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ABSTRACT 

 
This study aims to investigate the patterns 
observed in previous research conducted in 
the realm of Innovative Work Behavior 
regards to conservation of resources 
theory. This study employed a systematic 
literature review in conjunction with the 
Scopus database. Articles published 
between the years 2013 and 2023 were 
selected. We conducted an analysis of the 
profile of global publications on the topic of 
blended learning in the fields of 
management and business, spanning the 
years 2013 to 2023. We have determined 
the precise details of the publication, 
including the time, individuals involved, 
location, and the specific content that was 
released on the topic. The findings 
demonstrate that four study themes have 
been created, signifying possible 
exploratory and exploitative research 
areas. This study seeks to address the 
research that individual behavior 
determines how people interact with 
internal and external factors that influence 
their innovative work behavior. 
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INTRODUCTION 
 
Innovation is important in startup businesses and is a necessity for organizations to 
achieve development goals (Pian et al., 2019) which leads to business growth (Liuet al., 
2020). One way in which innovative ideas can have a positive impact on society is 
through the emergence of business ventures known as startups. Startup innovation 
symbolizes the idea of taking risks and responsibilities with the aim of developing a 
business model to meet market needs (Yuana et al., 2021). Considering the fast pace of 
technology that often disrupts the innovation process, conveying new ideas and bringing 
them to life becomes challenging and competitive. 
 
The progress of startups in Indonesia has led to intense competition in the service and 
product business. Startup businesses are required to always adapt to change. For 
example, COVID-19 became a global pandemic in 2019, which requires people to follow 
physical distancing as a standard operating procedure that limits human activity and 
physical interaction (Singh, et.al., 2020; Islam, et.al., 2020). The pandemic resulted in 
the closure of many banks, offices, shopping centers, education and all other institutions, 
so that activities were shifted online which encouraged application development (Singh 
et.al., 2020) and opened new avenues for the digital sector. 
 
To explain the relationship between empowering leadership and innovative work 
behavior, use COR (Conservation of Resources)-Theory (Hobfoll and Shirom, 2001). 
The theory suggests that individuals have limited resources and personal resources must 
be acquired, conserved and maintained on an ongoing basis. According to conservation 
of resources theory, individuals are naturally motivated to acquire and maintain 
resources that are more important to them. According to COR theory, leaders have an 
impact on employee resources, namely by providing certain resources to employees, 
resulting in various levels of increase in employee values and self, so that they can trigger 
the acquisition of important resources for employees. 
 

LITERATURE REVIEW 
 

Innovative work behavior contains subconcepts of learning and leadership that focus on 
the acquisition of knowledge and skills necessary for innovation as determined by the 
organization and the direction provided by the leader. The concept reflects innovation in 
the workplace that requires creating an environment where employees feel safe to create 
innovatively and this requirement tends to emerge from company leaders (Caniels and 
Veld 2019). The review identified several studied leadership styles related to innovative 
work behavior such as entrepreneurial leadership, servant leadership, and Islamic 
leadership (Mokhber et al. 2016; Cai et al. 2018; Supriyanto 2019). However, the 
inclusive leadership approach stands out because the essence of this approach is doing 
things with others, not with others, in the postulate that everyone matters (Hollander 
2009; Roberson 2006). In general, leadership studies dominate research related to 
innovative work behavior and empowering leadership is the leadership style related to 
innovative work behavior that is most studied. Empowering leadership promotes the 
common interests of employees by enabling them to achieve common goals (Garcia-
Morales et al. 2012). Knowledge, in this context, becomes a valuable asset, and several 
studies focus on knowledge sharing as an individual action (Birdi et al. 2016; Phung et 
al. 2019; Mansour and Tremblay 2018; Mura et al. 2016) and several other studies. 
placing emphasis on processes and human resource (HR) management (Battistelli et al. 
2019; Nguyen et al. 2019). There is also research that emphasizes the importance of 
interactions between people, information, and innovation, and emphasizes that the act 
of sharing facilitates innovation (Middleton et al. 2018; Radaelli et al. 2014). These 
studies promote group interaction as one of the factors that shape innovation (Reuvers 
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et al. 2008). The suggestion is that the way leaders develop relationships with other 
partners can support or delay growth, which is the essence of leader-member exchange. 
Many studies that consider leader–member exchange from an organizational 
perspective (Park et al. 2014; Eskiler et al. 2016; Topcu et al. 2015) highlight the 
importance of organizational climate. Other research includes an individual perspective 
(Saeed et al. 2019; Agarwal 2014a) that underscores the importance of self-evaluation 
and engagement. 
 
