research conducted
by Prabowo et al. (2018), Afsar & Umrani (2019) and Khan et al. (2021).

Table 1. Leadership Style

Variable Statement Answer
(%)
Yes Not
Transformational | My boss once changed policies to increase 38.3 61.7
organizational productivity
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Transactional [ feel that my boss is more focused on 38.3 61.7
transactional activities between individuals,
management, and employees

Servant My boss provides the best service for his 66.7 333
employees

Situational My leader makes policies according to the 38.3 61.7
situation or incident

Authentic My boss brings out his own genuine attitude by 45 55

not following others
Source: Data processed by researchers (2022)

Based on the results of interviews with researchers with representatives of bank BTN employees,
the leadership goes down directly in serving employees, such as motivating work-related and giving
appreciation to the achievement of targets. Leaders also often hold training by inviting coaches who
are competent in their fields. Although the leadership does not take the role of providing direct
examples, in this case, mentoring, the company leaders still show their services to employees. This is
evidenced by the attitude that cares about employee success, pays attention to employee needs, and
management considers employees as partners, so they are treated with respect.

State Savings Bank (Persero) Tbk or BTN in running its business is supported by human resources
(HR), which are classified into several types of contracts, namely Permanent (7,912), Permanent
ProHire (86), Permanent-Sekr (116), Permanent ExpHire (135), ProHire Contract (36), Permanent
ExpHire (135), ODP Contract (137), SS PKWT (318), Permanent-teller (1274), Permanent-CSO
(1264), MPP (88). The total number of employees as of January 2021 is 11,369 employees. The
interesting thing is that in 2022 the number of millennial employees or those aged under 40 is very
dominant, reaching 85% of the total number of current BTN employees. Therefore, BTN needs a
special strategy for embracing employees, including the millennial group.

5000
4500 4222
4000
3500
3000
2500
2000 1587

1500 1142
1000
500 0
0

4418

<20 21-25 26-30 31-40 >40

Figure 2. Graph of the Number of Millennial Employees
Source: Data Processed by Researchers (2022)

Popular perception says that millennial HR have impatient, self-important, and disloyal traits,
which are traits seen from the organization's point of view. Some organizations believe that in order
to develop and fully utilize the performance of superior human resources of productive age through
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the improvement of innovative work behavior, organizations need to change their rules and policies
(Myers & Sadaghiani, 2010).

The leadership role is very important to ensure employees are motivated to achieve company
goals and improve their company performance through innovative and adaptive behavior. Therefore,
innovation is also needed from policymakers. Central bank leaders were asked to be observant in
finding unconventional alternative solutions or Business As Usual. In looking for alternative solutions,
decision-makers or leaders need to have innovative behavior, especially in responding to various
challenges in the increasingly diverse global economy. A number of studies have found that servant
leadership is positively related to employee creativity (de Lara, 2020; Yang et al,, 2017; Yang et al,,
2019).

Servant leaders have a concern for their employees. They seek to empower, provide support, and
meet the needs of employees. This can increase employee confidence in the leader and create a
psychologically safe work environment (psychological safety). (Liden & Meuser, 2014). Employees
feel that the risk associated with finding creative ideas is reduced, so they need a leader who can
motivate them to show intellectual intelligence in creating creativity (Yang & Liu, 2019).

However, Newman & Tse (2017) shows that the relationship between servant leadership and
innovative work behavior is not significant. These divergent findings suggest that there are
psychological mechanisms that need to be investigated in order to understand how servant
leadership affects employee creativity (Yang & Liu, 2019). Therefore, the inconsistency between
previous research, which states that the independent variable can directly influence significantly on
innovative work behavior, and previous research, which states that there is no significant effect of the
independent variable, namely service leadership, on innovative work behavior, is a gap in this study.