There are two aspects to the innovation approach (Axtell et al., 2000). The first is the 
innovation component. Innovation can refer to the process that involves the generation, 
adoption, implementation, and incorporation of new ideas, practices, or artifacts in an 
organization. Although evidence suggests that innovation is a complex and iterative 
process, and there are several different perspectives on innovation, as implied 
previously, most perspectives identify two key elements: the awareness of innovation (or 
suggestion) phase and the implementation phase (Amabile, 1988; Axtell et al., 2000). 
The second aspect explores the scope or focus of innovation; in particular, this can range 
from the development of radical new ideas that revolutionize practices or products 
throughout the organization to smaller scale innovations (Axtell et al., 2000). Our 
conceptualization of innovation is based on the first approach, and following West's 
(2002) definition, we conceptualize team innovation as innovative behavior (Le Blanc et 
al., 2021; Tang et al., 2020) referring to the introduction or implementation of ideas, 
processes, products, or procedures within a work team, which are new to the team and 
designed to be useful (West, 2002). 
 
Innovative work behavior can be seen through the lens of social cognitive theory, 
because it involves generating, promoting, and realizing new ideas that can lead to 
innovation (Jon & Hartog, 2010). The three dimensions of innovative work behavior can 
be explained in the context of social cognitive theory as follows: The first dimension, idea 
generation, can be seen as a way to provide resources that are important for employee 
well-being: a sense of creativity and autonomy. When employees are able to generate 
new and creative ideas, they are more likely to feel that their resources are protected 
and that they have control over their work environment (Axtell et al., 2000). The second 
dimension, idea promotion, can be seen as a way of providing resources important for 
employee well-being, such as social support, recognition, and feedback. When 
employees are able to promote and advocate their ideas, they are more likely to feel that 
their resources are valued and that they have support from their coworkers and superiors 
Caniels and Veld 2019). The third dimension, idea realization, can be seen as a way to 
provide resources that are important for employee well-being: a sense of 
accomplishment and mastery. When employees are able to implement and execute their 
ideas, they are more likely to feel that their resources are protected and that they have 
the skills and abilities to cope with the demands of their work (Hollander 2009; Roberson 
2006). 
 

RESEARCH METHOD 
 

Systematic Literature Review was conducted to compile and integrate study findings on 
the topic of leadership empowerment in the hospitality and tourism sector. The objective, 
replicable, systematic and comprehensive nature of the method and reporting process 
differentiates it from traditional literature reviews (Klassen et al., 1998). Our systematic 
review strictly follows the five-step framework for conducting SLR proposed by Khan et 
al. (2003), which includes: constructing questions for the review, identifying relevant 
research, assessing the quality of the research, summarizing the evidence and 
interpreting the findings. SLR currently emphasizes research studies that investigate 
innovative work behavior theory. 



 

Economics and Business International Conference Proceeding 
Vol. 1 No. 2, pp. 605-615, August, 2024 
 

608 

In the process of implementing the SLR, a comprehensive database search was 
conducted with the aim of ensuring the collection of as much relevant and high-quality 
research as possible to answer the research questions. Following Bavik's (2020) 
suggestions, the Scopus and Web of Science databases were systematically searched 
based on the inclusion and exclusion criteria and samples described in the following 
sections. These databases were used because they are considered to be the two most 
inclusive databases available covering refereed journals in the social sciences (Crossan 
and Apaydin, 2010). 
 
Criteria for articles selected for the initial search included that the research was published 
in a peer-reviewed journal; written in English; and using keywords (“empowering 
leadership” or “empowerment leadership. The year of publication is not limited in the 
search process but the deadline is the end of January 2021. After articles containing the 
specified keywords are retrieved, they are checked to avoid duplicates. External 
duplicate numbers are recorded and then deleted while maintaining the new article total. 
 