Pratita & Salendu (2021) states that the relationship between the two variables is indirect and
needs to be explained through additional variables, such as mediator variables. In their research,
Pratita & Salendu (2021) used individual factors to improve innovative work behavior. In this study,
the limitation of the problem focuses on two individual factors, namely, work craft and psychological
empowerment. Therefore, psychological empowerment and work craft are used as intervening
variables in this study.

The achievement of organizational goals is not feasible without empowering employees
psychologically. This indicates that psychological empowerment is an important issue that needs to
be researched. Empowered employees tend to find meaning in what they do, feeling that they have
the capacity needed for their jobs. The form of empowerment needed by employees is related to
training and development to deal with environmental uncertainty, complexity, and ambiguity as a
result of technological developments. Employees who engage in services also need assistance to
overcome anxiety, excessive workload, and work stress. However, in its implementation, bank BTN
only provides training regarding competencies, including auditing certification, and preparing
certification for financial planners, credit analyst certification, and appraisal certification, especially
for collateral price appraisers. There are only two soft skill empowerments at bank BTN: personality
and discipline training. The monotony of this training cannot improve employee insights and ideas as
well as the psychological well-being of bank BTN employees.

More precisely, the training is considered less effective in overcoming problems surrounding the
psychological condition of bank BTN employees. In terms of service, bank BTN employees must have
excellent conditions. With an excessive workload, and a lack of psychological empowerment,
employees will experience fatigue at work; as a result, consumers are not satisfied with the excellent
service provided by bank BTN, and in facing the challenges of the industry, employees will lack
innovative ideas.

Another factor that makes researchers interested in job crafting. Craftwork presents an
opportunity for the millennial workforce to integrate and organize work experiences into an

TIJOSSW Vol.4 No.2, July-December 2022, pages: 197~214



203

authentic sense of self. Work craft is an individual effort in aligning work experience with internal
encouragement, which has an impact on self-development in aligning work experience and
developing more intrinsic motivation, which can improve employee innovative work behavior.
Especially for the millennial generation, employees are expected to be motivated to carve work
experience into activities that support company performance.

The implementation of work crafts in the millennial generation is possible because this
generation has flexibility in working. In fact, they think that they can change the existing work design.
This happens because they see new opportunities that are more profitable for themselves. Millennial
generation employees look for their own challenges in carrying out their work because millennial
generation employees need to deal with challenges to be more motivated at work (Pradana &
Suhariadi, 2020).

This work craft involves limiting the tasks of the job both physically and cognitively. Changes in
task boundaries can be said that employees change the form or amount of activity when working,
while changes in cognitive form can be in the form of how employees change their views on their
work. (Rahmani Azizah, 2018). However, Bank BTN's work culture, which tends to be procedural and
passive, makes employees not dare to simplify their work or change their views on the work process.
Employees only become recipients of all the work assigned to them. If this continues to be
experienced by millennial employees, it is likely that their intention to leave the company is due to
boredom.

Several previous studies on innovative work behavior used respondents with work backgrounds
as nurses (Carlucci & Schiuma, 2020), doctors (Al Wali & Teoh, 2022), and bank employees
(Syahputra & Satrya, 2021). The novelty in this study is that researchers will describe innovative
work behavior in bank BTN employees who are in the productive age (millennial generation). The
title of this research is "The Influence of Servant Leadership on Innovative Work Behavior With
Psychological Empowerment And Job Crafting As Intervening Variables."

2. Materials and Methods

This study uses quantitative research, which emphasizes testing theories by measuring
research variables with numbers and requires data analysis with statistical procedures. The
measuring instrument of this research is in the form of a questionnaire, the data obtained in the form
of answers from Bank BTN employees to the statements submitted. The research method used is a
survey method. The method is carried out with an approach to the type of descriptive and explanatory
research so that the method used is a descriptive survey. This method was chosen to be implemented
because, in this study, the Researcher looked for data by going directly to the field through a
questionnaire. Through descriptive research, this study examines research variables through a more
meaningful description of numbers and writings.

The model used in this study is causal modeling or relationship and influence, also known as
path analysis. This model was chosen because in this study, the independent variable with the
dependent variable there is mediation that affects. In this study, researchers used primary data for all
variables, including independent variables, namely service leadership (X1), Psychological
Empowerment (X2), and Work Craft (X3) as variables (intervening), and Innovative Work Behavior
(Y) as dependent variables. This model was chosen because in this study, the independent variable
with the dependent variable there is mediation that affects. In this study, researchers used primary
data for all variables, including independent variables, namely service leadership (X1), Psychological
Empowerment (X2), and Work Craft (X3) as intervening variables, and Innovative Work Behavior (Y)
as independent variables also known as path analysis. This model was chosen because in this study,

The Influence of Servant Leadership on Innovative Work Behavior with Psychological
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the independent variable with the dependent variable there is mediation that affects. In this study,
researchers used primary data for all variables, including independent variables, namely service
leadership (X1), Psychological Empowerment (X2), and Work Craft (X3) as intervening variables and
Innovative Work Behavior (Y) as dependent variables.

3. Results and Discussions

Hypothesis Testing

After performing the PLS algorithm and bootstrap using SmartPLS 3.0, hypothesis testing can be
conducted to test whether the proposed hypothesis is supported. Researchers tested the hypothesis
by measuring the direct effect, which can be seen in the path coefficient and indirect effect, to see the
effect of the intervening variables in this study.

1) Direct Effect
Table 3. Path Coefficient (Path Coefficient)
Original Sample Standard

T Statistics

Sample Mean  Deviation P Values
0) o)  (stpgv) UO/STDEVI)

Servant Leadership -
~ Work Craft 0.979 0.980 0.004 22,662 0.000
Servant Leadership -
> Psychological 0.976 0.976 0.008 12,543 0.000
Empowerment
Servant leadership ->
Innovative Work 0.256 0.264 0.087 2,955 0.003
Behavior
Work Craft ->
Innovative Work 0.536 0.521 0.096 5,605 0.000
Behavior
Empowerment
Psychology -> 0205 0213  0.085 2,404 0.017

Innovative Work
Behavior

Source: Data processed using SmartPLS 3.0 (2022)

H1: The Effect of Servant Leadership on Psychological Empowerment

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.976 on leadership serving psychological empowerment. This means that there is a positive
influence on the serving leadership variable on the psychological empowerment variable. In addition,
it is also shown that the t-statistic value is 12,543, and the p-value is 0.000 (<0.05), which means that
servant leadership has a significant direct effect on psychological empowerment. Therefore, it can be
concluded that the first hypothesis in this study is accepted and statistically supported by the results
of this study.

H2: The Effect of Servant Leadership on Work Craft

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.979 in service leadership to work craft. This means that there is a positive influence on the
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service leadership variable on the work craft variable. In addition, it is also shown that the t-statistic
value is 22.662, and the p-value is 0.000 (<0.05), which means that leadership service has a significant
direct effect on work craft. Therefore, it can be concluded that the second hypothesis in this study is
accepted and statistically supported by the results of this study.

H3: The Effect of Psychological Empowerment on Innovative Work Behavior

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.205 on psychological empowerment to innovative work behavior. This means that there is
a positive influence on the psychological empowerment variable on the innovative work behavior
variable. In addition, it is also shown that the t-statistic value is 2.404, and the p-value is 0.017 (<0.05),
which means that psychological empowerment has a significant direct effect on innovative work
behavior. Therefore, it can be concluded that the third hypothesis in this study is accepted and
statistically supported by the results of this study.

H4: The Effect of Work Crafts on Innovative Work Behavior

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.536 on work craft to innovative work behavior. This means that there is a positive influence
on the work craft variable on the innovative work behavior variable. In addition, it is also shown that
the t-statistic value is 5.605 and the p-value is 0.000 (<0.05), which means that work craft has a
significant direct effect on innovative work behavior. Therefore, it can be concluded that the fourth
hypothesis in this study is accepted and statistically supported by the results of this study.