As a next step, a second filter search was conducted to evaluate the suitability of articles 
against the inclusion criteria. The full text version of each article was taken for research 
that met three criteria, namely: empirical study, discussing empowering leadership as 
the main topic, and discussing empowering leadership in the context of its effect on 
employee performance. Because the aim of the research was to gain an understanding 
of empirical studies of empowering leadership, research studies whose primary focus 
was building models or testing measurement scales were not included in consideration. 
The absence of at least one inclusion criterion in the abstract, results and/or discussion 
of the study means that the article is excluded from further consideration. The literature 
search was carried out through a quality database, namely Scopus. 

 
RESULTS 

 
There are two aspects to the innovation approach (Axtell et al., 2000). The first is the 
innovation component. Innovation can refer to the process that involves the generation, 
adoption, implementation, and incorporation of new ideas, practices, or artifacts in an 
organization. Although evidence suggests that innovation is a complex and iterative 
process, and there are several different perspectives on innovation, as implied 
previously, most perspectives identify two key elements: the awareness of innovation (or 
suggestion) phase and the implementation phase (Amabile, 1988; Axtell et al., 2000). 
The second aspect explores the scope or focus of innovation; in particular, this can range 
from the development of radical new ideas that revolutionize practices or products 
throughout the organization to smaller scale innovations (Axtell et al., 2000). Our 
conceptualization of innovation is based on the first approach, and following West's 
(2002) definition, we conceptualize team innovation as innovative behavior (Le Blanc et 
al., 2021; Tang et al., 2020) referring to the introduction or implementation of ideas, 
processes, products, or procedures within a work team, which are new to the team and 
designed to be useful (West, 2002). 
 
Innovative work behavior can be viewed through the lens of COR theory, because it 
involves generating, promoting, and realizing new ideas that can lead to innovation (Jon 
& Hartog, 2010). The three dimensions of innovative work behavior can be explained in 
the context of COR theory as follows: The first dimension, idea generation, can be seen 
as a way to provide resources that are important for employee well-being: a sense of 
creativity and autonomy. When employees are able to generate new and creative ideas, 
they are more likely to feel that their resources are protected and that they have control 
over their work environment (Axtell et al., 2000). The second dimension, idea promotion, 
can be seen as a way of providing resources important for employee well-being, such as 
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social support, recognition, and feedback. When employees are able to promote and 
advocate their ideas, they are more likely to feel that their resources are valued and that 
they have support from their coworkers and superiors Caniels and Veld 2019). The third 
dimension, idea realization, can be seen as a way to provide resources that are important 
for employee well-being: a sense of accomplishment and mastery. When employees are 
able to implement and execute their ideas, they are more likely to feel that their resources 
are protected and that they have the skills and abilities to cope with the demands of their 
jobs (Hollander 2009; Roberson 2006). 
 
Overall, innovative work behavior can be seen as a way to provide employees with the 
resources they need to meet job demands and protect their resources. By understanding 
the dimensions of innovative work behavior in the context of COR theory, organizations 
can develop interventions and programs that encourage innovative work behavior and 
help employees conserve their resources. The following is a picture of the elements in 
the innovative work behavior concept, 
 
 

 
 Figure 2. 13 Elements of the Innovative Work Behavior Concept 

 
 

COR theory provides a theoretical basis, namely that affective-ability fit is positively 
related to innovative work behavior. Three important components contribute to team 
innovation: domain-relevant skills, creativity-relevant skills, and task motivation. 
Empowering leaders train and inform team members to improve these relevant skills. 
They also lead by example, encourage team members to participate in decision making, 
and show concern/interact with the team to stimulate team members' task motivation. 
These skills and motivation can increase employee innovation. In addition, following the 
perspective of Tang et al. (2020), empowering leadership is closely aligned with the idea 
of intrinsic motivation, which is an important psychological driver of innovation. 
Empowering leadership catalyzes a shared mindset where the team is confident in its 
abilities and willing to try new things and proactively pursue and implement new ideas. 
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Figure 2 State of the Art Innovative Work Behavior 