H5: The Effect of Servant Leadership on Innovative Work Behavior

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.256 in serving leadership to innovative work behavior. This means that there is a positive
influence on the serving leadership variable on the innovative work behavior variable. In addition, it
is also shown that the t-statistic value is 2.955, and the p-value is 0.003 (<0.05), which means that
servant leadership has a significant direct effect on innovative work behavior. Therefore, it can be
concluded that the fifth hypothesis in this study is accepted and statistically supported by the results
of this study.

2) Indirect Effect
Table 4. Indirect Effect
Original Sample Standard
Sample Mean  Deviation
(0) (M) (STDEV)

T Statistics P
(JO/STDEV|) Values

Servant Leadership ->

Empowerment Psychology - 0.345 0.353 0.120 2,880 0.004
> Innovative Work Behavior

Servant Leadership -> Work

Craft -> Innovative Work 0.589 0.577 0.086 6,820 0.000
Behavior

Source: Data processed using SmartPLS 3.0 (2022)
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H6: Empowerment Psychology Mediates Servant Leadership on Innovative Work Behavior

Based on the statistical analysis of the path coefficient in the table above, the service leadership
variable has an effect on innovative work behavior, with psychological empowerment acting as a
mediator between the two. The original sample value of the influence of the three variables is 0.345,
which means that there is a positive influence in the influence of servant leadership on innovative
work behavior with psychological empowerment as a mediator. Then, the value of the t statistic is
2.880, and the p-value is 0.004 (< 0.05), which means that the service leadership variable has a
significant indirect effect on innovative work behavior, with psychological empowerment acting as a
mediator. Therefore,

H7: Work Craft Mediates Servant Leadership on Innovative Work Behavior

Based on the statistical analysis of the path coefficient in the table above, the service leadership
variable has an effect on innovative work behavior with work craft that acts as a mediator between
the two. The original sample value of the influence of the three variables is 0.589, which means that
there is a positive influence in the influence of servant leadership on innovative work behavior with
work craft as a mediator. Then, the value of the t statistic is 6.820, and the p-value is 0.000 (<0.05),
which means that the service leadership variable has a significant indirect effect on innovative work
behavior with work craft that acts as a mediator. Therefore,

Discussion

H1: The Effect of Servant Leadership on Psychological Empowerment

Based on the results of the hypothesis test statistical analysis of the path coefficient (path
coefficient), it shows the original sample value of 0.976 on leadership serving to psychological
empowerment has a significant effect. In addition, it is also shown that the t-statistic value is 12,543,
and the p-value is 0.000 (<0.05), which means that servant leadership has a significant direct effect
on psychological empowerment. Medicate influence leadership serves to psychological
empowerment of employees of the Internal Audit Division of PT. State Savings Bank (Persero) Tbk is
positive and significant.

J. Yang et al. (2019) mentioned servant leadership might significantly influence the psychological
empowerment of employees by stimulating the potential of subordinates and building trust by
serving others selflessly first. Servant leaders can provide developmental support and
encouragement to their followers to develop new skills and achieve creative goals. Thus, servant
leadership is positively related to the psychological empowerment of followers. Leaders who tend to
have the ability to serve employees, in this case, welfare and other organizational concerns, affect
psychological empowerment to improve four cognitions, namely competence, meaning, self-
determination, and impact, needed by employees of the Internal Audit Division of PT. Based on this
description, the results of this study are relevant to the results of research conducted by Baytok et al.
(2019), Ghalavi & Nastiezaie (2020), and Tripathi et al. (2021).

H2: The Effect of Servant Leadership on Work Craft

Based on the results of the hypothesis test statistical analysis of the path coefficient (path
coefficient), it shows the original sample value of 0.979 on leadership serving to work crafts. This
means that there is a positive influence on the service leadership variable on the work craft variable.
In addition, it is also shown that the t-statistic value is 22.662, and the p-value is 0.000 (<0.05),
meaning that servant leadership significantly affects work craft. Medicate influence leadership serves
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to Craft WorkEmployees of the Internal Audit Division of PT. State Savings Bank (Persero) Tbk is
positive and significant.

Craft work is always done by expanding the source of reference so that the source of structural
and social work is expanded in the craft of work. Because it is employee-initiated, the work craft is
more beneficial for both the employee and the organization (Hakanen et al., 2017). Servant leadership
seeks to empower employees by involving them in decision-making, seeking their opinions, and
praising them for their changes. Inspired by such an empowering environment, employees are
expected to be able to enjoy their craft.

The usefulness of work craftsmanship for organizations makes it one of the organization's
preferred approaches to motivating employees, and organizations actively assist employees in their
efforts to engage in work craft behavior. One of the strategies available is the use of employee-
centered leadership or servant leadership (Lichtenthaler & Fischbach, 2019). Servant leadership is
expected to encourage work behavior among employees. Employees can enjoy such work behavior if
they are empowered to do so.

Based on this description, the results of this study are relevant to the results of research
conducted by Bavik et al. (2018), Harju et al. (2018), and Jaya (2022).

H3: The Effect of Psychological Empowerment on Innovative Work Behavior

Based on the hypothesis test results, the path coefficient statistical analysis in the table above
shows the original sample value of 0.205 on psychological empowerment to innovative work
behavior. This means that there is a positive influence on the psychological empowerment variable
on the innovative work behavior variable. In addition, it is also shown that the t-statistic value is
2.404, and the p-value is 0.017 (<0.05), which means that psychological empowerment has a
significant direct effect on innovative work behavior. Indicates the influence of Psychological
Empowerment on Innovative Work Behavior of Employees of the Internal Audit Division of PT. State
Savings Bank (Persero) Tbk is positive and significant.

Javed et al. (2019) explained that the generation of innovative ideas is a non-routine task in which
an individual must go beyond standard operating procedures with a sense of psychological
empowerment and confidence, given all the support and means to implement those ideas.
Furthermore, it is emphasized that empowered employees have more freedom to come up with
unique ideas and are more confident that their ideas will be appreciated in the organization.
Employees who have a sense of meaning and determination are intrinsically motivated to generate
creative ideas. Furthermore, other psychological empowerment attributes such as competence,
control, autonomy, and confidence to make an impact encourage employees to implement their ideas
in the workplace.

Psychological empowerment, in this case, empowered employees to participate and stimulation them to issue
innovative ideas in their work to be more effective in accordance with company goals, required by employees
of the Internal Audit Division of PT. State Savings Bank (Persero) Tbk. Based on this description, the
results of this study are relevant to the results of research conducted by Javed et al. (2019), Singh &
Sarkar (2019), and Rehman et al. (2019).

H4: The Effect of Work Crafts on Innovative Work Behavior

Based on the results of the hypothesis test statistical analysis of the path coefficient in the table
above, it shows the original sample value of 0.536 on work craft to innovative work behavior. This
means that there is a positive influence on the work craft variable on the innovative work behavior
variable. In addition, it is also shown that the t-statistic value is 5.605 and the p-value is 0.000 (<0.05),
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which means that work craft has a direct significant effect on innovative work behavior. Indicates the
effect of Work Craft on the Innovative Work Behavior of Employees of the Internal Audit Division of
PT. State Savings Bank (Persero) Tbk is positive and significant.

Employees have much more innovative minds. Traditionally, it is thought that resources come
from management. There is currently an awareness that employees can increase their resources by
engaging in work craft behaviors. Because employees can increase their resources and improve their
innovative work behavior. The availability of additional resources can assist employees in both stages
of innovative work behavior (Dediu et al., 2018).

Work craft involves employees changing certain aspects of the way they operate, interact with
other employees, and how to think about their work (Kim et al., 2018). Positively, these actions can
help employees to work better and enjoy work more. Innovative work behavior includes actions that
are not normally rewarded but which still benefit the organization. It is possible that the more
employees engage in craft activities, the more they will believe they can develop a creative new idea
or task and implement it.