 
Figure 2 above is a summary of the development of the innovative work behavior 
concept, which is grouped into two periods, namely the 2011 to 2020 period and the 
2021 to 2023 period. This research develops another essence of the innovative culture 
process concept as the innovation culture process. Innovative work behavior contains 
subconcepts of learning and leadership that focus on the acquisition of knowledge and 
skills necessary for innovation as determined by the organization and the direction 
provided by the leader. The concept reflects innovation in the workplace that requires 
creating an environment where employees feel safe to create innovatively and this 
requirement tends to emerge from company leaders (Caniels and Veld 2019). The review 
identified several studied leadership styles related to IWB such as entrepreneurial 
leadership, servant leadership, and Islamic leadership (Mokhber et al. 2016; Cai et al. 
2018; Supriyanto 2019). However, the inclusive leadership approach stands out because 
the essence of this approach is doing things with others, not with others, in the postulate 
that everyone matters (Hollander 2009; Roberson 2006). 
 
In general, leadership studies dominate research related to innovative work behavior and 
empowering leadership is the leadership style related to innovative work behavior that is 
most studied. Empowering leadership promotes the common interests of employees by 
enabling them to achieve common goals (Garcia-Morales et al.. 2012). Knowledge, in 
this context, becomes a valuable asset, and several studies focus on knowledge sharing 
as an individual action (Birdi et al. 2016; Phung et al. 2019; Mansour and Tremblay 2018; 
Mura et al. 2016) and several other studies. placing emphasis on processes and human 
resource (HR) management (Battistelli et al. 2019; Nguyen et al. 2019). There is also 
research that emphasizes the importance of interactions between people, information, 
and innovation, and emphasizes that the act of sharing facilitates innovation (Middleton 
et al. 2018; Radaelli et al. 2014). These studies promote group interaction as one of the 
factors that shape innovation (Reuvers et al. 2008). The suggestion is that the way 
leaders develop relationships with other partners can support or delay growth, which is 
the essence of leader-member exchange. Many studies that consider leader–member 
exchange from an organizational perspective (Park et al. 2014; Eskiler et al. 2016; Topcu 
et al. 2015) highlight the importance of organizational climate. Other research includes 
an individual perspective (Saeed et al. 2019; Agarwal 2014a) that underscores the 
importance of self-evaluation and engagement. 
 
COR-Theory to build dimensions of innovate work behavior where the variable is built 
with three elements and twelve indicators. Below is a picture of the variables and their 
dimensions, 
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Figure 3. Variables and Dimensionalization of Innovative Work Behavior 

 
Figure 3 shows the variable innovative work behavior using COR-Theory developed into 
elements of idea generation (4 indicators), idea promotion (4 indicators) and idea 
realization (4 indicators). Selection of indicators are adapted from the study of De Jong 
& Den Hartog, D. N. (2010); Janssen (2000); Scott, & Bruce (1994). 
 

DISCUSSION 
 

COR theory explains that society tends to acquire resources, how to maintain them and 
protect these resources. Individuals who have acquired resources will tend to acquire 
more resources, whereas individuals who have limited resources may react negatively 
to protect their resources (Hobfoll, 1989). Resources are anything that is of value to 
employees, which can be job resources or personal resources (Hobfoll, 2011). This 
theory is useful in explaining how a person's personal resources can help increase their 
level of work engagement. Based on COR theory and previous research, this paper 
argues that PsyCap will have a positive impact on the level of work engagement of public 
sector employees, based on the premise that employees who have high PsyCap will be 
more enthusiastic at work and they share information with their colleagues more freely 
and with easy (Avey et al., 2008). 
 

 
CONCLUSION 

 
According to this theory, individual behavior determines how people interact with internal 
and external factors that influence their innovative work behavior. Additionally, 
encouragement from management to individuals regarding their skills, abilities, and self-
confidence also enables them to generate and implement new ideas with confidence 
(Compeau et al., 1999). Empowering leadership, which involves delegating decision-
making authority and providing support and resources, can increase employees' intrinsic 
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motivation and creative self-efficacy by fostering a sense of autonomy and control over 
their work. This, in turn, may increase their confidence in their ability to engage in creative 
activities and seek innovative solutions independently. In summary, social cognitive 
theory provides a theoretical framework to explain the relationship between empowering 
leadership and innovative work behavior by emphasizing the role of intrinsic motivation, 
creative self-efficacy, and psychological empowerment in fostering a sense of autonomy, 
control, and confidence in a person to have creative abilities. 
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