Work Craftis reflected in employees doing work in accordance with the existing SOPs in the company, and after
the employees have innovations to do work more efficiently according to the needs to be achieved, this reflects
innovative work behavior influenced by work by Employees of the Internal Audit Division of PT. State
Savings Bank (Persero) Tbk. Based on this description, the results of this study are relevant to the
results of research conducted by Afshar et al. (2019), Bindl et al. (2019), and Pradana & Suhariadi
(2020).

H5: The Effect of Servant Leadership on Innovative Work Behavior

Based on the results of the statistical analysis of the path coefficient hypothesis, the table above
shows the original sample value of 0.256 on service leadership to innovative work behavior. This
means that there is a positive influence on the serving leadership variable on the innovative work
behavior variable. In addition, it is also shown that the t-statistic value is 2.955 and the p-value is
0.003 (<0.05), meaning that servant leadership directly affects innovative work behavior. Indicates
the influence of Servant Leadership on the Innovative Work Behavior of Employees of the Internal
Audit Division of PT. State Savings Bank (Persero) Tbk is positive and significant.

An important thrust of servant leadership is to serve stakeholders, and therefore, a servant leader
sets an example for his employees to be "servant employees” who try to help the organization by
involving himself in innovative activities. (Ahmad et al., 2021).

Innovation is multifaceted because it requires different individual tasks and behaviors at each
stage, involving the generation, promotion, and implementation of new ideas. During this process, a
person first comes up with an idea or solution to an identified problem. These ideas and solutions can
be borrowed from various sources. Based on this description, the results of this study are relevant to
the results of research conducted by Zeng & Xu (2020), A. Igbal et al. (2020), and Ahmad et al. (2021).

H6: Empowerment Psychology Mediates Servant Leadership on Innovative Work Behavior

Based on the results of the statistical analysis of the path coefficients in the table above, the service
leadership variable has an effect on innovative work behavior, with psychological empowerment
acting as a mediator between the two. The original sample value of the influence of the three variables
is 0.345, which means that there is a positive influence in the influence of servant leadership on
innovative work behavior with psychological empowerment as a mediator. Then, the value of the t
statistic is 2.880, and the p-value is 0.004 (< 0.05), meaning that the service leadership variable has a
significant indirect effect on innovative work behavior, with psychological empowerment as a
mediator.
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Krog & Govender (2018) examine employee psychological empowerment as a mediator in the
relationship between servant leadership and innovative work behavior. Their findings suggest that
employee psychological empowerment mediates the relationship. With this theoretical basis and
empirical evidence, the following hypothesis can be proposed. Based on this description, the results
of this study are relevant to the results of research conducted by an et al. (2019) and Faraz et al.
(2019).

H7: Work Craft Mediates Servant Leadership on Innovative Work Behavior

Based on the results of the path coefficient statistical analysis hypothesis in the table above, the
service leadership variable affects innovative work behavior with work craft that acts as a mediator
between the two. The original sample value of the influence of the three variables is 0.589, which
means that there is a positive influence in the influence of servant leadership on innovative work
behavior with work craft as a mediator. Then, the value of the t statistic is 6.820, and the p-value is
0.000 (<0.05), which means that the service leadership variable has a significant indirect effect on
innovative work behavior with work craft that acts as a mediator.

Research conducted by Xin et al. (2020) suggested that work craft behaviors were more likely to
be transmitted from team leaders to team members because team leaders were closer to members
and therefore team members could more easily imitate their behavior. Diligent behavior at work will
synergize with the character of the leader who serves so as to create innovative work behavior.

Employees seek to increase their resources and challenges when they create their jobs. Because
employees can make personal changes in their work, they find their work more enjoyable, thereby
increasing the likelihood of engaging in psychological empowerment and work craft in extra-role
behaviors. (Khan et al.,, 2021).

Khan et al. (2020) argue that servant leadership can trigger work craft behavior because the
positive emotions associated facilitate employees in the cognitive processes required for idea
creation. Thus, servant leadership, on the one hand, helps employees to be more proficient in
generating ideas as it enhances positive emotions. On the other hand, through positive emotions and
resource-enhancing roles, servant leadership enables employees to pursue innovative work
behaviors. Based on this description, the results of this study are relevant to the results of research
conducted by Khan et al. (2020) and Khan et al. (2021).

4. Conclusion

Based on the results of research and hypothesis testing in the discussion presented, several
conclusions can be obtained as follows:

1. The statistical analysis of the path coefficient shows the original sample value of 0.976 on
leadership serving psychological empowerment. This means that there is a positive influence of
servant leadership on psychological empowerment. In addition, it is also shown that the t-statistic
value is 12,543, and the p-value is 0.000 (<0.05), which means that servant leadership has a
significant direct effect on psychological empowerment. Therefore, it can be concluded that the
first hypothesis in this study is accepted and statistically supported by the results of this study. It
can be concluded that the first hypothesis of this study is accepted and statistically supported by
the results of this study.

2. Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.979 in service leadership to work craft. This means that there is a positive influence of
servant leadership on work craftsmanship. In addition, it is shown that the t-statistic value is
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22.662, and the p-value is 0.000 (<0.05), which means that servant leadership has a significant
direct effect on work craft. Therefore, it can be concluded that the second hypothesis in this study
is accepted and statistically supported by the results of this study.

. Based on the statistical analysis of the path coefficient, the table above shows the original sample

value of 0.205 on psychological empowerment to innovative work behavior. This means that
there is a positive influence on psychological empowerment on innovative work behavior. In
addition, it is also shown that the t-statistic value of 2.404 and p-value of 0.017 (<0.05) means
that psychological empowerment has a significant direct effect on innovative work behavior.
Therefore, it can be concluded that the third hypothesis in this study is accepted and statistically
supported by the results of this study.

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.536 on work craft to innovative work behavior. This means that there is a positive
influence on work craft on innovative work behavior. In addition, it is also shown that the t-
statistic value is 5.605 and the p-value is 0.000 (<0.05), which means that work craft has a direct
significant effect on innovative work behavior. Therefore, it can be concluded that the fourth
hypothesis in this study is accepted and statistically supported by the results of this study.

Based on the statistical analysis of the path coefficient, the table above shows the original sample
value of 0.256 in serving leadership to innovative work behavior. This means that there is a
positive influence of servant leadership on innovative work behavior. In addition, it is also shown
that the t-statistic value of 2.955 and p-value of 0.003 (<0.05) means that servant leadership
directly affects innovative work behavior. Therefore, it can be concluded that the fifth hypothesis
in this study is accepted and statistically supported by the results of this study.

Based on the statistical analysis of the path coefficient in the table above, service leadership
affects innovative work behavior, with psychological empowerment mediating between the two.
The original sample value of the third influence is 0.345, which means that there is a positive
influence in the influence of servant leadership on innovative work behavior with psychological
empowerment as a mediator. Then, the value of the t statistic is 2.880, and the p-value is 0.004
(<0.05), which means that servant leadership has a significant indirect effect on innovative work
behavior, with psychological empowerment acting as a mediator. Therefore,

Based on the statistical analysis of the path coefficient in the table above, service leadership
affects innovative work behavior with work craft that acts as a mediator between the two. The
original sample value of the third influence is 0.589, which means that there is a positive influence
in the influence of servant leadership on innovative work behavior with work craft as a mediator.
Then, the t-statistic value is 6.820, and the p-value is 0.000 (<0.05), which means that servant
leadership has a significant indirect effect on innovative work behavior with work craft that acts
as a mediator. Therefore, it is concluded that the seventh hypothesis in this study is accepted and
statistically supported by the results of this study.
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